ABSTRACT
COX, GRACE ELIZABETH. The Trickledown Effects of Leaders’ Resilience-Building
Behaviors on Followers’ Burnout, Engagement, and Performance. (Under the direction of Dr. S.
Bartholomew Craig).

Burnout has become a plague for the modern workforce, costing organizations
billions every year (Weiss, 2020), and causing physical and psychological problems for
employees (e.g., Bayes et al., 2021; Holton et al., 2016). The job demands-resources model
suggests that burnout can emerge from an overload of demands or a scarcity of adequate
resources (Bakker et al., 2023a; Demerouti et al., 2001). When facing work stress, employees
must use resources to be able to cope with the stressor and the stress. Employees can build their
resilience to stress by engaging in proactive coping strategies. Resilient employees are
subsequently able to better use and build resources for future stressful situations (Shaw et al.,
2016). Most resilience-building strategies have been targeted at the individual (e.g., recovery,
Sonnentag & Fritz, 2017), however, one previously overlooked strategy is that of the employee’s
leader modeling resilience-building behaviors. Based in social learning theory (Bandura, 1977),
this study hypothesized that when employees perceive their leaders engaging in resilience-
building behaviors, they themselves will engage in similar resilience-building behaviors, leading
to lower levels of burnout, higher levels of engagement, and higher levels of performance. This
was thought to be especially true for those high in optimism and psychological flexibility.
Results found that the original leader — follower influenced relationship of engaging in
resilience-building behaviors was supported, and that followers engaging in said behaviors
significantly predicted lower levels of burnout, and higher levels of engagement and
performance. Optimism and psychological flexibility were not shown to moderate these

relationships. Supplemental analyses showed that the influence of leaders modeling resilience-



building behaviors may be particularly powerful for newer/younger employees. Implications and

future directions are discussed.
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The Trickledown Effects of Leaders’ Resilience-Building Behaviors on Followers’
Burnout, Engagement, and Performance

One of the most prevalent and detrimental problems facing organizations and employees
today is that of burnout. Burnout is defined as a state of physical, mental, and emotional
exhaustion brought on by exposure to chronic stressors in the workplace (Maslach & Jackson,
1981; Maslach et al., 2001; Schaufeli et al., 2011). In 2021, the American Psychological
Association (APA) estimated that as many as 79% of workers faced regular stress in their
working experiences (Abramson, 2022), and at least 22% of them report feeling burnt-out very
often or always (Vankar, 2023; Wigert & Agrawal, 2018). More recent estimates have found that
experiences of emotional exhaustion, a key feature of burnout (Maslach et al., 2001), are
increasing in frequency, with as many as 31% of survey respondents reporting feeling
emotionally exhausted (American Psychological Association, 2023). Burnout has been linked
with negative work-related outcomes such as lower satisfaction with work (Adwan, 2014;
Cavanaugh et al., 2000; Maslach et al., 2001; Moore, 2000; Peterson et al., 2008; Singh et al.,
1994), decreased productivity and performance (Holton et al., 2016; Salvagioni et al., 2017),
increased absenteeism (Peterson et al., 2008), and higher turnover intentions (Cavanaugh et al.,
2000; Drake & Yadama, 1996; Geurts et al., 1998; Lee & Ashforth, 1993; Peterson et al., 2008);
as well as negative individual-level outcomes, such as increased mental health problems (Chen et
al., 2020; Halbesleben & Buckley, 2004; Holton et al., 2016; Huang & Simha, 2018; Maslach &
Jackson, 1984), increased physical health problems (Bayes et al., 2021; Salvagioni et al., 2017;
Shirom, 2003; Van Dierendonck et al., 2001), lower quality of personal relationships (Malach
Pines, 2003), and greater conflict at home (Burke & Mikkelsen, 2006; llies et al., 2007b; Lee et

al., 2023; Williamson et al., 2018). Between the health complications, loss of productivity, and



turnover caused by burnout, organizations can lose between $120-190 billion each year when
dealing with a burnt-out workforce (Weiss, 2020). As such, organizations have a vested interest
in combating and preventing burnout among their workers.

To combat the negative effects brought on by stress and burnout, individuals may engage
in a variety of coping strategies. Coping can be either adaptive, promoting resilience and healthy
outcomes for the individual (i.e., exercise, good sleep, social support; Holton et al., 2016), or
maladaptive, potentially furthering negative consequences the individual may face (i.e., smoking,
excessive drinking, use of illicit substances; Holton et al., 2016). Individuals can be influenced to
engage in different coping strategies based on a number of factors such as personality variables
(Pilch et al., 2021), how they appraise the stressor (i.e., threatening, harmful, challenging,
Lazarus & Folkman, 1984), and the resources they have available (Ito & Brotheridge, 2003).
When individuals engage in positive and adaptive coping strategies focused on addressing the
stressor itself or building resilience to better handle their stress, they tend to report better
individual and organizational outcomes, and lower levels of burnout (Bono et al., 2013; Shin et
al., 2014). However, when individuals engage in negative and maladaptive coping strategies,
they can actually report higher levels of burnout (Dolan & Ender, 2008; Leiter, 1991; Zellars &
Perrewé, 2001), decreased job satisfaction, and higher levels of voluntary turnover (Cavanaugh
et al., 2000).

For the majority of previous research, coping strategies and their effects have been
studied from an individual perspective (e.g., Holton et al., 2016; Ito & Brotheridge, 2003;
Koeske et al., 1993; Nizielski et al., 2013; Roswag et al., 2023). But this line of research neglects
the fact that individuals, especially in the workplace, do not exist in a vacuum. Employees are

continuously engaging with and actively changing their environment (Bakker et al., 2023b;



Weick, 1977). One of the most important relationships in the workplace, and one that has only
recently begun to be studied in burnout-coping research, is that between employees and their
leaders (Thomas et al., 2013). The limited research in this field has demonstrated that leaders can
have a powerful impact on their followers — that when leaders engage in coping strategies,
recovery activities, and other positive and health promoting endeavors, they can improve the
levels of burnout and other negative outcomes their followers report (Beattie & Griffin, 2014;
Densten, 2005; Diebig et al., 2017; Kim et al., 2023; Xu et al., 2021), although this has not been
universally supported (e.g., Blanco-Donoso et al., 2017; Stein et al., 2021). Primarily,
researchers have studied this through the lenses of transformational leadership (Arnold, 2017;
Bass, 1985; Skakon et al., 2010) and emotional contagion/crossover (Bakker et al., 2009; Bolger
etal., 1989; Kim et al., 2023; Petitta et al., 2016; Tariq et al., 2020).

While there is a growing body of evidence that leader coping and recovery activities can
influence their followers’ level of burnout and other negative outcomes through emotional
contagion (e.g., the leader feels better after the coping/recovery which increases their positive
affect which then spreads to their followers, increasing their positive affect and resulting in
positive individual- and organizational-level outcomes; Kim et al., 2023), one thing missing from
this literature is the idea of leaders acting as role models for engaging in coping strategies and
resilience-building behaviors. Social learning theory (Bandura, 1977) states that the majority of
human learning occurs through observation, especially observing role models. At work, the part
of a role model is often filled by an employee’s leader (Kreiner et al., 2009). According to social
learning theory, individuals observe, learn, and adopt both attitudes and behaviors of others,
especially their role models (Bandura, 1977). This phenomenon has been demonstrated in leader-

follower relationships for a number of behaviors, such as job involvement and creativity (Hu et



al., 2023), organizational identification (Ishaq et al., 2023), serving behaviors (Wu et al., 2021;
Yu et al., 2021), organizational citizenship behaviors (Yaffe & Kark, 2011), unethical conduct
and unethical pro-organizational behavior (Lian et al., 2022), and work-life boundaries (Koch &
Binnewies, 2015). However, research has not examined whether this relationship holds for
coping strategies or behaviors meant to build resilience in the face of stress. This present study
aims to fill this gap and test whether leaders’ engagement in coping strategies and resilience-
building behaviors influences their followers to engage in the same or similar behaviors, and
whether or not that engagement can lead to lower emotional exhaustion, higher work
engagement (the theoretical opposite of burnout, Schaufeli & Bakker, 2004), and better
performance on the part of the follower.
Theoretical Background and Hypothesis Development

Burnout

Burnout has traditionally been conceptualized with three components: emotional
exhaustion, depersonalization, and reduced personal accomplishment (Maslach & Jackson,
1981). Emotional exhaustion is characterized by feelings of stress and “being used up,” feeling
emotionally overextended, having a lack of energy, and feeling drained, especially by contact
with other people (Bogs, 2011; Chullen, 2012; Greenglass et al., 1998; Maslach et al., 2001).
Depersonalization involves the development of a callous and detached manner of interacting
with others, particularly towards those who are receiving help or a service from the burnt-out
individual. This can also include the tendency to treat others as objects rather than people. (Lee
& Ashforth, 1996; Maslach et al., 2001). Reduced personal accomplishment refers to the
tendency for burnt-out individuals to view their own competence, performance, and

achievements at work in a negative light (Halbesleben & Bowler, 2007; Maslach et al., 2001).



Recently, the three-factor model has received mixed support as more and more evidence has
emerged showing that the “reduced personal accomplishment” factor develops separately from
the other two components (Schaufeli & Bakker, 2004). This has led many researchers to argue
for and adopt a, perhaps better fitting, two-factor model of burnout: emotional exhaustion and
disengagement (Demerouti et al., 2001; Frick et al., 2023; Huang & Simha, 2018; Legvseth et al.,
2012; Schaufeli & Bakker, 2004).

Some researchers have argued that the traditional three-factor and revised-two factor
models of burnout are too limiting by assigning relatively uniform symptoms across all
individuals (Farber, 1990; Montero-Marin & Garcia-Campayo, 2010). They proposed an
alternate model that differentiates three different subtypes of burnout based on their symptoms.
An individual suffering from frenetic burnout tends to work increasingly harder to the point of
exhausting themselves. They are always in search of success and are characterized by their over-
involvement and ambition. Individuals with under-challenged burnout are trying to cope with
their unstimulating and monotonous environments, feeling unsatisfied, indifferent, and bored
with their lack of satisfaction and personal development. The worn-out burnt-out individual will
give up in the face of stress and will neglect their work and responsibilities (Farber, 1990). While
not overly common, this alternative model has gained some traction in explaining both burnout
and different coping strategies (Montero-Marin et al., 2014).

Using either the traditional three-factor model (Maslach & Jackson, 1981), the revised
two-factor model (Demerouti et al., 2001), or the alternate symptom-based model (Farber, 1990;
Montero-Marin & Garcia-Campayo, 2010) the factor of emotional exhaustion has received the
most attention in the research (e.g., Frick et al., 2023; Greenglass et al., 1998; Hees-Garcia,

2021; Huang & Simha, 2018; Hughes et al., 2022; Lee et al., 2023; Lgvseth et al., 2012; Padyab



et al., 2016). Emotional exhaustion has been considered to be both the first stage (Cordes &
Dougherty, 1993; Lee & Ashforth, 1990; Maslach, 1982; Schaufeli & Enzmann, 1998) and core
symptom (Hobfoll & Shirom, 2001; Shirom, 1989) of burnout, and has shown the most
consistent relationships with the negative outcomes commonly associated with burnout (e.g.,
Greenglass et al., 1998; Huang & Simha, 2018; Jenaro et al., 2007; Leiter, 1991).

Originally, burnout was conceptualized as occurring in employees who engage in some
kind of “people work™ (Maslach, 1982). As such, burnout and its consequences have been
studied and documented across a number of professions which require a large amount of
interaction between people, including teachers (Antoniou et al., 2013; Meredith et al., 2020,
Montgomery & Rupp, 2005; Nizielski et al., 2013), university professors (Davidson et al., 2010),
other education professionals (Holton et al., 2016); medical professionals (Pospos et al., 2018),
including nurses (Bakker et al., 2005; Butcher et al., 2023; Chen et al., 2020; Hees-Garcia, 2021;
Lapalme et al., 2023; Petitta et al., 2016) and doctors (Bakker et al., 2001; Butcher et al., 2023,
Hees-Garcia, 2021; Lavseth & Aasland, 2010; Lavseth et al., 2012; Petitta et al., 2016); mental
health professionals (Bogs, 2011; White, 2019); public service workers (Jenaro et al., 2007; Lee
et al., 2023; Shin et al., 2014); social workers (Ben-Zur & Michael, 2007); and restaurant
workers (Hees-Garcia, 2021). As the definition of burnout expanded, research has also expanded
to other professions, including police and law enforcement (Beehr et al., 1995; Burke &
Mikkelsen, 2006; Padyab et al., 2016), military service members (Dolan & Ender, 2008; Leiter,
1991), veterinary professionals (Dunn, 2022), manufacturing (Huang & Simha, 2018; Khan et
al., 2023), banking (Khan et al., 2023), and other non-service business and office jobs (Arnold,
2017). By and large, though, burnout research has focused on healthcare or educational samples

(Shin et al., 2014).



Consequences

There are a number of serious consequences that have been linked with burnout, both for
employees’ everyday-life and their work-life and performance. Those who report higher burnout
have also reported significantly higher levels of depression and anxiety symptoms than those
with lower burnout scores (Chen et al., 2020; Holton et al., 2016; Huang & Simha, 2018;
Papathanasiou et al., 2017; Salvagioni et al., 2017; Tzeletopoulou et al., 2018; Yang & Hayes,
2020). Burnt-out individuals also tend to report lower levels of self-esteem than non-burnt-out
individuals (Maslach et al., 2001). If the burnout is not alleviated, or the stressor not addressed,
individuals facing burnout are at risk of developing post- and secondary-traumatic symptoms
(Burke & Mikkelsen, 2006; Shoji et al., 2015; Yang & Hayes, 2020), insomnia and sleep
deprivation (Kaeding et al., 2017; Salvagioni et al., 2017; Yang & Hayes, 2020), and
psychological distress (Fong et al., 2016; Hammond et al., 2018; Yang & Hayes, 2020). This can
lead to an increased use and abuse of psychotropic and antidepressant medications (Burke &
Mikkelsen, 2006; Salvagioni et al., 2017), greater levels of hospitalization for psychiatric issues
(Salvagioni et al., 2017), and even increased rates of suicidal ideation (Burke & Mikkelsen,
2006).

As for physical complaints, stress and burnout have been shown to cause an increased
and sustained activation in the autonomic nervous system, which contains the sympathetic, or
“fight-or-flight,” portion of the nervous system (Bayes et al., 2021). When this nervous system is
activated, it causes increased levels of stress hormones, such as cortisol (Jonsson et al., 2015;
von Kanel et al., 2023). Prolonged levels of increased cortisol can cause high blood pressure,
(Bono et al., 2013; Buunk & Schaufeli, 1999; Van Dierendonck et al., 2001), weight gain, higher

blood sugar and type 2 diabetes (Bayes et al., 2021; Salvagioni et al., 2017), high cholesterol



(Salvagioni et al., 2017), reduced functioning in the endocrine and immune systems (Bayes et al.,
2021), coronary heart disease (Salvagioni et al., 2017), cardiovascular disease (Bayes et al.,
2021; von Kaénel et al., 2023), systemic inflammation and excitotoxicity (i.e., nerve damage and
death as a result of increased levels of neurotransmitters, Bayes et al., 2021), and premature
death (Bayes et al., 2021; Salvagioni et al., 2017). Beyond the influence of cortisol, burnout has
also been linked to changes in brain structure and functioning (Bayes et al., 2021), including
impairments in memory, attention, and executive functioning (Renaud & Lacroix, 2023).
Individuals with burnout also report higher musculoskeletal pain and injuries (Acker, 2010;
Salvagioni et al., 2017; Yang & Hayes, 2020), more flu-like and gastrointestinal issues (Acker,
2010; Hammond et al., 2018; Kaeding et al., 2017; Salvagioni et al., 2017; Yang & Hayes,
2020), and a greater frequency and intensity of headaches (Salvagioni et al., 2017) than those
without burnout. Finally, burnout has been linked with a number of sleep issues, including
prolonged fatigue (Salvagioni et al., 2017), sleep deprivation (Acker, 2010; Hammond et al.,
2018), and insomnia (Yang & Hayes, 2020), all of which can exacerbate the aforementioned
physical problems.

Burnout also has a number of consequences for employees and their organizations.
Overall, burnt-out employees tend to show lower job satisfaction (Adwan, 2014; Cavanaugh et
al., 2000; Lee etal., 2011; Maslach et al., 2001; Moore, 2000; Peterson et al., 2008; Rossler,
2012; Salvagioni et al., 2017; Scanlan & Still, 2013; Singh et al., 1994; Yang & Hayes, 2020),
and both higher turnover intentions and higher turnover rates (Armstrong-Stassen et al., 1994;
Drake & Yadama, 1996; Geurts et al., 1998; Lee & Ashforth, 1993; Lee et al., 2011; Peterson et
al., 2008; Scanlan & Still, 2013; Yang & Hayes, 2020). Even if employees are not actively

leaving the organization, those with higher levels of burnout tend to still engage in a number of



withdrawal behaviors, such as absenteeism, and using an increased number of sick days (Burke
& Mikkelsen, 2006; Peterson et al., 2008; Salvagioni et al., 2017). When burnt-out employees
are at work, they have been shown to have higher levels of presenteeism (i.e., coming to work
while sick; Holton et al., 2016; Salvagioni et al., 2017), decreased productivity (Holton et al.,
2016), and decreased performance (Huang & Simha, 2018) than non-burnt-out employees. In
medical and mental health professionals, burnout has also been linked to higher rates of
compassion fatigue, where practitioners report lowering levels of care for their patients/clients
and decreased effectiveness in doing their jobs (Butcher et al., 2023; Delgadillo et al., 2018;
Salyers et al., 2015; Thompson et al., 2014; Wampold, 2015; White, 2019; Yang & Hayes,
2020). Between lost productivity, increased disability services (Salvagioni et al., 2017), and
turnover of employees, burnout can cost organizations billions each year (Weiss, 2020).
Antecedents

If organizations want to address and prevent burnout, they need to understand not only
the consequences, but the antecedents of burnout. Just as with the consequences, there are
antecedents at both the individual level and the organizational level. At the individual level, the
personality dimension of neuroticism has been linked with higher levels of burnout (i.e., more
neurotic people tend to also report higher levels of burnout, Maslach et al., 2001). Employees
with low self-esteem and who engage in coping strategies designed to avoid, rather than deal
with, the problem also tend to report high levels of burnout (Beehr et al., 1995; Shin et al., 2014).
Emotional intelligence, at high levels, can protect against burnout (Gawali, 2012; Joseph &
Newman, 2010), but can lead to burnout at low levels as it can hinder individuals in appraising

their own and others’ emotions and circumstances (Nizielski et al., 2013). Employees who have
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an external locus of control, or tend to view most events as beyond their control, also tend to
report higher levels of burnout (Gan et al., 2007; Nieto et al., 2022; Presson & Benassi, 1996).

In organizations, there are a number of stressors that can quickly lead to burnout for
employees if not handled properly. Lavseth and colleagues (2012) found that, in jobs with some
level of confidentiality requirement (i.e., medical work, certain government positions, social
work, law, etc.), the confidentiality requirement can be a barrier inhibiting employees from
seeking social support and can lead to an increase in burnout. Other work-related stressors can
include low salaries and demanding work schedules (Rupert & Morgan, 2005; Schaufeli &
Buunk, 2003) and challenging clients (Jenaro et al., 2007). Employees who do not feel satisfied
or cognitively challenged/stimulated with their work, and employees who feel frustrated with
various aspects of their job, including a clash of values or difference in expectations between the
employee and their organization, report high levels of burnout (Antoniou et al., 2013; Burke &
Mikkelsen, 2006). Employees also tend to want some level of control over their jobs and
working environments. When this is lacking, they can burn out quicker (Antoniou et al., 2013;
Kantas, 1995; Olivier & Williams, 2005; Yang & Hayes, 2020). Finally, employees who do not
feel as though they have the necessary support from their peers and leadership report higher
levels of burnout (Antoniou et al., 2013; Burke & Mikkelsen, 2006; Riolli & Savicki, 2002;
Yang & Hayes, 2020).

Two commonly reported stressors that have been linked with employee burnout in
organizations are role conflict and role ambiguity (House, 1996; Kahn et al., 1964; Kantas,
1995). Role conflict occurs when there are mismatched expectations, either in terms of what the
employee expects from the job, in terms of conflict between two or more different employees or

groups within a workplace, or some combination of the above (Kahn et al., 1964; King & King,
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1990). Role overload can represent a combination of role conflicts — when employees view their
work demands as too great for their time or capabilities (Rizzo et al., 1970; Tang &
Vandenberghe, 2021). The employee in this scenario may have expectations incongruent with
the job (their expectations of what the job demands are not congruent with what the job actually
demands) and different expectations for their leaders (they expected a certain level of tasks to be
handed down, and those expectations were not fulfilled). Role ambiguity occurs when an
employee has insufficient information about the job, their goals, and how they are to go about
completing their tasks (Kahn et al., 1964, King & King, 1990). Role ambiguity may also occur
when an employee is unsure of what behaviors are expected of them (Rizzo et al., 1970; Tang &
Vandenberghe, 2021). Conflict, including overload and ambiguity, have consistently been shown
to precede burnout in organizations (Antoniou et al., 2013; Burke & Mikkelsen, 2006; Gibbs,
2001; Landsman, 2001; Shin et al., 2014).

Role conflict and role ambiguity highlight a very important mechanism in the workplace
— the interaction between job demands and job resources. When demands are too high or are
misunderstood, as with role conflict, burnout can result (Kahn et al., 1964; Yang & Hayes,
2020). When employees understand the demands, but do not have the information, support, or
other vital resources needed to complete the demands, they can also experience burnout (Kahn et
al., 1964; King & King, 1990; Xanthopoulou & Meier, 2014; Yang & Hayes, 2020). Many
organizational level explanations of burnout can be boiled down to the interplay between job
demands and resources — so much so that this one relationship has been the basis for a substantial

body of theory development and research (Bakker et al., 2023a).
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Job Demands-Resources Model

While many models attempt to explain the nature and origins of burnout, the job
demands-resources (JD-R) theory is perhaps the most effective at doing so (Demerouti et al.,
2001; Marques-Pinto et al., 2021). The JD-R theory aims to explain job performance through the
impact of job demands and resources on employee well-being, engagement, and motivation
(Bakker & Demerouti, 2017; Bakker et al., 2014, 2023a; Demerouti et al., 2001). Extending a
number of earlier models such as the job-characteristics model (Hackman & Oldham, 1975), the
job demands-control model (Karasek, 1979), and the conservation of resources theory (COR,
Hobfoll, 1989; Hobfoll et al., 2018), JD-R posits that all job characteristics can be sorted into
two categories: demands and resources (Bakker et al., 2023a, Van den Broeck et al., 2013). Job
demands are physical, social, psychological, and organizational aspects of an employee’s job that
require physical or psychological effort (Demerouti et al., 2001). Demands are associated with
certain costs for the employee, and can, therefore, become stressful, even if they are not
inherently stressful at the beginning. This is especially true when employees lack the resources
necessary to effectively deal with the demands (Demerouti et al., 2001, 2008; Meijman &
Mulder, 1998). Job resources are physical, psychological, social, and organizational aspects of
the job that allow the employee to achieve work goals, reduce job demands, and/or stimulate
personal learning and development (Bakker & Demerouti, 2007; Demerouti et al., 2001). These
can include both resources provided by the organization and personal resources that an employee
possesses which allow them to better address demands and the stress the demands may create
(e.q., self-efficacy, internal locus of control, cognitive or psychological flexibility, optimism,
etc.; Alarcon et al., 2009; Barkhuizen et al., 2014; Gan et al., 2007; Hobfoll et al., 2003; Lloyd,

et al., 2013; Marques-Pinto et al., 2021; Xanthopoulou et al., 2009, 2013).
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JD-R theory establishes a number of key propositions in explaining the relationships
between demands and resources and their effects on employees. The first says that job demands
can lead to impaired health for the employee, depending on the frequency and severity of the
demands (Bakker et al., 2023a; Demerouti et al., 2001; Podsakoff et al., 2007). When employees
face job demands, especially without proper resources, they may experience job stress and strain,
ultimately ending in a number of negative outcomes for the employee and organization, such as
burnout, exhaustion, and lower performance (Bakker et al., 2023a; Demerouti et al., 2001).
Stress occurs when individuals deem demands or characteristics of their environment to be
overwhelming, challenging, threatening, or beyond their ability to cope (Biggs et al., 2017;
Lazarus & Folkman, 1984). Strain refers to the physical and psychological consequences of
stress (Hoes, 1986; Selye, 1975; Zhang et al., 2015). On the other hand, job and personal
resources can lead to higher levels of work engagement for the employee, fostering motivation,
creativity, and increased performance (Bakker et al., 2023a). The next important proposition of
JD-R is that both demands and resources can have boosting and buffering effects respectively.
Job resources can weaken the positive relationship between job demands and employee strain,
while job demands can boost or weaken the positive relationship between job resources and
motivation and work engagement, depending on the severity and frequency of the demand(s)
(see Figure 1; Bakker et al., 2023a; Bakker & Demerouti, 2007; Demerouti et al., 2001;

Halbesleben et al., 2009).
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Figure 1

Job Demands-Resources Model (adapted from Bakker et al., 2023a)
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Conservation of Resources Theory

One of the foundational theories of JD-R, the conservation of resources theory (COR),
has also been used to explain the nature and origin of burnout in employees (Demerouti et al.,
2001; Gorgievski & Hobfoll, 2008; Hobfoll, 1989). The central tenet of COR theory says that
people are motivated to obtain, keep, and protect things which they value (i.e., resources;
Hobfoll, 1989; Hobfoll et al., 2018). Resources are anything which an individual values and can
be used to help them attain their goals (Halbesleben et al., 2014). There are four central
principles in COR theory. The first says that resource loss is far more powerful and salient to an
individual than resource gain. The second says that in order to gain and protect their resources, or

recover from a loss of resources, people must invest the resources they have. Thirdly, resource
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gain becomes more salient in the face of resource loss. When an individual is in the midst of
losing resources, whatever resources they are able to gain will be more powerful and precious
than those they gain when they are in the midst of gaining resources. Finally, the last principle
says that when people are threatened with or are in the midst of resource loss, they become
defensive and aggressive in an effort to protect what resources they have left (Hobfoll, 1989;
Hobfoll et al., 2018).

There are also a number of corollaries associated with COR theory, two of which are
particularly important to our understanding of burnout. First, those who have resources are less
vulnerable to resource loss and more capable of gain. This is true both at the individual and
organizational level. The second says that when resource loss does occur, individuals and
organizations tend to spiral downward with each subsequent loss. Resource loss is stressful. With
each loss, individuals and organizations have fewer and fewer resources to be able to effectively
manage the stress and recover from the loss, leading to a downward spiral of resource loss that
tends to grow both in momentum (each spiral occurs faster) and magnitude (since loss is more
powerful than gain, each loss will be greater and mean more than the last; Hobfoll et al., 2018).

Both JD-R and COR theory have received ample support in the literature and have been
used in a number of studies to explain how burnout develops in employees (e.g., Bakker et al.,
2023Db; Bunjak et al., 2023; Chen et al., 2020; Demerouti et al., 2008; Gorgievski & Hobfoll,
2008; Hobfoll et al., 2018; Huang & Simha, 2018). When individuals experience job demands
that they perceive as stressful, they may view those demands as a threat to their resources
(Bakker et al., 2023b; Lazarus & Folkman, 1984). While employees invest resources to protect
themselves, their job demands are not being addressed or lowered. This means that the employee

will have less resources to invest in work, making work even more difficult. Employees can
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become caught in a loss cycle when encountering job demands, leading to increased stress and
strain, and ultimately leading to employee burnout (Bakker & Costa, 2014; Bakker et al., 2023b;
Hobfoll et al., 2018). Burnt-out employees then start from a place of resource loss when
encountering the next job demand, especially due to the physical and mental consequences of
burnout (Bakker et al., 2023b).

Central to JD-R theory is the idea that job demands, while not inherently stressful
themselves, can lead to stress and strain for the employee, especially if the employee does not
have the resources to deal with the demand (Hobfoll, 1989; Hobfoll et al., 2018). Stress,
especially in the workplace, has been found to be one of the biggest and most powerful
antecedents of burnout (Antoniou et al., 2013; Bakker & Demerouti, 2007; Bakker et al., 2004;
Bunjak et al., 2023; Demerouti et al., 2001; Jenaro et al., 2007; Levseth et al., 2012; Maslach et
al., 2001; Schaufeli et al., 2011; Sutherland & Cooper, 1990). Similar to burnout, high levels of
stress can lead to increased mental health problems (Buunk & Schaufeli, 1999; Holton et al.,
2016; Montero-Marin et al., 2014), decreased productivity at work (Holton et al., 2016),
increased presenteeism (Demerouti et al., 2008; Holton et al., 2016), and increased turnover
intention (Danna & Griffin, 1999; Giebels & Janssen, 2005; Lim et al., 2008; Sutherland &
Cooper, 1990), as well as a number of physical health issues, such as cardiovascular disease
(Ahola & Hakanen, 2014; Schnall et al., 2017; Toker et al., 2012), disordered or disrupted sleep
patterns (Toker & Melamed, 2017), abnormal eating patterns (Bennett, 2017), increased use of
sick days (Peterson et al., 2018); increased risk for musculoskeletal injury (Ahola & Hakanen,
2014; Hartzell et al., 2017), and an increased risk for cancer (Johansen et al., 2017). When the
stress is prolonged, it can lead employees to become burnt out and disengaged from their work,

resulting in lower performance and higher turnover (Holton et al., 2016; Sutherland & Cooper,
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1990) for the organization and an increased risk of psychological and physical health problems
for the individual (Ahola & Hakanen, 2014; Holton et al., 2016; Montero-Marin et al., 2014).
The effects of stress, while detrimental in and of themselves, can be amplified when employees
do not have the resources to properly address the demands/stressors, or effectively manage the
stress in themselves (Bakker et al., 2023a). According to COR, resources can be gained or built
(Hobfoll, 1989). While not every resource is under the employees’ control, employees do have
the ability to grow and build their own coping skills and stress-resilience.

Coping

Although often overlooked in the burnout literature, employees are not simply passive
victims of their environments and circumstances. Even in the case of limited resources,
employees play an active role in both the creation and modification of their working
environments (Bakker et al., 2023b). JD-R theory posits that job resources can act as a buffer
between job demands and strain and can increase motivation and work engagement (Bakker &
Demerouti, 2007; Demerouti et al., 2001). One type of resource over which employees have
control is their coping strategies (Holton et al., 2016).

When facing stress and demands, individuals will engage in a variety of coping
strategies. Lazarus and Folkman (1984) define coping as “constantly changing cognitive and
behavioral efforts to manage external and/or internal demands that are appraised as taxing or
exceeding the resources of a person” (p. 141). A number of these coping strategies are beneficial
(i.e., adaptive, Holton et al., 2016; control, Koeske et al., 1993; problem-focused, Lazarus &
Folkman, 1984) to the individual, often focused on recovering from and replenishing lost
resources (Adam, 2023; Demerouti, 2015; Hobfoll et al., 2018; Sonnentag & Fritz, 2007), such

as exercise, meditation, social support, seeking assistance, planning, and recovery activities after
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work (Fritz & Sonnentag, 2005; Holton et al., 2016; Ito & Brotheridge, 2003; Jenaro et al., 2007;
Kim et al., 2023; Koeske et al., 1993; Shin et al., 2014; Singh et al., 2015; Sonnentag & Fritz,
2015). Not only do adaptive coping strategies help employees recover from and rebuild lost
resources, but they can have proactive effects, preparing employees to better face the challenges
they will encounter in the future (i.e., build resilience; Davidson et al., 2010; Holton et al., 2016;
Nizielski et al., 2013; Roswag et al., 2023). Problem-focused and adaptive coping strategies have
been found to be negatively related to burnout levels across a variety of occupations (e.g., De
Rijk et al., 1998; Lapalme et al., 2023; Leiter, 1991; Nizielski et al., 2013; Shin et al., 2014).
One specific group of adaptive coping strategies, labeled recovery, involves reducing or
completely removing demands and stressors to reduce strain and rebuild personal resources
(Fritz & Sonnentag, 2005; Meijman & Mulder, 1998; Sonnentag & Fritz, 2017). Four unique
activities have been identified as recovery activities: psychological detachment, relaxation,
control, and mastery (Fritz & Sonnentag, 2005). Psychological detachment implies refraining
from engaging in any work-related activities while not at work and mentally disengaging from
work demands (Sonnentag & Fritz, 2015). Relaxation can involve a number of individual
behaviors, all of which aim to reduce psychological activation and arousal and increase positive
emotions (Stone et al., 1995; Van Hoof & de Pater, 2017). Control refers to individuals’
perceived freedom to choose what activities they want to engage in, to what degree to engage in
those activities, and how to go about that engagement (Sonnentag & Fritz, 2007). Finally,
mastery is engagement in challenging, possibly novel, activities and experiences that provide a
chance to learn and succeed (Sonnentag et al., 2008). Recovery activities are some of the most
studied coping strategies, and have been shown to have positive effects, in terms of reducing

burnout, increasing work engagement, building resilience, and improving employee health and
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well-being, even at the day-to-day level (Arnold et al., 2023; Bono et al., 2013; Demerouti et al.,
2012; Liu et al., 2021; Ragsdale & Beehr, 2016; Singh et al., 2015; Sonnentag & Fritz, 2007,
Sonnentag et al., 2008; Sonnentag & Schiffner, 2019; ten Brummelhuis & Bakker, 2012; ten
Brummelhuis & Trougakos, 2014; McMurtie & Crane, 2020; Van Hooff & de Pater, 2017).

As with many things in life, where there is positive, there is also negative. Just as there
are positive and adaptive coping strategies that can serve to replenish and reenergize workers,
there are negative, maladaptive coping strategies which serve to worsen well-being, and can
accelerate burnout (Biggs et al., 2017; Dolan & Ender, 2008; Folkman & Moskowitz, 2004;
Holton et al., 2016; Montero-Marin et al., 2014). These maladaptive activities can include
drinking in excess, eating in excess, smoking, gambling, using illicit substances, ruminating on
the negative aspects of the job, or avoiding and neglecting the situation which is causing the
stress to occur (Hirschman, 1970; Holton et al., 2016; Jenaro et al., 2007; Zellars & Perrewe,
2001). Not all maladaptive coping strategies start out as a “bad” thing. Many coping strategies
can be helpful in small amounts or in the right context, and turn harmful if done in excess (e.g.,
drinking socially vs. drinking in excess; venting about work with friends vs. excessively
ruminating on negative aspects of work; Dolan & Ender, 2008). Two main characteristics
prominently affect whether a coping mechanism will be harmful or productive: how individuals
appraise their situations, and the resources available to facilitate engagement in different coping
strategies (Lazarus & Folkman, 1984).

