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Summary
In order to better understand the processes leading to emotional exhaustion and job satisfaction, the present thesis conceptualizes two extensions of the job demands−resources (JD−R)
model: The first extension integrates self-endangering work behavior (sickness presenteeism,
prolonging working hours, and intensifying working hours) into the health impairment process of the model as a behavioral coping reaction. The second extension examines
work−family conflict as an intervening variable in both the health impairment and the motivational process of the JD−R model. Empirical results support both extended versions of the
model by showing (partial) mediation effects of self-endangering work behavior and
work−family conflict in the relationships between job demands and job resources on the one
hand and emotional exhaustion and job satisfaction on the other hand. Theoretical and practical implications and open questions for future research are discussed.
Introduction
Emotional exhaustion and job satisfaction rank among the most frequently used indicators of mental health and well-being in work and organizational psychology. Both have
been linked to numerous organizational and individual outcomes such as employee health and
well-being (e.g., Bowling, Eschleman, & Wang, 2010; Lee & Ashforth, 1990), performance
(e.g., Cropanzano, Rupp, & Byrne, 2003; Judge, Thoresen, Bono, & Patton, 2001) or turnover intentions (e.g., Hellman, 1997). This clearly reveals the importance of identifying the
antecedents of and processes leading to emotional exhaustion and job satisfaction not only to
keep organizations competitive but also to promote a healthy and satisfied workforce for its
own sake.
Different models in work and organizational psychology have attempted to deliver
theoretical analyses of and explanations for the occurrence of emotional exhaustion and job
satisfaction at the workplace. One leading model is the JD−R model (Bakker & Demerouti,
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2007). This model possesses two major advantages compared to other popular explanatory
models such as the job characteristics model (Hackman & Oldham, 1976), the demand−control model (DCM) (Karasek, 1979), the effort−reward imbalance (ERI) model
(Siegrist, 1996), or the model of conservation of resources (COR) (Hobfoll, 1989, 2002):
First, by focusing on the motivational and health impairment process, the JD−R model delivers a rationale both for the development of positive motivational outcomes such as job satisfaction or engagement and for the emergence of critical health-related outcomes such as emotional exhaustion or burnout. Second, the JD−R model offers a flexible approach covering a
wide variety of work-related factors and is therefore characterized by high setting flexibility
(Bakker, Demerouti, & Sanz-Vergel, 2014; Boyd et al., 2011). The components of the model
(i.e., job demands and job resources) can be found in every organizational context. However,
organizational settings differ in terms of which types of demands and resources are relevant
(Schaufeli, Bakker, & van Rhenen, 2009).
The JD−R model has undergone several extensions in the past few years by integrating, for example, personal resources and the concept of job crafting (Petrou, Demerouti,
Peeters, Schaufeli, & Hetland, 2012; Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007)
or by examining the accumulative effect of different job demands (van Woerkom, Bakker, &
Nishii, 2016). Nevertheless, there are still open questions related to the proposed processes
(Demerouti & Bakker, 2011; Fernet, Austin, Trépanier, & Dussault, 2013). One possible approach to shed light on the processes assumed in the JD−R model is to incorporate intervening variables (cf. Ângelo & Chambel, 2014; Guglielmi, Panari, & Simbula, 2012). The aim of
the present thesis is to extend the JD−R model by integrating self-endangering work behavior
and work−family conflict as intervening variables in the relationships between work characteristics on the one hand and emotional exhaustion and job satisfaction on the other (see research model in Figure 1).
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The Umbrella portrays the main constructs of the present thesis and integrates them
into theoretical and empirical findings. It outlines the JD−R model as a framework for the
present thesis and illustrates why it is reasonable to consider self-endangering work behavior
and work−family conflict as intervening variables in this model. Finally, it discusses the major findings of the thesis, integrates them, outlines theoretical and practical contributions, and
points to open questions in the present field of research.