Lazarus and Folkman (1984) developed a transactional theory of stress and coping which
is built on the premise that individuals are constantly monitoring and appraising their
environments. When people encounter stimuli they perceive as threatening, challenging, or

harmful, they will engage in coping strategies to manage their own emotions and/or deal with the
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stressor at hand. Engagement in coping strategies produces either favorable or unfavorable
results, leading to either positive emotions or further distress and further engagement in coping
strategies (Biggs et al., 2017; Lazarus & Folkman, 1984). Overall, Lazarus and Folkman (1984)
categorized coping strategies into two categories: problem-focused strategies which deal directly
with managing the stressor, or emotion-focused strategies that deal with managing the emotions
which arise as a result of the stressor. If an individual is engaging in coping strategies, then at
some level, they perceive at least some of the stimuli in their environment to be stressful. How
they appraise the stressor, including how much control or influence they feel they have over the
situation, or how harmful or challenging the stressor is, directly effects whether or not they
engage in problem-focused or emotion-focused coping strategies (Adam, 2023; de Rijk et al.,
1998; Dolan & Ender, 2008; Finkelstein-Fox et al., 2019; Folkman et al., 1986; Karasek, 1979;
Lazarus & Folkman, 1984). Antoniou and colleagues (2013) perhaps put it best:

“People will adopt the emotion-oriented coping [style] when they think they

cannot do anything to change the environmental conditions. In contrast, they

adopt a problem-oriented coping [style] when they consider environmental

conditions as malleable” (p. 350).

The second important factor affecting how individuals choose coping strategies is the
amount and type of resources they have available to them (Ito & Brotheridge, 2003). Engaging in
coping strategies, while designed to recover lost resources (Halbesleben et al., 2014; Hobfoll et
al., 2018), is in and of itself a source of resource depletion (Brotheridge & Lee, 2002; Davidson
et al., 2010; Hobfoll et al., 2018; Lapalme et al., 2023). For example, if an employee wants to
engage in the problem-focused coping strategy of seeking advice and assistance with their

stressor at work (Ito & Brotheridge, 2003), they need to have the resources of time to seek
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assistance, a good support system from whom to ask advice, and leaders who are willing to go
out of their way to help employees. This one strategy requires a number of resources to be
successful (de Rijk et al., 1998; Ito & Brotheridge, 2003). Similarly, to engage in recovery
activities, which are perhaps the most common activities utilized by employees to replenish
resources lost at work (Sonnentag & Fritz, 2007), employees need the time, space (both mental
and physical), and ability to fully detach from work and engage in whatever replenishing activity
they choose (Adam, 2023; Roswag et al., 2023; Smith et al., 2023). Research has found that
when individuals do have the necessary resources, they are more likely to engage in active and
problem-focused coping strategies (Bakker et al., 2004; Dolan & Ender, 2008; 1to &
Brotheridge, 2003), which in turn have more positive outcomes for the individual than escape
and emotion-focused coping strategies (Biggs et al., 2017; Folkman & Moskowitz, 2004; Holton
et al., 2016; Leiter, 1991; Shin et al., 2014).

Beyond appraisal and resources, engagement in coping strategies has been shown to be
predicted by organization-level predictors such as the level of job demands and strain (Bakker et
al., 2023a; Bennett et al., 2016), as well as individual-level predictors such as personality (Pilch
etal., 2021; Singh et al., 2015; Zellars & Perreweé, 2001) and mindfulness (Finklestein-Fox et al.,
2019; Yang & Jo, 2022). One of the propositions of JD-R states that job demands and strain may
lead to maladaptive and dysfunctional self-regulation behaviors, which can include negative,
emotion-focused, and maladaptive coping strategies, leading to an increase in burnout (Adam,
2023; Bakker et al., 2023a; Bennett et al., 2016; Kinnunen et al., 2011; Sonnentag & Fritz,
2007). However, personality variables such as conscientiousness/proactivity (Pilch et al., 2021;
Singh et al., 2015), optimism (Barkhuizen et al., 2014; Riolli & Savicki, 2002), agreeableness,

and extraversion have been linked with increased use of adaptive, problem-focused coping
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strategies, lower levels of burnout, and higher levels of work engagement (Pilch et al., 2021;
Xanthopoulou et al., 2009; Zellars & Perrewé, 2001). Hobfoll (1989) argues that these personal
characteristics are in and of themselves resources that can impact an individual’s ability to
influence their environment and manage their stress. Similarly, more mindful employees have
been shown to have more positive appraisal frameworks, more positive affect, and better work-
life balance than those with lower levels of trait mindfulness (Finklestein-Fox et al., 2019; Yang
& Jo, 2022). Overall, engagement in positive, problem-focused coping strategies has been linked
to lower burnout and better health outcomes for employees (Bono et al., 2013; Davidson et al.,
2010; Lapalme et al., 2023; Roswag et al., 2023; Shin et al., 2014; Smith et al., 2023) especially
when employees have access to the resources needed for the coping strategy to have its
maximum effect (Dolan & Ender, 2008; Holton et al., 2016; Ito & Brotheridge, 2003).

According to the JD-R theory, job demands lead to strain, which then leads to negative
outcomes, such as burnout (Bakker & Demerouti, 2007; Demerouti et al., 2001). However, there
exists a number of buffers, such as job resources, which can mitigate the negative effects that job
demands have on strain (Bakker & Demerouti, 2007). Similarly, when employees encounter
stressors and strain in the workplace, they can engage in a set of coping strategies to mitigate the
negative effects that stressors may have, either by dealing with the stressor directly or managing
the emotions and individual-level consequences that stressor may produce (Lazarus & Folkman,
1984). These coping strategies can be either positive (adaptive) or negative (maladaptive) and
can produce their own consequences (Holton et al., 2016), including influencing the amount of
burnout the employee may experience as a result of the stress/strain they encounter (e.g., Holton
et al., 2016; Shin et al., 2014). Job and personal resources (such as coping strategies) can also

lead to higher motivation and work engagement (Bakker et al., 2023a; Demerouti et al., 2001).
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Both JD-R and COR assert that those with resources can gain or build more resources (Bakker &
Demerouti, 2007; Demerouti et al., 2001; Hobfoll, 1989). In other words, coping strategies may
be proactive, allowing employees to build resources to better deal with stress in the future
(Holton et al., 2016). One such resource is resilience (Bakker et al., 2003).

Resilience

Resilience was originally conceptualized as “the process of, capacity for, or outcome of
successful adaptation despite challenging or threatening circumstances (Masten et al., 1990, p.
425).” More recent definitions have added ideas of perseverance through the times of change and
adversity, and rebounding/returning to a state of equilibrium (Luthans, 2002; Ong et al., 2006;
Rice & Liu, 2016). Some researchers go so far as to add that resilience indicates the ability to
make progress or grow despite stress or adversity (Luthans, 2002). Many researchers also agree
that resilience is closely linked with coping, and that resilient individuals are those who are
grounded in hardiness and are able to utilize positive coping strategies in the face of adversity
(Bonanno, 2004; Hu et al., 2015; Seery et al., 2013; Waugh et al., 2008).

In light of JD-R and COR, Kuntz et al., (2016, 2017) argue that resilience involves a
number of adaptive, learning, and support behaviors that both utilize resources and serve to
indicate resource availability to others. Shaw et al., (2016) add that resilient individuals are not
only able to utilize available resources but proactively develop new personal and workplace
resources. More resilient individuals are able to better proactively prepare for stress, and then
more effectively utilize their resources in the face of stress, thereby minimizing the negative
effects stress can cause (Fredrickson et al., 2008; Tugade & Fredrickson, 2004). Some
researchers argue that not only is resilience beneficial when dealing with stress, but an essential

piece of being able to engage in coping strategies (Wang et al., 2022).
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Resilience has been linked with a number of positive organizational outcomes, such as
high performance, greater engagement in organizational citizenship behaviors, greater
organizational commitment (Foerster & Dunchek, 2017; Meng et al., 2019; Robertson et al.,
2015; Song et al., 2009; Vanhove et al., 2016), and higher compassion satisfaction for caring
professions (Giddens et al., 2022). Within JD-R, resilience has consistently been linked with
greater levels of work engagement (Nieto et al., 2022; Wang et al., 2017). Wagnild and Collins
(2009) found that individuals with high levels of resilience were more persevering, more self-
reliant, and had clearer goals and paths to achieve those goals than those low in resilience.

Resilience not only provides a number of beneficial outcomes, but also serves to protect
against a number of negative and detrimental outcomes. VVanhove et al., (2016) found that
resilience served to prevent absenteeism and reduce counterproductive work behaviors in
organizations. Resilience can protect employees against the negative effects of job demands,
stressors, and unfavorable or oppressive work environments (Jackson et al., 2007). Resilience
can also serve to reduce the amount of stress an employee feels when facing job demands and
stressors (Al-Hawari et al., 2020; Giddens et al., 2022; Kuntz et al., 2016; Plimmer et al., 2022).
One of the most consistently documented outcomes of resilience, though, is that resilience
protects against, and can even reduce, burnout and its associated negative outcomes (Cheung,
2024; Cooke et al., 2013; Fernandez-Castillo & Fernandez-Prados, 2021; Foerster & Dunchek,
2017; Foster et al., 2018; Hao et al., 2015; Hetzel-Riggin et al., 2020; Jeong & Shin, 2023;
Kimura et al., 2018; Meynaar et al., 2021; Mealer et al., 2012; Meng et al., 2019; Serrao et al.,
2021; Shakir et al., 2020; Smout et al., 2022; Steensma et al., 2006; Yang et al., 2018).

Research has consistently shown that resilience must develop in the face of stress (Kuntz

et al., 2016; Pietrzak & Southwick, 2011; van der Vegt et al., 2015; Vanhove et al., 2016). In the
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workplace, job demands and stressors are responsible for the majority, if not all, of the stress an
employee may experience (Bakker et al., 2023a; Bakker & Demerouti, 2007). Employees must
engage in coping when encountering stressors and demands in the workplace (Lazarus &
Folkman, 1984). In the midst of this, employees are able to build resilience. These resilience
building efforts can also proactively build resources for future coping and resilience building
(Kuntz et al., 2017; Shaw et al., 2016). Thus, resilience and proactive coping have an
inextricable reciprocal relationship (Vivolo et al., 2024). Building resilience is both a form and
an outcome of successful proactive coping.

Unlike some other personal characteristics, resilience is malleable and dynamic
(Bonanno, 2004; Luthans, 2002; Masten, 2001; Montpetit et al., 2010; Vanhove et al., 2016,
Waugh & Koster, 2015). This means resilience can be developed and built. A number of research
efforts and interventions have been studied to determine the most effective resilience-building
techniques. These have included goal setting and problem solving techniques (Delaney et al.,
2023; Howard & Johnson, 2004; Seidel et al., 2023); physical health interventions, such as
maintaining physical fitness, eating well, and getting enough sleep (Bagheri et al., 2023; Delaney
et al., 2023; DePierro et al., 2023; LeBlanc & Schaufeli, 2008; McEwen, 2022; Seidel et al.,
2023); anxiety reducing techniques, such as grounding, deep breathing, mindfulness; and
visualization exercises (LeBlanc & Schaufeli, 2008; Seidel et al., 2023; West et al., 2016); social
support (Ahmed et al., 2022; DePierro et al., 2023; Howard & Johnson, 2004; Kuntz et al., 2017;
McEwen, 2022; Seidel et al., 2023); reflection on the past (Kuntz et al., 2017; Mufioz &
Kimmitt, 2018; Seidel et al., 2023); growing in cognitive and emotional flexibility (DePierro et
al., 2023; Kuntz et al., 2017; Shepherd et al., 2009); and recovery from work, including

disconnection and engagement in hobbies (Bagheri et al., 2023; Engel et al., 2020; Goldshy et
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al., 2005; Seidel et al., 2023). Throughout all of the different resilience-building behaviors and
interventions that have been studied, one consistent finding is that resilience-building is
dependent on interpersonal and social factors, especially reciprocally beneficial relationships
(Bonanno, 2004; Cohen, 2004; Masten, 2001; Meredith et al., 2011; Newson et al., 2008;
O’Doughtery Wright et al., 2013; Waugh & Koster, 2015). Merely providing or signaling
resources for an employee may not be enough to develop resilience (Kuntz et al., 2017).
Resilience is strongly built through interpersonal interactions (Shaw et al., 2016).

Cropanzano and Mitchell (2005) highlighted the vital nature of interpersonal
relationships in part of their social exchange theory. They argue that relationships are built
through mutual investment and a mutual exchange of beneficial behaviors. Some of the most
important behaviors related to deepening interpersonal relationships are perceived support, the
quality of the exchanges and interactions between the two parties, how committed each party
member is to the other and to deepening the relationship, how much trust the two share, and how
much each member is contributing to the relationship (Blau, 1964; Cropanzano & Byrne, 2000;
Cropanzano & Mitchell, 2005). The importance of social interactions is highlighted throughout
many aspects of organizations, but is especially prevalent in burnout, coping, and resilience.
Burnout has been shown to be contagious among employees (Bakker et al., 2005, 2007).
Similarly, just as burnout can be shared between employees, resources and social support can be
shared (Hablesleben et al., 2014; Hobfoll, 1989, Hobfoll et al., 2018; Kuntz et al., 2017).
Resilience is dependent on social interactions to thrive and grow (Shaw et al., 2016). While
research on resilience growth is still in its infancy (Tonkin et al., 2018), much of it has focused
on the employee as an individual, or the employee and their peers or families as sources of social

support (e.g., Seidel et al., 2023). However, one important workplace relationship that has yet to
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be fully addressed in the burnout, coping, and resilience literature is that of the relationship
between an employee and their leader (see Fan et al., 2020 for an exception).
Leadership

While a full review of leadership research is beyond the scope of this study, it is
necessary to discuss what has been studied in relation to leaders’ effects on burnout and leaders
acting as role models for employees. The relationship between leaders and their followers is one
of the most powerful in the workplace (Thomas et al., 2013), producing lasting impacts on both
the followers and the organizations in which they are situated. Previous research has shown that
leaders can have influences, both positive and negative, on their followers’ emotional states,
well-being, and actions (Diebig et al., 2017; Dubinsky et al., 1995; Ellis et al., 2019; llies et al.,
2007a; Judge & Piccolo, 2004; Kim et al., 2023; Lowe et al., 1996; Martin et al., 2023; Skakon
et al., 2010; Stein et al., 2021; Tafvelin et al., 2019; Tariq et al., 2020; Xu et al., 2021). For the
purposes of this study, | am going to focus my review of relevant leadership research on the
“bright” side of leadership and its associated behaviors (excluding destructive, abusive, toxic,
laissez-faire leadership, etc.).

Yukl and colleagues (2002) argue that leader behavior can be categorized as task-
behavior, relational behavior, or change behavior (building on earlier behavioral taxonomies
established by Fleishman, 1953). Task behaviors can include clarifying the roles and
responsibilities for followers, assigning tasks, checking on the quality and progress of the work,
evaluating the performance of employees, and planning how to best allocate resources to
accomplish goals. Relational behaviors revolve around developing higher quality relationships
with followers by including them in decision making processes, offering them necessary

encouragement and support, recognizing and praising performance, and providing coaching and
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development opportunities. Change behaviors include casting visions for the future, taking risks
to achieve goals, assessing outside information for challenges and growth opportunities, and
encouraging innovation among followers (Yukl et al., 2002). A number of popular leadership
frameworks have been built around these core behaviors (i.e., transformational and transactional
leadership, Bass, 1985; charismatic leadership, Conger et al., 2000; path-goal leadership theory,
House, 1996), which recognize the importance of leader behaviors for bringing about change in
followers and organizations.

To be a leader is to, at least at some level, take care of followers and enact change. And
while there is a growing body of evidence indicating that leaders’ behavior and followers
witnessing/perceiving their leaders’ behaviors can have direct influence over their own (the
followers) behaviors (e.g., Tariq et al., 2020; Wu at al., 2021; Xu et al., 2021), what has been
largely missing from this conversation is how leaders affect follower behaviors with regards to
burnout. Leadership research has typically approached the topic of burnout from one of two
lenses. The first is looking at when leaders themselves are experiencing burnout, and the
destructive effects this can have on leaders, followers, and organizations (e.g., burnout and
emotional contagion; Bolger et al., 1989; Chullen, 2012; Dunn, 2022; Petitta & Jiang, 2020;
Petitta et al., 2016; Tariq et al., 2020). The second is focused on different leader behaviors and
how they affect the levels of burnout their followers experience (e.g., Montano et al., 2017). For
the purposes of this review, | am going to focus primarily on the latter.

Several leader behaviors have been identified to have impacts on follower burnout.
Ladegard (2011) and Grant (2006) both found evidence that leaders who help their followers to
set goals, develop and enact plans to achieve those goals, and provide encouragement and

feedback to the follower as they accomplish their goals are able to reduce the levels of
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psychological stress and burnout their followers experience. This supports propositions of both
the path-goal theory of leadership (House, 1996) and transformational leadership (Bass, 1985) —
that one central function of leaders is to clarify how followers can achieve their goals, reducing
the stress that comes from role ambiguity (Kahn et al., 1964) and subsequently increasing the
performance of followers (Bass, 1985; House, 1996; Montano et al., 2017; Schriesheim et al.,
2006). Following the trickledown model (Ambrose et al., 2013), which argues that organizational
processes and behaviors can trickle down from those in higher positions to those in lower
positions, Sonnentag and Schiffner (2019) began to establish evidence that if leaders spend time
detaching from work, their followers may also detach from work and experience lower levels of
exhaustion and lower need for recovery in the future. Although this behavior does not directly
occur between leader and follower, seeing their leader detach from work may empower some
employees to also detach. Maslach and Leiter (2016) emphasize that leaders can help to reduce
stress and burnout in their followers by actively providing social support, changing the work
environment to better meet the needs of followers, and promoting relaxation, fitness, health, and
self-understanding. Finally, Harms and colleagues (2017) and Sonnentag and Pundt (2016) both
found that leaders can reduce or prevent burnout in their followers by working to have
individualized and high-quality relationships with each of their followers (i.e., high quality
leader-member exchange relationships; Graen & Uhl-Bien, 1995).

Interestingly, very little research has examined leader behaviors prompting follower
behaviors in direct relation to reducing or preventing burnout (e.g., engagement in coping
strategies or other resilience-building behaviors; see Koch & Binnewies, 2015; and Sonnentag &
Schiffner, 2019 for exceptions). Part of a leader’s responsibility is to be a role model to followers

— to show them not only how to best operate within the organization, but also how to care for
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their own needs. According to the social information processing perspective (Salancik & Pfeffer,
1978), the social information that individuals receive directly impacts the behaviors they choose
to enact. The more influence the information source has over the individual, the more salient the
information they receive from that source will be (Jabeen et al., 2022; Salancik & Pfeffer, 1978).
Leaders in organizations are in prime positions to have powerful and direct influence over their
followers’ behaviors (Jabeen et al., 2022).

There is some evidence that leaders can successfully model desired behaviors and have
their followers follow their lead and enact those or similar behaviors themselves. Social learning
theory says that the majority of human learning occurs through observation, especially of role
models (Bandura, 1977). People want to emulate others they respect and hold in higher regard
than themselves. In organizations, this is most clearly seen in the leader-follower relationship.
Wu and colleagues (2021) found evidence that when a leader demonstrates serving behaviors,
their followers will also begin to display serving behaviors. Hu et al. (2023) demonstrated that
when leaders show high levels of job involvement, their followers will also show high levels of
job involvement, leading to better creativity and performance. Even outside of the workplace,
leaders can have influence on their followers’ behaviors. Koch and Binnewies (2015) found that
when leaders have clear segmentation between their work and home lives (e.g., clear boundaries,
detachment after work, etc.), their followers feel empowered to also establish clear segmentation
between their work and home lives. This powerful influence is not limited to only positive
behaviors. Lian et al. (2022) showed that when leaders engage in unethical pro-organizational
behaviors (i.e., behaviors that are morally wrong but benefit the organization; Umphress et al.,
2010), their followers can begin to show moral disengagement and subsequently engage in

unethical behaviors themselves.
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Focusing on resilience-building and coping behaviors, DePierro et al. (2023) advocate
that social support is a key strategy to building resilience. Because of the nature and power of the
leader-follower relationship (Thomas, 2013), leaders are in a key position to be able to provide
social support to their followers. Beyond this, leaders can also directly influence the culture and
environment their followers work in (Harland et al., 2005). When engaging in positive and
helpful actions, leaders directly support and create environments which encourage building
resilience in their followers (Tsai, 2011). Several studies support this powerful impact of leaders,
citing leader behaviors and the environment leaders create as situational enablers that influence
the growth of employee resilience (Kuntz et al., 2016, Naswall et al., 2015; Zhu et al., 2019).

Resilience, similar to burnout, can also be contagious, especially between a leader and
their follower (Fan et al., 2020). As leaders demonstrate, build, and model resilience, their
followers are able to observe, learn, and develop their own resilience (Bartone, 2006; Story et al.,
2013). This supports the social learning model (Bandura, 1977). Employees watch their role
models (i.e., leaders), observe their behavior, and enact it themselves. In line with previous
leader-follower research (e.g., Koch & Binnewies, 2015; Wu et al., 2021), it is logical to assume
that when leaders are modeling resilience-building behaviors, their followers can learn from
them and enact those same, or similar behaviors, themselves.

Sometimes, behaviors are not explicitly clear, especially if the witness does not
experience the behavior firsthand. In the case of coping, followers may not always directly
witness their leaders engaging in coping strategies or resilience-building behaviors. This does not
mean that the behavior is without consequence. If the leader is engaging in resilience-building
behaviors, then they should be growing in their resilience. The follower may be able to perceive

the leader engaging in the resilience-building behavior simply by witnessing how the leader is
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talking and acting once engaging in the behavior, even if they don’t witness the behavior itself.
Following social learning theory (Bandura, 1977), the follower may then adopt the behaviors and
attitudes of the leader, thus engaging in resilience-building behaviors themselves. This pattern
has been demonstrated with other perceived leader behaviors, including perceived leader safety
behavior leading to followers engaging in more safety behaviors (Fruhen et al., 2022), perceived
leader humility leading to followers engaging in prosocial behaviors (Jia et al., 2024), perceived
leader busyness leading to followers engaging in interaction avoidance behaviors (Huang &
Zhang, 2021), and even perceived leader narcissistic behaviors leading to followers being
hesitant to engage in voice behaviors (Zhang et al., 2022). Although the followers may not have
been witnessing the behaviors outright, the perception of their leaders engaging in the various
behaviors was enough to drive change in the followers themselves.

In summary, burnout has major implications for both the individual and the organization
(Holton et al., 2016; Maslach et al., 2001; Weiss, 2020). Both the JD-R and COR assert that
while job demands and a lack of resources can exacerbate and lead to burnout, adequate access
to and utilization of resources can be a major protective factor (Bakker et al., 2023a; Hobfoll,
1989; Hobfoll et al., 2018). Coping strategies, especially those targeted at building resilience, are
beneficial resources over which the employee has a high degree of control (Holton et al., 2016;
Kuntz et al., 2017; Shaw et al., 2016). Successful coping and resilience can not only lower and
prevent burnout but also increase engagement and performance in employees (Bakker et al.,
2023a; Demerouti et al., 2001; Kuntz et al., 2017). Much of the previous coping research has
focused on coping and resilience from an individual level, neglecting the powerful relationship
between a leader and their follower, and the influence the leader can have as a role-model to their

follower.
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The majority of research on leader role-modeling for follower behavior has focused on
generally positive and organizationally-beneficial behaviors. Leaders have powerful effects on
the outcomes for followers and organizations (Banks et al., 2014) and are regarded as powerful
role models (Bass & Avolio, 1994; Judge & Bono, 2001; Koch & Binnewies, 2015). Despite
some research on leaders’ influence on follower burnout through other mechanisms (e.g.,
Densten, 2005; Diebig et al., 2017; Stein et al., 2021), there seems to be a gap in the literature
regarding leaders’ influence over followers’ engagement in coping strategies and resilience-
building behaviors to protect against burnout (Skakon et al., 2010). Knowing the impact leaders
can have on their followers by modeling behaviors, it is reasonable to suspect that this influence
may extend to other burnout-related behaviors, such as engagement in coping strategies and
building resilience. Sonnentag and Schiffner (2019) and Koch and Binnewies (2015) provided
some evidence for this relationship, but their studies were limited to detachment. Leaders can not
only facilitate but model other coping strategies and resilience-building behaviors for their
followers by engaging in the behaviors themselves. When followers perceive their leaders
engaging in resilience-building behaviors, they may be more likely to engage in those or similar
behaviors themselves, thereby strengthening their own resilience. Thus, | hypothesized the
following:

Hypothesis 1: Perceived leader resilience-building behaviors will be positively related to

follower resilience-building behavior.

Hypothesis 2: Follower resilience-building behavior will be (a) negatively related to

burnout and (b) positively related to work engagement and (c) in-role performance.
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Personal Resources

Employees within the same leader may still respond to stress and behavioral modeling in
varying ways, due to their own personal characteristics and resources. Personal characteristics
that can affect individuals’ ability to control and influence their environment are considered as
resources under the JD-R model (Hobfoll, 1989). Bakker et al. (2023a) highlight the importance
of personal resources in the job demands-resources process, saying that both job and personal
resources can have strong positive effects on work engagement, and buffering effects on the
relationship between job demands and exhaustion. Personal resources have also been linked to
higher levels of work engagement (Bakker et al., 2007; Mauno et al., 2007; Xanthopoulou et al.,
2007) and resilience (Hobfoll et al., 2003). In terms of predicting burnout, some of the most
studied personal resources include external-internal locus of control, (Benveniste et al., 2024;
Gan et al., 2007), cognitive or psychological flexibility (Cheng, 2001; Gan et al., 2007), and
optimism (Alarcon et al., 2009; Barkhuizen et al., 2014; Marques-Pinto et al., 2021; Riolli &
Savicki, 2002).
Optimism

Optimism is defined as the tendency to believe that one will generally experience good
outcomes in life (Scheier et al., 1994, 2001). Some researchers have conceptualized optimism as
a dispositional stable variable (Given et al., 1993; Wrosch & Scheier, 2003), while some argue
that it is a malleable personal resource (Xanthopoulou et al., 2007, 2009). No matter the
conceptualization, optimism has been linked to lower levels of burnout (Alarcon et al., 2009;
Fry, 1995; Marques-Pinto et al., 2021; Riolli & Savicki, 2002), higher levels of work
engagement (Rasmussen et al., 2006; Xanthopoulou et al., 2009), higher levels of well-being

(Scheier et al., 2001), and higher levels of resilience (Nieto et al., 2022). Optimism has also been
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shown to have protective factors, enabling people to better deal with life-changes and stress
(Carver & Scheier, 2002; Given et al., 1993; Rasmussen et al., 2006).

Beyond the direct benefits optimism can have, research has shown that optimism can
have moderating effects on a variety of important relationships. Riolli and Savicki (2002)
showed that optimism protected workers from the negative effects of low job resources on
burnout. The workers with high optimism demonstrated significantly higher personal
accomplishment levels than those with low optimism. Fry (1995) showed that optimism
protected against the decline in self-esteem and increase in burnout that was associated with
higher levels of daily hassles and greater time pressures at work. Similarly, Mékikangas and
Kinnunen (2003) showed that the relationship between time pressure and mental distress was
worse for employees with low optimism levels. Finally, Riolli and Savicki (2003) demonstrated
that optimism not only reduced burnout, but also reduced the impact that stress had on burnout
symptoms.

In general, those with a high level of optimism tend to display more positive feelings and
proactive personality traits, even in the midst of stress and demands, which contributes to higher
levels of resilience (Rasmussen et al., 2006; Zhu & Li, 2021). When facing difficult situations,
more optimistic individuals tend to adopt more adaptive coping strategies (Iwanaga et al., 2004;
Luthans & Youssef, 2007; Scheier & Carver, 1985). Those with higher levels of optimism tend
to not be weighed down by previous failures, viewing them as growth and learning opportunities
rather than sources of shame (Sweetman & Luthans, 2010). Their positivity and perseverance
allow optimists to more actively perceive, seek, and develop personal and job resources,
allowing them to more effectively cope with the threatening situations they encounter and

proactively develop future resources (Hobfoll, 1989; Rasmussen et al., 2006). As such, and due
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to its relationships with engagement and burnout, and the moderating effect optimism has on the
relationships between stressors and burnout, optimism may be an important factor in the
relationship between resilience building behaviors, burnout, engagement, and performance:
Hypothesis 3: Follower optimism will moderate the relationships between follower
resilience-building behaviors and work engagement, burnout, and in-role performance,
such that (a) the relationship between follower resilience-building behaviors and burnout
will become more strongly negative for those lower in optimism, (b) the relationship
between follower resilience-building behaviors and work engagement will become more
strongly positive for those higher in optimism, and (c) the relationship between follower
resilience-building behaviors and in-role performance will become more strongly positive
for those higher in optimism as compared to those lower in optimism.
Psychological Flexibility
Psychological flexibility refers to people’s ability to focus on their present circumstances
and situations, and take action toward their desired goals, even in the face of challenges or
stressors (Bond et al., 2008; Lloyd et al., 2013). Psychological flexibility is centered around six
core psychological processes: (1) remaining flexible and present in the moment, (2) maintaining
an open and accepting view towards thoughts and feelings, (3), clarifying values, hopes, and
goals, (4) acting toward goals in line with values, (5) accepting unwanted feelings that may occur
during value-based actions, and (6) increasing defusion skills, such as recognizing unwanted
thoughts and seeing them as just thoughts rather than accepting them as truths (Flaxman et al.,
2013; Hayes et al., 2012; Puolakanaho et al., 2020). In addition to this, individuals high in
psychological, or cognitive, flexibility will be able to focus on currently relevant information and

shift between cognitive strategies in response to changes in their environment (Gabrys et al.,
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2018; Moore & Malinowski, 2009; Morton et al., 2011) This important personal resource has
been linked with better mental health, higher job performance (Bond & Bunce, 2003; Bond &
Flaxman, 2006), lower job-related stress (Bond et al., 2008; Puolakanaho et al., 2018), and lower
levels of compassion fatigue (Holding et al., 2024; Sarabia-Cobo et al., 2021). Previous research
has also shown that psychological flexibility can be developed and grown over time (Kashden et
al., 2006) through a number of strategies such as techniques common in cognitive behavioral
therapy (CBT, e.g., cognitive reappraisal, goal setting, etc.; Flaxman & Bond, 2010) and
acceptance and commitment therapy (ACT, e.g., mindfulness, cognitive defusion, acceptance,
etc., Lloyd et al., 2013; Puolakanaho et al., 2020). In the context of JD-R and COR, this positions
psychological flexibility as a personal resource that can be developed, spent, and gained back,
leading to better outcomes for the employee (Bakker et al., 2023a; Hobfoll, 1989).

In relation to burnout, psychological flexibility has been linked with decreased emotional
exhaustion and depersonalization (Lloyd et al., 2013; Puolakanaho et al., 2020), and lower levels
of burnout overall (Holding et al., 2024; Kurz et al., 2014; Noone & Hastings, 2011; Sarabia-
Cobo et al., 2021; Slowiak & Jay, 2023). In a study of medical residents, Terry et al. (2022)
found that increased psychological flexibility was associated with higher degrees of residential
program satisfaction, and those with higher levels of psychological flexibility reported feeling
better prepared to deal with possible future difficulties in their program. Psychological flexibility
has been shown to have a direct negative effect on burnout (Fiery, 2017; Holding et al., 2024;
Onwezen et al., 2014; Ruiz & Odriozola-Gonzélez, 2017; Ye et al., 2022) and a direct positive
effect on performance (Onwezen et al., 2014) and engagement (Fiery, 2017). Additionally,
psychological flexibility has been shown to moderate the relationship between stress factors and

burnout symptoms, both in the workplace (Onwezen et al., 2014; Ruiz & Odriozola-Gonzélez,
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2017) and outside of it (Cao et al., 2024). Chong et al. (2023) found evidence that psychological
flexibility boosted the positive effects of job satisfaction on mental well-being and lessened the
effects of burnout on mental health problems.

While there is a growing body of evidence that psychological flexibility can result in
lower burnout, and even moderate the relationship between job stress and burnout (Holding et
al., 2024; Onwezen et al., 2014), there seems to be a gap regarding the other relationships
proposed in the JD-R model (i.e., engagement and performance, Bakker et al., 2023a; see Bond
& Flaxman, 2006 for an exception). Following similar relationships outlined above,
psychological flexibility may be an important moderating factor in the relationships between
follower resilience-building behavior, burnout, engagement, and performance. Thus, | proposed
the following:

Hypothesis 4: Follower psychological flexibility will moderate the relationships between

follower resilience-building behaviors and work engagement, burnout, and in-role

performance, such that (a) the relationship between follower resilience-building behavior
and burnout will be more strongly negative for those lower in psychological flexibility,

(b) the relationship between follower resilience-building behavior and work engagement

will be more strongly positive for those higher in psychological flexibility, and (c) the

relationship between follower resilience building-behavior and in-role performance will
be more strongly positive for those higher in psychological flexibility as compared to

those lower in psychological flexibility.
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Figure 2

Fully Hypothesized Model
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Method

Participants and Procedure

Because this study examined the effects of leader behavior as perceived by followers, and
in line with similar previous research focusing on the perception of leader behavior (Fruen et al.,
2022; Huang & Zhang, 2021; Jia et al., 2024), data were gathered from individual followers only
(as opposed to dyadic pairs of leaders and followers). Following a power analysis conducted
using G*Power (recommended between 200-300 participants; Erdfelder et al., 1996), data were
gathered from 319 participants who were recruited through the online platform Prolific, where
participants were able to self-select into the survey. Data collected from online sources such as
Prolific have demonstrated similar and satisfactory psychometric properties as data collected
from other sources (Buhrmester et al., 2011). Prolific also allows for recruiting from a wider,
more diverse population than could be done with convenience sampling (Aguinis et al., 2021;
Henrich et al., 2010; Landers & Behrend, 2015). Although online samples do come with an
increased risk of careless responding (Aguinis et al., 2021; Meade & Craig, 2012; Ward &
Meade, 2023), the benefits of ease, access, lower cost, and a large participant pool outweigh the

potential negatives.
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Participants completed the online survey on their own time after self-selecting into the
study via Prolific. Data from eighteen participants were removed for failing qualifying
conditions (e.g., at least 18 years old, residing in the United States, not being employed by North
Carolina State University) or missing data on any item. Two attention check items were included
in the survey, and participants who failed both items were removed. This resulted in the removal
of eleven participants. To further minimize potential effects of careless responding, I tested for
invariability in responses by calculating a longstring index (Meade & Craig, 2012). Participants
who fell outside of two standard deviations above the mean of number of consecutive identical
responses were removed. This resulted in the removal of twenty-two careless responders.
Bowling et al., (2023) recommend removing participants who do not spend sufficient time on
each question (two-seconds per question per page). No participants violated this
recommendation. Finally, one participant reported their age as “452,” and this outlier was
subsequently removed. This left a final sample size of n=267, which was still well within the
G*Power recommendation. The final sample was 58.8% female (n=157) and 70.4% white
(n=188). The majority of the sample ranged between twenty-six to thirty-five years old (n=92,
34.5%), was married (n=119, 44.6%), worked in healthcare or social assistance (n=54, 20.2%),
had been at their current job between one to five years (n=113, 42.3%), and had completed a
bachelor’s degree (n=120, 44.9%). See Appendix A for full demographic breakdown.

Measures
Participants were provided the following measures. Items, instructions, and rating scales

for all measures can be found in Appendix B.
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Resilience-Building Behaviors

Resilience-building behaviors were measured using the nine-item Employee Resilience
Scale developed by Néswall et al. (2019). Each item was measured on a seven-point Likert-type
scale ranging from 1=almost never to 7=almost always. An example item is “I seek assistance at
work when I need specific resources.” While several scales exist focusing on resilience-building
behaviors (e.g., DePierro et al., 2023), this scale was chosen for its focus on resilience-building
behaviors enacted in the workplace. Participants were asked to respond to each item twice: once
to report their perceptions of what behaviors their leaders engage in (0=0.94), and again to report
what behaviors they themselves engage in (a=0.88).
Burnout

Burnout was measured using the Oldenburg Burnout Inventory developed by Demerouti
(1999). This measure contains sixteen items, and each item is measured on a four-point Likert-
type scale ranging from 1=strongly disagree to 4=strongly agree. This measure contains two
subscales reflecting two facets of burnout: disengagement and emotional exhaustion. Example
items include “It happens more and more often that I talk about my work in a negative way”
(disengagement) and “There are days when I feel tired before I arrive at work” (exhaustion;
Demerouti et al., 2010). Several items are reverse scored, which were appropriately coded before
final analysis. Both subscales demonstrated good levels of internal consistency reliability, with
Cronbach’s alpha estimates of 0=0.85 for the exhaustion subscale, and 0=0.81 for the
disengagement subscale. This scale can also be used to measure the higher order factor of
“burnout” (Demerouti et al., 2010; Halbesleben & Demerouti, 2005). Utilizing the scale in this

manner also demonstrated good levels of reliability (0=0.89).
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Work Engagement

Work engagement was measured using the Utrecht Work Engagement Scale-9 developed
by Schaufeli et al. (2006). The scale has nine-items, and each item is measured on a seven-point
Likert-type frequency scale ranging from O=never to 6=always/every day. There are three
subscales within this measure reflecting three facets of work engagement: vigor, dedication, and
absorption. Example items include “At my work, I feel bursting with energy” (vigor), “I am
enthusiastic about my job” (dedication), and “I am immersed in my work” (absorption). Each
subscale demonstrated strong levels of internal consistency with Cronbach’s alpha estimates of
0=0.86 for the vigor subscale, a=0.90 for the dedication subscale, and 0=0.83 for the absorption
subscale. This scale can also be evaluated at a higher order single factor of “work engagement.”
Utilizing the scale to measure this higher-order factor also demonstrated strong levels of
reliability (0=0.94).
In-Role Performance

In-role performance was measured using a version of the Job Performance Measure
developed by Onwezen et al. (2014) that has been adapted for the current study. This measure
contains nine items, each rated on a five-point Likert-type scale ranging from 1=totally not
applicable to 5=totally applicable. The original items contain the stem “Today...” To better
capture the followers’ perceptions of their overall performance, this stem was removed, and the
items were changed from past tense (i.e., “Today, I achieved the objectives of my job.”) to
present tense (i.e., “I achieve the objectives of my job.”). This scale demonstrated good levels of

internal consistency reliability with Cronbach’s alpha estimates of 0=0.88.
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Optimism

Optimism was measured using the three-item Optimism Scale developed by Kuppens et
al. (2007). Each item is measured on a seven-point Likert-type scale ranging from 1=strongly
disagree to 7=strongly agree. An example item is “I often expect the best.” Because this variable
was conceptualized as a global, stable personality construct, participants were instructed to think
about their life/attitude in general, rather than just at work, when responding to these items. This
scale demonstrated good internal consistency reliability, with Cronbach alpha estimates of
0=0.86.
Psychological Flexibility

Psychological flexibility was measured using the eighteen-item Cognitive Control and
Flexibility Questionnaire developed by Gabrys et al. (2018). Each item is measured on a seven-
point Likert-type scale ranging from 1=strongly disagree to 7=strongly agree. The scale is split
into two subscales with nine items each: (1) cognitive control over emotion and (2) appraisal and
coping flexibility. Example items include “It is easy for me to ignore distracting thoughts”
(cognitive control) and “I approach the situation from multiple angles” (coping flexibility). This
scale demonstrated strong internal consistency reliability, with Cronbach alpha estimates of
a=0.92 for the cognitive control over emotion subscale and a=0.90 for the appraisal and coping
flexibility subscale. Similarly to optimism, participants were instructed to consider their
agreement with these items for their general life/attitudes, rather than solely their life/attitudes
when at work. For final analysis, appropriate items were reverse scored prior to analysis, and
scores on the two subscales were averaged into one overall psychological flexibility score for

each participant (0=0.92).
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Results
Prior to final analysis, all appropriate items were reverse-scored, and scale scores were
calculated by averaging the items of each scale together. Means, standard deviations, alphas, and

correlations for all scales can be found in Table 1.



Table 1

Means, Standard Deviations, Correlations, Alphas

45

Scale Mean  SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14
1.LRBB 503 125 (0.94)
2. FRBB 549  0.88  0.48%F* (0.8
3. Disengage  2.39 053 -0.44%k 0 30%k*  (0.8])
4.EE 246 0.54  -0.30%kk _Q2g%kk Q71%Ek  ().85)
5. Burnout 243 0.50  -0.45FFk L0310k 0020k 003%KF  (().39)
6. Vigor 414 141 039 (32FFE (73R _Q64FEF 0 T4FFE ((0.86)
7.Dedicate  4.68  1.50  0.40%kk 344k _Q75%kE 0 5TkkE L0 7]%EE (.84% kK () 00)
8. Absorb 4.64 134  031%Fx 035FHE _0.63FFk _0.50%F 0.61FFF 0.74%FF 0.76%FF  (0.83)
9. Engage 449 131 0A40%FF  (36TFF -0.76FFF -0.62FFF -0, 75FRE (93FKE (.04FFE 0.90%FF  (0.94)
10. Perform  4.36  0.55  0.15%F  0.50%%F  _0.14% -021%k 0 9%kk 24k 24Kk (2gkEk 27FEE () 88)
11. Optimism  4.84  1.32  0.24%FF (320 _Q3RFk* 04100k L0 438kE (44006 Q43Fkx 4400k 0 4TH0E 023FFF  (0.36)
12. Cog. Con. 4.30 1.28  0.15%F  (33%%F _033%%% 047000 0 43%8% (3000 Q28FFF (250FF 30%0F (28%F* (.44%FF  (0,92)
13. Appraisal ~ 5.28  0.85  0.27%FF 43k _023kkk _Q2EHEE 026k 0 26%EE 0 26kE (26%FF 28%FE ( 33k 3]k 0 46%EE () 00)
14. Flex 479 092 0.23Fx  0.43FE L0330k 045FHF 0.42%kk 033FEE 310 020%HF (340K (350 0450 0.01FHE 0.79%FF  (0.02)

Note: LRBB=Leader Resilience-Building Behavior; FRBB=Follower Resilience-Building Behavior; Disengage=Disengagement; EE=Emotional Exhaustion; Dedicate=Dedication;
Absorb=Absorption: Engage=Engagement: Perform=Performance; Cog. Con.=Cognitive Control; Flex=Psychological Flexibility
*p<0.05, ¥*p<0.01, ***p<0.001; Alphas listed on the diagonal
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To test the proposed hypotheses, | used the base stats package in R (R Core Team, 2023).
Before testing the hypotheses, | used the lavaan package in R (Rosseel, 2012) to conduct a series
of confirmatory factor analyses to ensure items loaded on the appropriate factors, and that the
proposed measurement model was the best fitting model to the data. | chose to use parcels when
evaluating model fit, due to the large number of items associated with various factors, and the
statistical advantages parcels provide (Hatcher, 1994; Little et al., 2013). Items were randomly
placed into parcels within each factor. Results from all confirmatory factor analyses can be found
in Table 2.
Table 2

Model Fit

Model Variables Y df CFlI TLI RMSEA SRMR

LRBB, FRBB, Burn, Eng, Perf, Opt, Flex 657.463 209 0.909  0.890 0.090 0.066
LRBB, FRBB, Burn, Eng, Perf, Opt+Flex 978.300 215 0.846 0.819 0.115 0.072
LRBB, FRBB, Burn, Perf, Eng+Opt, Flex 994.739 215 0.842 0.815 0.117 0.092
LRBB, FRBB+Burn+Perf+Eng+Opt+Flex 2463.012 229 0.549  0.501 0.191 0.148
LRBB+FRBB+Burn+Perf+Eng, Opt+Flex 2773.343 229 0.486 0.432 0.204 0.152
LRBB+FRBB+Burn+Perf+Eng+Opt+Flex 3103.208 230 0.420  0.362 0.216 0.157

o Ok, wWwN B

Note: LRBB=Leader Resilience-Building Behavior; FRBB=Follower Resilience-Building

Behavior; Burn=Burnout; Eng=Engagement; Perf=Performance; Opt=Optimism;

Flex=Psychological Flexibility

Hypothesis 1 predicted that perceived leader resilience-building behavior would be

positively related to follower resilience-building behavior. To test this hypothesis, I ran a linear
regression regressing follower resilience-building behavior onto perceived leader resilience-
building behavior. This R? was statistically significant (R? = 0.24, std. err. = 0.76, F(1,265) =
84.73, p<0.001). Leader resilience-building behavior significantly predicted follower resilience-

building behavior (f=0.35, p<0.001, see Table 3). To calculate 95% confidence intervals, | ran

Monte Carlo simulation using 5000 simulation (Jones & Waller, 2013). This resulted in a 95%
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confidence interval of (0.27, 0.42). Leader resilience-building behavior remained a significant
predictor of follower resilience-building behavior even after accounting for the follower’s age,
sex, race, marital status, industry, work tenure, and
education level (see Appendix C). Altogether, these results provide support for hypothesis 1.
Hypotheses 2a-c predicted that follower resilience-building behavior would be (a)
negatively related to burnout and (b) positively related to work engagement and (c) positively
related to in-role performance. Similar to hypothesis 1, | tested these hypotheses with a series of
regression analyses using follower resilience-building behavior to predict each outcome
respectively. Full regression results can be found in Table 3. Each R? was statistically significant
((a) R?=0.10, std. err.=0.48, F(1, 265)=29.89, p<0.001; (b) R?=0.13, std. err.=1.24, F(1,
265)=40.58, p<0.001; (c)R?=0.24, std. err.=0.46, F(1,265)=82.02, p<0.001). Follower resilience-
building behavior significantly predicted (a) burnout (p=-0.18, p<0.001, Cl=[-0.25, -0.12]), (b)
work engagement (f=0.55, p<0.001, CI=[0.38, 0.72]), and (c) in-role performance (=0.29,
p<0.001, CI1=[0.23, 0.36]). Once again, Monte Carlo simulations with 5000 simulations were
used to calculate the 95% confidence intervals. Follower resilience-building behavior remained
as a significant predictor for all three outcomes even after accounting for the follower’s age, sex,
race, marital status, industry, tenure, and educational level (see Appendix C). Thus, Hypotheses

2a-c were fully supported.
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Table 3

Linear Regression Analysis Results

Variables Estimate SE t 95% CI
LRBB -> FRBB

Intercept 3.75 0.19 19.21***

LRBB 0.35 0.04 9.21%** (0.27,0.42)
FRBB -> Burnout

Intercept 3.44 0.19 18.37***

FRBB -0.18 0.03 -5 4T7*F* (-0.25,-0.12)
FRBB -> Engagement

Intercept 1.45 0.48 2.99**

FRBB 0.55 0.09 6.37*** (0.38,0.72)
FRBB -> Performance

Intercept 2.79 0.18 15.64***

FRBB 0.29 0.03 9.06*** (0.23, 0.36)

Note: LRBB=Leader Resilience-Building Behavior; FRBB = Follower Resilience-

Building Behavior

*p<0.05, **p<0.01, ***p<0.001

Hypotheses 3 and 4 related to the moderating effects of optimism and psychological

flexibility (respectively) on the various outcomes. In order for optimism [psychological
flexibility] to have had the proposed moderating effect on each variable, the relationship between
follower resilience-building behavior and burnout needed to be significantly lower at high levels
of optimism [psychological flexibility] as compared to low levels of optimism [psychological
flexibility]. Similarly, the relationship between follower resilience-building behavior and work
engagement and the relationship between follower resilience-building behavior and in-role
performance needed to be significantly higher at high levels of optimism [psychological
flexibility] than at low levels of optimism [psychological flexibility] (Baron & Kenny, 1986;

MacKinnon et al., 2002; Stone & Hollenbeck, 1984).
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To test hypothesis 3, | conducted a series of regression equations where each proposed
outcome (i.e., (a) burnout, (b) work engagement, and (c) in-role performance) was predicted by
follower resilience-building behavior, optimism, and the interaction term calculated by
multiplying follower resilience-building behavior and optimism together. Regression results can
be found in Table 4. The R?for the interaction between follower resilience-building behavior and
optimism predicting burnout was significant (R?=0.22, std. err.=0.45, F(3, 263)=25.27, p<0.001).
However, the interaction term itself did not have a significant effect on burnout (=-0.02,
p=0.46, CI=[-0.06, 0.03]). In the relationship between optimism and follower resilience-building
behavior on engagement, the R? was significant (R?=0.28, std. err.=1.14, F(3, 263)=33.44,
p<0.001), but the moderation term did not have a significant effect (3=0.04, p=0.52, C1=[-0.08,
0.16]). Finally, with performance as the outcome, the R? was statistically significant (R?=0.26,
std. err.=0.45, F(3, 263)=30.27, p<0.001), but the interaction term was not significant (=-0.05,

p=0.05, CI=[-0.09, 0.00]). Thus, hypotheses 3a-3c were not supported.
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Table 4

Optimism as Moderator Regression Results

Variables Estimate SE t 95% ClI
Burnout

Intercept 3.30 0.63 5.20%**

FRBB -0.03 0.12 -0.28

Optimism -0.04 0.13 -0.33

FRBB*Optimism -0.02 0.02 -0.73 (-0.06, 0.03)
Engagement

Intercept 1.58 1.61 0.98

FRBB 0.17 0.30 0.58

Optimism 0.18 0.34 0.55

FRBB*Optimism 0.04 0.06 0.65 (-0.08, 0.16)
Performance

Intercept 151 0.64 2.34*

FRBB 0.49 0.12  4.12%**

Optimism 0.30 0.13 2.22*

FRBB*Optimism -0.05 0.02 -1.94 (-0.09, 0.00)

Note: FRBB=Follower Resilience-Building Behavior
*p<0.05, **p<0.01, ***p<0.001
Similarly, to test the moderating effect of psychological flexibility (hypotheses 4a-c), |

conducted a series of regression analyses where each outcome (i.e., (a) burnout, (b) work
engagement, and (c) in-role performance) was predicted by follower resilience-building
behavior, psychological flexibility, and the interaction of the two. Regression results can be
found in Table 5. The R?for the interaction between psychological flexibility and follower
resilience-building behavior predicting burnout was statistically significant (R?=0.21, std.
err.=0.45, F(3, 263)=22.69, p<0.001). However, the interaction term did not have a significant
effect on burnout (B=0.01, p=0.78, CI=[-0.06, 0.08]). Similarly, the R? for the interaction
between psychological flexibility and follower resilience-building behavior predicting

engagement was statistically significant (R?=0.17, std. err. =1.22, F(3, 263)=18.40, p<0.001).
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The interaction term, though, was not statistically significant (p=-0.02, p=0.87, CI=[-0.20, 0.17]).
Finally, the R? predicting performance using this same interaction was statistically significant
(R?=0.26, std. err.=0.45, F(3, 263)=30.98, p<0.001). Once again, though, the interaction term
was not significant (f=-0.04, p=0.23, CI=[-0.11, 0.03]), showing that psychological flexibility
was not a significant moderator of the relationship between follower resilience-building behavior
and any of the studied outcomes. Thus, hypotheses 4a-4c were not supported.

Table 5

Psychological Flexibility as Moderator Regression Results

Variables Estimate SE t 95% CI
Burnout

Intercept 4.18 0.94 4.42%**

FRBB -0.14 0.17 -0.85

Flex -0.25 0.20 -1.23

FRBB*Flex 0.01 0.04 0.27 (-0.06, 0.08)
Engagement

Intercept 0.28 2.52 0.11

FRBB 0.49 0.45 1.05

Flex 041 0.54 0.75

FRBB*Flex -0.02 0.10 -0.17 (-0.20, 0.17)
Performance

Intercept 1.49 0.94 1.57

FRBB 0.45 0.17 2.66**

Flex 0.33 0.20 1.62

FRBB*Flex -0.04 0.04 -1.19 (-0.11, 0.03)

Note: FRBB=Follower Resilience-Building Behavior; Flex=Psychological
Flexibility
*p<0.05, **p<0.01, ***p<0.001
Supplemental Analyses
Although optimism and psychological flexibility did not emerge as moderators between

follower resilience-building behavior and any of the outcomes, two demographic variables did

emerge as potential moderators. Age and tenure both had a significant effect on the relationship
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between follower resilience-building behavior and performance. Simple slopes analysis revealed
that the slopes for all age groups were statistically significant (youngest: estimate=0.39, std.
err.=0.04, t=9.22, p<0.001; average: estimate=0.28, std. err.=0.03, t=9.19, p<0.001; oldest:
estimate=0.18, std. err.=0.04, t=4.23, p<0.001). The slopes for all three tenure groups were also
statistically significant (lowest: estimate=0.37, std. err.=0.05, t=7.65, p<0.001; average:
estimate=0.29, std. err.=0.03, t=9.25, p<0.001; highest: estimate=0.22, std. err.=0.05, t=4.81,
p<0.001). The graphs of these slopes suggest that while there is an effect of all age and tenure
groups, the effect of the resilience-building behaviors may have been more potent for younger
employees and those lower in tenure (see Table 6, and Figures 3 & 4). Finally, although there
was not evidence for the moderating effects of optimism and psychological flexibility, |
examined whether or not they had a direct effect on follower resilience-building behavior.
Optimism had a significant direct effect on follower resilience-building behavior (=0.21, std.
err.=0.34, t=5.45, p<0.001), as did psychological flexibility (f=0.39, std. err.=0.05, t=7.47,
p<0.001). Though not originally hypothesized, this suggests that both optimism and
psychological flexibility can influence how much an employee engages in resilience-building

behavior (see Figure 5 for full summary of hypothesis test results).



Table 6

Age and Tenure as Moderators of FRBB->Performance Relationship

Variables Estimate SE t 95% CI
Age

Intercept 0.33 0.60 0.55 (-0.85, 1.51)
FRBB 0.67 0.11 6.18*** (0.45, 0.88)
Age 0.06 0.02 4.37*** (0.04, 0.09)
FRBB*Age -0.01 0.00 -3.75*** (-0.01, 0.00)
Tenure

Intercept 1.29 0.66 1.95 (-0.01, 2.58)
FRBB 0.53 0.12 4,50*** (0.30, 0.76)
Tenure 0.41 0.17 2.38* (0.07,0.75)
FRBB*Tenure -0.06 0.03 0.04* (-0.12, 0.00)

Note: FRBB=Follower Resilience-Building Behavior
*p<0.05, **p<0.01, ***p<0.001

Figure 3

Interaction Between Age and Follower Resilience-Building Behavior on Performance
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Figure 4

Interaction Between Tenure and Follower Resilience-Building Behavior on Performance
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Figure 5

Summary of Hypothesis Test Results
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Discussion
Burnout remains a pervasive and costly problem plaguing many of today’s organizations
(Vankar, 2023; Weiss, 2020; Wigert & Agrawal, 2018). Some authors have even likened burnout
to a “rite of passage” for modern workers (Comer et al., 2022). And due to the rising costs
associated with burnout, organizations are continually searching for practical and cost-effective

solutions to help their employees. In line with this effort, the goal of this study was to examine
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whether or not leaders could influence their followers’ burnout, engagement, and performance
simply by modeling resilience-building behaviors.

Hypothesis 1 theorized that leaders engaging in resilience-building behavior can be a
significant predictor of their followers’ engagement in similar behaviors, especially when the
follower is able to perceive their leaders’ engagement in said behaviors. Results support this
hypothesis as results from regression analyses showed that perceived leader behaviors can
predict followers’ engagement in said behaviors. These results support the idea that leaders can
influence their followers’ behaviors simply by modeling and demonstrating desired behaviors.

Hypotheses 2a-c suggested that when followers engage in resilience-building behavior,
they can reduce their levels of burnout, increase their levels of engagement, and increase their
self-reported performance. Regression results support each of these claims. Follower engagement
in resilience-building behaviors was a significant negative predictor of burnout, and a significant
positive predictor of both engagement and self-reported performance, which was in line with
previous research on the benefits of resilience (reducing burnout — e.g., Cheung et al., 2024; Hao
etal., 2015; Yang et al., 2018; improving engagement — Nieto et al., 2022; Wang et al., 2017,
improving performance — e.g., Meng et al., 2019; Robertson et al., 2015; Vanhove et al., 2016).
These results support the idea that building resilience not only can act as a coping strategy
against burnout, but can actually support work-related beneficial outcomes, such as performance
and engagement.

Hypotheses 3 and 4 related to the proposed moderating nature of optimism and
psychological flexibility on the relationship between follower resilience-building behavior and
each of the outcomes. Specifically, optimism (psychological flexibility) was thought to

strengthen the negative relationship between follower resilience-building behavior and burnout,
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such that those high in optimism (psychological flexibility) would have a stronger effect of
follower resilience-building behavior on reducing burnout than those low in optimism
(psychological flexibility). Similarly, optimism (psychological flexibility) was thought to
promote the relationship between follower resilience-building behavior and engagement and
performance, such that those high in optimism (psychological flexibility) would have a stronger
positive relationship between follower resilience-building behavior and each outcome than those
low in optimism (psychological flexibility). However, results did not support these hypotheses.
For each outcome, both optimism and psychological flexibility demonstrated no significant
moderating effects. This suggests that the effect follower resilience-building behavior can have
on each outcome is relatively stable across the board, regardless of an individual’s level of
optimism and psychological flexibility.

Supplemental analyses revealed that most proposed relationships were stable across a
variety of demographic variables, showing these results may be beneficial to a wide variety of
organizations and employees. However, the relationship between follower resilience-building
behavior and self-reported performance was significantly stronger for those who were younger
and lower in their tenure. This suggests that, while encouraging and demonstrating resilience-
building behaviors to all employees is beneficial, newer/younger employees may particularly
benefit from their leaders modeling these behaviors. It could be that more experienced/older
employees have dealt with stressors at work and have a better idea of how to start dealing with
them, while newer/younger employees could benefit from a guide. Another explanation could
also be that newer/younger employees may hold their leaders in higher regard, or as more of a
role model, than more experienced/older employees, thus emphasizing the power of the leader

modeling these behaviors.
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Theoretical Implications

This study has several implications for theory. First, this study builds on several attempts
to understand not only the nature of burnout, but also the most effective strategies to deal with
stress and burnout at work. Leaders hold a powerful and influential position within workplaces
and employees’ lives (Thomas, 2013). Yet this relationship has largely been ignored in extant
burnout and resilience literature. This study highlights the impact leaders’ behaviors can have on
the behaviors and outcomes of their followers, particularly how leaders’ building resilience can
impact their followers’ resilience and burnout.

Building on social learning theory (Bandura, 1977), this study shows that simply the
perception of leaders engaging in behaviors designed to build resilience may be enough to
encourage employees to engage in similar behaviors, which could have beneficial consequences
on their levels of burnout, engagement, and performance. These results also help show that social
learning is not limited to explicit behaviors. Followers tend to admire their leaders and hold them
in high regard. This makes any social information coming from those leaders more powerful and
salient to the follower. Social information processing theory (Salancik & Pfeffer, 1978) argues
that social information, especially social information from highly esteemed sources, directly
influences the recipient’s behavior. In line with this theory, these results showed that when
leaders (influential role models) are perceived to be engaging in positive, resilience-building
behaviors, their followers are more likely to also engage in similar resilience-building behaviors
and thus reap any associated benefits.

Beyond just social learning, this study highlights that the leader-follower relationship, or
the position of the leader as a role model to the follower, may be an undervalued but important

resource in the workplace. Both JD-R and COR emphasize the importance of resources for
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successful adaptation and navigation through job demands and work-related stress (Demerouti et
al., 2001; Hobfoll, 1989). Lazarus and Folkman (1984) argue that resources are needed to be able
to cope with the stress, especially if one hopes to cope well. Historically, resources literature has
focused on individual resources, such as personality variables (e.g., Pilch et al., 2015), or
organizational resources, such as mindfulness training or cultures that promote psychological
safety (e.g., Bronkhorst, 2015; Hsieh et al., 2021; Mellner, et al., 2022; Nielsen et al., 2011).
When discussing resources that involve social interactions, typically this is limited to employees
seeking help or social support (e.g., Holton et al., 2016). But little has been discussed on the
potential resource nature of impactful relationships. This goes beyond social support. Results
from this study showed that leaders modeling behaviors can be an important and effective
resource for employees looking to engage in resilience-building behaviors and impact their
burnout, engagement, and performance.

Not only did this study reveal a potentially previously unknown job resource (the role
model position/relationship of the leader), but it also highlights a social aspect to recovering
from stress and building resources. Ambrose et al. (2013) state that, according to the trickledown
model, organizational norms and behaviors trickle down from the highest in the organization to
the lowest. This study provides a clear example of this phenomenon, with leaders’ resilience-
building behaviors trickling down to their followers and impacting their followers’ burnout,
engagement, and performance. COR states that people must invest resources to be able to
recover from resource loss or gain more resources (Hobfoll 1989; Hobfoll et al., 2018). The
results of this study show that, at some level, investment resources that start higher up in the
organization can still benefit those lower down in the organization. Leaders can invest their

resources to be able to engage in resilience-building behaviors and create environments where
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necessary resources are available and encouraged to be utilized (McEwen, 2022). This
investment may enable followers to be able to engage in resilience-building and recovery
activities to be able to rebuild their own resources. This may be particularly important for burnt-
out employees, who already start from a place of resource loss (Bakker et al., 2023b). Not only
will they have access to the resource of a strong leader role model, but they will have access to
the resources unlocked by their leader’s investment.

By leaders engaging in resilience-building behaviors, they may be signaling to their
followers that resources are available to engage in similar behaviors (Ito & Brotheridge, 2003).
When these behaviors extend outside of working hours, such as recovery activities (Fritz &
Sonnentag, 2015), the leader may be signaling not only the availability of resources, but the
cultural expectations that resources be provided and utilized. For example, if leaders are
engaging in the resilience-building activity of detachment from work, they may signal to their
followers that it is not only allowed, but a cultural norm, for them to also disengage when not at
work. Beyond this, when leaders engage in resilience-building behaviors at work, they can signal
to their followers that their environment is malleable and able to be changed to deal with
stressors. Believing the circumstances to be malleable is more likely to lead followers to engage
in positive, proactive coping strategies (Antoniou et al., 2013) and build their own resilience.
According to the transactional theory of stress (Lazarus & Folkman, 1984), employees are
constantly monitoring their environments to assess stressors, and cope with them as they arise. If
successful coping and resilience-building activities are part of that environment, employees are
more likely to pick up on the changes in their leader, again leading them to believe their
environment and situations are malleable and encouraging them to participate in their own

resilience-building behaviors, and other proactive coping mechanisms. This, in turn, will set
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them up for more successful and proactive coping when dealing with stressful future
circumstances.

Resilience, itself, is a malleable resource that is largely dependent on social interactions
to build (Bonanno, 2004; DePierro et al., 2023; Montpetit et al., 2010; Shaw et al., 2016;
Vanhove et al., 2016). Resilient individuals are more capable of effectively using and building
their resources (Fredrickson et al., 2008; Shaw et al., 2016) and tend to use more positive coping
strategies when encountering stressors (Hu et al., 2015). Engaging in positive coping can, in turn,
lead to building resilience (Lazarus & Folkman, 1984; Vivolo et al., 2024). But this research
demonstrates a potential key starting point for this reciprocal relationship, especially for those
who are newer to the resilience-coping-resilience cycle. Having a role model demonstrate to
them, even implicitly, effective ways to deal with stressors and build resilience, can be an
effective method for someone to begin to develop resilience and face their own stressors. There
is continual concern about the contagious nature of burnout (Bakker et al., 2005, 2007), but this
research emphasizes the socially contagious nature of resilience (Fan et al., 2020; Shaw et al.,
2016), which may be an effective combatant against the rising burnout crisis.
Practical Implications

Perhaps even more important than the theoretical implications of this research are the
practical implications. As previously mentioned, modern workers are facing a burnout epidemic
(e.g., APA, 2023). And, unfortunately, the onus for dealing with burnout often falls on the
already burnt-out employee. This not only can lead to ineffective coping strategies due to the
lack of resources to effectively cope (Bakker et al., 2023b; Hobfoll et al., 2018; Lazarus &
Folkman, 1984) but can lead to employees spiraling into the physical and psychological

consequences of burnout at faster and faster rates (Hobfoll et al., 2018). Thus, it is imperative for
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organizations to create and implement effective and accessible resources to help their employees
recover from and prevent burnout.

This research highlights the resource of leaders modeling resilience-building behaviors,
which can in turn increase their followers engaging in resilience-building behaviors, leading to
lower burnout, higher performance, higher engagement, and higher optimism and psychological
flexibility on the part of the follower. This is promising to organizations because this potential
burnout-fighting and resource-building strategy is relatively cost-effective. Burnout already costs
organizations billions in lost revenue every year (Weiss, 2020). By utilizing the power of those
already in the organization, organizations can make impactful changes without overhauling
entire systems.

Organizations who want to utilize the results of this research should consider encouraging
their leaders to more openly display and discuss their resilience-building behaviors. This may
begin with providing leaders training in what resilience-building behaviors are, and how to
effectively implement them. But when leaders are open about the stressors they are facing and
how they are managing both the problem and their stress, it may empower their employees to do
likewise. Beyond this, openness to this level may help to create cultures of psychological safety,
where employees feel like they are safe and supported to seek help when needed, or discuss
problems as they arise (Edmondson, 1999). Psychologically safe cultures can help to combat
pervasive ingrained “hustle” cultures and cultures that promote burnout and production above the
health and lives of their employees.

These changes will not happen over-night. Burnout is a chronic problem (Maslach &
Jackson, 1981) with long-entrenched roots in many organizations. But chronic problems need

long-term, cost-effective solutions. Encouraging leaders to be open about their own stressors and
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resilience-building strategies can be an efficient, cost-effective, and beneficial step in helping
employees develop resilience, psychological flexibility, optimism; reduce their burnout; and
increase their engagement and performance. Dealing with stressors is both a function of the
stressor itself, and the resources available (Holton et al., 2016). Engaging leaders in this manner
may also help to signal available resources to employees and let them know that it is both
acceptable and encouraged to use available resources to deal with their stressors and burnout and
develop their own resilience. This change needs to come from the top of the organization
(Ambrose et al., 2013). As more and more influential leaders in the organization demonstrate
their own resilience-building behaviors, those under them should also begin to enact resilience-
building behaviors.

Finally, at least for performance, the effect of follower resilience-building behavior was
significantly stronger for newer/younger employees. Organizations may want to take a proactive
approach to preventing burnout by especially targeting their interventions and resource
availability toward incoming employees. By helping new employees develop resilience before
major stressors occur, not only will the employee be in a better position to deal with the stressor,
but they may also be able to stave off any negative effects of the stress or potential burnout.
While employees across the organization can benefit from the results of this study, and the
resources organizations can provide, targeting newer/younger employees may, in a sense,
inoculate them against potential burnout.

Limitations and Future Directions
Of course, no study is perfect. Below are some limitations this study faced, as well as

ideas for future research directions.
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First, this study was cross-sectional in nature. This means that | was unable to truly
establish a causal relationship between variables. Future research may want to utilize more
longitudinal designs to determine the causal effects of perceived leader resilience-building
behavior, as well as the long-term outcomes of engaging in resilience-building behavior. While
this study provides a good basis, more long-term research is needed to solidify our understanding
of these relationships.

Next, this study did not account for the unique nature of each dyadic relationship between
leaders and their followers. Each employee has a different, individualized relationship with their
leader. These differences impact the outcomes leaders can have on their employees (Graen &
Uhl-Bien, 1995). As such, it is logical that the nature of the relationship an employee has with
their leader would affect the impact the leader’s engagement in resilience-building behaviors has
on the employee and their decision to engage in similar behaviors. Future research should
examine leader-member exchange quality to see how this affects the results. Similarly, this
research was conducted with a US sample. In general, US workers tend to have smaller power
distances than other cultures (Hofstede, 2011). These results may have limited generalizability in
cultures with greater power distances, because the impact a leader can have on their follower
may not be a strong. Future research should examine how these results change across cultures.

Optimism and psychological flexibility did not emerge as moderators, as hypothesized.
However, personal resources such as optimism and psychological flexibility have been shown to
moderate the relationship between stress and coping (Rasmussen et al., 2006) and stress and
burnout (Holding et al., 2024) respectively. One explanation for this difference may be that
participants were instructed to consider their optimism and psychological flexibility in a general,

rather than work-specific, context. This may have contributed to the stable “trait” versus
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malleable “state” debate that surrounds these variables. While the present study considered
optimism and psychological flexibility as stable “trait” variables, future research may want to
take a more contextualized approach to better capture a “state” view. This study was also cross-
sectional, so future designs may consider a more longitudinal approach to see the long-term
effects of optimism and psychological flexibility, both as “state” and “trait” variables. Future
research may also want to examine the effects of other personal resources, such as locus of
control, self-efficacy, or mindfulness; or even examine other outcomes, such as organizational
commitment.

Finally, resilience-building behavior was examined as a composite variable, rather than
examining the effect of each behavior individually. As Holton et al. (2016) point out, future
coping research should consider coping within its context to understand why individuals use
certain strategies, and how these behaviors are perceived. Future research should consider
examining discrete behaviors individually to determine the efficacy of each strategy. This could
also be used to help link certain leader behaviors with specific responses (i.e., whether followers
engage in the same, similar, or different resilience-building behaviors). Future research may also
consider looking at team or organizational resilience and resilience-building behaviors, rather
than just individual.