Figure 1. Research model based on the JD−R model (Bakker & Demerouti, 2007)
Emotional Exhaustion
Burnout is a tripartite syndrome consisting of emotional exhaustion, feelings of depersonalization (later also named cynicism), and an awareness of reduced personal accomplishment (later also named reduced professional efficacy) (Maslach & Jackson, 1981). Emotional
exhaustion is characterized by feelings of mental fatigue or of being emotionally drained.
Depersonalization is marked by a detached and emotionally distanced treatment of clients,
coworkers, and the organization. And finally, diminished personal accomplishment is characterized by a negative evaluation of one’s job competence and effectiveness.
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Empirical evidence suggests that the three dimensions of burnout are affected differently by variables of the working environment and relate to health-related, behavioral, and
motivational outcomes in unique ways (Bakker, Demerouti, Taris, Schaufeli, & Schreurs,
2003; Lee & Ashforth, 1990, 1996). This indicates that it is probably inappropriate to assess
burnout as one universal syndrome. Most experts see emotional exhaustion as the key component or the defining feature of burnout (Baba, Jamal, & Tourigny, 1998; Cordes &
Dougherty, 1993; Cropanzano et al., 2003; Lee & Ashforth, 1993a), and some have even
measured burnout with exhaustion alone (e.g., Kristensen, Borritz, Villadsen, & Christensen,
2005). Findings in Alarcon’s (2011) meta-analysis support the previous theoretical premise
that emotional exhaustion is the main component of burnout, because it is experienced similarly across occupations. Moreover, the three components of burnout have been hypothesized
to build up slowly in the following order: emotional exhaustion → depersonalization (cynicism) → reduced personal accomplishment (reduced professional efficacy), and thereby create a downward spiral of resources (Lee & Ashforth, 1993a, 1993b). Consequently, characteristics of the working environment have commonly been shown to relate most strongly to
emotional exhaustion as the first component in this downward spiral (Alarcon, 2011; Lee &
Ashforth, 1996), whereas depersonalization as a form of defensive coping along with personal accomplishment as a form of self-evaluation are affected indirectly through emotional exhaustion (Lee & Asforth, 1996). Therefore, emotional exhaustion may be seen as an early
warning indicator that is particularly important for workplace health promotion, because it
may help to prevent the development of a full burnout syndrome. Additionally, among the
three burnout components, emotional exhaustion has been shown to relate most strongly to
organizational outcomes such as turnover intentions (Alarcon, 2011), performance (Taris,
2006; Wright & Bonett, 1997), and psychological and physiological strain (Lee & Asforth,
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1990). This again emphasizes the importance to both employees and employers of recognizing the significance of emotional exhaustion for prevention.
Originally, the study of emotional exhaustion was (similar to burnout in general) limited largely to members of the helping professions such as nurses, teachers, and social workers. However, research has now shown that the construct can be generalized over a wide
range of occupations (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001); has a widespread
prevalence (Cordes & Dougherty, 1993); and can be associated with highly diverse negative
organizational outcomes and personal dysfunctions such as mental health problems (Hakanen
& Schaufeli, 2012), low commitment and turnover (intentions) (Cropanzano et al., 2003; Ducharme, Knudsen, & Roman, 2008; Lee & Ashforth, 1996), counterproductive work behaviors (Bolton, Harvey, Grawitch, & Barber, 2012), and decreased job performance (Bakker,
Demerouti, & Verbeke, 2004; Cropanzano et al., 2003; Halbesleben & Bowler, 2007; Wright
& Bonett, 1997; Wright & Cropanzano, 1998).