Conclusion

This study aimed to highlight a previously overlooked resource for dealing with stress
and burnout at work — the role model nature/relationship a leader has with their follower. Results
from this study showed that leaders can influence their followers’ burnout, performance, and
engagement by modeling resilience-building behaviors for their followers to imitate. These

results should provide hope for organizations facing burnout crises as they provide a relatively
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simple and cost-effective method of providing resources for their employees facing burnout and

work-related stress.
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Appendix A

Demographics
Demographic N %
Sex
Male 107 40.07
Female 157 58.80
Non-binary/third gender 2 0.75
Prefer not to say 1 0.37
Age
18-25 21 7.87
26-35 92 34.46
36-45 74 27.72
46-55 58 21.72
56-65 21 7.87
65+ 1 0.37
Race/Ethnicity
White 188 70.41
Black 38 14.23
American Indian/Alaska Native 2 0.75
Asian 21 7.87
Native Hawaiian/Pacific Islander 0 0.00
Hispanic 13 4.87
Other 5 1.87
Marital Status
Never Married 116 43.45
Separated 4 1.50
Divorced 25 9.36
Widowed 3 1.12
Married 119 44.57
Education
No schooling completed 0 0.00
Some high school, no diploma 1 0.37
High school graduate, diploma, or
equivalent 7 2.62
Some college credit, no degree 44 16.48
Trade, technical, vocational
training 12 4.49
Associate's degree 26 9.74
Bachelor's degree 120 44.94
Master's degree 45 16.85
Professional degree 5 1.87
Doctoral degree 7 2.62

Industry
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Construction 8 3.00
Forestry, fishing, hunting, or

agricultural support 5 1.87
Real estate or rental or leasing 4 1.50
Mining 0 0.00
Professional, scientific, or technical

services 24 8.99
Utilities 0 0.00
Management of companies or

enterprises 6 2.25

Admin, support, waste
management or remediation

services 7 2.62
Manufacturing 16 5.99
Education services 31 11.61
Wholesale trade 3 1.12
Healthcare or social assistance 54 20.22
Retail trade 22 8.24
Arts, entertainment, or recreation 15 5.62
Transportation or warehousing 5 1.87
Accommodation or food services 10 3.75
Information 19 7.12
Other services (except public

administration) 16 5.99
Finance or insurance 20 7.49
Unclassified establishments 2 0.75
Tenure

Less than 6 months 12 4.49
Between 6 months to 1 year 10 3.75
1to 5 years 113 42.32
5 to 10 years 70 26.22
10 to 20 years 45 16.85

More than 20 years 17 6.37
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Appendix B

Measures

Employee Resilience Scale (Naswall et al., 2019)

All items are rated on a seven-point Likert-type scale ranging from 1=almost never to 7=almost

always.

Instructions: Please rate how frequently you believe you (your leader) engage(s) in the following
behaviors when dealing with stress and change at work.

1.

2.
3.

© N

| (My leader) effectively collaborate(s) with others to handle unexpected challenges at
work.

I (My leader) successfully manage(s) a high workload for long periods of time.

I (My leader) resolve(s) crises competently at work.

| (My leader) learn(s) from mistakes at work and improve(s) the way | (they) do my
(their) job.

| (My leader) re-evaluate(s) my (their) performance and continually improve(s) the way |
(they) do my (their) work.

| (My leader) effectively respond(s) to feedback at work, even criticism.

| (My leader) seek(s) assistance at work when | (they) need specific resources.

| (My leader) approach(es) managers when | (they) need support.

I (My leader) use(s) change at work as an opportunity for growth.

Oldenburg Burnout Inventory (Demerouti, 1999)

All items are rated on a four-point Likert-type scale ranging from 1=strongly agree to 4=strongly
disagree.

Instructions: Below you will find a series of statements with which you may agree or disagree.
Using the scale, please indicate the degree of your agreement by selecting the number that
corresponds with each statement.

CoNoOR~WNE

| always find new and interesting aspects in my work.

There are days when | feel tired before I arrive at work.

It happens more and more often that | talk about my work in a negative way.

After work, | tend to need more time than in the past in order to relax and feel better.
| can tolerate the pressure of my work very well.

Lately, I tend to think less at work and do my job more mechanically.

| find my work to be a positive challenge.

During my work, | often feel emotionally drained.

Over time, one can become disconnected from this type of work.

10 After working, | have enough energy for my leisure activities.
11. Sometimes, | feel sickened by my work tasks.
12. After my work, I usually feel worn out and weary.
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13. This is the only type of work | can imagine myself doing.
14. Usually, I can manage the amount of my work well.

15. | feel more and more engaged in my work.

16. When | work, | usually feel energized.

Disengagement: Items 1, 3(R), 6(R), 7, 9(R), 11(R), 13, 15; Emotional Exhaustion: Items
2(R), 4(R), 5, 8(R), 10, 12(R), 14, 16.

Utrecht Work Engagement Scale-9 (Schaufeli et al., 2006)
All items rated on a seven-point Likert-type scale ranging from O=never to 6=always/every day.

Instructions: The following statements are about how you feel at work. Please read each
statement carefully and decide if you ever feel this way about your job. If you have never had
this feeling, please select “Never.” If you have had this feeling, indicate how often you felt it by
selecting the appropriate response that best describes how frequently you feel that way.

At my work, | feel bursting with energy.

At my job, | feel strong and vigorous.

| am enthusiastic about my job.

My job inspires me.

When | get up in the morning, | feel like going to work.
| feel happy when | am working intensely.

| am proud of the work that | do.

| am immersed in my work.

| get carried away when | am working.

CoNoOR~WNE

Vigor: Items 1, 2, 5; Dedication: Items 3, 4, 7; Absorption: Items 6, 8, 9
Job Performance Measure (Onwezen et al., 2014)

All items measured on a five-point Likert-type scale ranging from 1=totally not applicable to
5=totally applicable

Instructions: Please rate how much each of the following statements applies to you and your job.

| achieve the objectives of my job.

| meet my criteria for job performance.

| demonstrate expertise in all job-related tasks.

| fulfill all the requirements of my job.

I could manage more responsibility than typically assigned to me.

| appear to be suitable for a higher-level role.

I am competent in all areas of the job, and handle tasks with proficiency.
| perform well in the overall job by carrying out tasks as expected.

NGO~ wWNE
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9. I plan and organize to achieve objectives of the job and meet deadlines.

Optimism Scale (Kuppens et al., 2007)

All items measured on a seven-point Likert-type scale ranging from 1=strongly disagree to
7=strongly agree.

Instructions: Please rate your agreement with the following statements. Please consider these
generally (in all areas of life), not just at work.

1. Usually, all things end well.
2. | often expect the best.
3. Most situations yield positive consequences.

Psychological Flexibility (Gabrys et al., 2018)

All items measured on a seven-point Likert-type scale ranging from 1=strongly disagree to
7=strongly agree.

Instructions: The purpose of this section is to determine what you generally think/feel/do when
stressful situations provoke negative thoughts and emotions. Of course, you may act differently
depending on the situation, but try to think of what you usually think/feel/do when you are
stressed or upset. Using the scale below, indicate the extent to which you agree or disagree with
the following statements. Please consider these generally (in all areas of life), not just at work.

Generally, in stressful situations...

| get easily distracted by upsetting thoughts or feelings (11).

My thoughts and emotions interfere with my ability to concentrate (16).

| have a hard time managing my emotions (15).

It’s hard for me to shift my attention away from negative thoughts or feelings (18).
| feel like I lose control over my thoughts and emotions (2).

It is easy for me to ignore distracting thoughts (8).

It’s difficult to let go of intrusive thoughts or emotions (4).

| find it easy to set-aside unpleasant thoughts or emotions (7).

9. | can remain in control of my thoughts and emotions (14).

10. | take the time to think of more than one way to resolve the problem (12).

11. I approach the situation from multiple angles (3).

12. | consider the situation from multiple viewpoints before responding (5).

13. | take the time to see things from different perspectives before reacting (10).

14. | take the time to think of several ways to best cope with the situation before acting (6).
15. I weigh out my options before choosing how to take action (1).

16. I manage my thoughts or feelings by reframing the situation (17).

17. 1 control my thoughts and feelings by putting the situation into context (13).

18. I can easily think of multiple coping options before deciding how to respond (9).

NGO~ wWdE



Cognitive control over emotion: 1(R), 2(R), 3(R), 4(R), 5(R), 6, 7(R), 8, 9
Appraisal and coping flexibility: 10, 11, 12, 13, 14, 15, 16, 17, 18
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Note: Numbers in parentheses indicate the order in which the items should be administered.

Demographics

1.

What is your age?

2. What is your sex?

N Ok~

What is your race?

What is your ethnicity?

What is your marital status?

In what industry do you work?

How long have you been at your current job?

What is the highest level of education you have completed?



Appendix C

Regression Results with All Controls

Variables Estimate SE t p
LRBB->FRBB

Intercept 3.29398 0.385695 8.540 p<0.001
LRBB 0.350619 0.037448 9.363 p<0.001
Age 0.008955 0.004998 1.792 0.0744
Sex 0.166691 0.087623 1.902 0.0582
Race/Ethnicity 0.005045 0.029245 0.172 0.8632
Marital Status 0.053528 0.025996 2.059 0.0405
Industry 0.009044 0.009856 0.918 0.3597
Tenure -0.025772 0.046358 -0.556 0.5787
Education -0.056562 0.029670 -1.906 0.0577
FRBB->Burnout

Intercept 3.318026 0.2778871 11.940 p<0.001
FRBB -0.1963099  0.0344152 -5.704 p<0.001
Age -0.0019364  0.0031997 -0.605 0.5456
Sex 0.1076934  0.0564557 1.908 0.0576
Race/Ethnicity -0.0003056  0.0187059 -0.016 0.9870
Marital Status 0.0090245  0.0167691 0.538 0.5909
Industry 0.0105494  0.0631520 1.670 0.0960
Tenure 0.0082613  0.0296666 0.278 0.7809
Education -0.0140026  0.0189129 -0.740 0.4597
FRBB->Engagement

Intercept 0.982645 0.719513 1.366 0.1732
FRBB 0.553607 0.089109 6.213 p<0.001
Age 0.014462 0.008285 1.746 0.0821
Sex -0.162459 0.146177 -1.111 0.2674
Race/Ethnicity -0.030648 0.048434 -0.633 0.5274
Marital Status 0.013273 0.043419 0.306 0.7601
Industry -0.004572 0.016351 -0.280 0.7800
Tenure -0.064576 0.076813 -0.841 0.4013
Education 0.071024 0.048970 1.450 0.1482
FRBB->Performance

Intercept 2.645658 0.259746 10.186 p<0.001
FRBB 0.287144 0.032169 8.926 p<0.001
Age 0.009672 0.002991 3.234 p<0.01
Sex -0.047319 0.052770 -0.897 0.37071
Race/Ethnicity -0.028390 0.017485 -1.624 0.10566
Marital Status -0.008864 0.015674 -0.565 0.57224
Industry -0.002331 0.005903 -0.395 0.69326
Tenure 0.008219 0.027730 0.296 0.76716
Education -0.010174 0.017678 -0.576 0.56544

Note: LRBB=Leader Resilience-Building Behavior, FRBB=Follower Resilience-

Building Behavior
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Appendix D

Dissertation Proposal

One of the most prevalent and detrimental problems facing organizations and employees
today is that of burnout. Burnout is defined as a state of physical, mental, and emotional
exhaustion brought on by exposure to chronic stressors in the workplace (Maslach & Jackson,
1981; Maslach et al., 2001; Schaufeli et al., 2011). In 2021, the American Psychological
Association (APA) estimated that as many as 79% of workers faced regular stress in their
working experiences (Abramson, 2022), and at least 22% of them report feeling burnt-out very
often or always (Vankar, 2023; Wigert & Agrawal, 2018). Burnout has been linked with negative
work-related outcomes such as lower satisfaction with work (Adwan, 2014; Cavanaugh et al.,
2000; Maslach et al., 2001; Moore, 2000; Peterson et al., 2008; Singh et al., 1994), decreased
productivity and performance (Holton et al., 2016; Salvagioni et al., 2017), increased
absenteeism (Peterson et al., 2008), and higher turnover intentions (Cavanaugh et al., 2000;
Drake & Yadama, 1996; Geurts et al., 1998; Lee & Ashforth, 1993; Peterson et al., 2008); as
well as negative individual-level outcomes, such as increased mental health problems (Chen et
al., 2020; Halbesleben & Buckley, 2004; Holton et al., 2016; Huang & Simha, 2018; Maslach &
Jackson, 1984), increased physical health problems (Bayes et al., 2021; Salvagioni et al., 2017;
Shirom, 2003; Van Dierendonck et al., 2001), lower quality of personal relationships (Malach
Pines, 2003), and greater conflict at home (Burke & Mikkelsen, 2006; llies et al., 2007b; Lee et
al., 2023; Williamson et al., 2018). Between the health complications, loss of productivity, and
turnover caused by burnout, organizations can lose between $120-190 billion each year when
dealing with a burnt-out workforce (Weiss, 2020). As such, organizations have a vested interest

in combating and preventing burnout among their workers.
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To combat the negative effects brought on by stress and burnout, individuals may engage
in a variety of coping strategies. Coping can be either adaptive, promoting resilience and healthy
outcomes for the individual (i.e., exercise, good sleep, social support; Holton et al., 2016), or
maladaptive, potentially furthering negative consequences the individual may face (i.e., smoking,
excessive drinking, use of illicit substances; Holton et al., 2016). Individuals can be influenced to
engage in different coping strategies based on a number of factors such as personality variables
(Pilch et al., 2021), how they appraise the stressor (i.e., threatening, harmful, challenging,
Lazarus & Folkman, 1984), and the resources they have available (Ito & Brotheridge, 2003).
When individuals engage in positive and adaptive coping strategies focused on addressing the
stressor itself or building resilience to better handle their stress, they tend to report better
individual and organizational outcomes, and lower levels of burnout (Bono et al., 2013; Shin et
al., 2014). However, when individuals engage in negative and maladaptive coping strategies,
they can actually report higher levels of burnout (Dolan & Ender, 2008; Leiter, 1991; Zellars &
Perrewe, 2001), decreased job satisfaction, and higher levels of voluntary turnover (Cavanaugh
et al., 2000).

For the majority of previous research, coping strategies and their effects have been
studied from an individual perspective (e.g., Holton et al., 2016; Ito & Brotheridge, 2003;
Koeske et al., 1993; Nizielski et al., 2013; Roswag et al., 2023). But this line of research neglects
the fact that individuals, especially in the workplace, do not exist in a vacuum. Employees are
continuously engaging with and actively changing their environment (Bakker et al., 2023b;
Weick, 1977). One of the most important relationships in the workplace, and one that has only
recently begun to be studied in burnout-coping research, is that between employees and their

leaders (Thomas et al., 2013). The limited research in this field has demonstrated that leaders can
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have a powerful impact on their followers — that when leaders engage in coping strategies,
recovery activities, and other positive and health promoting endeavors, they can improve the
levels of burnout and other negative outcomes their followers report (Beattie & Griffin, 2014;
Densten, 2005; Diebig et al., 2017; Kim et al., 2023; Xu et al., 2021), although this has not been
universally supported (e.g., Blanco-Donoso et al., 2017; Stein et al., 2021). Primarily,
researchers have studied this through the lenses of transformational leadership (Arnold, 2017;
Bass, 1985; Skakon et al., 2010) and emotional contagion/crossover (Bakker et al., 2009; Bolger
etal., 1989; Kim et al., 2023; Petitta et al., 2016; Tariq et al., 2020).

While there is a growing body of evidence that leader coping and recovery activities can
impact their followers’ level of burnout and other negative outcomes through emotional
contagion (e.g., the leader feels better after the coping/recovery which increases their positive
affect which then spreads to their followers, increasing their positive affect and resulting in
positive individual- and organizational-level outcomes; Kim et al., 2023), one thing missing from
this literature is the idea of leaders acting as role models for engaging in coping strategies and
resilience-building behaviors. Social learning theory (Bandura, 1977) states that the majority of
human learning occurs through observation, especially observing role models. At work, the part
of a role model is often filled by an employee’s leader (Kreiner et al., 2009). According to social
learning theory, individuals observe, learn, and adopt both attitudes and behaviors of others,
especially their role models (Bandura, 1977). This phenomenon has been demonstrated in leader-
follower relationships for a number of behaviors, such as job involvement and creativity (Hu et
al., 2023), organizational identification (Ishaq et al., 2023), serving behaviors (Wu et al., 2021;
Yu et al., 2021), organizational citizenship behaviors (Yaffe & Kark, 2011), unethical conduct

and unethical pro-organizational behavior (Lian et al., 2022), and work-life boundaries (Koch &
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Binnewies, 2015). However, research has not examined whether this relationship holds for
coping strategies or behaviors meant to build resilience in the face of stress. This present study
aims to fill this gap and test whether leaders’ engagement in coping strategies and resilience-
building behaviors influences their followers to engage in the same or similar behaviors, and
whether or not that engagement can lead to lower emotional exhaustion, higher work
engagement (the theoretical opposite of burnout, Schaufeli & Bakker, 2004), and better
performance on the part of the follower.
Theoretical Background and Hypothesis Development

Burnout

Burnout has traditionally been conceptualized with three components: emotional
exhaustion, depersonalization, and reduced personal accomplishment (Maslach & Jackson,
1981). Emotional exhaustion is characterized by feelings of stress and “being used up,” feeling
emotionally overextended, having a lack of energy, and feeling drained, especially by contact
with other people (Bogs, 2011; Chullen, 2012; Greenglass et al., 1998; Maslach et al., 2001).
Depersonalization involves the development of a callous and detached manner of interacting
with others, particularly towards those who are receiving help or a service from the burnt-out
individual. This can also include the tendency to treat others as objects rather than people. (Lee
& Ashforth, 1996; Maslach et al., 2001). Reduced personal accomplishment refers to the
tendency for burnt-out individuals to view their own competence, performance, and
achievements at work in a negative light (Halbesleben & Bowler, 2007; Maslach et al., 2001).
Recently, the three-factor model has received mixed support as more and more evidence has
emerged showing that the “reduced personal accomplishment” factor develops separately from

the other two components (Schaufeli & Bakker, 2004). This has led many researchers to argue
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for and adopt a, perhaps better fitting, two-factor model of burnout: emotional exhaustion and
disengagement (Demerouti et al., 2001; Frick et al., 2023; Huang & Simha, 2018; Legvseth et al.,
2012; Schaufeli & Bakker, 2004).

Some researchers have argued that the traditional three-factor and revised-two factor
models of burnout are too limiting by assigning relatively uniform symptoms across all
individuals (Farber, 1990; Montero-Marin & Garcia-Campayo, 2010). They proposed an
alternate model that differentiates three different subtypes of burnout based on their symptoms.
An individual suffering from frenetic burnout tends to work increasingly harder to the point of
exhausting themselves. They are always in search of success and are characterized by their over-
involvement and ambition. Individuals with under-challenged burnout are trying to cope with
their unstimulating and monotonous environments, feeling unsatisfied, indifferent, and bored
with their lack of satisfaction and personal development. The worn-out burnt-out individual will
give up in the face of stress and will neglect their work and responsibilities (Farber, 1990). While
not super common, this alternative model has gained some traction in explaining both burnout
and different coping strategies (Montero-Marin et al., 2014).

Using either the traditional three-factor model (Maslach & Jackson, 1981), the revised
two-factor model (Demerouti et al., 2001), or the alternate symptom-based model (Farber, 1990;
Montero-Marin & Garcia-Campayo, 2010) the factor of emotional exhaustion has received the
most attention in the research (e.g., Frick et al., 2023; Greenglass et al., 1998; Hees-Garcia,
2021; Huang & Simha, 2018; Hughes et al., 2022; Lee et al., 2023; Lgvseth et al., 2012; Padyab
et al., 2016). Emotional exhaustion has been considered to be both the first stage (Cordes &
Dougherty, 1993; Lee & Ashforth, 1990; Maslach, 1982; Schaufeli & Enzmann, 1998) and core

symptom (Hobfoll & Shirom, 2001; Shirom, 1989) of burnout, and has shown the most
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consistent relationships with the negative outcomes commonly associated with burnout (e.g.,
Greenglass et al., 1998; Huang & Simha, 2018; Jenaro et al., 2007; Leiter, 1991).

Originally, burnout was conceptualized as occurring in employees who engage in some
kind of “people work™ (Maslach, 1982). As such, burnout and its consequences have been
studied and documented across a number of professions which require a large amount of
interaction between people, including teachers (Antoniou et al., 2013; Meredith et al., 2020;
Montgomery & Rupp, 2005; Nizielski et al., 2013), university professors (Davidson et al., 2010),
other education professionals (Holton et al., 2016); medical professionals (Pospos et al., 2018),
including nurses (Bakker et al., 2005; Butcher et al., 2023; Chen et al., 2020; Hees-Garcia, 2021;
Lapame et al., 2023; Petitta et al., 2016) and doctors (Bakker et al., 2001; Butcher et al., 2023,
Hees-Garcia, 2021; Lavseth & Aasland, 2010; Lavseth et al., 2012; Petitta et al., 2016); mental
health professionals (Bogs, 2011; White, 2019), public service workers (Jenaro et al., 2007; Lee
et al., 2023; Shin et al., 2014), social workers (Ben-Zur & Michael, 2007), and restaurant
workers (Hees-Garcia, 2021). As the definition of burnout expanded, research has also expanded
to other professions, including police and law enforcement (Beehr et al., 1995; Burke &
Mikkelsen, 2006; Padyab et al., 2016), military service members (Dolan & Ender, 2008; Leiter,
1991), veterinary professionals (Dunn, 2022), manufacturing (Huang & Simha, 2018; Khan et
al., 2023), banking (Khan et al., 2023), and other non-service business and office jobs (Arnold,
2017). By and large, though, burnout research has focused on healthcare or educational samples
(Shin et al., 2014).

Consequences
There are a number of serious consequences that have been linked with burnout, both for

employees’ everyday life and their work life and performance. Those who report higher burnout
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have also reported significantly higher levels of depression and anxiety symptoms than those
with lower burnout scores (Chen et al., 2020; Holton et al., 2016; Huang & Simha, 2018;
Papathanasiou et al., 2017; Salvagioni et al., 2017; Tzeletopoulou et al., 2018; Yang & Hayes,
2020). Burnt-out individuals also tend to report lower levels of self-esteem than non-burnt-out
individuals (Maslach et al., 2001). If the burnout is not alleviated, or the stressor not addressed,
individuals facing burnout are at risk of developing post- and secondary-traumatic symptoms
(Burke & Mikkelsen, 2006; Shoji et al., 2015; Yang & Hayes, 2020), insomnia and sleep
deprivation (Kaeding et al., 2017; Salvagioni et al., 2017; Yang & Hayes, 2020), and
psychological distress (Fong et al., 2016; Hammond et al., 2018; Yang & Hayes, 2020). This can
lead to an increased use and abuse of psychotropic and antidepressant medications (Burke &
Mikkelsen, 2006; Salvagioni et al., 2017), greater levels of hospitalization for psychiatric issues
(Salvagioni et al., 2017), and even increased rates of suicidal ideation (Burke & Mikkelsen,
2006).

As for physical complaints, stress and burnout have been shown to cause an increased
and sustained activation in the autonomic nervous system, which contains the sympathetic, or
“fight-or-flight,” portion of the nervous system (Bayes et al., 2021). When this nervous system is
activated, it causes increased levels of stress hormones, such as cortisol (Jonsson et al., 2015;
von Kanel et al., 2023). Prolonged levels of increased cortisol can cause high blood pressure,
(Bono et al., 2013; Buunk & Schaufeli, 1999; Van Dierendonck et al., 2001), weight gain, higher
blood sugar and type 2 diabetes (Bayes et al., 2021; Salvagioni et al., 2017), high cholesterol
(Salvagioni et al., 2017), reduced functioning in the endocrine and immune systems (Bayes et al.,
2021), coronary heart disease (Salvagioni et al., 2017), cardiovascular disease (Bayes et al.,

2021; von Kanel et al., 2023), systemic inflammation and excitotoxicity (i.e., nerve damage and
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death as a result of increased levels of neurotransmitters, Bayes et al., 2021), and premature
death (Bayes et al., 2021; Salvagioni et al., 2017). Beyond the influence of cortisol, burnout has
also been linked to changes in brain structure and functioning (Bayes et al., 2021), including
impairments in memory, attention, and executive functioning (Renaud & Lacroix, 2023).
Individuals with burnout also report higher musculoskeletal pain and injuries (Acker, 2010;
Salvagioni et al., 2017; Yang & Hayes, 2020), more flu-like and gastrointestinal issues (Acker,
2010; Hammond et al., 2018; Kaeding et al., 2017; Salvagioni et al., 2017; Yang & Hayes,
2020), and a greater frequency and intensity of headaches (Salvagioni et al., 2017) than those
without burnout. Finally, burnout has been linked with a number of sleep issues, including
prolonged fatigue (Salvagioni et al., 2017), sleep deprivation (Acker, 2010; Hammond et al.,
2018), and insomnia (Yang & Hayes, 2020), all of which can exacerbate the aforementioned
physical problems.

Burnout also has a number of consequences for employees and their organizations.
Overall, burnt-out employees tend to show lower job satisfaction (Adwan, 2014; Cavanaugh et
al., 2000; Lee et al., 2011; Maslach et al., 2001; Moore, 2000; Peterson et al., 2008; Rdssler,
2012; Salvagioni et al., 2017; Scanlan & Still, 2013; Singh et al., 1994; Yang & Hayes, 2020),
and both higher turnover intentions and higher turnover rates (Armstrong-Stassen et al., 1994;
Drake & Yadama, 1996; Geurts et al., 1998; Lee & Ashforth, 1993; Lee et al., 2011; Peterson et
al., 2008; Scanlan & Still, 2013; Yang & Hayes, 2020). Even if employees are not actively
leaving the organization, those with higher levels of burnout tend to still engage in a number of
withdrawal behaviors, such as absenteeism, and using an increased number of sick days (Burke
& Mikkelsen, 2006; Peterson et al., 2008; Salvagioni et al., 2017). When burnt-out employees

are at work, they have been shown to have higher levels of presenteeism (i.e., coming to work
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while sick; Holton et al., 2016; Salvagioni et al., 2017), decreased productivity (Holton et al.,
2016), and decreased performance (Huang & Simha, 2018) than non-burnt-out employees. In
medical and mental health professionals, burnout has also been linked to higher rates of
compassion fatigue, where practitioners report lowering levels of care for their patients/clients
and decreased effectiveness in doing their jobs (Butcher et al., 2023; Delgadillo et al., 2018;
Salyers et al., 2015; Thompson et al., 2014; Wampold, 2015; White, 2019; Yang & Hayes,
2020). Between lost productivity, increased disability services (Salvagioni et al., 2017), and
turnover of employees, burnout can cost organizations billions each year (Weiss, 2020).
Antecedents

If organizations want to address and prevent burnout, they need to understand not only
the consequences, but the antecedents of burnout. Just as with the consequences, there are
antecedents at both the individual level and the organizational level. At the individual level, the
personality dimension of neuroticism has been linked with higher levels of burnout (i.e., more
neurotic people tend to also report higher levels of burnout, Maslach et al., 2001). Employees
with low self-esteem and who engage in coping strategies designed to avoid, rather than deal
with, the problem also tend to report high levels of burnout (Beehr et al., 1995; Shin et al., 2014).
Emotional intelligence, at high levels, can protect against burnout (Gawali, 2012; Joseph &
Newman, 2010), but can lead to burnout at low levels as it can hinder individuals in appraising
their own and others’ emotions and circumstances (Nizielski et al., 2013). Employees who have
an external locus of control, or tend to view most events as beyond their control, also tend to
report higher levels of burnout (Gan et al., 2007; Nieto et al., 2022; Presson & Benassi, 1996).

In organizations, there are a number of stressors that can quickly lead to burnout for

employees if not handled properly. Lagvseth and colleagues (2012) found that, in jobs with some
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level of confidentiality requirement (i.e., medical work, certain government positions, social
work, law, etc.), the confidentiality requirement can be a barrier inhibiting employees from
seeking social support and can lead to an increase in burnout. Other work-related stressors can
include low salaries and demanding work schedules (Rupert & Morgan, 2005; Schaufeli &
Buunk, 2003) and challenging clients (Jenaro et al., 2007). Employees who do not feel satisfied
or cognitively challenged/stimulated with their work, and employees who feel frustrated with
various aspects of their job, including a clash of values or difference in expectations between the
employee and their organization, report high levels of burnout (Antoniou et al., 2013; Burke &
Mikkelsen, 2006). Employees also tend to want some level of control over their jobs and
working environments. When this is lacking, they can burn out quicker (Antoniou et al., 2013;
Kantas, 1995; Olivier & Williams, 2005; Yang & Hayes, 2020). Finally, employees who do not
feel as though they have the necessary support from their peers and leadership report higher
levels of burnout (Antoniou et al., 2013; Burke & Mikkelsen, 2006; Riolli & Savicki, 2002;
Yang & Hayes, 2020).

Two commonly reported stressors that have been linked with employee burnout in
organizations are role conflict and role ambiguity (House, 1996; Kahn et al., 1964; Kantas,
1995). Role conflict occurs when there are mismatched expectations, either in terms of what the
employee expects from the job, in terms of conflict between two or more different employees or
groups within a workplace, or some combination of the above (Kahn et al., 1964; King & King,
1990). Role overload can represent a combination of role conflicts — when employees view their
work demands as too great for their time or capabilities (Rizzo et al., 1970; Tang &
Vandenberghe, 2021). The employee in this scenario may have expectations incongruent with

the job (their expectations of what the job demands are not congruent with what the job actually
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demands) and different expectations for their leaders (they expected a certain level of tasks to be
handed down, and those expectations were not fulfilled). Role ambiguity occurs when an
employee has insufficient information about the job, their goals, and how they are to go about
completing their tasks (Kahn et al., 1964, King & King, 1990). Role ambiguity may also occur
when an employee is unsure of what behaviors are expected of them (Rizzo et al., 1970; Tang &
Vandenberghe, 2021). Conflict, including overload and ambiguity, have consistently been shown
to precede burnout in organizations (Antoniou et al., 2013; Burke & Mikkelsen, 2006; Gibbs,
2001; Landsman, 2001; Shin et al., 2014).

Role conflict and role ambiguity highlight a very important mechanism in the workplace
— the interaction between job demands and job resources. When demands are too high or are
misunderstood, as with role conflict, burnout can result (Kahn et al., 1964; Yang & Hayes,
2020). When employees understand the demands, but do not have the information, support, or
other vital resources needed to complete the demands, they can also experience burnout (Kahn et
al., 1964; King & King, 1990; Xanthopoulou & Meier, 2014; Yang & Hayes, 2020). Many
organizational level explanations of burnout can be boiled down to the interplay between job
demands and resources — so much so that this one relationship has been the basis for a substantial
body of theory development and research (Bakker et al., 2023a).
Job Demands-Resources Model

While many models attempt to explain the nature and origins of burnout, the job
demands-resources (JD-R) theory is perhaps the most effective at doing so (Demerouti et al.,
2001; Marques-Pinto et al., 2021). The JD-R theory aims to explain job performance through the
impact of job demands and resources on employee well-being, engagement, and motivation

(Bakker & Demerouti, 2017; Bakker et al., 2014, 2023a; Demerouti et al., 2001). Extending a
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number of earlier models such as the job-characteristics model (Hackman & Oldham, 1975), the
job demands-control model (Karasek, 1979), and the conservation of resources theory (COR,
Hobfoll, 1989; Hobfoll et al., 2018), JD-R posits that all job characteristics can be sorted into
two categories: demands and resources (Bakker et al., 2023a, Van den Broeck et al., 2013). Job
demands are physical, social, psychological, and organizational aspects of an employee’s job that
require physical or psychological effort (Demerouti et al., 2001). Demands are associated with
certain costs for the employee, and can, therefore, become stressful, even if they are not
inherently stressful at the beginning. This is especially true when employees lack the resources
necessary to effectively deal with the demands (Demerouti et al., 2001, 2008; Meijman &
Mulder, 1998). Job resources are physical, psychological, social, and organizational aspects of
the job that allow the employee to achieve work goals, reduce job demands, and/or stimulate
personal learning and development (Bakker & Demerouti, 2007; Demerouti et al., 2001). These
can include both resources provided by the organization and personal resources that an employee
possesses which allow them to better address demands and the stress the demands may create
(e.g., self-efficacy, internal locus of control, cognitive or psychological flexibility, optimism,
etc.; Alarcon et al., 2009; Barkhuizen et al., 2014; Gan et al., 2007; Hobfoll et al., 2003; Lloyd,
et al., 2013; Marques-Pinto et al., 2021; Xanthopoulou et al., 2009, 2013).

JD-R theory establishes a number of key propositions in explaining the relationships
between demands and resources and their effects on employees. The first says that job demands
can lead to impaired health for the employee, depending on the frequency and severity of the
demands (Bakker et al., 2023a; Demerouti et al., 2001; Podsakoff et al., 2007). When employees
face job demands, especially without proper resources, they may experience job stress and strain,

ultimately ending in a number of negative outcomes for the employee and organization, such as
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burnout, exhaustion, and lower performance (Bakker et al., 2023a; Demerouti et al., 2001).
Stress occurs when individuals deem demands or characteristics of their environment to be
overwhelming, challenging, threatening, or beyond their ability to cope (Biggs et al., 2017;
Lazarus & Folkman, 1984). Strain refers to the physical and psychological consequences of
stress (Hoes, 1986; Selye, 1975; Zhang et al., 2015). On the other hand, job and personal
resources can lead to higher levels of work engagement for the employee, fostering motivation,
creativity, and increased performance (Bakker et al., 2023a). The next important proposition of
JD-R is that both demands and resources can have boosting and buffering effects respectively.
Job resources can weaken the positive relationship between job demands and employee strain,
while job demands can boost the positive relationship between job resources and motivation and
work engagement (see Figure 1; Bakker et al., 2023a; Bakker & Demerouti, 2007; Demerouti et

al., 2001; Halbesleben et al., 2009).
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Figure 1

Job Demands-Resources Model (adapted from Bakker et al., 2023a)
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Conservation of Resources Theory

One of the foundational theories of JD-R, the conservation of resources theory (COR),
has also been used to explain the nature and origin of burnout in employees (Demerouti et al.,
2001; Gorgievski & Hobfoll, 2008; Hobfoll, 1989). The central tenet of COR theory says that
people are motivated to obtain, keep, and protect things which they value (i.e., resources;
Hobfoll, 1989; Hobfoll et al., 2018). Resources are anything which an individual values and can
be used to help them attain their goals (Halbesleben et al., 2014). There are four central
principles in COR theory. The first says that resource loss is far more powerful and salient to an
individual than resource gain. The second says that in order to gain and protect their resources, or
recover from a loss of resources, people must invest the resources they have. Thirdly, resource
gain becomes more salient in the face of resource loss. When an individual is in the midst of

losing resources, whatever resources they are able to gain will be more powerful and precious
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than those they gain when they are in the midst of gaining resources. Finally, the last principle
says that when people are threatened with or are in the midst of resource loss, they become
defensive and aggressive in an effort to protect what resources they have left (Hobfoll, 1989;
Hobfoll et al., 2018).