Emotional exhaustion is influenced by characteristics of the working environment,
and these effects are typically more consistent than effects of demography or personality (Lee
& Ashforth, 1993a; Maslach & Leiter, 2008; Schaufeli & Enzmann, 1998). High job demands and/or insufficient job resources may lead to an excessive expenditure of time and
emotional energy, to depleted energy reserves, and, ultimately, to emotional exhaustion
(Hockey, 1997). Workload (as the perception of too much work to accomplish in the time
available), emotional demands (such as the frequency and quality of client contact or the need
to hide emotions), and role stressors (such as role conflicts and role ambiguity) are the variables that have been shown most commonly to be associated positively with emotional exhaustion (Alarcon, 2011; Bowling, Alarcon, Bragg, & Hartman, 2015; Bakker, Demerouti, &
Euwema, 2005; Cordes & Dougherty, 1993; Lee & Ashforth, 1993a, 1993b, van Daalen, Willemsen, Sanders, & van Veldhofen, 2009). In contrast, job resources such as autonomy, con-
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trol, and social support have been confirmed as protective factors against emotional exhaustion (Alarcon, 2011; Bakker et al., 2005; Ducharme et al., 2008; Janssen, de Jonge, & Bakker, 1999; Lee & Ashforth, 1993a, 1993b).
Job Satisfaction
Job satisfaction is one of the most broadly studied variable in work and organizational
psychology (Dormann & Zapf, 2001) and is commonly defined as a “pleasurable or positive
emotional state resulting from the appraisal of one’s job or job experiences” (Locke, 1976, p.
1304). It can refer to a global evaluation of one’s job situation or to the evaluation of individual facets of everyday work (i.e., satisfaction with work itself, supervision, coworkers, pay,
and promotional opportunities) (e.g., Ironson, Smith, Brannik, Gibson, & Paul, 1989). Another well-established distinction concerns the question whether job satisfaction relates primarily
to emotions or to cognitions. Accordingly, the construct has been divided into affective versus cognitive job satisfaction: The affective aspect reflects one’s feelings (e.g., liking, hatred)
about the job and the cognitive aspect reflects one’s thoughts and beliefs (e.g., my job offers
me freedom) about the job (Kaplan, Warren, Barsky, & Thoresen, 2009).
Different measures and conceptualizations of job satisfaction have been shown to be
associated with various organizational and individual outcomes (Locke, 1976). For example,
high levels of job satisfaction have been shown to be associated negatively with intent to
leave and turnover (Hellman, 1997) and positively with subjective well-being and employee
health (Bowling et al., 2010; Cass, Siu, Faragher, & Cooper, 2003). However, a large proportion of research has focused on the job satisfaction−performance link (Iaffaldano &
Muchinsky, 1985; Judge et al., 2001; Ng, Sorensen, & Yim, 2009; Petty, McGee, &
Cavender, 1984; Siu, Phillips, & Leung, 2004). In the most recent qualitative and quantitative
review, Judge et al. (2001) found a mean true correlation of .30 between job satisfaction and
job performance. Whereas more recent research has provided additional support for the hap-
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py/productive worker thesis (Wright, Cropanzano, & Bonett, 2007), Bowling’s (2007) metaanalysis has suggested that the job satisfaction−performance relationship might well be spurious and mainly a result of both job satisfaction and performance sharing similar causes such
as core self-evaluation or self-esteem. Regardless of these inconsistent interpretations, job
satisfaction and job performance have shown a consistent positive association (Brown & Peterson, 1993).
Besides affectivity as a prominent antecedent of job satisfaction (Kaplan et al., 2009),
characteristics of the work task and organizational conditions have been shown to play a major role in predicting job satisfaction (Acker, 2004; Brown & Peterson, 1993; Colarelli, Dean,
& Konstans, 1987). This is in line with theoretical assumptions and empirical findings related
to the job characteristics model, in which core job dimensions (e.g., autonomy) are seen as
critical triggers of emotional states (e.g., experienced responsibility for the outcomes of the
work) that, in turn, relate to personal and work outcomes such as job satisfaction (Hackman
& Oldham, 1976). Alongside features of the work task itself, organizational characteristics of
the working environment such as role conflicts or role ambiguity have been shown to relate
to job satisfaction (Acker, 2004, Brown & Peterson, 1993; Fried, Shirom, Gilboa, & Cooper,
2008). However, a great deal of recent research has emphasized the role of social factors in
the working environment by showing positive associations between different sources (i.e.,
coworkers, supervisors, and the organization) and different contents/forms (information, appraisal, assistance, and emotional support) of social support and job satisfaction (Acker,
2004; Brough & Frame, 2004; Cortese, Colombo, & Ghislieri, 2010; Harris, Winskowski, &
Engdahl, 2007).