There are also a number of corollaries associated with COR theory, two of which are
particularly important to our understanding of burnout. First, those who have resources are less
vulnerable to resource loss and more capable of gain. This is true both at the individual and
organizational level. The second says that when resource loss does occur, individuals and
organizations tend to spiral downward with each subsequent loss. Resource loss is stressful. With
each loss, individuals and organizations have fewer and fewer resources to be able to effectively
manage the stress and recover from the loss, leading to a downward spiral of resource loss that
tends to grow both in momentum (each spiral occurs faster) and magnitude (since loss is more
powerful than gain, each loss will be greater and mean more than the last; Hobfoll et al., 2018).

Both JD-R and COR theory have received ample support in the literature and have been
used in a number of studies to explain how burnout develops in employees (e.g., Bakker et al.,
2023b; Bunjak et al., 2023; Chen et al., 2020; Demerouti et al., 2008; Gorgievski & Hobfoll,
2008; Hobfoll et al., 2018; Huang & Simha, 2018). When individuals experience job demands
that they perceive as stressful, they may view those demands as a threat to their resources
(Bakker et al., 2023b; Lazarus & Folkman, 1984). While employees invest resources to protect
themselves, their job demands are not being addressed or lowered. This means that the employee
will have less resources to invest in work, making work even more difficult. Employees can
become caught in a loss cycle when encountering job demands, leading to increased stress and

strain, and ultimately leading to employee burnout (Bakker & Costa, 2014; Bakker et al., 2023b;
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Hobfoll et al., 2018). Burnt-out employees then start from a place of resource loss when
encountering the next job demand, especially due to the physical and mental consequences of
burnout (Bakker et al., 2023b).

Central to JD-R theory is the idea that job demands, while not inherently stressful
themselves, can lead to stress and strain for the employee, especially if the employee does not
have the resources to deal with the demand (Hobfoll, 1989; Hobfoll et al., 2018). Stress,
especially in the workplace, has been found to be one of the biggest and most powerful
antecedents of burnout (Antoniou et al., 2013; Bakker & Demerouti, 2007; Bakker et al., 2004;
Bunjak et al., 2023; Demerouti et al., 2001; Jenaro et al., 2007; Lavseth et al., 2012; Maslach et
al., 2001; Schaufeli et al., 2011; Sutherland & Cooper, 1990). Similar to burnout, high levels of
stress can lead to increased mental health problems (Buunk & Schaufeli, 1999; Holton et al.,
2016; Montero-Marin et al., 2014), decreased productivity at work (Holton et al., 2016),
increased presenteeism (Demerouti et al., 2008; Holton et al., 2016), and increased turnover
intention (Danna & Griffin, 1999; Giebels & Janssen, 2005; Lim et al., 2008; Sutherland &
Cooper, 1990), as well as a number of physical health issues, such as cardiovascular disease
(Ahola & Hakanen, 2014; Schnall et al., 2017; Toker et al., 2012), disordered or disrupted sleep
patterns (Toker & Melamed, 2017), abnormal eating patterns (Bennett, 2017), increased use of
sick days (Peterson et al., 2018); increased risk for musculoskeletal injury (Ahola & Hakanen,
2014; Hartzell et al., 2017), and an increased risk for cancer (Johansen et al., 2017). When the
stress is prolonged, it can lead employees to become burnt out and disengaged from their work,
resulting in lower performance and higher turnover (Holton et al., 2016; Sutherland & Cooper,
1990) for the organization and an increased risk of psychological and physical health problems

for the individual (Ahola & Hakanen, 2014; Holton et al., 2016; Montero-Marin et al., 2014).
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The effects of stress, while detrimental in and of themselves, can be amplified when employees
do not have the resources to properly address the demands/stressors, or effectively manage the

stress in themselves (Bakker et al., 2023a). According to COR, resources can be gained or built
(Hobfoll, 1989). While not every resource is under the employees’ control, employees do have
the ability to grow and build their own coping skills and stress-resilience.

Coping

Although often overlooked in the burnout literature, employees are not simply passive
victims of their environments and circumstances. Even in the case of limited resources,
employees play an active role in both the creation and modification of their working
environments (Bakker et al., 2023b). JD-R theory posits that job resources can act as a buffer
between job demands and strain and can increase motivation and work engagement (Bakker &
Demerouti, 2007; Demerouti et al., 2001). One type of resource over which employees have
control is their coping strategies (Holton et al., 2016).

When facing stress and demands, individuals will engage in a variety of coping
strategies. Lazarus and Folkman (1984) define coping as “constantly changing cognitive and
behavioral efforts to manage external and/or internal demands that are appraised as taxing or
exceeding the resources of a person” (p. 141). A number of these coping strategies are beneficial
(i.e., adaptive, Holton et al., 2016; control, Koeske et al., 1993; problem-focused, Lazarus &
Folkman, 1984) to the individual, often focused on recovering from and replenishing lost
resources (Adam, 2023; Demerouti, 2015; Hobfoll et al., 2018; Sonnentag & Fritz, 2007), such
as exercise, meditation, social support, seeking assistance, planning, and recovery activities after
work (Fritz & Sonnentag, 2005; Holton et al., 2016; Ito & Brotheridge, 2003; Jenaro et al., 2007;

Kim et al., 2023; Koeske et al., 1993; Shin et al., 2014; Singh et al., 2015; Sonnentag & Fritz,
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2015). Not only do adaptive coping strategies help employees recover from and rebuild lost
resources, but they can have proactive effects, preparing employees to better face the challenges
they will encounter in the future (i.e., build resilience; Davidson et al., 2010; Holton et al., 2016;
Nizielski et al., 2013; Roswag et al., 2023). Problem-focused and adaptive coping strategies have
been found to be negatively related to burnout levels across a variety of occupations (e.g., De
Rijk et al., 1998; Lapalme et al., 2023; Leiter, 1991; Nizielski et al., 2013; Shin et al., 2014).
One specific group of adaptive coping strategies, labeled recovery, involves reducing or
completely removing demands and stressors to reduce strain and rebuild personal resources
(Fritz & Sonnentag, 2005; Meijman & Mulder, 1998; Sonnentag & Fritz, 2017). Four unique
activities have been identified as recovery activities: psychological detachment, relaxation,
control, and mastery (Fritz & Sonnentag, 2005). Psychological detachment implies refraining
from engaging in any work-related activities while not at work and mentally disengaging from
work demands (Sonnentag & Fritz, 2015). Relaxation can involve a number of individual
behaviors, all of which aim to reduce psychological activation and arousal and increase positive
emotions (Stone et al., 1995; Van Hoof & de Pater, 2017). Control refers to individuals’
perceived freedom to choose what activities they want to engage in, to what degree to engage in
those activities, and how to go about that engagement (Sonnentag & Fritz, 2007). Finally,
mastery is engagement in challenging, possibly novel, activities and experiences that provide a
chance to learn and succeed (Sonnentag et al., 2008). Recovery activities are some of the most
studied coping strategies, and have been shown to have positive effects, in terms of reducing
burnout, increasing work engagement, building resilience, and improving employee health and
well-being, even at the day-to-day level (Arnold et al., 2023; Bono et al., 2013; Demerouti et al.,

2012; Liu et al., 2021; Ragsdale & Beehr, 2016; Singh et al., 2015; Sonnentag & Fritz, 2007,
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Sonnentag et al., 2008; Sonnentag & Schiffner, 2019; ten Brummelhuis & Bakker, 2012; ten
Brummelhuis & Trougakos, 2014; McMurtie & Crane, 2020; Van Hooff & de Pater, 2017).

As with many things in life, where there is positive, there is also negative. Just as there
are positive and adaptive coping strategies that can serve to replenish and reenergize workers,
there are negative, maladaptive coping strategies which serve to worsen well-being, and can
accelerate burnout (Biggs et al., 2017; Dolan & Ender, 2008; Folkman & Moskowitz, 2004;
Holton et al., 2016; Montero-Marin et al., 2014). These maladaptive activities can include
drinking in excess, eating in excess, smoking, gambling, using illicit substances, ruminating on
the negative aspects of the job, or avoiding and neglecting the situation which is causing the
stress to occur (Hirschman, 1970; Holton et al., 2016; Jenaro et al., 2007; Zellars & Perrewe,
2001). Not all maladaptive coping strategies start out as a “bad” thing. Many coping strategies
can be helpful in small amounts or in the right context, and turn harmful if done in excess (e.g.,
drinking socially vs. drinking in excess; venting about work with friends vs. excessively
ruminating on negative aspects of work; Dolan & Ender, 2008). Two main characteristics
prominently affect whether a coping mechanism will be harmful or productive: how individuals
appraise their situations, and the resources available to facilitate engagement in different coping
strategies (Lazarus & Folkman, 1984).

Lazarus and Folkman (1984) developed a transactional theory of stress and coping which
is built on the premise that individuals are constantly monitoring and appraising their
environments. When people encounter stimuli they perceive as threatening, challenging, or
harmful, they will engage in coping strategies to manage their own emotions and/or deal with the
stressor at hand. Engagement in coping strategies produces either favorable or unfavorable

results, leading to either positive emotions or further distress and further engagement in coping
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strategies (Biggs et al., 2017; Lazarus & Folkman, 1984). Overall, Lazarus and Folkman (1984)
categorized coping strategies into two categories: problem-focused strategies which deal directly
with managing the stressor, or emotion-focused strategies that deal with managing the emotions
which arise as a result of the stressor. If an individual is engaging in coping strategies, then at
some level, they perceive at least some of the stimuli in their environment to be stressful. How
they appraise the stressor, including how much control or influence they feel they have over the
situation, or how harmful or challenging the stressor is, directly effects whether or not they
engage in problem-focused or emotion-focused coping strategies (Adam, 2023; de Rijk et al.,
1998; Dolan & Ender, 2008; Finkelstein-Fox et al., 2019; Folkman et al., 1986; Karasek, 1979;
Lazarus & Folkman, 1984). Antoniou and colleagues (2013) perhaps put it best:

“People will adopt the emotion-oriented coping [style] when they think they

cannot do anything to change the environmental conditions. In contrast, they

adopt a problem-oriented coping [style] when they consider environmental

conditions as malleable” (p. 350).

The second important factor affecting how individuals choose coping strategies is the
amount and type of resources they have available to them (Ito & Brotheridge, 2003). Engaging in
coping strategies, while designed to recover lost resources (Halbesleben et al., 2014; Hobfoll et
al., 2018), is in and of itself a source of resource depletion (Brotheridge & Lee, 2002; Davidson
et al., 2010; Hobfoll et al., 2018; Lapalme et al., 2023). For example, if an employee wants to
engage in the problem-focused coping strategy of seeking advice and assistance with their
stressor at work (Ito & Brotheridge, 2003), they need to have the resources of time to seek
assistance, a good support system from whom to ask advice, and leaders who are willing to go

out of their way to help employees. This one strategy requires a number of resources to be
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successful (de Rijk et al., 1998; Ito & Brotheridge, 2003). Similarly, to engage in recovery
activities, which are perhaps the most common activities utilized by employees to replenish
resources lost at work (Sonnentag & Fritz, 2007), employees need the time, space (both mental
and physical), and ability to fully detach from work and engage in whatever replenishing activity
they choose (Adam, 2023; Roswag et al., 2023; Smith et al., 2023). Research has found that
when individuals do have the necessary resources, they are more likely to engage in active and
problem-focused coping strategies (Bakker et al., 2004; Dolan & Ender, 2008; 1to &
Brotheridge, 2003), which in turn have more positive outcomes for the individual than escape
and emotion-focused coping strategies (Biggs et al., 2017; Folkman & Moskowitz, 2004; Holton
et al., 2016; Leiter, 1991; Shin et al., 2014).

Beyond appraisal and resources, engagement in coping strategies has been shown to be
predicted by organization-level predictors such as the level of job demands and strain (Bakker et
al., 2023a; Bennett et al., 2016), as well as individual-level predictors such as personality (Pilch
etal., 2021; Singh et al., 2015; Zellars & Perreweé, 2001) and mindfulness (Finklestein-Fox et al.,
2019; Yang & Jo, 2022). One of the propositions of JD-R states that job demands and strain may
lead to maladaptive and dysfunctional self-regulation behaviors, which can include negative,
emotion-focused, and maladaptive coping strategies, leading to an increase in burnout (Adam,
2023; Bakker et al., 2023a; Bennett et al., 2016; Kinnunen et al., 2011; Sonnentag & Fritz,
2007). However, personality variables such as conscientiousness/proactivity (Pilch et al., 2021;
Singh et al., 2015), optimism (Barkhuizen et al., 2014; Riolli & Savicki, 2002), agreeableness,
and extraversion have been linked with increased use of adaptive, problem-focused coping
strategies, lower levels of burnout, and higher levels of work engagement (Pilch et al., 2021;

Xanthopoulou et al., 2009; Zellars & Perrewé, 2001). Hobfoll (1989) argues that these personal
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characteristics are in and of themselves resources that can impact an individual’s ability to
influence their environment and manage their stress. Similarly, more mindful employees have
been shown to have more positive appraisal frameworks, more positive affect, and better work-
life balance than those with lower levels of trait mindfulness (Finklestein-Fox et al., 2019; Yang
& Jo, 2022). Overall, engagement in positive, problem-focused coping strategies has been linked
to lower burnout and better health outcomes for employees (Bono et al., 2013; Davidson et al.,
2010; Lapalme et al., 2023; Roswag et al., 2023; Shin et al., 2014; Smith et al., 2023) especially
when employees have access to the resources needed for the coping strategy to have its
maximum effect (Dolan & Ender, 2008; Holton et al., 2016; Ito & Brotheridge, 2003).
According to the JD-R theory, job demands lead to strain, which then leads to negative
outcomes, such as burnout (Bakker & Demerouti, 2007; Demerouti et al., 2001). However, there
exists a number of buffers, such as job resources, which can mitigate the negative effects that job
demands have on strain (Bakker & Demerouti, 2007). Similarly, when employees encounter
stressors and strain in the workplace, they can engage in a set of coping strategies to mitigate the
negative effects that stressor may have, either by dealing with the stressor directly or managing
the emotions and individual-level consequences that stressor may produce (Lazarus & Folkman,
1984). These coping strategies can be either positive (adaptive) or negative (maladaptive) and
can produce their own consequences (Holton et al., 2016), including influencing the amount of
burnout the employee may experience as a result of the stress/strain they encounter (e.g., Holton
et al., 2016; Shin et al., 2014). Job and personal resources (such as coping strategies) can also
lead to higher motivation and work engagement (Bakker et al., 2023a; Demerouti et al., 2001).
Both JD-R and COR assert that those with resources can gain or build more resources (Bakker &

Demerouti, 2007; Demerouti et al., 2001; Hobfoll, 1989). In other words, coping strategies may
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be proactive, allowing employees to build resources to better deal with stress in the future
(Holton et al., 2016). One such resource is resilience (Bakker et al., 2003).
Resilience

Resilience was originally conceptualized as “the process of, capacity for, or outcome of
successful adaptation despite challenging or threatening circumstances (Masten et al., 1990, p.
425).” More recent definitions have added ideas of perseverance through the times of change and
adversity, and rebounding/returning to a state of equilibrium (Luthans, 2002; Ong et al., 2006;
Rice & Liu, 2016). Some researchers go so far as to add that resilience indicates the ability to
make progress or grow despite the stress or adversity (Luthans, 2002). Many researchers also
agree that resilience is closely linked with coping, and that resilient individuals are those who are
grounded in hardiness and are able to utilize positive coping strategies in the face of adversity
(Bonanno, 2004; Hu et al., 2015; Seery et al., 2013; Waugh et al., 2008).

In light of JD-R and COR, Kuntz et al., (2016, 2017) argue that resilience involves a
number of adaptive, learning, and support behaviors that both utilize resources and serve to
indicate resource availability to others. Shaw et al., (2016) add that resilient individuals are not
only able to utilize available resources but proactively develop new personal and workplace
resources. More resilient individuals are able to better proactively prepare for stress, and then
more effectively utilize their resources in the face of stress, thereby minimizing the negative
effects stress can cause (Fredrickson et al., 2008; Tugade & Fredrickson, 2004). Some
researchers argue that not only is resilience beneficial when dealing with stress, but an essential
piece of being able to engage in coping strategies (Wang et al., 2022).

Resilience has been linked with a number of positive organizational outcomes, such as

high performance, greater engagement in organizational citizenship behaviors, greater
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organizational commitment (Foerster & Dunchek, 2017; Meng et al., 2019; Robertson et al.,
2015; Song et al., 2009; Vanhove et al., 2016), and higher compassion satisfaction for caring
professions (Giddens et al., 2022). Within JD-R, resilience has consistently been linked with
greater levels of work engagement (Nieto et al., 2022; Wang et al., 2017). Wagnild and Collins
(2009) found that individuals with high levels of resilience were more persevering, more self-
reliant, and had clearer goals and paths to achieve those goals than those low in resilience.
Resilience not only provides a number of beneficial outcomes, but also serves to protect
against a number of negative and detrimental outcomes. Vanhove et al., (2016) found that
resilience served to prevent absenteeism and reduce counterproductive work behaviors in
organizations. Resilience can protect employees against the negative effects of job demands,
stressors, and unfavorable or oppressive work environments (Jackson et al., 2007). Resilience
can also serve to reduce the amount of stress an employee feels when facing job demands and
stressors (Al-Hawari et al., 2020; Giddens et al., 2022; Kuntz et al., 2016; Plimmer et al., 2022).
One of the most consistently documented outcomes of resilience, though, is that resilience
protects against, and can even reduce, burnout and its associated negative outcomes (Cheung,
2024; Cooke et al., 2013; Fernandez-Castillo & Fernandez-Prados, 2021; Foerster & Dunchek,
2017; Foster et al., 2018; Hao et al., 2015; Hetzel-Riggin et al., 2020; Jeong & Shin, 2023;
Kimura et al., 2018; Meynaar et al., 2021; Mealer et al., 2012; Meng et al., 2019; Serrao et al.,
2021; Shakir et al., 2020; Smout et al., 2022; Steensma et al., 2006; Yang et al., 2018).
Research has consistently shown that resilience must develop in the face of stress (Kuntz
et al., 2016; Pietrzak & Southwick, 2011; van der Vegt et al., 2015; Vanhove et al., 2016). In the
workplace, job demands and stressors are responsible for the majority, if not all, of the stress an

employee may experience (Bakker et al., 2023a; Bakker & Demerouti, 2007). Employees must
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engage in coping when encountering stressors and demands in the workplace (Lazarus &
Folkman, 1984). In the midst of this, employees are able to build resilience. These resilience
building efforts can also proactively build resources for future coping and resilience building
(Kuntz et al., 2017; Shaw et al., 2016). Thus, resilience and proactive coping have an
inextricable reciprocal relationship (Vivolo et al., 2024). Building resilience is both a form and
an outcome of successful proactive coping.

Unlike some other personal characteristics, resilience is malleable and dynamic
(Bonanno, 2004; Luthans, 2002; Masten, 2001; Montpetit et al., 2010; Vanhove et al., 2016,
Waugh & Koster, 2015). This means resilience can be developed and built. A number of research
efforts and interventions have been studied to determine the most effective resilience-building
techniques. These have included goal setting and problem solving techniques (Delaney et al.,
2023; Howard & Johnson, 2004; Seidel et al., 2023); physical health interventions, such as
maintaining physical fitness, eating well, and getting enough sleep (Bagheri et al., 2023; Delaney
et al., 2023; DePierro et al., 2023; LeBlanc & Schaufeli, 2008; McEwen, 2022; Seidel et al.,
2023); anxiety reducing techniques, such as grounding, deep breathing, mindfulness; and
visualization exercises (LeBlanc & Schaufeli, 2008; Seidel et al., 2023; West et al., 2016); social
support (Ahmed et al., 2022; DePierro et al., 2023; Howard & Johnson, 2004; Kuntz et al., 2017;
McEwen, 2022; Seidel et al., 2023); reflection on the past (Kuntz et al., 2017; Mufioz &
Kimmitt, 2018; Seidel et al., 2023); growing in cognitive and emotional flexibility (DePierro et
al., 2023; Kuntz et al., 2017; Shepherd et al., 2009); and recovery from work, including
disconnection and engagement in hobbies (Bagheri et al., 2023; Engel et al., 2020; Goldsby et
al., 2005; Seidel et al., 2023). Throughout all of the different resilience-building behaviors and

interventions that have been studied, one consistent finding is that resilience-building is



151

dependent on interpersonal and social factors, especially reciprocally beneficial relationships
(Bonanno, 2004; Cohen, 2004; Masten, 2001; Meredith et al., 2011; Newson et al., 2008;
O’Doughtery Wright et al., 2013; Waugh & Koster, 2015). Merely providing or signaling
resources for an employee may not be enough to develop resilience (Kuntz et al., 2017).
Resilience is strongly built through interpersonal interactions (Shaw et al., 2016).

Cropanzano and Mitchell (2005) highlighted the vital nature of interpersonal
relationships in part of their social exchange theory. They argue that relationships are built
through mutual investment and a mutual exchange of beneficial behaviors. Some of the most
important behaviors related to deepening interpersonal relationships are perceived support, the
quality of the exchanges and interactions between the two parties, how committed each party
member is to the other and to deepening the relationship, how much trust the two share, and how
much each member is contributing to the relationship (Blau, 1964; Cropanzano & Byrne, 2000;
Cropanzano & Mitchell, 2005). The importance of social interactions is highlighted throughout
many aspects of organizations, but is especially prevalent in burnout, coping, and resilience.
Burnout has been shown to be contagious among employees (Bakker et al., 2005, 2007).
Similarly, though, just as burnout can be shared between employees, resources and social support
can be shared (Hablesleben et al., 2014; Hobfoll, 1989, Hobfoll et al., 2018; Kuntz et al., 2017).
Resilience is dependent on social interactions to thrive and grow (Shaw et al., 2016). While
research on resilience growth is still in its infancy (Tonkin et al., 2018), much of it has focused
on the employee as an individual, or the employee and their peers or families as sources of social
support (e.g., Seidel et al., 2023). However, one important workplace relationship that has yet to
be fully addressed in the burnout, coping, and resilience literature is that of the relationship

between an employee and their leader (see Fan et al., 2020 for an exception).
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Leadership

While a full review of leadership research is beyond the scope of this study, it is
necessary to discuss what has been studied in relation to leaders’ effects on burnout and leaders
acting as role models for employees. The relationship between leaders and their followers is one
of the most powerful in the workplace (Thomas et al., 2013), producing lasting impacts on both
the followers and the organizations in which they are situated. Previous research has shown that
leaders can have influences, both positive and negative, on their followers’ emotional states,
well-being, and actions (Diebig et al., 2017; Dubinsky et al., 1995; Ellis et al., 2019; llies et al.,
2007a; Judge & Piccolo, 2004; Kim et al., 2023; Lowe et al., 1996; Martin et al., 2023; Skakon
et al., 2010; Stein et al., 2021; Tafvelin et al., 2019; Tariq et al., 2020; Xu et al., 2021). For the
purposes of this study, | am going to focus my review of relevant leadership research on the
“bright” side of leadership and its associated behaviors (excluding destructive, abusive, toxic,
laissez-faire leadership, etc.).

Yukl and colleagues (2002) argue that leader behavior can be categorized as task-
behavior, relational behavior, or change behavior (building on earlier behavioral taxonomies
established by Fleishman, 1953). Task behaviors can include clarifying the roles and
responsibilities for followers, assigning tasks, checking on the quality and progress of the work,
evaluating the performance of employees, and planning how to best allocate resources to
accomplish goals. Relational behaviors revolve around developing higher quality relationships
with followers by including them in decision making processes, offering them necessary
encouragement and support, recognizing and praising performance, and providing coaching and
development opportunities. Change behaviors include casting visions for the future, taking risks

to achieve goals, assessing outside information for challenges and growth opportunities, and
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encouraging innovation among followers (Yukl et al., 2002). A number of popular leadership
frameworks have been built around these core behaviors (i.e., transformational and transactional
leadership, Bass, 1985; charismatic leadership, Conger et al., 2000; path-goal leadership theory,
House, 1996), which recognize the importance of leader behaviors for bringing about change in
followers and organizations.

To be a leader is to, at least at some level, take care of followers and enact change. And
while there is a growing body of evidence indicating that leaders’ behavior and followers
witnessing/perceiving their leaders’ behaviors can have direct influence over their own (the
followers) behaviors (e.g., Tariq et al., 2020; Wu at al., 2021; Xu et al., 2021), what has been
largely missing from this conversation is how leaders affect follower behaviors with regards to
burnout. Leadership research has typically approached the topic of burnout from one of two
lenses. The first is looking at when leaders themselves are experiencing burnout, and the
destructive effects this can have on leaders, followers, and organizations (e.g., burnout and
emotional contagion; Bolger et al., 1989; Chullen, 2012; Dunn, 2022; Petitta & Jiang, 2020;
Petitta et al., 2016; Tariq et al., 2020). The second is focused on different leader behaviors and
how they affect the levels of burnout their followers experience (e.g., Montano et al., 2017). For
the purposes of this review, | am going to focus primarily on the latter.

Several leader behaviors have been identified to have impacts on follower burnout.
Ladegard (2011) and Grant (2006) both found evidence that leaders who help their followers to
set goals, develop and enact plans to achieve those goals, and provide encouragement and
feedback to the follower as they accomplish their goals are able to reduce the levels of
psychological stress and burnout their followers experience. This supports propositions of both

the path-goal theory of leadership (House, 1996) and transformational leadership (Bass, 1985) —
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that one central function of leaders is to clarify how followers can achieve their goals, reducing
the stress that comes from role ambiguity (Kahn et al., 1964) and subsequently increasing the
performance of followers (Bass, 1985; House, 1996; Montano et al., 2017; Schriesheim et al.,
2006). Following the trickledown model (Ambrose et al., 2013), which argues that organizational
processes and behaviors can trickle down from those in higher positions to those in lower
positions, Sonnentag and Schiffner (2019) began to establish evidence that if leaders spend time
detaching from work, their followers may also detach from work and experience lower levels of
exhaustion and lower need for recovery in the future. Although this behavior does not directly
occur between leader and follower, seeing their leader detach from work may empower some
employees to also detach. Maslach and Leiter (2016) emphasize that leaders can help to reduce
stress and burnout in their followers by actively providing social support, changing the work
environment to better meet the needs of followers, and promoting relaxation, fitness, health, and
self-understanding. Finally, Harms and colleagues (2017) and Sonnentag and Pundt (2016) both
found that leaders can reduce or prevent burnout in their followers by working to have
individualized and high-quality relationships with each of their followers (i.e., high quality
leader-member exchange relationships; Graen & Uhl-Bien, 1995).

Interestingly, very little research has examined leader behaviors prompting follower
behaviors in direct relation to reducing or preventing burnout (e.g., engagement in coping
strategies or other resilience-building behaviors; see Koch & Binnewies, 2015; and Sonnentag &
Schiffner, 2019 for exceptions). Part of a leader’s responsibility is to be a role model to followers
— to show them not only how to best operate within the organization, but also how to care for
their own needs. According to the social information processing perspective (Salancik & Pfeffer,

1978), the social information that individuals receive directly impacts the behaviors they choose
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to enact. The more influence the information source has over the individual, the more salient the
information they receive from that source will be (Jabeen et al., 2022; Salancik & Pfeffer, 1978).
Leaders in organizations are in prime positions to have powerful and direct influence over their
followers’ behaviors (Jabeen et al., 2022).

There is some evidence that leaders can successfully model desired behaviors and have
their followers follow their lead and enact those or similar behaviors themselves. Social learning
theory says that the majority of human learning occurs through observation, especially of role
models (Bandura, 1977). People want to emulate others they respect and hold in higher regard
than themselves. In organizations, this is most clearly seen in the leader-follower relationship.
Wu and colleagues (2021) found evidence that when a leader demonstrates serving behaviors,
their followers will also begin to display serving behaviors. Hu et al. (2023) demonstrated that
when leaders show high levels of job involvement, their followers will also show high levels of
job involvement, leading to better creativity and performance. Even outside of the workplace,
leaders can have an impact on their followers’ behaviors. Koch and Binnewies (2015) found that
when leaders have clear segmentation between their work and home lives (e.g., clear boundaries,
detachment after work, etc.), their followers feel empowered to also establish clear segmentation
between their work and home lives. This powerful influence is not limited to only positive
behaviors. Lian et al. (2022) showed that when leaders engage in unethical pro-organizational
behaviors (i.e., behaviors that are morally wrong but benefit the organization; Umphress et al.,
2010), their followers can begin to show moral disengagement and subsequently engage in
unethical behaviors themselves.

Focusing on resilience-building and coping behaviors, DePierro et al (2023) advocate that

social support is a key strategy to building resilience. Because of the nature and power of the
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leader-follower relationship (Thomas, 2013), leaders are in a key position to be able to provide
social support to their followers. Beyond this, leaders can also directly influence the culture and
environment their followers work in (Harland et al., 2005). When engaging in positive and
helpful actions, leaders directly support, and create environments which encourage building
resilience in their followers (Tsai, 2011). Several studies support this powerful impact of leaders,
citing leader behaviors and the environment leaders create as situational enablers that influence
the growth of employee resilience (Kuntz et al., 2016, Naswall et al., 2015; Zhu et al., 2019).

Resilience, similar to burnout, can also be contagious, especially between a leader and
their follower (Fan et al., 2020). As leaders demonstrate, build, and model resilience, their
followers are able to observe, learn, and develop their own resilience (Bartone, 2006; Story et al.,
2013). This supports the social learning model (Bandura, 1977). Employees watch their role
models (i.e., leaders), observe their behavior, and enact it themselves. In line with previous
leader-follower research (e.g., Koch & Binnewies, 2015; Wu et al., 2021), it is logical to assume
that when leaders are modeling resilience-building behaviors, their followers can learn from
them and enact those same, or similar behaviors, themselves.

Sometimes, behaviors are not explicitly clear, especially if the witness does not
experience the behavior firsthand. In the case of coping, followers may not always directly
witness their leaders engaging in coping strategies or resilience-building behaviors. This does not
mean that the behavior is without consequence. If the leader is engaging in resilience-building
behaviors, then they should be growing in their resilience. The follower may be able to perceive
the leader engaging in the resilience-building behavior simply by witnessing how the leader is
talking and acting once engaging in the behavior, even if they don’t witness the behavior itself.

Following social learning theory (Bandura, 1977), the follower may then adopt the behaviors and
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attitudes of the leader, thus engaging in resilience-building behaviors themselves. This pattern
has been demonstrated with other perceived leader behaviors, including perceived leader safety
behavior leading to followers engaging in more safety behaviors (Fruhen et al., 2022), perceived
leader humility leading to followers engaging in prosocial behaviors (Jia et al., 2024), perceived
leader busyness leading to followers engaging in interaction avoidance behaviors (Huang &
Zhang, 2021), and even perceived leader narcissistic behaviors leading to followers being
hesitant to engage in voice behaviors (Zhang et al., 2022). Although the followers may not be
witnessing the explicit behaviors, the perceptions of their leaders engaging in the various
behaviors was enough to drive change in the followers themselves.

In summary, burnout has major implications for both the individual and the organization
(Holton et al., 2016; Maslach et al., 2001; Weiss, 2020). Both the JD-R and COR assert that
while job demands and a lack of resources can exacerbate and lead to burnout, adequate access
to and utilization of resources can be a major protective factor (Bakker et al., 2023a; Hobfoll,
1989; Hobfoll et al., 2018). Coping strategies, especially those targeted at building resilience, are
beneficial resources over which the employee has a high degree of control (Holton et al., 2016;
Kuntz et al., 2017; Shaw et al., 2016). Successful coping and resilience can not only lower and
prevent burnout, but also increase engagement and performance in employees (Bakker et al.,
2023a; Demerouti et al., 2001; Kuntz et al., 2017). Much of the previous coping research has
focused on coping and resilience from an individual level, neglecting the powerful relationship
between a leader and their follower, and the influence the leader can have as a role-model to their
follower.

The majority of research on leader role-modeling for follower behavior has focused on

generally positive and organizationally-beneficial behaviors. Leaders have powerful effects on
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the outcomes for followers and organizations (Banks et al., 2014), and are regarded as powerful
role models (Bass & Avolio, 1994; Judge & Bono, 2001; Koch & Binnewies, 2015). Despite
some research on leaders’ influence on follower burnout through other mechanisms (e.g.,
Densten, 2005; Diebig et al., 2017; Stein et al., 2021), there seems to be a gap in the literature
regarding leaders’ influence over followers’ engagement in coping strategies and resilience-
building behaviors to protect against burnout (Skakon et al., 2010). Knowing the impact leaders
can have on their followers by modeling behaviors, it is reasonable to suspect that this influence
may extend to other burnout-related behaviors, such as engagement in coping strategies and
building resilience. Sonnentag and Schiffner (2019) and Koch and Binnewies (2015) provided
some evidence for this relationship, but their studies were limited to detachment. Leaders can not
only facilitate but model other coping strategies and resilience-building behaviors for their
followers by engaging in the behaviors themselves. When followers perceive their leaders
engaging in resilience-building behaviors, they may be more likely to engage in those or similar
behaviors themselves, thereby strengthening their own resilience. Thus, | hypothesize the
following:

Hypothesis 1: Perceived leader resilience-building behaviors will be positively related to

follower resilience-building behavior.

Hypothesis 2: Follower resilience-building behavior will be (a) negatively related to

burnout and (b) positively related to work engagement and (c) in-role performance.
Personal Resources

Employees within the same leader may still respond to stress and behavioral modeling in
varying ways, due to their own personal characteristics and resources. Personal characteristics

that can affect individuals’ ability to control and influence their environment are considered as
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resources under the JDR model (Hobfoll, 1989). Bakker et al. (2023a) highlight the importance
of personal resources in the job demands-resources process, saying that both job and personal
resources can have strong positive effects on work engagement, and buffering effects on the
relationship between job demands and exhaustion. Personal resources have also been linked to
higher levels of work engagement (Bakker et al., 2007; Mauno et al., 2007; Xanthopoulou et al.,
2007) and resilience (Hobfoll et al., 2003). In terms of predicting burnout, some of the most
studied personal resources include external-internal locus of control, (Benveniste et al., 2024;
Gan et al., 2007), cognitive or psychological flexibility (Cheng, 2001; Gan et al., 2007),
optimism (Alarcon et al., 2009; Barkhuizen et al., 2014; Marques-Pinto et al., 2021; Riolli &
Savicki, 2002).
Optimism

Optimism is defined as the tendency to believe that one will generally experience good
outcomes in life (Scheier et al., 1994, 2001). Some researchers have conceptualized optimism as
a dispositional stable variable (Given et al., 1993; Wrosch & Scheier, 2003), while some argue
that it is a malleable personal resource (Xanthopoulou et al., 2007, 2009; for the purposes of this
study, I will be following the more stable conceptualization of optimism). No matter the
conceptualization, optimism has been linked to lower levels of burnout (Alarcon et al., 2009;
Fry, 1995; Marques-Pinto et al., 2021; Riolli & Savicki, 2002), higher levels of work
engagement (Rasmussen et al., 2006; Xanthopoulou et al., 2009), higher levels of well-being
(Scheier et al., 2001), and higher levels of resilience (Nieto et al., 2022). Optimism has also been
shown to have protective factors, enabling people to better deal with life-changes and stress

(Carver & Scheier, 2002; Given et al., 1993; Rasmussen et al., 2006).
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Beyond the direct benefits optimism can have, research has shown that optimism can
have moderating effects on a variety of important relationships. Riolli and Savicki (2002)
showed that optimism protected workers from the negative effects of low job resources on
burnout. The workers with high optimism demonstrated significantly higher personal
accomplishment levels than those with low optimism. Fry (1995) showed that optimism
protected against the decline in self-esteem and increase in burnout that was associated with
higher levels of daily hassles and greater time pressures at work. Similarly, Mékikangas and
Kinnunen (2003) showed that the relationship between time pressure and mental distress was
worse for employees with low optimism levels. Finally, Riolli and Savicki (2003) demonstrated
that optimism not only reduced burnout, but also reduced the impact that stress had on burnout
symptoms.

In general, those with a high level of optimism tend to display more positive feelings and
proactive personality traits, even in the midst of stress and demands, which contributes to higher
levels of resilience (Rasmussen et al., 2006; Zhu & Li, 2021). When facing difficult situations,
more optimistic individuals tend to adopt more adaptive coping strategies (Iwanaga et al., 2004;
Luthans & Youssef, 2007; Scheier & Carver, 1985). Those with higher levels of optimism tend
to not be weighed down by previous failures, viewing them as growth and learning opportunities
rather than sources of shame (Sweetman & Luthans, 2010). Their positivity and perseverance
allow optimists to more actively perceive, seek, and develop personal and job resources,
allowing them to more effectively cope with the threatening situations they encounter and
proactively develop future resources (Hobfoll, 1989; Rasmussen et al., 2006). As such, and due

to its relationships with engagement and burnout, and the moderating effect optimism has on the
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relationships between stressors and burnout, optimism may be an important factor in the
relationship between resilience building behaviors, burnout, engagement, and performance:
Hypothesis 3: Follower optimism will moderate the relationships between follower
resilience-building behaviors and work engagement, burnout, and in-role performance,
such that (a) the relationship between follower resilience-building behaviors and burnout
will become more strongly negative for those lower in optimism, (b) the relationship
between follower resilience-building behaviors and work engagement will become more
strongly positive for those higher in optimism, and (c) the relationship between follower
resilience-building behaviors and in-role performance will become more strongly positive
for those higher in optimism as compared to those lower in optimism.
Psychological Flexibility
Psychological flexibility refers to people’s ability to focus on their present circumstances
and situations, and take action toward their desired goals, even in the face of challenges or
stressors (Bond et al., 2008; Lloyd et al., 2013). Psychological flexibility is centered around six
core psychological processes: (1) remaining flexible and present in the moment, (2) maintaining
an open and accepting view towards thoughts and feelings, (3), clarifying values, hopes, and
goals, (4) acting toward goals in line with values, (5) accepting unwanted feelings that may occur
during value-based actions, and (6) increasing defusion skills, such as recognizing unwanted
thoughts and seeing them as just thoughts rather than accepting them as truths (Flaxman et al.,
2013; Hayes et al., 2012; Puolakanaho et al., 2020). In addition to this, individuals high in
psychological, or cognitive, flexibility will be able to focus on currently relevant information and
shift between cognitive strategies in response to changes in their environment (Gabrys et al.,

2018; Moore & Malinowski, 2009; Morton et al., 2011) This important personal resource has
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been linked with better mental health, higher job performance (Bond & Bunce, 2003; Bond &
Flaxman, 2006), lower job-related stress (Bond et al., 2008; Puolakanaho et al., 2018), and lower
levels of compassion fatigue (Holding et al., 2024; Sarabia-Cobo et al., 2021). Previous research
has also shown that psychological flexibility can be developed and grown over time (Kashden et
al., 2006) through a number of strategies such as techniques common in cognitive behavioral
therapy (CBT, e.g., cognitive reappraisal, goal setting, etc.; Flaxman & Bond, 2010) and
acceptance and commitment therapy (ACT, e.g., mindfulness, cognitive defusion, acceptance,
etc., Lloyd et al., 2013; Puolakanaho et al., 2020). In the context of JD-R and COR, this positions
psychological flexibility as a personal resource that can be developed, spent, and gained back,
leading to better outcomes for the employee (Bakker et al., 2023a; Hobfoll, 1989).

In relation to burnout, psychological flexibility has been linked with decreased emotional
exhaustion and depersonalization (Lloyd et al., 2013; Puolakanaho et al., 2020), and lower levels
of burnout overall (Holding et al., 2024; Kurz et al., 2014; Noone & Hastings, 2011; Sarabia-
Cobo et al., 2021; Slowiak & Jay, 2023). In a study of medical residents, Terry et al. (2022)
found that increased psychological flexibility was associated with higher degrees of residential
program satisfaction, and those with higher levels of psychological flexibility reported feeling
better prepared to deal with possible future difficulties in their program. Psychological flexibility
has been shown to have a direct negative effect on burnout (Fiery, 2017; Holding et al., 2024;
Onwezen et al., 2014; Ruiz & Odriozola-Gonzélez, 2017; Ye et al., 2022) and a direct positive
effect on performance (Onwezen et al., 2014) and engagement (Fiery, 2017). Additionally,
psychological flexibility has been shown to moderate the relationship between stress factors and
burnout symptoms, both in the workplace (Onwezen et al., 2014; Ruiz & Odriozola-Gonzélez,

2017) and outside of it (Cao et al., 2024). Chong et al. (2023) found evidence that psychological
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flexibility boosted the positive effects of job satisfaction on mental well-being and lessened the
effects of burnout on mental health problems.

While there is a growing body of evidence that psychological flexibility can result in
lower burnout, and even moderate the relationship between job stress and burnout (Holding et
al., 2024; Onwezen et al., 2014), there seems to be a gap regarding the other relationships
proposed in the JD-R model (i.e., engagement and performance, Bakker et al., 2023a; see Bond
& Flaxman, 2006 for an exception). Following similar relationships outlined above,
psychological flexibility may be an important moderating factor in the relationships between
follower resilience-building behavior, burnout, engagement, and performance. Thus, | propose
the following:

Hypothesis 4: Follower psychological flexibility will moderate the relationships between

follower resilience-building behaviors and work engagement, burnout, and in-role

performance, such that (a) the relationship between follower resilience-building behavior
and burnout will be more strongly negative for those lower in psychological flexibility,

(b) the relationship between follower resilience-building behavior and work engagement

will be more strongly positive for those higher in psychological flexibility, and (c) the

relationship between follower resilience building-behavior and in-role performance will
be more strongly positive for those higher in psychological flexibility as compared to

those lower in psychological flexibility.
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Figure 2

Fully Hypothesized Model

Moderators
Optimism
Psychological
Flexibility

Perceived

Follower Follower Qutcomes

Leader Resilience- Burnout (-}
Resilience- Building > Work Engagement (+)
Building Behaviors In-Role Performance

Behaviors

(+)

Method

Participants and Procedure

Because this study will examine the effects of leader behavior as perceived by followers,
and in line with similar previous research focusing on the perception of leader behavior (Fruen et
al., 2022; Huang & Zhang, 2021; Jia et al., 2024), data will be gathered from individual
followers only (as opposed to dyadic pairs of leaders and followers). To test the proposed
hypotheses, a series of regression analyses will be run. A power analysis conducted using
G*Power (Erdfelder et al., 1996) suggested a sample size between 200-300 would be sufficient
to detect even a small effect size with an alpha level of 0.05 and a power level of 0.80. As such,
and to account for possible attrition or careless responses, data will be collected from 300
participants.

Participants will be recruited through the online platform Prolific. Data collected from
online sources such as Prolific has been demonstrated to have similar and satisfactory
psychometric properties as data collected from other sources (Buhrmester et al., 2011). Prolific

also allows for recruiting from a wider, more diverse population than could be done with
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convenience sampling (Aguinis et al., 2021; Henrich et al., 2010; Landers & Behrend, 2015).
Although online samples do come with an increased risk of careless responding (Aguinis et al.,
2021; Meade & Craig, 2012; Ward & Meade, 2023), the benefits of ease, access, lower cost, and
a large participant pool outweigh the potential negatives. To minimize effects of careless
responding, two attention check items will be included in the online survey, with those who fail
both attention check items being removed before final analysis. | will also test for invariability in
responses by calculating a longstring index, and removing participants who fall outside of two
standard deviations above the mean of number of consecutive identical responses (Meade &
Craig, 2012), as well as following the two-second per question per page guideline from Bowling
etal., (2023).
Measures
Resilience-Building Behaviors

Resilience-building behaviors will be measured using the nine-item Employee Resilience
Scale developed by Néswall et al. (2019). Each item is measured on a seven-point Likert-type
scale ranging from 1=almost never to 7=almost always. An example item is “I seek assistance at
work when I need specific resources.” This scale has demonstrated adequate internal consistency
reliability with Cronbach’s estimates scores of 0=0.90. While several scales exist focusing on
resilience-building behaviors (e.g., DePierro et al., 2023), this scale was chosen for its focus on
resilience-building behaviors enacted in the workplace. Participants will be asked to respond to
each item twice: Once to report their perceptions of what behaviors their leaders engage in, and
again to report what behaviors they themselves engage in.

Burnout
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Burnout will be measured using the Oldenburg Burnout Inventory developed by
Demerouti (1999). This measure contains sixteen items, and each item is measured on a four-
point Likert-type scale ranging from 1=strongly disagree to 4=strongly agree. This measure
contains two subscales reflecting two facets of burnout: disengagement and emotional
exhaustion. Example items include “It happens more and more often that I talk about my work in
a negative way” (disengagement) and “There are days when I feel tired before I arrive at work”
(exhaustion). Several items are reverse scored, which will be appropriately coded before final
analysis. Both subscales have demonstrated good levels of internal consistency reliability, with
Cronbach’s alpha estimates of a=0.74 for the exhaustion subscale, and 0=0.79 for the
disengagement subscale (Demerouti et al., 2010).

Work Engagement

Work engagement will be measured using the Utrecht Work Engagement Scale-9
developed by Schaufeli et al. (2006). The scale has nine-items, and each item is measured on a
seven-point Likert-type frequency scale ranging from O=never to 6=always/every day. There are
three subscales within this measure reflecting three facets of work engagement: vigor,
dedication, and absorption. Example items include “At my work, I feel bursting with energy”
(vigor), “I am enthusiastic about my job” (dedication), and “I am immersed in my work”
(absorption). Each subscale demonstrates adequate levels of internal consistency with
Cronbach’s alpha estimates between 0=0.60-0.88 (median =0.77) for the vigor subscale, a=0.75-
0.90 (median=0.85) for the dedication subscale, and 0=0.66-0.86 (median=0.78) for the
absorption subscale. This scale can also be evaluated at a higher order single factor of “work
engagement.” Utilizing the scale to measure this higher-order factor has also demonstrated

strong levels of reliability (0=0.85-0.92, median=0.92). For the purposes of this study, | will be
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averaging scores together across all nine items to evaluate the higher order factor of work
engagement.
In-Role Performance

In-role performance will be measured using a version of the Job Performance Measure
developed by Onwezen et al. (2014) that has been adapted for the current study. This measure
contains nine items, each rated on a five-point Likert-type scale ranging from 1=totally not
applicable to 5=totally applicable. The original items contain the stem “Today...” To better
capture the followers’ perceptions of their overall performance, this stem will be removed, and
the items will be changed from past tense (i.e., “Today, I achieved the objectives of my job.”) to
present tense (i.e., “I achieve the objectives of my job.”). This scale has demonstrated good
levels of internal consistency reliability with Cronbach’s alpha estimates of a=0.82.
Optimism

Optimism will be measured using the three-item Optimism Scale developed by Kuppens
et al. (2007). Each item is measured on a seven-point Likert-type scale ranging from 1=strongly
disagree to 7=strongly agree. An example item is “I often expect the best.” This scale has
demonstrated adequate internal consistency reliability, with Cronbach alpha estimates of 0=0.65.
Psychological Flexibility

Psychological Flexibility will be measured using the eighteen-item Cognitive Control and
Flexibility Questionnaire developed by Gabrys et al. (2018). Each item is measured on a seven-
point Likert-type scale ranging from 1=strongly disagree to 7=strongly agree. The scale is split
into two subscales with nine items each: (1) cognitive control over emotion and (2) appraisal and
cognitive flexibility. Example items include “It is easy for me to ignore distracting thoughts”

(cognitive control) and “I approach the situation from multiple angles” (cognitive flexibility).
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Previous research has shown this scale to demonstrate strong internal consistency reliability,
with Cronbach alpha estimates of a=0.90-0.91 for the cognitive control over emotion subscale
and 0=0.89-0.93 for the appraisal and coping flexibility subscale. For final analysis, appropriate
items will be reverse scored prior to analysis, and scores on the two subscales will be averaged
into one overall psychological flexibility score for each participant.

Demographics

A series of demographics will be collected including sex, age, race, ethnicity, marital
status, industry, job tenure, and educational level, following recommendations from Holton et al.
(2016).

Analyses

To test the proposed model, the overall analytic strategy will be a series of regression
equations. To do this, I will utilize the base stats package in R (R Core Team, 2023). Before |
begin the regression analyses, | will use a confirmatory factor analysis (CFA) to confirm the
measurement model. Following Hu and Bentler’s (1999) guidelines, model fit will be evaluated
by examining the chi-square, TFI, CFl, SRMR, and RMSEA statistics. Good fit would be
indicated by a non-significant chi-square value, TFI and CFI values at or above 0.95, an SRMR
value at or below .08 and an RMSEA value at or below .06.

Hypothesis 1 predicts that perceived leader resilience-building behavior will be positively
related to follower resilience-building behavior, and hypothesis 2 predicts that follower
resilience-building behavior will be negatively related to burnout and positively related to work
engagement and in-role performance. To test both of these hypotheses, | will conduct regression
analyses with perceived leader resilience-building behavior being regressed onto follower

resilience-building behavior, and follower resilience-building behavior being regressed onto each
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proposed outcome (burnout, engagement, and in-role performance) respectively. Support for
Hypothesis 1 will be established if there is a significant positive regression coefficient between
perceived leader resilience-building behavior and follower resilience-building behavior. Support
for Hypothesis 2 will be established if there is (a) a significant negative regression coefficient
between follower resilience-building behavior and burnout, (b) a significant positive regression
coefficient between follower resilience-building behavior and work engagement, and (c) a
significant positive regression coefficient between follower resilience-building behavior and in-
role performance.

Hypotheses 3 and 4 relate to the moderating effects of optimism and psychological
flexibility (respectively) on the various outcomes. To determine whether optimism
[psychological flexibility] has the proposed moderating effect on each variable, the relationship
between follower resilience-building behavior and burnout must be significantly lower at high
levels of optimism [psychological flexibility] as compared to low levels of optimism
[psychological flexibility]. Similarly, the relationship between follower resilience-building
behavior and work engagement and the relationship between follower resilience-building
behavior and in-role performance must be significantly higher at high levels of optimism
[psychological flexibility] than at low levels of optimism [psychological flexibility] (Baron &
Kenny, 1986; MacKinnon et al., 2002). As such, to test these hypotheses, | will conduct a series
of regression analyses with each moderator regressed onto each outcome separately, and an
interaction term between the moderator and independent variable (follower resilience-building
behavior). A statistically significant interaction term will indicate that the proposed moderators
are having an effect on the relationship between follower resilience-building behavior and the

respective outcomes. To determine whether the moderator is affecting the relationship in the
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hypothesized manners, | will decompose the interactions and compare levels of the outcomes at
the mean of each moderator, as well as at +/- 1 standard deviation. If Hypothesis 3 [and 4] is
supported, the interaction term between optimism [psychological flexibility] and follower-
resilience building behavior will have a significant effect on levels of burnout, engagement, and
performance. The relationship between follower-resilience building behavior and burnout will be
significantly lower at +1 standard deviation of optimism [psychological flexibility] than at -1
standard deviation of optimism [psychological flexibility]. The relationship between follower-
resilience building behavior and engagement and performance (respectively) will be significantly
higher at +1 standard deviation of optimism [psychological flexibility] than at -1 standard

deviation of optimism [psychological flexibility].



171

References

Abramson, A. (2022). Burnout and stress are everywhere. Monitor on Psychology, 53(1), 72.

Acker, G. M. (2010). The challenges in providing services to clients with mental illness:
Managed care, burnout and somatic symptoms among social workers. Community Mental
Health Journal, 46, 591-600. doi: 10.1007/s10597-009-9269-5

Adam, D. (2023). Identifying job demands and resources typologies and exploring their
differences on employee health behaviors. Consulting Psychology Journal, 1-20. doi:
10.1037/cpb0000258

Adwan, J. Z. (2014). Pediatric nurses’ grief experience, burnout and job satisfaction. Journal of
Pediatric Nursing, 29(4), 329-336. doi: 10.1016/j.pedn.2014.01.011

Aguinis, H., Villamor, I., & Ramani, R. S. (2021). MTurk research: Review and
recommendations. Journal of Management, 47(4), 823-837. doi:
10.1177/0149206320969787

Ahmed, A. E., Ucbasaran, D., Cacciotti, G., & Williams, T. A. (2022). Integrating psychological
resilience, stress, and coping in entrepreneurship: A critical review and research agenda.
Entrepreneurship Theory and Practice, 46(3), 497-538.

Ahola, K., & Hakanen, J. (2014). Burnout and health. In M. P. Leiter, A. B. Bakker, & C.
Maslach (Eds.), Burnout at work: A psychological perspective (pp. 10-31). Psychology
Press.

Al-Hawari, M. A., Bani-Melhem, S., & Quratulain, S. (2020). Do frontline employees cope
effectively with abusive supervision and customer incivility? Testing the effect of
employee resilience. Journal of Business and Psychology, 35(2), 223-240. doi:

10.1007/s10869-019-09621-2



172

Alarcon, G., Eschleman, K. J., & Bowling, N. A. (2009). Relationships between personality
variables and burnout: A meta-analysis. Work & Stress, 23(3), 244-263. doi:
10.1080/02678370903282600

Ambrose, M. L., Schminke, M., & Mayer, D. M. (2013). Trickle-down effects of supervisor
perceptions of interactional justice: A moderated mediation approach. Journal of Applied
Psychology, 98, 678-689. doi: 10.1037/a0032080

Antoniou, A. S., Ploumpi, A., & Ntalla, M. (2013). Occupational stress and professional burnout
in teachers of primary and secondary education: The role of coping strategies.
Psychology, 4(3A), 349-355. doi: 10.4236/psych.2013.43A051

Armstrong-Stassen, M., Al-Ma’Aitah, R., Cameron, S., & Horsburgh, M. (1994). Determinants
and consequences of burnout: A cross-cultural comparison of Canadian and Jordanian
nurses. Health Care for Women International, 5(5), 412-421. doi:
10.1080/07399339409516133

Arnold, K. A. (2017). Transformational leadership and employee psychological well-being: A
review and directions for future research. Journal of Occupational Health Psychology,
22(3), 381-393. doi: 10.1037/0cp0000062

Arnold, M., Casper, A., & Sonnentag, S. (2023). Daily trajectories of evening recovery
experiences and their role for next-day mood. Journal of Occupational Health
Psychology, 28(5), 291-309. doi:10.1037/ocp0000359

Bagheri, A., Javadian, G., Zakeri, P., Arasti, Z. (2023). Bearing the unbearable: Exploring
women entrepreneurs resilience building in times of crises. Journal of Business Ethics.

doi: 10.1007/s10551-023-05577-9



173

Bakker, A. B., & Costa, P. (2014). Chronic job burnout and daily functioning: A theoretical
analysis. Burnout Research, 1(3), 112-119. doi: 10.1016/j.burn.2014.04.003

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: State of the art.
Journal of Managerial Psychology, 22(3), 309-328. doi: 10.1108/02683940710733115

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking
forward. Journal of Occupational Health Psychology, 22, 273-285. doi:
10.1037/0cp0000056

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: The
JD-R approach. Annual Review of Organizational Psychology and Organizational
Behavior, 1, 389-411.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2023a). Job demands-resources theory: Ten
years later. Annual Review of Organizational Psychology and Organizational Behavior,
10, 25-53. doi: 10.1146/annurev-orgpsych-120920-053933

Bakker, A. B., Demerouti, E., & Schaufeli, W. (2003). The socially induced burnout model. In P.
Shohov (Ed.), Advances in Psychology Research (Vol. 25, 13-30). Hauppauge, NY: Nova
Science Publishers, Inc.

Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands-resources model to
predict burnout and performance. Human Resource Management, 43(1), 83-104. doi:
10.1002/hrm.20004

Bakker, A. B., Hakanen, J. J., Demerouti, E., Xanthopoulou, D. (2007). Job resources boost work
engagement particularly when job demands are high. Journal of Educational Psychology,

99, 274-284.



174

Bakker, A. B., Le Blanc, P. M., & Schaufeli, W. B. (2005). Burnout contagion among intensive
care nurses. Journal of Advanced Nursing, 51(3), 276-287. doi: 10.1111/j.1365-
2648.2005.03494.x

Bakker, A. B., Schaufeli, W. B., Sixma, H. J., & Bosveld, W. (2001). Burnout contagion among
general practitioners. Journal of Social and Clinical Psychology, 20(1), 82-98. doi:
10.1521/jscp.20.1.82.22251

Bakker, A. B., Westman, M., & Van Emmerik, H. I. J. (2009). Advancements in crossover
theory. Journal of Managerial Psychology, 24(3), 206-219. doi:
10.1108/02683940910939304

Bakker, A. B., Xanthopoulou, D., & Demerouti, E. (2023b). How does chronic burnout affect
dealing with weekly job demands? A test of central propositions in JD-R and COR-
theories. Applied Psychology, 72(1), 389-410. doi: 10.1111/apps.12382

Bandura, A. (1977). Social learning theory. Englewood Cliffs: Prentice Hall.

Banks, G. C., Batchelor, J. H., Seers, A., Boyle Jr., E. H., Pollack, J. M., & Gower, K. (2014).
What does team-member exchange bring to the party? A meta-analytic review of team
and leader social exchange. Journal of Organizational Behavior, 35, 273-295. doi:
10.1002/j0b.1885

Barkhuizen, N., Rothmann, S., & Van de Vijver, F. J. R. (2014). Burnout and work engagement
of academics in higher education institutions: Effects of dispositional optimism. Stress
Health, 30, 322-332. doi: 10.1002/smi.2520

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social
psychological research: Conceptual, strategic, and statistical considerations. Journal of

Personality and Social Psychology, 51(6), 1173-1182. doi: 10.1037/0022-3514.51.6.1173



175

Bartone, P. T. (2006). Resilience under military operational stress: Can leaders influence
hardiness? Military Psychology, 18, S131-S148. doi: 10.1207/s15327876mp1803s_10

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.

Bass, B. M., & Avolio, B. J. (1994). Transformational leadership and organizational culture.
International Journal of Public Administration, 17, 541-554. doi:
10.1080/01900699408524907

Bayes, A., Tavella, G., & Parker, G. (2021). The biology of burnout: Causes and consequences.
The World Journal of Biological Psychiatry, 22(9), 686-698. doi:
10.1090/15622975.2021.1907713

Beattie, L., & Griffin, B. (2014). Day-level fluctuations in stress and engagement in response to
workplace incivility: A diary study. Work & Stress, 28(2), 124-142.

Beehr, R. A., Johnson, L. B., & Nieva, R. (1995). Occupational stress: Coping of police and their
spouses. Journal of Organizational Behavior, 16, 3-25. doi: 10.1002/job.4030160104

Ben-Zur, H. & Michael, K. (2007). Burnout, social support, and coping at work among social
workers, psychologists, and nurses: The role of challenge/control appraisals. Social Work
in Health Care, 45, 63-82. doi: 10.1300/J010v45n04 04

Bennett, A. A., Gabriel, A. S., Calderwood, C., Dahling, J. J., & Trougakos, J. P. (2016). Better
together? Examining profile of employee recovery experiences. Journal of Applied
Psychology, 101(12), 1635-1654. doi: 10.1037/apl0000157

Bennett, D. A. (2017). Stress and eating disturbed behavior. In C. L. Cooper & J. C. Quick
(Eds.), The handbook of stress and health: A guide to research and practice (pp. 186-

209). Wiley Blackwell.



176

Benveniste, T., Madsen, K., Chappel, S. E., & Sprajcer, M. (2024). Burnout in residential
support workers: The impact of locus of control and perceived supervisor support.
Residential Treatment for Children & Youth. doi: 10.1080/0886571X.2023.2298463.

Biggs, A., Brough, P., & Drummond, S. (2017). Lazarus and Folkman’s psychological stress and
coping theory. In C. L. Cooper & J. C. Quick (Eds.), The handbook of stress and health:
A guide to research and practice (pp. 351-364). John Wiley & Sons.

Blanco-Donoso, L. M., Garrosa, E., Demerouti, E., & Moreno-Jiménez, B. (2017). Job resources
and recovery experiences to face difficulties in emotion regulation at work: A diary study
among nurses. International Journal of Stress Management, 24(2), 107-134. doi:
10.1037/str0000023

Blau, P. M. (1964). Exchange and power in social life. New York, NY: Wiley.

Bogs, T. M. B. (2011). Emotional intelligence, stress, and burnout mediated by coping strategies
in mental health workers (Publication No. 3491593) [Doctoral dissertation, Alliant
International University]. UMI Dissertation Publishing.

Bolger, N., DeLongis, A., Kessler, R. C., & Wethington, E. (1989). The contagion of stress
across multiple roles. Journal of Marriage and Family, 51(1), 175-183. doi:
10.2307/352378

Bonanno, G. A. (2004). Loss, trauma, and human resilience: Have we underestimated the human
capacity to thrive after extremely aversive events? American Psychologist, 59, 20-28. doi:
10.1037/0003-066X.59.1.20

Bond, F. W., & Bunce, D. (2003). The role of acceptance and job control in mental health, job

satisfaction, and work performance. Journal of Applied Psychology, 88, 1057-1067.



177

Bond, F. W., & Flaxman, P. E. (2006). The ability of psychological flexibility and job control to
predict learning, job performance, and mental health. Journal of Organizational Behavior
Management, 26, 113-130.

Bond, F. W., Flaxman, P. E., & Bunce, D. (2008). The influence of psychological flexibility on
work redesign: Mediated moderation of a work reorganization intervention. Journal of
Applied Psychology, 93, 645-654.

Bono, J. E., Glomb, T. M., Shen, W., Kim, E., & Koch, A. J. (2013). Building positive resources:
Effects of positive events and positive reflection on work stress and health. Academy of
Management Journal, 56(6), 1601-1627. doi: 10.5465/amj.2011.0272

Bowling, N. A., Huang, J. L., Brower, C. K., & Bragg, C. B. (2023). The quick and the careless:
The construct validity of page time as a measure of insufficient effort responding to
surveys. Organizational Research Methods, 26(2), 323-352. doi:
10.1177/10944281211056520

Brotheridge, C. M., & Lee, R. T. (2002). Testing a conservation of resources model of the
dynamics of emotional labor. Journal of Health Psychology, 7(1), 57-51. doi:

10.1037/1076-8998.7.1.57

Buhrmester, M., Kwang, T., & Gosling, S. D. (2011). Amazon’s Mechanical Turk: A new source
of inexpensive, yet high-quality, data? Perspectives on Psychological Science, 6, 3-5. doi:
10.1177/1745691610393980

Bunjak, A., Cerne, M., Nagy, N., & Bruch, H. (2023). Job demands and burnout: The multilevel
boundary conditions of collective trust and competitive pressure. Human Relations,

76(5), 675-688. doi: 10.1177/00187267211059826



178

Burke, R. J., & Mikkelsen, A. (2006). Burnout among Norwegian police officers: Potential
antecedents and consequences. International Journal of Stress Management, 13(1), 64-
83. doi: 10.1037/1072-5245.13.1.64

Butcher, 1., Morrison, R., Balogun, O., Duncan, H., St Louis, K., Webb, S., & Shaw, R. (2023).
Burnout and coping strategies in pediatric and neonatal intensive care staff. Clinical
Practice in Pediatric Psychology, 1-15. doi: 10.1037/cpp0000474

Buunk, B. P., & Schaufeli, W. B. (1999). Reciprocity in interpersonal relationships: An
evolutionary perspective on its importance for health and well-being. European Review of
Social Psychology, 10, 259-291.

Cao, J., Gou, M., Han, X., Li, D., & Zhou, G. (2024). Co-parenting, parental burnout, child
internalizing and externalizing problems: Moderation by parental psychological
flexibility. Journal of Child and Family Studies, 33, 2614-2623. doi: 10.1007/s10826-
024-02828-9

Carver, C. S., & Scheier, M. F. (2002). Optimism. In C. R. Snyder, & S. J. Lopez (Eds.),
Handbook of positive psychology (pp. 231-243). New York, NY: Oxford University
Press.

Cavanaugh, M. A., Boswell, W. R., Roehling, M. V., & Boudreau, J. W. (2000). An empirical
examination of self-reported work stress among U.S. managers. Journal of Applied
Psychology, 85(1), 65-74. doi: 10.1037//0021-9010.85.1.65

Chen, J., Li, J., Cao, B., Wang, F., Luo, L. & Xu, J. (2020). Mediating effects of self-efficacy,
coping, burnout, and social support between job stress and mental health among young

Chinese nurses. Journal of Advanced Nursing, 76, 163-173. doi: 10.1111/jan.14208



179

Cheng, C. (2001). Assessing coping flexibility in real-life and laboratory settings: A
multimethod approach. Journal of Personality and Social Psychology, 80, 14-83.
Cheung, F. (2024). Role of organizational dehumanization and employee resilience between job
insecurity and emotional exhaustion: A moderated-mediation analysis. Canadian Journal

of Behavioral Science, 1-10. doi: 10.1037/cbs000402

Chong, Y. Y., Frey, E., Chien, W. T., Cheng, H. Y., & Gloster, A. T. (2023). The role of
psychological flexibility in the relationships between burnout, job satisfaction, and
mental health among nurses in combatting COVID-19: A two-region survey. Journal of
Nursing Scholarship, 55(5), 1068-1081. doi: 10.1111/jnu.12874

Chullen, C. L. (2012). A cross-level analysis of burnout in supervisor-subordinate dyads
(Publication No. 3544042) [Doctoral dissertation, Purdue University]. UMI Dissertation
Publishing.

Cohen, S. (2004). Social relationships and health. American Psychologist, 59(8), 676.

Conger, J. A., Kanungo, R. N., & Menon, S. T. (2000). Charismatic leadership and follower
effects. Journal of Organizational Behavior, 21, 747-767.

Cooke, G. P., Doust, J., & Steele, M. (2013). A survey of resilience, burnout, and tolerance of
uncertainty in Australian general practice registrars. BMC Medical Education, 13(2). doi:
10.1186/1472-6920-13-2

Cordes, C. L., & Dougherty, T. W. (1993). A review and an integration of research on job
burnout. Academy of Management Review, 18, 621-656. doi: 10.2307/258593

Cropanzano, R., & Byrne, Z. S. (2000). Workplace justice and the dilemma of organizational
citizenship. In M. Van Vugt, T. Tyler, & A. Biel (Eds.), Collective problems in modern

society: Dilemmas and solutions (pp. 142-161). London: Routledge.



180

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review.
Journal of Management, 31, 874-900.

Danna, K., & Griffin, R. W. (1999). Health and well-being in the workplace: A review and
synthesis of the literature. Journal of Management, 25, 357-384. doi:
10.1177/014920639902500305

Davidson, O. B., Eden, D., Westman, M., Cohen-Charash, Y., Hammer, L. B., Kluger, A. N.,
Krausz, M., Maslach, C., O'Driscoll, M., Perrewé, P. L., Quick, J. C., Rosenblatt, Z., &
Spector, P. E. (2010). Sabbatical leave: Who gains and how much? Journal of Applied
Psychology, 95(5), 953-964. doi: 10.1037/a0020068

de Rijk, A. E., Le Blanc, P. M., Schaufeli, W. B., & de Jonge, J. (1998). Active coping and need
for control as moderators of the job demand-control model: Effects on burnout. Journal
of Occupational and Organizational Psychology, 71, 1-18. doi: 10.1111/j.2044-
8325.1998.tb00658.x

Delaney, E., Gerardi, R., Beauchamp, M., Tellez, G., & Ram, V. (2023). Promoting resilience
and psychological wellbeing of military providers: The Navy Medicine Caregiver
Occupational Stress Control (CgOSC) program. Military Psychology, 35(3), 223-232.
doi: 10.1080/08995605.2022.2109363

Delgadillo, J., Saxon, D., & Barkham, M. (2018). Associations between therapists’ occupational
burnout and their patients’ depression and anxiety treatment outcomes. Depression and
Anxiety, 35. 844-850. doi: 10.1002/da.22766

Demerouti, E. (1999). Oldenburg Burnout Inventory [Database record]. Retrieved from

PsycTESTS. doi: 10.1037/t01688-000



181

Demerouti, E. (2015). Strategies used by individuals to alleviate burnout. European Journal of
Clinical Investigation, 45, 1106-1112. doi: 10.1111/eci.12494

Demerouti, E., Bakker, A. B., Nachreiner, F, & Schaufeli, W. B. (2001). The job demands-
resources model of burnout. Journal of Applied Psychology, 86(3), 499-512. doi:
10.1037/0021-9010.86.3.499

Demerouti, E., Bakker, A. B., Sonnentag, S., & Fullagar, C. J. (2012). Work related flow and
energy at work and at home: A study on the role of daily recovery. Journal of
Organizational Behavior, 33, 276-295. doi: 10.1002/job.760

Demerouti, E., Le Blanc, P. M., Bakker, A. B., Schaufeli, W. B., & Hox, J. (2008). Present but
sick: A three-wave study on job demands, presenteeism, and burnout. Career
Development International, 14(1), 50-68. doi: 10.1108/13620430910933574

Demerouti, E., Mostert, K., & Bakker, A. B. (2010). Burnout and work engagement: A thorough
investigation of the independency of both constructs. Journal of Occupational Health
Psychology, 15(3), 209-222. doi: 10.1037/a0019408

Densten, I. L. (2005). The relationship between visioning behaviors of leaders and follower
burnout. British Journal of Management, 16, 105-118. doi: 10.1111/j.1467-
8551.2005.00428.x

DePierro, J. M., Marin, D. B., Sharma, V., Katz, C. L., Pietrzak, R. H., Feder, A., Murrough, J.
W., Starkweather, S., Marx, B. P., Southwick, S. M., & Charney, D. S. (2023).
Development and initial validation of the Mount Sinai Resilience Scale. Psychological
Trauma: Theory, Research, Practice, and Policy, 16(3), 407-415. doi:

10.1037/tra0001590



182

Diebig, M., Poethke, U., & Rowold, J. (2017). Leader strain and follower burnout: Exploring the
role of transformational leadership behavior. German Journal of Human Resource
Management, 31(4), 329-348. doi: 10.1177/2397002217721077

Dolan, C. A., & Ender, M. G. (2008). The coping paradox: Work, stress, and coping in the US
Army. Military Psychology, 20, 151-169. doi: 10.1080/08995600802115987

Drake, B., & Yadama, G. N. (1996). A structural equation model of burnout and job exit among
child protective services workers. Social Work Research, 20, 179-188.