The Job Demands−Resources (JD−R) Model
The JD−R model is a well-tested and widely used theoretical concept for describing
the relationships between work characteristics, well-being, and organizational outcomes. The
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model includes aspects from various theories and is thus broader and more comprehensive
than older classical models such as the DCM (Karasek, 1979) or the ERI model (Siegrist,
1996). Moreover, it contains assumptions taken from the job characteristics model (Hackman
& Oldham, 1976) and the model of COR (Hobfoll, 2002) by underlining that job resources
are not only necessary to deal with high job demands but also important in their own right
(Bakker & Demerouti, 2007). As a consequence of this broad conceptualization and the comprehensive theoretical background, the JD−R model is applicable to the universe of occupations and job positions (Bakker & Demerouti, 2007) and, accordingly, the model’s assumptions have been validated in highly diverse organizational contexts such as call centers (Bakker, Demerouti, & Schaufeli, 2003), home care organizations (Bakker, Demerouti, Taris et
al., 2003), schools (Bakker, Hakanen, Demerouti, & Xanthopoulou, 2007; Hakanen, Bakker,
& Schaufeli, 2006), and the workplace of offshore workers as an example of safety critical
organizations (Nielsen, Mearns, Matthiesen, & Eid, 2011).
The central proposition of the JD−R model is the assumption of dual processes. Within the health impairment process, high job demands exhaust mental and physical resources of
employees and subsequently can lead to poor health. Job demands refer to “physical, psychological, social, or organizational aspects of the job that require sustained physical and/or psychological (cognitive and emotional) effort or skills” (Bakker & Demerouti, 2007, p. 312). It
is assumed that job demands increase the probability of physiological and/or psychological
costs. Accordingly, the terms job demand and job stressor are used synonymously in this
thesis. Typically, emotional exhaustion is used as an indicator of poor mental health in the
model, and it has proved to predict further undesirable outcomes such health related problems, low performance, or absenteeism (see Bakker et al., 2014, for an overview). The second
process is motivational in nature. It is assumed that job resources are key requirements in
respect of intrinsic and extrinsic motivation, because they support the satisfaction of basic
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needs and the achievement of work goals. Job resources describe “physical, psychological,
social, or organizational aspects of the job that are functional in achieving work goals, reduce
job demands and the associated physiological and psychological costs and/or stimulate personal growth, learning, and development” (Bakker & Demerouti, 2007, p. 312). Job resources
are viewed as central determinants of motivational states such as engagement (e.g., Boyd et
al., 2011; Schaufeli et al., 2009) that, in turn, are predictive for further organizational outcomes such as absenteeism, performance, or turnover intentions (see Bakker & Demerouti,
2007, for an overview). Despite being one of the most important and widely researched variables in industrial and organizational psychology (Dormann & Zapf, 2001), job satisfaction is
not a widely acknowledged factor in the JD–R model. Nonetheless, a few studies have considered the relationship between job resources and job satisfaction against a JD–R background (Angulo & Osca, 2012; Biggs, Brough, & Barbour, 2014; Lewig & Dollard, 2003)
and found effects in line with the model’s assumptions. Alongside the motivational effect,
and contrary to the assumptions of the JD−R model of burnout (Demerouti et al., 2001), job
resources have proved to be important determinants of emotional exhaustion as well (Bakker
et al., 2004; Schaufeli et al., 2009).