Dubinksky, A. J., Yammarino, F. J., Jolson, M. A., & Spangler, W. D. (1995). Transformational
leadership: An initial investigation in sales management. Journal of Personal Selling &
Sales Management, 15(2), 17-31. doi: 10.1080/08853134.1995.10754018

Dunn, M. (2022). Burnout contagion in veterinary treatment leader-follower dyads: How leader-
member exchange, susceptibility to emotional contagion, and psychological capital play
a role [Doctoral dissertation, Hofstra University].

Ellis, A. M., Bauer, T. N., Erdogan, B., & Truxillo, D. M. (2019). Daily perceptions of
relationship quality with leaders: Implications for follower well-being. Work & Stress,
33(2), 119-136. doi: 10.1080/02678373.2018.1445670

Engel, Y., Ramesh, A., & Steiner, N. (2020). Powered by compassion: The effect of loving-
kindness meditation on entrepreneurs’ sustainable decision-making. Journal of Business
Venturing, 35(6), 105986.

Erdfelder, E., Faul, F., & Buchner, A. (1996). GPOWER: A general power analysis program.

Behavior Research Methods, Instruments & Computers, 28(1), 1-11.



183

Fan, W., Luo, Y., Cai, Y., & Meng, H. (2020). Crossover effects of leader’s resilience: A
multilevel mediation approach. Journal of Managerial Psychology, 35(5), 375-389. doi:
10.1108/JMP-02-2019-0109

Farber, B. A. (1990). Burnout in psychotherapists: Incidence, types, and trends. Psychotherapy
in Private Practice, 8, 35-44. doi: 10.1300/J294v08n01_07

Fernandez-Castillo, A., & Fernandez-Prados, M. J. (2021). Resilience and burnout in educational
science university students: Developmental analysis according to progression in the
career. Current Psychology. doi: 10.1007/s12144-021-01370-x

Fiery, M. F. (2017). Exploring the impacts of self-compassion and psychological flexibility on
burnout and engagement among animal shelter staff: A moderator analysis of the job
demands-resources framework and a randomized controlled field trial of a brief self-
guided online intervention (Publication No. 10245438) [Doctoral dissertation, University
of North Carolina at Charlotte]. ProQuest Dissertations and Theses database.

Finkelstein-Fox, L., Park, C. L., & Riley, K. E. (2019). Mindfulness' effects on stress, coping,
and mood: A daily diary goodness-of-fit study. Emotion, 19(6), 1002-1013. doi:
10.1037/emo0000495

Flaxman, P. E., & Bond, F. W. (2010). A randomized worksite comparison of acceptance and
commitment therapy and stress inoculation training. Behavior Research and Therapy, 48,
816-820.

Flaxman, P. E., Bond, F. W., & Livheim, F. (2013). The mindful and effective employee: An
acceptance and commitment therapy training manual for improving well-being and

performance. Oakland, CA: New Harbinger Publications, Inc.



184

Fleishman, E. A. (1953). The description of supervisory behavior. Personnel Psychology, 36, 1-
6. doi: 10.1037/h0056314

Foerster, C., & Dunchek, S. (2017). What makes leaders resilient? An exploratory interview
study. German Journal of Human Resource Management, 31(4), 281-306.

Folkman, S., & Moskowitz, J. T. (2004). Coping: Pitfalls and promise. Annual Review of
Psychology, 55, 745-774. doi: 10.1146/annurev.psych.55.090902.141456

Folkman, S., Lazarus, R. S., Gruen, R. J., & DeLongis, A. (1986). Appraisal, coping, health
status and psychological symptoms. Journal of Personality and Social Psychology, 50,
992-1003. doi: 10.1037/0022-3514.50.3.571

Fong, T.C. T.,Ho, R. T. H., Au-Yeung, F. S. W., Sing, C. Y., Law, K. Y., Lee, L. F., & Ng, S.
M. (2016). The relationships of change in work climate with changes in burnout and
depression: A 2-year longitudinal study of Chinese mental health care workers.
Psychology Health and Medicine, 21, 401-412. doi: 10.1080/13548506.2015.1080849

Foster, K., Cuzzillo, C., & Furness, T. (2018). Strengthening mental health nurses’ resilience
through a workplace resilience program: A qualitative inquiry. Journal of Psychiatry and
Mental Health Nursing. doi: 10.1111/jpm.12467

Fredrickson, B. L., Cohn, M. A,, Coffey, K. A., Pek, J. & Finkel, S. M. (2008). Open hearts build
lives: Positive emotions, induced through loving-kindness meditation, build
consequential personal resources. Journal of Personality and Social Psychology, 95,
1045-1062.

Frick, S., van der Meij, L., Smolders, K., Demerouti, E., & de Kort, Y. (2023). The effect of time

and day of the week on burnout-related experiences: An experience sampling study.



185

European Journal of Work and Organizational Psychology, 1-18. doi:
10.1080/1359432X.2023.2266874

Fritz, C., & Sonnentag, S. (2005). Recovery, health, and job performance: Effects of weekend
experiences. Journal of Occupational Health Psychology, 10, 187-199. doi:
10.1037/1076-8998.10.3.187

Fruhen, L. S., Andrei, D. M., & Griffin, M. A. (2022). Leaders as motivators and meaning
makers: How perceived leader behaviors and leader safety commitment attributions shape
employees’ safety behaviors. Safety Science, 152(105775). doi:
10.1016/j.ss¢i.2022.105775

Fry, P. S. (1995). Perfectionism, humor, and optimism as moderators of health outcomes and
determinants of coping styles of women executives. Genetic, Social, and General
Psychology Monographs, 121(2), 211-245.

Gabrys, R. L., Tabri, N., Anisman, H., & Matheson, K. (2018). Cognitive control and flexibility
in the context of stress and depressive symptoms: The cognitive control and flexibility
questionnaire. Frontiers in Psychology, 9(2219). doi: 10.3389/fpsyg.2018.02219

Gan, Y., Shang, J., & Zhang, Y. (2007). Coping flexibility and locus of control as predictors of
burnout among Chinese college students. Social Behavior and Personality, 35(8), 1087-
1098.

Gawali, K. C. (2012). Relationship between emotional intelligence and coping among college
teachers. Journal of Psychosocial Research, 7(1), 25-32.

Geurts, S., Schaufeli, W., & De Jonge, J. (1998). Burnout and intention to leave among mental
health-care professionals: A social psychological approach. Journal of Social and

Clinical Psychology, 17, 341-362. doi: 10.1521/jscp.1998.17.3.341



186

Gibbs, J. A. (2001). Maintaining front-line workers in child protection: A case for refocusing
supervision. Child Abuse Review, 10, 323-335. doi: 10.1002/car.707

Giddens, K. S. M., Kelly-Campbell, R. J., & Néswall, K. (2022). Compassion satisfaction,
occupational stress, burnout syndrome, and resilience among experienced audiologists.
American Journal of Audiology, 31, 1078-1087. doi: 10.1044/2022_AJA-21-00265

Giebels, E., & Janssen, O. (2005). Conflict stress and reduced well-being at work: The buffering
effect of third-party help. European Journal of Work and Organizational Psychology, 14,
137-155. doi: 10.1080/13594320444000236

Given, C. W., Stommel, M., Given, B., Osuch, J., Kurtz, M. E., & Kurtz, J. (1993). The
influence of cancer patients’ symptoms and functional states on patients’ depression and
family caregivers’ reaction and depression. Health Psychology, 12, 277-285.

Goldsby, M. G., Kuratko, D. F., & Bishop, J. W. (2005). Entrepreneurship and fitness: An
examination of rigorous exercise and goal attainment among small business owners.
Journal of Small Business Management, 43(1), 78-92.

Gorgievski, M. J., & Hobfoll, S. E. (2008). Work can burn us out and fire us up. In. J. R. B.
Halbesleben (Ed.), Handbook of stress and burnout in health care (pp. 7-22). Nova
Publishers.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development
of leader-member exchange (LMX) theory of leadership over 25 years: Applying a multi-
level multi domain perspective. Leadership Quarterly, 6, 219-247.

Grant, A. M. (2006). An integrative goal-focused approach to executive coaching. In D. Stober

& A. M. Grant (Eds.), Evidence-based Coaching Handbook. New York, NY: Wiley.



187

Greenglass, E. R., Burke, R. J., & Konarski, R. (1998). Components of burnout, resources, and
gender-related differences. Journal of Applied Psychology, 28(12), 1088-1106. doi:
10.1111/j.1559-1816.1998.tb01669.x

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of
Applied Psychology, 60(2), 159-170. doi: 10.1037/h0076546

Halbesleben, J. R. B., & Bowler, W. M. (2007). Emotional exhaustion and job performance: The
mediating role of motivation. Journal of Applied Psychology, 92, 93-106. doi:
10.1037/0021-9010.92.1.93

Halbesleben, J. R. B., & Buckley, M. R. (2004). Burnout in organizational life. Journal of
Management, 30, 859-879. doi: 10.1016/j.jm.2004.06.004

Halbesleben, J. R. B., Harvey, J., & Bolino, M. C. (2009). Too engaged? A conservation of
resources view of the relationship between work engagement and work interference with
family. Journal of Applied Psychology, 94(6), 1452-1465. doi: 10.1037/a0017595

Halbesleben, J. R. B., Neveu, J. P., Paustian-Underdahl, S. C., & Westman, M. (2014). Getting
to the "COR": Understanding the role of resources in conservation of resources theory.
Journal of Management, 40(5), 1334-1364. doi: 10.1177/0149206314527130

Hammond, T. E., Crowther, A., & Drummond, S. (2018). A thematic inquiry into the burnout
experience of Australian solo-practicing clinical psychologists. Frontiers in Psychology,
8, 1996. doi: 10.3389/fpsyg.2017.01996

Hao, S., Hong, W., Xu, H., Zhou, L., & Xie, Z. (2015). Relationship between resilience, stress
and burnout among civil servants in Beijing China: Mediating and moderating effect
analysis. Personality and Individual Differences, 83, 65-71. doi:

10.1016/j.paid.2015.03.048.



188

Harland, L., Harrison, W., Jones, J. R., & Reiter-Palmon, R. (2005). Leadership behaviors and
subordinate resilience. Journal of Leadership & Organizational Studies, 11(2), 2-14.

Harms, P. D., Crede, M. Tynan, M., Leon, M., & Jeung, W. (2017). Leadership and stress: A
meta-analytic review. The Leadership Quartely, 28, 178-194. doi:
10.1016/j.leaqua.2016.10.006

Hartzell, M. M., Dodd, C. D. T., & Gatchel, R. J. (2017). Stress and musculoskeletal injury. In C.
L. Cooper & J. C. Quick (Eds.), The handbook of stress and health: A guide to research
and practice (pp. 210-222). Wiley Blackwell.

Hayes, S. C., Pistorello, J., & Levin, M. E. (2012). Acceptance and commitment therapy as a
unified model of behavior change. The Counseling Psychologist, 40(7), 976-1002. doi:
10.1177/0011000012460836

Hees-Garcia, L. (2021). An evaluation of follower burnout amongst healthcare, education, and
restaurant workers when considering relationship quality between leaders and followers
[Doctoral dissertation, Our Lady of The Lake University].

Henrich, J., Heine, S. J., & Norenzayan, A. (2010). The weirdest people in the world?
Behavioral and Brain Sciences, 33, 61-135. doi: 10.1017/S0140525X0999152X

Hetzel-Riggin, M. D., Swords, B. A., Tuang, H. L., Deck, J. M., & Spurgeon, N. S. (2020).
Work engagement and resiliency impact the relationship between nursing stress and
burnout. Psychological Reports, 123(5), 1835-1853. doi: 10.1177/0033294119876076

Hirschman, A. O. (1970). Exit, voice, and loyalty: Responses to decline firms, organizations, and
states. Cambridge, MA: Harvard University Press

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress.

American Psychologist, 44(3), 513-524. doi: 10.1037/0003-066X.44.3.513



189

Hobfoll, S. E., & Shirom, A. (2001). Conservation of resources theory: Applications to stress and
management in the workplace. In R. T. Golembiewski (Ed.), Handbook of organization
behavior (2" Rev. ed., pp. 57-81). New York: Dekker

Hobfoll, S. E., Halbesleben, J., Neveu, J. P., & Westman, M. (2018). Conservation of resources
in the organizational context: The reality of resources and their consequences. Annual
Review of Organizational Psychology and Organizational Behavior, 5, 103-128. doi:
10.1146/annurev-orgpsych-032117-104640

Hobfoll, S. E., Johnson, R. J., Ennis, N., & Jackson, A. P. (2003). Resource loss, resource gain,
and emotional outcomes among inner city women. Journal of Personality and Social
Psychology, 84, 632-643.

Hoes, M. J. (1986). Stress and strain: Their definition, psychobiology and relationship to
psychosomatic medicine. Journal of Orthomolecular Medicine, 1(1), 30-38.

Holding, M. A., Parkinson, L., & Taylor, D. (2024). Work stress and professional quality of life
in disability support workers: The mediating role of psychological flexibility. Journal of
Intellectual & Developmental Disability. doi: 10.3109/13668250.2024.2323204

Holton, M. K., Barry, A. E., & Chaney, J. D. (2016). Employee stress management: An
examination of adaptive and maladaptive coping strategies on employee health. Work, 53,
299-305. doi: 10.3233/WOR-152145

House, R. J. (1996). Path-goal theory of leadership: Lessons, legacy, and a reformulated theory.
Leadership Quarterly, 7(3), 323-352. doi: 10.1016/S1048-9843(96)90024-7

Howard, S., & Johnson, B. (2004). Resilient teachers: Resisting stress and burnout. Social

Psychology of Education, 7, 399-420.



190

Hu, D., Gu, Q., & Zhang, Y. (2023). Role modeling effects: How leader's job involvement
affects follower creativity. Asia Pacific Journal of Human Resources, 61, 101-123. doi:
10.1111/1744-7941.12332

Hu. D., Zhang, D., & Wang, J. (2015). A meta-analysis of the trait resilience and mental health.
Personality and Individual Differences, 76, 18-27. doi: 10.1016/j.paid.2014.11.039

Hu, L., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis:
Conventional criteria versus new alternatives. Structural Equation Modeling, 6(1), 1-55.
doi: 10.1080/10705519909540118

Huang, C. S., & Simha, A. (2018). The mediating role of burnout in the relationships between
perceived fit, leader-member exchange, psychological illness, and job performance.
International Journal of Stress Management, 25(1), 26-42. doi: 10.1037/str0000077

Huang, Q., & Zhang, K. (2021). The relationship between perceived leader busyness and
perspective taking and interaction behavior of followers. Frontiers in Psychology,
12(676810). doi: 10.3389/fpsyg.2021.676810

Hughes, I. M., Freier, L. M., & Barratt, C. L. (2022). "Your help isn't helping me!" Unhelpful
workplace social support, strain, and the role of individual differences. Occupational
Health Science, 6, 387-423. doi: 10.1007/s41542-022-00115-x

llies, R., Nahrgang, J. D., & Morgeson, F. P. (2007a). Leader-member exchange and citizenship
behaviors: A meta-analysis. Journal of Applied Psychology, 92(1), 269-277. doi:
10.1037/0021-9010.92.1.269

llies, R., Schwind, K. M., & Heller, D. (2007b). Employee well-being: A multilevel model
linking work and nonwork domains. European Journal of Work and Organizational

Psychology, 16(3), 326-341. doi: 10.1080/13594320701363712



191

Ishaq, E., Bouckenooghe, D., & Zakariya, R. (2023). Like leader, like follower: Impact of leader-
follower identification transfer of follower outcomes. Journal of Business and
Psychology, 38, 657-670. doi: 10.1007/s10869-022-09860-w

Ito, J. K., & Brotheridge, C. M. (2003). Resources, coping strategies, and emotional exhaustion:
A conservation of resources perspective. Journal of Vocational Behavior, 63, 490-509.
doi: 10.1016/S0001-8791(02)00033-7

Iwanaga, M., Yokoyama, H., & Seiwa, H. (2004). Coping availability and stress reduction for
optimistic and pessimistic individuals. Personality and Individual Differences, 36, 11-22.

Jabeen, Q., Nadeem, M. S., Raziq, M. M., & Sajjad, A. (2022). Linking individuals’ resources
with (perceived) sustainable employability: Perspectives from conservation of resources
and social information processing theory. International Journal of Management Reviews,
24, 233-254. doi: 10.1111/ijmr.12276

Jackson, D., Firtko, A., Edenborough, M. (2007). Personal resilience as a strategy for surviving
and thriving in the face of workplace adversity: A literature review. Journal of Advanced
Nursing, 60, 1-9. doi: 10.1111/j.1365-2648.2007.04412.x

Jenaro, C., Flores, N., & Arias, B. (2007). Burnout and coping in human service practitioners.
Professional Psychology: Research and Practice, 38(1), 80-87. doi: 10.1037/0735-
7028.38.1.80

Jeong, Y. J. & Shin, S. (2023). The relationship between secondary traumatic stress and burnout
in critical care nurses: The mediating effect of resilience. Intensive & Critical Care

Nursing, 74, 103327. doi: 10.1016/j.iccn.2022.103327



192

Jia, J., Feng, B., Deng, Y., Lin, W., & Ning, D. (2024). Leader humility and follower prosocial
behaviours: Integrating three theoretical perspectives. Journal of Occupational and
Organizational Psychology, 00, 1-25. doi: 10.1111/joop.12521

Johansen, C., Sgrensen, I. K., Hgeg, B. L., Bidstrup, P. E., & Dalton, S. O. (2017). Stress and
cancer. In C. L. Cooper & J. C. Quick (Eds.), The handbook of stress and health: A guide
to research and practice (pp. 125-146). Wiley Blackwell.

Jonsson, P., Osterberg, K., Wallergérd, M., Hansen, A, M., Garde, A. H., Johansson, G., &
Karlson, B. (2015). Exhaustion-related changes in cardiovascular and cortisol reactivity
to acute psychosocial stress. Physiology Behavior, 151, 327-337. doi:
10.1016/j.physbeh.2015.07.020

Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence: An integrative meta-analysis
and cascading model. Journal of Applied Psychology, 95, 54-78. doi: 10.1037/a0017286

Judge, T. A., & Bono, J. E. (2000). Five-factor model of personality and transformational
leadership. Journal of Applied Psychology, 85, 751-765. doi: 10.1037.0021-
9010.85.5.751

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: A meta-
analytic test of their relative validity. Journal of Applied Psychology, 89(5), 755-768. doi:
10.1037/0021-9010.89.5.755

Kaeding, A., Sougleris, C., Reid, C., van Vreeswijk, M. F., Hayes, C., Dorrian, J., & Simpson, S.
(2017). Professional burnout, early maladaptive schemas, and physical health in clinical
and counselling psychology trainees. Journal of Clinical Psychology, 73, 1782-1798. doi:

10.1002/jclp.22485



193

Kahn, R.L., Wolfe, D.M., Quinn, R.P., Snoek, J. D., & Rosenthal, R.A. (1964). Organizational
stress: Studies in role conflict and ambiguity. New York: Wiley.

Kantas, A. (1995). Group processes-conflict-development and change-culture-occupational
stress. Athens: Greek Letters.

Karasek, R. A. (1979). Job demands, job control and mental strain: Implications for job redesign.
Administrative Science Quarterly, 24, 285-308.

Kashdan, T. B., Barrios, V., Forsyth, J. P., & Steger, M. F. (2006). Experiential avoidance as a
generalized psychological vulnerability: Comparisons with coping and emotion
regulation strategies. Behavior Research and Therapy, 9, 1301-1320.

Khan, H. S. U. D., Ma, Z., Chughtai, M. S., & Li, M. (2023). Investigation of cascading effects
of perceiving a calling on occupational burnout: A mediated moderation model. Current
Psychology, 42, 11428-11438. doi: 10.1007/s12144-021-02431-x

Kim, S., Cho, S., & Chung, W. (2023). Benefits of leaders' pleasurable recovery activities on
follower performance via emotional contagion. Journal of Applied Psychology, 108(8),
1336-1355. doi: 10.1037/apl0001076

Kimura, T., Bande, B., & Fernandez-Ferrin, P. (2018). Work overload and intimidation: The
moderating role of resilience. European Management Journal, 36, 736-745. doi:
10.1016/j.em;j.2018.03.002

King, L. A., & King, D. W. (1990). Role conflict and role ambiguity: A critical assessment of
construct validity. Psychological Bulletin, 107(1), 48-64. doi: 10.1037/0033-
2909.107.1.48

Kinnunen, U., Feldt, T., Siltaloppi, M., & Sonnentag, S. (2011). Job demands-resources model in

the context of recovery: Testing recovery experiences as mediators. European Journal of



194

Work and Organizational Psychology, 20, 805-832. doi:
10.1080/1359432X.2010.524411

Koch, A. R., & Binnewies, C. (2015). Setting a good example: Supervisors as work-life-friendly
role models within the context of boundary management. Journal of Occupational Health
Psychology, 20(1), 82-92. doi: 10.1037/a0037890

Koeske, G. F., Kirk, S. A., & Koeske, R. D. (1993). Coping with job stress: Which strategies
work best? Journal of Occupational and Organizational Psychology, 66, 319-335. doi:
10.1111/j.2044-8325.1993.tb00542.x

Kreiner, H. E., Hollensbe, E. C., & Sheep, M. L. (2009). Balancing borders and bridges:
Negotiating the work-home interface via boundary work tactics. Academy of
Management Journal, 52, 704-730. doi: 10.5465/AMJ.2009.43669916

Kuntz, J. R., Malinen, S., & Naswall, K. (2017). Employee resilience: Directions for resilience
development. Consulting Psychology Journal: Practice and Research, 69(3), 223-242.
doi: 10.1037/cpb0000097

Kuntz, J. R., Naswall, K., & Malinen, S. (2016). Resilient employees in resilient organizations:
Flourishing beyond adversity. Industrial and Organizational Psychology: Perspectives
on Science and Practice, 9(2), 456-462. doi: 10.1017/i0p.2016.39

Kuppens, P., Mechelen, I. V., Nezlek, J. B., Dossche, D., & Timmermans, T. (2007). Individual
differences in core affect variability and their relationship to personality and
psychological adjustment. Emotion, 7(2), 262-274. doi: 10.1037/1528-3542.7.2.262

Kurz, A. S., Bethay, J. S., & Ladner-Graham, J. M. (2014). Mediating the relation between

workplace stressors and distress in 1D support staff: Comparison between the roles of



195

psychological inflexibility and coping styles. Research in Development Disabilities,
35(10), 2359-2370. doi: 10.1016/j.ridd.2014.06.003

Ladegard, G. (2011). Stress management through workplace coaching: The impact of learning
experiences. International Journal of Evidence Based Coaching and Mentoring, 9(1), 29-
43.

Landers, R. N., & Behrend, T. S. (2015). An inconvenient truth: Arbitrary distinctions between
organizational, Mechanical Turk, and other convenience samples. Industrial and
Organizational Psychology: Perspectives on Science and Practice, 8, 142-164. doi:
10.1017/i0p.2015.13

Landsman, M. J. (2001). Commitment in public child welfare. Social Service Review, 386-419.

Lapalme, M. L., Rojas-Quiroga, F., Pertuze, J. A., Espinoza, P., Rojas-Cordova, C., & Ananias,
J. F. (2023). Emotion regulation can build resources: How amplifying positive emotions
is beneficial for employees and organizations. Journal of Business and Psychology, 38,
539-560. doi: 10.1007/s10869-023-09875-x

Lazarus, R. S., & Folkman, S. (1984). Stress, Appraisal, and Coping. New York: Springer.

LeBlanc, P. M., & Schaufeli, W. B. (2008). Burnout interventions: An overview and illustration.
Handbook of Stress and Burnout in Health Care, 201-215.

Lee, F. C., Diefendorff, J. M., Nolan, M. T., & Trougakos, J. P. (2023). Emotional exhaustion
across the workday: Person-level and day-level predictors of workday emotional
exhaustion growth curves. Journal of Applied Psychology, 108(10), 1662-1679. doi:

10.1037/apl0001095



196

Lee, J.,, Lim, N., Yang, E., & Lee, S. M. (2011). Antecedents and consequences of three
dimensions of burnout in psychotherapists: A meta-analysis. Professional Psychology,
Research and Practice, 42, 252-258. doi: 10.1037/a0023319

Lee, R. T., & Ashforth, B. E. (1990). On the meaning of Maslach’s three dimensions of burnout.
Journal of Applied Psychology, 75(6), 743-747. doi: 10.1037/0021-9010.75.6.743

Lee, R. T., & Ashforth, B. E. (1993). A further examination of managerial burnout: Toward an
integrated model. Journal of Organizational Behavior, 14(1), 3-20. doi:
10.1002/job.4030140103

Lee, R. T., & Ashforth, B. E. (1996). A meta-analytic examination of the correlates of the three
dimensions of job burnout. Journal of Applied Psychology, 81(2), 123-133. doi:
10.1037/0021-9010.81.2.123

Leiter, M. P. (1991). Coping patterns as predictors of burnout: The function of control and
escapist coping patterns. Journal of Organizational Behavior, 12(2), 123-144. doi:
10.1002/job.4030120205

Lian, H., Huai, M., Farh, J. L., Huang, J. C., Lee, C., & Chao, M. M. (2022). Leader unethical
pro-organizational behavior and employee unethical conduct: Social learning of moral
disengagement as a behavioral principle. Journal of Management, 48(2), 350-379. doi:
10.1177/0149206320959699

Lim, S., Cortina, L. M., & Magley, V. J. (2008). Personal and work group incivility: Impact on
work and health outcomes. Journal of Applied Psychology, 93, p. 95-107.

Liu, H., Ji, Y., & Dust, S. B. (2021). "Fully recharged" evenings? The effect of evening cyber

leisure on next-day vitality and performance through sleep quantity and quality, bedtime



197

procrastination, and psychological detachment, and the moderating role of mindfulness.
Journal of Applied Psychology, 106(7), 990-1006. doi: 10.1037/apl0000818

Lloyd, J., Bond, F. W., & Flaxman, P. E. (2013). The value of psychological flexibility:
Examining psychological mechanisms underpinning a cognitive behavioral therapy
intervention for burnout. Work & Stress, 27(2), 181-199. doi:
10.1080/02678373.2013.782157

Lavseth, L. T., & Aasland, O. G. (2010). Confidentiality as a barrier to social support: A cross-
sectional study of Norwegian emergency and human service workers. International
Journal of Stress Management, 17(3), 214-231. doi: 10.1037/a0018904

Lavseth, L. T., Fridner, A., Jonsddttir, L. S., Marini, M., & Linaker, O. M. (2012). Associations
between confidentiality requirements, support seeking and burnout among university
hospital physicians in Norway, Sweden, Iceland and Italy. Stress Health, 29, 432-437.
doi: 10.1002/smi.2479

Lowe, K. B., Kroeck, K. G., & Sivasubramaniam, N. (1996). Effectiveness correlates of
transformational and transactional leadership: A meta-analytic review of the MLQ
literature. The Leadership Quarterly, 7(3), 385-425. doi: 10.1016/S1048-9843(96)90027-
2

Luthans, F. (2002). Positive organizational behavior: Developing and managing psychological
strengths. The Academy of Management Perspectives, 16(1), 57-72. doi:
10.5465/ame.2002.6640181

Luthans, F. & Youseff, C. M. (2007). Emerging positive organizational behavior. Journal of

Management, 33, 321-349.



198

MacKinnon, D. A., Lockwood, C. M., Hoffman, J. M., West, S. G., & Sheets, V. (2002). A
comparison of methods to test mediation and other intervening variable effects.
Psychological Methods, 7(1), 1-35. doi: 10.1037/1082-989X.7.1.83

Mékikangas, A., & Kinnunen, U. (2003). Psychosocial work stressors and well-being: Self-
esteem and optimism as moderators in a one-year longitudinal sample. Personality and
Individual Differences, 35, 537-557.

Malach Pines, A. (2003). Occupational burnout: A cross-cultural Israeli Jewish-Arab perspective
and its implications for career counseling. Career Development International, 8(2), 97-
106. doi: 10.1108/13620430310465516

Marques-Pinto, A., Moreira, S., Costa-Lopes, R., Z6zimo, N., & Vala, J. (2021). Predictors of
burnout among physicians: Evidence from a national study in Portugal. Frontiers in
Psychology, 12, 699974. doi: 10.2289/fpsyq.2021.699974

Martin, R., Ono, M., Legood, A., Russo, S. D., & Thomas, G. (2023). Leader-member exchange
(LMX) quality and follower well-being: A daily diary study. Journal of Occupational
Health Psychology, 28(2), 103-116. doi: 10.1037/0cp0000346

Maslach, C. (1982). Understanding burnout: Definitional issues in analyzing a complex
phenomenon. In W. S. Pine (Ed.), Job stress and burnout: Research, theory, and
intervention perspectives (pp. 29-40). Sage Publications.

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of
Occupational Behavior, 2, 99-113. doi: 10.1002/job.4030020205

Maslach, C., & Jackson, S. E. (1984). Patterns of burnout among a national sample of public

contact workers. Journal of Health and Human Resources Administration, 7, 189-212.



199

Maslach, C., & Leiter, M. P. (2016). Understanding the burnout experience: Recent research and
its implications for psychiatry. World Psychiatry: Official Journal of the World
Psychiatric Association, 15(2), 103-111. doi: 10.1002/wps.20311

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual Review of
Psychology, 52, 397-422.

Masten, A. S. (2001). Ordinary magic: Resilience processes in development. American
Psychologist, 56, 227-238. doi: 10.1037/0003-006X.56.3.227

Masten, A. S., Best, K., & Garmezy, N. (1990). Resilience and development: Contributions from
the study of children who overcome adversity. Development and Psychopathology, 2,
425-444.

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as antecedents
of work engagement: A longitudinal study. Journal of Vocational Behavior, 70, 149-171.

Maynaar, I. A., Ottens, T., Zegers, M., van Mol, M. M. C., & van der Horst, I. C. C. (2021).
Burnout, resilience and work engagement among Dutch intensivists in the aftermath of
the COVID-19 crisis: A nationwide survey. Journal of Critical Care, 62, 1-5. doi:
10.1016/j.jcrc.2020.11.010.

McEwen, K. (2022). Building resilience at work: A practical framework for leaders. Journal of
Leadership Studies, 16(2), 42-49. doi: 10.1002/jls.21814

McMurtie, F., & Crane, M. F. (2020). Work, rest and play: The importance of brief and daily rest
for employee resilience. In. C. L. Cooper (Ed.), Psychological insights for understanding
COVID-19 and work (pp. 88-97). Routledge.

Meade, A., & Craig, S. (2012). Identifying careless responses in survey data. Psychological

Methods, 17(3), 437-455. doi: 10.1037/a0028085



200

Mealer, M., Jones, J., Newman, J., McFann, K. K., Rothbaum, B., & Moss, M. (2012). The
presence of resilience is associated with a healthier psychological profile in intensive care
unit (ICU) nurses: Results of a national survey. International Journal of Nursing Studies,
49, 292-299. doi: 10.1016/j.ijnurstu.2011.09.015

Meijman, T. F., & Mulder, G. (1998). Psychological aspects of workload. In P. J. Drenth, H.
Thierry, & C. J. de Wolff (Eds.), Handbook of Work and Organizational Psychology (pp.
5-33). Erlbaum.

Meng, H., Luo, Y., Huang, L., Wen, J., Ma, J., & Xi, J. (2019). On the relationships of resilience
with organizational commitment and burnout: A social exchange perspective. The
International Journal of Human Resource Management, 30(15), 2231-2250. doi:
10.1080/09585192.2017.1381136

Meredith, C., Schaufeli, W., Struyve, C., Vandecandelaere, M., Gielen, S., & Kyndt, E. (2020).
'‘Burnout contagion' among teachers: A social network approach. Journal of Occupational
and Organizational Psychology, 93, 328-352. doi: 10.1111/joop.12296

Meredith, L. S., Sherbourne, C. D., Gaillot, S., Hansell, L., Ritschard, H. V., Parker, A. M., &
Wrenn, G. (2011). Promoting psychological resilience in the U.S. military. Santa Monica,
CA: Rand Corporation

Montano, D., Reeske, A., Franke, F., & Hiiffmeier, J. (2017). Leadership, followers’ mental
health and job performance in organizations: A comprehensive meta-analysis from an
occupational health perspective. Journal of Organizational Behavior, 38, 327-350. doi:

10.1002/job.2124



201

Montero-Marin, J., & Garcia-Campayo, J. (2010). A newer and broader definition of burnout:
Validation of the ‘Burnout Clinical Subtype Questionnaire’ (BCSQ-36). BMC Public
Health, 10, 302. doi: 10.1186/1471-2458-10-302

Montero-Marin, J., Prado-Abril, J., Demarzo, M. M. P., Gascon, S., & Garcia-Campayo, J.
(2014). Coping with stress and types of burnout: Explanatory power of different coping
strategies. PLoS One, 9(2), €89090. doi: 10.1371/journal.pone.0089090

Montgomery, C., & Rupp, A. (2005). A meta-analysis for exploring the diverse causes and
effects of stress in teachers. Canadian Journal of Education, 28, 461-488. doi:
10.2307/4126479

Montpetit, M. A., Bergeman, C. S., Boker, S. M., Deboeck, P. R., & Tiberio, S. S. (2010).
Resilience-as-process: Negative affect, stress, and coupled dynamical systems.
Psychology and Aging, 25(3), 631-640. doi: 10.1037/a0019268

Moore, A., & Malinowski, P. (2009). Mediation, mindfulness and cognitive flexibility.
Consciousness and Cognition, 18, 176-186. doi: 10.1016/j.concog.2008.12.008

Moore, J. E. (2000). Why is this happening? A causal attribution approach to work exhaustion
consequences. Academy of Management Review, 25, 335-349. doi: 10.2307/259017

Morton, J. B., Ezekiel, F., & Wilk, H. A. (2011). Cognitive control: Easy to identify but hard to
define. Topics in Cognitive Science, 3, 212-216. doi: 10.1111/j.1756-8765.2011.01139.x

Mufioz, P., & Kimmitt, J. (2018). Entrepreneurship and the rest: The missing debate. Journal of
Business Venturing Insights, 9, 100-106.

Naswall, K., Kuntz, J., Hodliffe, M., & Malinen, S. (2015). Employee Resilience Scale

(EmpRes). Resilient Organizations Research Report 2015/09.



202

Néaswall, K., Malinen, S., Kuntz, J., & Hodliffe, M. (2019). Employee resilience: Development
and validation of a measure. Journal of Managerial Psychology, 34(5), 353-367. doi:
10.1108/JMP-02-2018-0102

Newsom, J. T., Mahan, T. L., Rook, K. S., & Krause, N. (2008). Stable negative social
exchanges and health. Health Psychology, 27(1), 78.

Nieto, A., Contador, 1., Palenzuela, D. L., Ruisoto, P., Ramos, F., & Fernandez-Calvo, B. (2022).
The distinctive role of grounded optimism and resilience for predicting burnout and work
engagement: A study in professional caregivers of older adults. Archives of Gerontology
and Geriatrics, 100, 104657. doi: 10.1016/j.archger.2022.104657

Nizielski, S., Hallum, S., Schutz, A., & Lopes, P. N. (2013). A note on emotion appraisal and
burnout: The mediating role of antecedent-focused coping strategies. Journal of
Occupational Health Psychology, 18(3), 363-393. doi: 10.1037/a0033043

Noone, S. J., & Hastings, R. P. (2011). Values and psychological acceptance as correlates of
burnout in support staff working with adults with intellectual disabilities. Journal of
Mental Health Research in Intellectual Disabilities, 4(2), 79-89. doi:
10.1080.19315864.2011.582230

O’Dougherty Wright, M., Masten, A. S., & Narayan, A. J. (2013). Resilience processes in
development: Four waves of research on positive adaptation in the context of adversity.
In S. Goldstein & R. B. Brooks (Eds.), Handbook of resilience in children (pp. 15-37).
New York, NY: Springer.

Olivier, M. & Williams, E. (2005). Teaching the mentally handicapped child: Challenges

teachers are facing. The International Journal of Special Education, 20, 19-31.



203

Ong, A. D., Bergeman, C. S., Bisconti, T. L., & Wallace, K. A. (2006). Psychological resilience,
positive emotions, and successful adaptation to stress in later life. Journal of Personality
and Social Psychology, 91, 730-749. doi: 10.1037/0022-3514.91.4.730

Onwezen, M. C., van Veldhoven, M. J. P. M., & Biron, M. (2014). The role of psychological
flexibility in the demands-exhaustion-performance relationship. European Journal of
Work and Organizational Psychology, 23(2), 163-176. doi:
10.1080/1359432X.2012.742242

Padyab, M., Backteman-Erlanson, S., & Brulin, C. (2016). Burnout, coping, stress of conscience
and psychosocial work environment among patrolling police officers. Journal of Police
and Criminal Psychology, 31, 229-237. doi: 10.1007/s11896-015-9189-y

Papathanasiou, I. V., Tsaras, K., Kleisiaris, C. F., Fradelos, E. C., Tsaloglidou, A., & Damigos,
D. (2017). Anxiety and depression in staff of mental units: The role of burnout. Advances
in Experimental Medicine and Biology, 987, 185-197. doi: 10.1007/978-3-319-57379-

3 17

Peterson, U., Demerouti, E., Bergstrom, G., Asberg, M., & Nygren, A. (2018). Work
characteristics and sickness absence in a burnout and nonburnout groups: A study of
Swedish health care workers. International Journal of Stress Management, 15, 153-172.
doi: 10.1037/1072-5245.15.2.153

Peterson, U., Demerouti, E., Bergstrom, G., Samuelsson, M., Ake, M. A., & Nygren, A. (2008).
Burnout and physical and mental health among Swedish healthcare workers. Journal of

Advanced Nursing, 62(1), 84-95. doi: 10.1111/j.1365-2648.2007.04580.x



204

Petitta, L., & Jiang, L. (2020). How emotional contagion relates to burnout: A moderated
mediation model of job insecurity and group member prototypicality. International
Journal of Stress Management, 1(27), 12-22. doi: 10.1037/str0000134

Petitta, L., Jiang, L., & Hartel, C. E. J. (2016). Emotional contagion and burnout among nurses
and doctors: Do joy and anger from different sources of stakeholders matter? Stress and
Health, 33, 358-369. doi: 10.1002/smi.2724

Pietrzak, R. H., & Southwick, S. M. (2011). Psychological resilience in OEF-OIF veterans:
Application of a novel classification approach and examination of demographic and
psychosocial correlates. Journal of Affective Disorders, 133, 560-568. doi:
10.1016/j.jad.2011.04.028

Pilch, 1., Wardawy, P., & Probierz, E. (2021). The predictors of adaptive and maladaptive coping
behavior during the COVID-19 pandemic: The Protection Motivation Theory and the Big
Five personality traits. PLoS ONE, 16(10), e0258606. doi: 10.1371/journal.pone.0258606

Plimmer, G., Berman, E. M., Malinen, S., Franken, E., Naswall, K., Kuntz, J., & Lofgren, K.
(2022). Resilience in public sector managers. Review of Public Personnel Administration,
42(2), 338-367. doi: 10.1177/0734371X20985105

Podsakoff, N. P., Lepine, J. A., & Lepine, M. A. (2007). Differential challenge stressor-
hinderance stressor relationships with job attitudes, turnover intentions, turnover and
withdrawal behavior: A meta-analysis. Journal of Applied Psychology, 92, 438-454.

Pospos, S., Young, I. T., Downs, N., Iglewicz, A., Depp, C., Chen, J. Y., Newton, I., Lee, K.,
Light, A. G., & Zisook, S. (2018). Web-based tools and mobile applications to mitigate
burnout, depression, and suicidality among healthcare students and professionals: A

systematic review. Academic Psychiatry, 42, 109-120. doi: 10.1007/s40596-017-0868-0



205

Presson, P. K., & Benassi, V. A. (1996). Locus of control orientation and depressive
symptomatology: A meta-analysis. Journal of Social Behavior and Personality, 11, 201-
212.

Puolakanaho, A., Tolvanen, A., Kinnunen, S. M., & Lappalainen, R. (2018). Burnout-related ill-
being at work: Associations between mindfulness and acceptance skills, worksite factors,
and experienced well-being in life. Journal of Contextual Behavioral Science, 10, 92-
102. doi: 10.1016/j.jcbs.2018.09.003

Puolakanaho, A., Tolvanen, A., Kinnunen, S. M., & Lappalainen, R. (2020). A psychological
flexibility -based intervention for burnout: A randomized controlled trial. Journal of
Contextual Behavioral Science, 15, 52-67. doi: 10.1016/j.jcbs.2019.11.007

R Core Team (2023). R: A language and environment for statistical computing. R Foundation for
Statistical Computing, Vienna, Austria. https://www.R-project.org/

Ragsdale, J. M., & Beehr, T. A. (2016). A rigorous test of a model of employees' resource
recovery mechanisms during a weekend. Journal of Organizational Behavior, 37, 911-
932. doi: 10.1002/job.2086

Rasmussen, H. N., Wrosch, C., Scheier, M. F., & Carver, C. S. (2006). Self-regulation processes
and health: The importance of optimism and goal adjustment. Journal of Personality, 74,
1722-1747.

Renaud, C., & Lacroix, A. (2023). Systematic review of occupational burnout in relation to
cognitive functions: Current issues and treatments. International Journal of Stress
Management, 30(2), 109-127. doi: 10.1037/str0000279

Rice, V., & Liu, B. (2016). Personal resilience and coping with implications for work. Part 1: A

review. Work, 54, 325-333. doi: 10.3233/WOR-162300



206

Riolli, L., & Savicki, V. (2002). Optimism and coping as moderators of the relationship between
chronic stress and burnout. Psychological Reports, 92, 1215-1226. doi:
10.2466/PR0.92.3.1215-1226

Riolli, L., & Savicki, V., (2003). Optimism and coping as moderators of the relation between
work resources and burnout in information service workers. International Journal of
Stress Management, 10(3), 235-252. doi: 10.1037/1072-5245.10.3.235

Rizzo, J. R., House, R. J., & Lirtzman, S. I. (1970). Role conflict and ambiguity in complex
organizations. Administrative Science Quarterly, 15(2), 150-163. doi: 10.2307/2391486

Robertson, I. T., Cooper, C. L., Sarkar, M., & Curran, T. (2015). Resilience training in the
workplace from 2003 to 2014: A systematic review. Journal of Occupational and
Organizational Psychology, 88(3), 533-562.

Radssler, W. (2012). Stress, burnout, and job dissatisfaction in mental health workers. European
Archives of Psychiatry and Clinical Neuroscience, 262, 65-69. doi: 10.1007/s00406-012-
0353-4

Roswag, M., Hadi, S. A., Hausser, J. A., & Mojzisch, A. (2023). Running toward my challenges:
Day-level effects of physical activity before work on appraisal of the upcoming workday
and employee well-being. Journal of Occupational Health Psychology, 28(5), 310-324.
doi:10.1037/0cp0000360

Rotter, J. B. (1966). Generalized expectancies for internal versus external control of
reinforcement. Psychological Monographs, General and Applied, 80, 1-28.

Ruiz, F. J., & Odriozola-Gonzaélez, P. (2017). The predictive and moderating role of
psychological flexibility in the development of job burnout. Universitas Psychologica,

16(4), 1-8. doi: 10.11144/Javeriana.upsyl16-4.pmrp



207

Rupert, P. A., & Morgan, D. J. (2005). Work setting and burnout among professional
psychologists. Professional Psychology: Research and Practice, 36(5), 544-550. doi:
10.1037/0735-7028.36.5.544

Salancik, G. R., & Pfeffer, J. (1978). A social information processing approach to job attitudes
and task design. Administrative Science Quarterly, 23(2), 224-253. doi: 10.2307/2392563

Salvagioni, D. A. J., Melanda, F. N., Mesas, A. E., Gonzélez, A. D., Gabani, F. L., & de
Andrade, S. M. (2017). Physical, psychological and occupational consequences of job
burnout: A systematic review of prospective studies. PLoS ONE, 12(10), e0185781. doi:
10.1371/journal.pone.0185781

Salyers, M. P., Sadaaki, F., Rollins, A. L., Firmin, R., Gearhart, T., Noll, J. P., Williams, S., &
Davis, C. J. (2015). Burnout and self-reported quality of care in community mental
health. Administration and Policy in Mental Health and Mental Health Services
Research, 42, 61-69. doi: 10.1007/s10488-014-0544-6

Sarabia-Cobo, C., Pérez, V., de Lorena, P., Fernandez-Rodriguez, A., Gonzélez-Lopez, J. R., &
Gonzélez-Vaca, J. (2021). Burnout, compassion fatigue and psychological flexibility
among geriatric nurses: A multicenter study in Spain. International Journal of
Environmental Research and Public Health, 18(14), 7560. doi: 10.3390/ijerph18147560

Scanlan, J. N., & Still, M. (2013). Job satisfaction, burnout and turnover intention in
occupational therapists working in mental health. Australian Occupational Therapy
Journal, 60, 310-318. doi: 10.1111/1440-1630.12067

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship
with burnout and engagement: A multi-sample study. Journal of Organizational

Behavior, 25(3), 1-23. doi: 10.1002/job.248



208

Schaufeli, W. B., & Buunk, B. P. (2003). Burnout: An overview of 25 years of research and
theorizing. In M. J. Scharbracq, J. A. M. Winnubus, & C. L. Cooper (Eds.), The
handbook of work and health psychology (pp. 383-425). New York: Wiley.

Schaufeli, W. B., & Enzmann, D. (1998). The burnout companion to study and practice. A
critical analysis. London: Taylor & Francis.

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement
with a short questionnaire: A cross-national study. Educational and Psychological
Measurement, 66(4), 701-716. doi: 10.1177/0013164405282471

Schaufeli, W. B., Maassen, G. H., Bakker, A. B., & Sixma, H. J. (2011). Stability and change in
burnout: A 10-year follow-up study among primary care physicians. Journal of
Occupational and Organizational Psychology, 84(2), 248-267. doi: 10.1111/j.2044-
8325.2010.02013.x

Scheier, M. F., & Carver, C. S. (1985). Optimism, coping, and health: Assessment and
implications of generalized outcome expectancies. Health Psychology, 4, 219-247.

Scheier, M. F., Carver, C. S., & Bridges, M. W. (1994). Distinguishing optimism from
neuroticism (and trait anxiety, self-mastery, and self-esteem): A reevaluation of the Life
Orientation Test. Journal of Personality and Social Psychology, 67, 1063-1078.

Scheier, M. F., Carver, C. S., & Bridges, M. W. (2001). Optimism, pessimism, and psychological
well-being. In E. C. Chang (Ed.), Optimism and pessimism: Implications for theory,
research, and practice (pp.189-216). Washington DC: American Psychological

Association.



209

Schnall, P. L., Dobson, M., & Landsbergis, P. (2017). Work, stress, and cardiovascular disease.
In C. L. Cooper & J. C. Quick (Eds.), The handbook of stress and health: A guide to
research and practice (pp. 99-124). Wiley Blackwell.

Schriesheim, C. A., Castro, S. L., Zhou, X., & DeChurch, L. A. (2006). An investigation of path-
goal and transformational leadership theory predictions at the individual level of analysis.
The Leadership Quarterly, 17, 21-38. doi: 10.1016/j.leaqua.2005.10.008

Seery, M. D, Leo, R. J., Lupien, S. P., Kondrak, C. L., & Almonte, J. L. (2013). An upside to
adversity? Moderate cumulative lifetime adversity is associated with resilient responses
in the face of controlled stressors. Psychological Science, 24, 1181-1189. doi:
10.1177/0956797612469210

Seidel, L., Cawley, E. I., & Blanchard, C. (2023). Insights of infantry soldiers: A qualitative
exploration of psychological resilience and stress. Military Behavioral Health, 1-14. doi:
10.1080/21635781.2023.2290483

Selye, H. (1975). Implications of stress concept. New York State Journal of Medicine, 75(12),
2139-2145.

Serrao, C., Duarte, 1., Castro, L., & Teixeira, A. (2021). Burnout and depression in Portuguese
healthcare workers during the COVID-19 pandemic: The mediating role of psychological
resilience. International Journal of Environmental Research and Public Health, 18(2),
636. doi: 10.3390/ijerph18020636

Shakir, H. J., Cappuzzo, J. M., Shallwani, H., Kwasnicki, A., Bullis, C., Wang, J., Hess, R. M.,
& Levy, E. I. (2020). Relationship of grit and resilience to burnout among US
neurosurgery residents. World Neurosurgery, 134, E224-E236. doi:

10.1016/j.wneu.2019.10.043



210

Shaw, J., McLean, K., Taylor, B., Swartout, K., & Querna, K. (2016). Beyond resilience: Why
we need to look at systems too. Psychology of Violence, 6, 34-41. doi:
10.1037/vio0000020

Shepherd, D. A., Covin, J. G., & Kuratko, D. F. (2009). Project failure from corporate
entrepreneurship: Managing the grief process. Journal of Business Venturing, 24(6), 588-
600.

Shin, H., Park, Y. M., Ying, J. Y., Kim, B., Noh, H., & Lee, S. M. (2014). Relationships between
coping strategies and burnout symptoms: A meta-analytic approach. Professional
Psychology: Research and Practice, 45(1), 44-56. doi: 10.1037/a0035220

Shirom, A. (1989). Burnout in work organizations. In C. L. Cooper & I. Robertson (Eds.),
International review of industrial and organizational psychology (pp.25-48). Chichester,
UK: John Wiley & Sons.

Shirom, A. (2003). Job-related burnout: A review. In J. C. Quick & L. E. Tetrick (Eds.),
Handbook of occupational health psychology (pp. 245-264). American Psychological
Association. doi: 10.1037/10474-012

Shoji, K., Lesnierowska, M., Smoktunowicz, E., Bock, J., Luszczynska, A., Benight, C. C., &
Cieslak, R. (2015). What comes first, job burnout or secondary traumatic stress? Findings
from two longitudinal studies from the U.S. and Poland. PLoS ONE, 10, e0136730. doi:
10.1371/journal.pone.0136730

Singh, J., Goolshy, J. R., & Rhoads, G. K. (1994). Behavioral and psychological consequences
of boundary spanning burnout for customer service representatives. Journal of Marketing

Research, 31, 558-569. doi: 10.2307/3151883



211

Singh, P., Burke, R. J., & Boekhorst, J. (2015). Recovery after work experiences, employee
well-being and intent to quit. Personnel Review, 45(2), doi: 10.1106.PR-07-2014-0154

Skakon, J., Nielsen, K., Borg, V., & Guzman, J. (2010). Are leaders’ well-being, behaviors and
style associated with the affective well-being of their employees? A systematic review of
three decades of research. Work & Stress, 24(2), 107-139. doi:
10.1080/02678373.2010.495262

Slowiak, J. M., & Jay, G. M. (2023). Burnout among behavior analysts in times of crisis: The
roles of work demands, professional social support, and psychological flexibility.
Research in Autism Spectrum Disorders, 105, 102185. doi: 10.1016/j.rasd.2023.102185

Smith, C. E., Lee, S., Brooks, M. E., Barratt, C. L., & Yang, H. (2023). Working and working
out: Decision-making inputs connect daily work demands to physical exercise. Journal of
Occupational Health Psychology, 28(3), 160-173. doi: 10.1037/0cp0000349

Smout, M. F., Simpson, S. G., Stacey, F., & Reid, C. (2022). The influence of maladaptive
coping modes, resilience, and job demands on emotional exhaustion in psychologists.
Clinical Psychology & Psychotherapy, 29, 260-273. doi: 10.1002/cpp.2631

Song, J. H., Kim, H. M., & Kaolb, J. A. (2009). The effect of learning organization culture on the
relationship between interpersonal trust and organizational commitment. Human
Resource Development Quarterly, 20, 147-167.

Sonnentag, S., & Fritz, C. (2007). The Recovery Experience Questionnaire: Development and
validation of a measure for assessing recuperation and unwinding from work. Journal of

Occupational Health Psychology, 12, 204-221. doi: 10.1037/1076-8998.12.3.204



212

Sonnentag, S., & Fritz, C. (2015). Recovery from job stress: The stressor-detachment model as
an integrative framework. Journal of Organizational Behavior, 36, S72-S103. doi:
10.1002/job.1924

Sonnentag, S., & Fritz, C. (2017). Recovery from work. The SAGE Handbook of Industrial,
Work, and Organizational Psychology. doi: 10.4135/9781473914964

Sonnentag, S., & Pundt, A. (2016). Leader-member exchange from a job-stress perspective. The
Oxford handbook of leader-member exchange (pp. 189-208). Oxford University Press.

Sonnentag, S., & Schiffner, C. (2019). Psychological detachment from work during nonwork

time and employee well-being: The role of leader's detachment. The Spanish Journal of

Psychology, 22(e3), 1-9. doi: 10.1017/sjp.2019.2
Sonnentag, S., Binnewies, C., & Mojza, E. J. (2008). “Did you have a nice evening?” A day-
level study on recovery experiences, sleep, and affect. Journal of Applied Psychology,
93(3), 674-684. doi: 10.1037/0021-9010.93.3.674
Steensma, H., Den Heijer, M., & Stallen, V. (2006). Research note: Effects of resilience training
on the reduction of stress and depression among Dutch workers. International Quarterly
of Community Health Education, 27, 145-159.

Stein, M., Schimann, M., & Vincent-Hoper, S. (2011). A conservation of resources view of the
relationship between transformational leadership and emotional exhaustion: The role of
extra effort and psychological detachment. Work and Stress, 35(3), 241-261. doi:
10.1080/02678373.2020.1832610

Stone, A. A., Kennedy-Moore, E., & Neale, J. M. (1995). Association between daily coping and

end-of-day mood. Health Psychology, 14(4), 341-349. doi: 10.1037/0278-6133.14.4.341



213

Story, J. S., Youssef, C. M., Luthans, F., Barbuto, J. E., & Bovaird, J. (2013). Contagion effect
of global leaders’ positive psychological capital on followers: Does distance and quality
of relationship matter? International Journal of Human Resource Management, 24(13),
2534-2553.

Sutherland, V. J., & Copper, C. L. (1990). Understanding stress: A psychological perspective for
health professionals. London: Chapman and Hall.

Sweetman, D., & Luthans, F. (2010). The power of positive psychology: Psychological capital
and work engagement. In A. B. Bakker & M. P. Leiter (Eds.), Work engagement: A
handbook of essential theory and research (pp. 54-68). New York, NY: Psychology
Press.

Tafvelin, S., Nielsen, K., von Thiele Schwarz, U., & Stenling, A. (2019). Leading well is a
matter of resources: Leader vigor and peer support augments the relationship between
transformational leadership and burnout. Work and Stress, 33(2), 156-172. doi:
10.1080/02678373.2018.1513961

Tang, W. G., & Vandenberghe, C. (2021). Role overload and work performance: The role of
psychological strain and leader-member exchange. Frontiers in Psychology, 12, 691207.
doi: 10.3389/fpsyg.2021.691207

Tariq, H., Weng, Q., Garavan, T. N., Obaid, A., & Hassan, W. (2020). Another sleepless night:
Does a leader's poor sleep lead to subordinate's poor sleep? A spillover/crossover
perspective. Journal of Sleep Research, 29, e12904. doi: 10.1111/jsr.12904

ten Brummelhuis, L. L., & Bakker, A. B. (2012). Staying engaged during the week: The effect of
off-job activities on next day work engagement. Journal of Occupational Health

Psychology, 17, 445-455. doi: 10.1037/a0029213



214

ten Brummelhuis, L. L., & Trougakos, J. P. (2014). The recovery potential of intrinsically versus
extrinsically motivated off-job activities. Journal of Occupational and Organizational
Psychology, 87, 177-199. doi: 10.1111/joop.12050

Terry, D. L., Williamson, M. L. C., & Bhardwaj. P. (2022). Specialty intention and program
satisfaction among medical residents: The moderating role of cognitive flexibility.
Psychological Studies, 67(1), 82-88. doi: 10.1007/s12646-022-00649-8

Thomas, G., Martin, R., Epitropaki, O., Guillaume, Y., & Lee, A. (2013). Social cognition in
leader-follower relationships: Applying insights from relationship science to
understanding relationship-based approaches to leadership. Journal of Organization
Behavior, 34, S63-S81. doi: 10.1002/job.1889

Thompson, I. A., Amatea, E. S., & Thompson, E. S. (2014). Personal and contextual predictors
of mental health counselors’ compassion fatigue and burnout. Journal of Mental Health
Counseling, 36, 58-77. doi: 10.17744/mehc.36.1.p61m73373m4617r3

Toker, S., & Melamed, S. (2017). Stress, recovery, sleep, and burnout. In C. L. Cooper & J. C.
Quick (Eds.), The handbook of stress and health: A guide to research and practice (pp.
168-185). Wiley Blackwell.

Toker, S., Melamed, S., Berliner, S., Zeltser, D., & Shapira, 1. (2012). Burnout and risk of
coronary heart disease: A prospective study of 8838 employees. Psychosomatic
Medicine, 74, 840-847. doi: 10.1097/PSY.0b013e31826¢3174

Tonkin, K., Malinen, S., Naswall, K., & Kuntz, J. C. (2018). Building employee resilience
through wellbeing in organizations. Human Resource Development Quarterly, 29(2),

107-124. doi: 10.1002/hrdq.21306



215

Tsai, Y. (2011). Relationship between organizational culture, leadership behavior and job
satisfaction. BMC Health Services Research, 11(1), 98.

Tugade, M. M., & Fredrickson, B. L. (2004). Resilient individuals use positive emotions to
bounce back from negative emotional experiences. Journal of Personality and Social
Psychology, 86, 320-333. doi: 10.1037/0022-3514.86.2.320

Tzeletopoulou, A., Alikari, V., Zyga, S., Tsironi, M., Lavdaniti, M., & Theofilou, P. (2018). Are
burnout syndrome and depression predictors for aggressive behavior among health care
professionals? Medical Archives, 72, 244-248. doi: 10.5455/medarh.2018.72.244-248

Umphress, E. E., Bingham, J. B., & Mitchell, M. S. (2010). Unethical behavior in the name of
the company: The moderating effect of organizational identification and positive
reciprocity beliefs on unethical prosocial behavior. Journal of Applied Psychology, 95(4),
769-780. doi: 10.1037/a0019214

Van de Broeck, A., Van Ruysseveldt, J., Vanbelle, E., & De Witte, H. (2013). The job demands-
resources model: Overview and suggestions for future research. Advances in Positive
Organizational Psychology, 1, 83-105. doi: 10.1108/S2046-410X(2013)0000001007

Van der Vegt, G., Essens, P., Wahlstrom, M., & George, G. (2015). Managing risk and
resilience. Academy of Management Journal, 58, 971-980. doi: 10.5465/amj.2015.4004

Van Dierendonck, D., Schaufeli, W. B., & Buunk, B. P. (2001). Burnout and inequity among
human service professionals: A longitudinal study. Journal of Occupational Health
Psychology, 6(1), 43-52. doi: 10.1037/1076-8998.6.1.43

Van Hooff, M. L. M., & De Pater, I. E. (2017). Let's have fun tonight: The role of pleasure in
daily recovery from work. Applied Psychology: An International Review, 66(3), 359-381.

doi: 10.1111/apps.12098



216

Vanhove, A. J., Harian, M. N., Perez, A. L. U., Harms, P. D., & Lester, P. B. (2016). Can
resilience be developed at work? A meta-analytic review of resilience-building program
effectiveness. Journal of Occupational and Organizational Psychology, 89, 278-307. doi:
10.1111/joop.12123

Vankar, P. (2023). Current level of burnout among employees U.S. 2023. Statista.
https://www.statista.com/statistics/1383756/current-level-of-burnout-us-employees/

Vivolo, M., Owen, J., & Fisher, P. (2024). Building resilience in the Improving Access to
Psychological Therapy (IAPT) Psychological Wellbeing Practitioner (PWP) role: A
qualitative grounded theory study. Behavioral and Cognitive Psychotherapy, 52, 135-
148. doi: 10.1017/S1352465823000334

von Kanel, R., Princip, M., Holzgang, S. A., Sivakumar, S., Pazhenkottil, A. P., Vieito, D. G., &
Zuccarella-Hackl, C. (2023). Sympathetic nervous system responses to acute
psychosocial stress in male physicians with clinical burnout. Biological Psychology, 183,
108687. doi: 10.1016/j.biopsycho.2023.108687

Wagpnild, G. M., & Collins, J. A. (2009). Assessing resilience. Journal of Psychosocial Nursing
and Mental Health Services, 47(12), 28-33. doi: 10.3928/02793695-20091103-01

Wampold, B. E. (2015). How important are the common factors in psychotherapy? An update.
World Psychiatry, 14, 270-277. doi: 10.1002/wps.20238

Wang, Q., Sun, W., & Wu. H. (2022). Associations between academic burnout, resilience, and
life satisfaction among medical students: A three-wave longitudinal study. BMC Medical

Education, 22(248). doi: 10.1186/5s12909-022-03326-6.



217

Wang, Z., Li, C., & Li, X. (2017). Resilience, leadership and work engagement: The mediating
role of positive affect. Social Indicators Research, 132, 699-708. doi: 10.1007/s11205-
016-1306-5

Ward, M. K., & Meade, A. W. (2023). Dealing with careless responding in survey data:
Prevention, identification, and recommended best practices. Annual Review of
Psychology, 74, 577-596. doi: 10.1146/annurev-psych.040422-045007

Waugh, C. E. & Koster, E. H. (2015). A resilience framework for promoting stable remission
from depression. Clinical Psychology Review, 41, 49-60. doi: 10.1016/j.cpr.2014.05.004

Waugh, C. E., Fredrickson, B. L., & Taylor, S. F. (2008). Adapting to life’s slings and arrows:
Individual differences in resilience when recovering from an anticipated threat. Journal
of Research in Personality, 42, 1031-1046. doi: 10.1016/j.jrp.2008.02.005

Weick, K. E. (1977). Enactment processes in organizations. In Staw, B. M. & Salancik, G. R.
(Eds.), New Directions in Organizational Behavior (pp. 267-300). Chicago: St. Clair
Press

Weiss, L. (2020). Burnout from an organizational perspective. Standford Social Innovation
Review. doi: 10.48558/9CV0O-C436

West, C. P., Dyrbye, L. N., Erwin, P. J., & Shanafelt, T. D. (2016). Interventions to prevent and
reduce physician burnout: A systematic review and meta-analysis. The Lancet,
388(10057), 2272-2281. doi: 10.1016/S0140-6736(16)31279-X

White, A. M. (2019). The dark side of empathy: Empathy predicts burnout and compassion
fatigue in mental health professionals [Doctoral dissertation, Pace University].

Wigert, B., & Agrawal, S. (2018). Employee burnout, part 1: The 5 main causes. Gallup.

https://www.gallup.com/workplace/237059/employee-burnout-part-main-causes.aspx



218

Williamson, K., Lank, P. M., Cheema, N., Hartman, N., & Lovell, E. O. (2018). Comparing the
Maslach Burnout Inventory to other well-being instruments in emergency medicine
residents. Journal of Graduate Medical Education, 10(5), 532-536. doi: 10.4300/JGME-
D-18-00155.1

Wrosch, C., & Scheier, M. F. (2003). Personality and quality of life: The importance of optimism
and goal adjustment. Quality of Life Research, 12, 59-72.

Wu, J., Liden, R. C., Liao, C., & Wayne, S. J. (2021). Does manager servant leadership lead to
follower serving behaviors? It depends on follower self-interest. Journal of Applied
Psychology, 106(1), 152-167. doi: 10.1037/apl0000500

Xanthopoulou, D., & Meier, L. L. (2014). Daily burnout experiences. Burnout at Work: A
Psychological Perspective, 80-101. doi: 10.4324/978131589416-9

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2007). The role of
personal resources in the job demands-resources model. International Journal of Stress
Management, 14, 121-141. doi: 10.1037/1072-5245.14.2.121

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Reciprocal
relationship between job resources, personal resources, and work engagement. Journal of
Vocational Behavior, 74, 235-244. doi: 10.1016/j.jvb.2008.11.003

Xanthopoulou, D., Bakker, A. B., Fischbach, A. (2013). Work engagement among employees
facing emotional demands: The role of personal resources. Journal of Personnel
Psychology, 12(2), 74-84. doi: 10.1027/1866-5888/a000085

Xu, X., Jiang, L., Hong, P. Y., & Roche, M. (2021). Will mindful employees benefit from

positive work reflection triggered by transformational leadership? A two-study



219

examination. International Journal of Stress Management, 28(1), 61-73. doi:
10.1037/str0000222

Yaffe, T., & Kark, R. (2011). Leading by example: The case of leader OCB. Journal of Applied
Psychology, 96(4), 806-826. doi: 10.1037/a0022464

Yang, G., Liu, J., Liu, L., Wu, X., Ding, S., & Xie, J. (2018). Burnout and resilience among
transplant nurses in 22 hospitals in China. Transplant Procedures, 50(10), 2905-2910.
doi: 10.1016/j.transproceed.2018.04.033

Yang, X., & Jo, W. (2022). Roles of work-life balance and trait mindfulness between recovery
experiences and employee subjective well-being: A moderated mediation model. Journal
of Hospitality and Tourism Management, 52, 459-468. doi: 10.1016/j.jhtm.2022.08.005

Yang, Y., & Hayes, J. A. (2020). Causes and consequences of burnout among mental health
professionals: A practice-oriented review of recent empirical literature. Psychotherapy,
57(3), 426-436. doi: 10.1037/pst0000317

Ye, B., Chen, X., Zhang, Y., & Yang, Q. (2022). Psychological flexibility and COVID-19
burnout in Chinese college students: A moderated mediation model. Journal of
Contextual Behavioral Science, 24, 126-133. doi: 10.1016/j.jcbs.2022.04.003

Yu, T., Yang, C., Zhang, X., & Xia, Y. (2021). Effect of chief executive officers as servant
leaders on team project performance: A social learning perspective. Social Behavior and
Personality, 49(7), e10029. doi: 10.2224/sbp.10029

Yukl, G., Gordon, A., & Taber, T. (2002). A hierarchical taxonomy of leadership behavior:
Integrating a half century of behavior research. Journal of Leadership and

Organizational Studies, 9(1), 15-32. doi: 10.1177/1079190200900102



220

Zellars, K. L. & Perrewg, P. L. (2001). Affective personality and the content of emotional social
support: Coping in organizations. Journal of Applied Psychology, 86(3), 459-467. doi:
10.1037//0021-9010.86.3.459

Zhang, J, Lu, J., Zhao, S., Lamis, D. A, Li, N., Kong, Y., Jia, C., Zhou, L., & Ma, Z. (2015).
Developing the psychological strain scales (PSS): Reliability, validity, and preliminary
hypothesis tests. Social Indicators Research, 115(1), 337-361. doi: 10.1007/s11205-012-
0222-6

Zhang, L., Lou, M., & Guan, H. (2022). How and when perceived leader narcissism impacts
employee voice behavior: A social exchange perspective. Journal of Management and
Organization, 28, 77-98. doi: 10.1017/jmo0.2021.29

Zhu, Y., & Li, W. (2021). Proactive personality triggers employee resilience: A dual-pathway
model. Social Behavior and Personality, 49(2), €9632. doi: 10.2224/sbp.9632

Zhu, Y., Zhang, S., & Shen, Y. (2019). Humble leadership and employee resilience: Exploring
the mediating mechanism of work-related promotion focus and perceived insider identity.

Frontiers in Psychology, 10(3), 673. doi: 10.3389/fpsyg.2019.00673