In addition to hypotheses on the health impairment and motivational process, the JD–
R model also addresses the interplay between job demands and job resources in predicting
health-related and motivational outcomes by differentiating between two interaction hypotheses (Bakker et al., 2014): First, it is assumed that job resources can buffer the impact of job
demands on emotional exhaustion/burnout. This moderation effect is in line with the assumption of the DCM (Karasek, 1979). However, findings related to this hypothesis are mixed
(Bakker et al., 2005; Bakker et al., 2004; Xanthopoulou et al., 2007). Second, it is assumed
that job demands can amplify the effect of job resources on motivation. Research findings
have supported this assumption by demonstrating the strongest impact of job resources on
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work engagement under the condition of high job demands (Bakker et al., 2007; Bakker, van
Veldhoven, & Xanthopoulou, 2010; Hakanen, Bakker, & Demerouti, 2005).
Due to the parsimony of the JD−R model, there are still open questions related to the
processes leading to health impairment such as emotional exhaustion and to the motivational
outcomes such as job satisfaction (cf. Demerouti & Bakker, 2011; Fernet et al., 2013). In the
following sections, it is argued why self-endangering work behavior and work−family conflict may play an important role in the occurrence of emotional exhaustion and/or job satisfaction.
Self-Endangering Work Behavior as an Intervening Variable in the JD−R Model
Working environments has undergone several substantial changes in the last few decades. Supported by technical innovations and the need for the workforce to achieve an optimal balance between work and family life, the work organization is changing toward a high
degree of mobility and flexibility (Allen, Johnson, Kiburz, & Shockley, 2013; Den Dulk,
Groeneveld, Ollier-Malaterre, & Valcour, 2013). This is the subject of controversial discussion in the research community. Whereas several studies have revealed positive outcomes of
this flexibilization such as reduced conflicts between work and private life (e.g., Allen et al.,
2013), the sociological research tradition has focused on critical outcomes under the heading
of dissolution of boundaries or subjectivization (Moldaschl & Voß, 2003). Undoubtedly, the
above mentioned changes to the working environment increase the requirements for flexibility and self-management on the part of employees (Graf, 2012). Against this background, it
remains to be examined which kind of strategies employees adopt to cope with these novel
and increased demands, and what consequences these strategies have for their health and
well-being (Kaur, Kremer, & Mullainathan, 2010).
Numerous case studies have identified behavioral strategies that employees use to
cope with the increased requirements for flexibility and the multiple demands they face
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(Krause, Dorsemagen, Stadlinger, & Baeriswyl, 2012). On the one hand, these strategies are
deemed to be functional through overcoming stressful work situations and achieving work
goals and thus bolstering self-esteem, motivation, and satisfaction. On the other hand, the
corresponding strategies are deemed to be connected with disadvantages for health and recovery. Due to this latter aspect, we have named the corresponding coping strategies selfendangering work behavior (SEWB) (Krause et al., 2012). SEWB characterizes actions of the
working population that are performed with the objective of overcoming work-related demands, but at the same time foster the likelihood of diseases or impede required recovery.
Case studies (Krause et al., 2012), a comprehensive literature research, and numerous
student research projects (e.g., Naumann, 2013; Stitz, Egloff, Hitz, Walzthöny, & Kunz,
2013) were used to derive the following eight facets of SEWB: Sickness presenteeism, prolonging working hours, intensifying working hours, substance use for recuperation, substance
use for stimulation, faking, lowering quality, and bypassing safety standards. A journal publication (Krause et al., 2015) and a book chapter (Dettmers, Deci, Baeriswyl, Berset, & Krause,
in press) (see Boxes 1 and 2) have introduced the concept of SEWB and the corresponding
facets by embedding them into theory and empirical evidence on coping, differentiating the
concept theoretically from related constructs (work engagement, overcommitment, and workaholism), and providing a tool to measure six out of these eight facets of SEWB.
The present thesis focus on three of these eight facets of SEWB: sickness presenteeism, prolonging working hours, and intensifying working hours. These behavioral coping
reactions resemble so-called compensatory coping strategies discussed in recent research
(Aronsson, Astvik, & Gustafsson, 2013; Melin, Astvik, & Bernhard-Oettel, 2014). Melin et
al. (2014) have assessed coping strategies as ways of handling excessive workload (e.g.,
“When the workload is too high I skip lunch and breaks”) and grouped the respondents into
clusters based on the strategies used. The “compensatory cluster” was mainly characterized
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by a general use of strategies that included skipping breaks, bringing work home to perform
during leisure time, and working during vacations. However, the abovementioned studies
used single items to assess the corresponding strategies and were limited to a “patternapproach”, which examined correlates of different patterns of recovery and coping.
The coauthor article introduced the concept of SEWB and embedded it in the context of contemporary mobile and flexible work. Because mobile and flexible work increases
the need for self-management strategies, it is of great importance to implement working
conditions that facilitate health-promoting behavior and self-management. SEWB can be
seen as an indicator of health-related shortcomings in the design of mobile and flexible
work.
Based on a qualitative preliminary study from which we derived eight facets of
SEWB, we developed a measurement tool to quantitatively assess six out of these eight
facets of SEWB (prolonging working hours, intensifying working hours, intake of recuperative substances, intake of stimulating substances, sickness presenteeism, and faking).
The corresponding items were given as a questionnaire to 288 part- and full-time employees. Results of descriptive statistics, reliability tests, and confirmatory factor analysis supported the proposed factor structure and the validity of the newly developed scales to assess
SEWB.
It is concluded that SEWB can serve as an early warning indicator for organizations
that indicates which possibilities for self-management are over challenged or have been
designed inadequately. The newly developed scales can serve as an appropriate measurement tool for assessing and evaluating SEWB both in practice and in research, and they
deliver as a starting point for targeted interventions in workplace health promotion.
Box 1. Teaser for coauthor article (Krause et al., 2015)
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The coauthor book chapter introduced SEWB as a form of coping behavior and embedded it within the extensive coping literature. Based on the transactional stress model, we
viewed SEWB as an active reaction that mediates impaired well-being in response to large
work-loads and strong demands for self-organization: When confronted with high work
demands, employees try to achieve the given work goal and do not abandon it despite being
faced with hindrances and having insufficient resources. This is characteristic of active coping. Whereas SEWB is directed toward goal attainment and may even succeed in achieving
that, this success is built on detrimental behaviors that may impair well-being and health.
Because SEWB goes beyond the traditional distinction between active and avoidance coping, it has an incremental value for explaining the effects of stressors on health and wellbeing.
The concept of SEWB resembles other published constructs addressing organizational behavior. Compared with work engagement, which is conceptualized as a psychological state of mind related to positive motivational outcomes, SEWB is conceptualized a
coping behavior that potentially impairs health. The core of the concept of workaholism is
an inner drive to work that is not considered to be part of the concept of SEWB. Nonetheless, despite these differences in underlying causes, the behavioral consequences of workaholism may resemble SEWB in many ways. Finally, overcommitment may have similarities
with the concept of SEWB, especially with regard to its theoretical conceptualization.
However, when it comes to its operationalization, the overcommitment scale does not focus
primarily on specific behaviors but rather on psychological consequences of an excessive
engagement with work.
Box 2. Teaser for coauthor book chapter (Dettmers et al., in press)
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Sickness presenteeism, prolonging working hours, and intensifying working hours are
characterized by a maximization of effort (Semmer, Grebner, & Elfering, 2010) directed toward the mastery of work-related demands. Thus, sickness presenteeism, prolonging working
hours, and intensifying working hours are conceptualized as “active” (Hockey, 1997) and
“problem-focused” (Lazarus & Folkman, 1984) coping strategies. In general, problemfocused coping strategies have been shown to be superior to emotion-focused strategies in
terms of success (that is, overcoming the stressor) and in terms of mental health (Carver,
Scheier, & Weintraub, 1989; Semmer & Meier, 2009). Indeed, the corresponding behaviors
promote success or prevent failure in the short term and can be associated with positive emotions (e.g., high self-esteem or the experience of competence), especially when combined
with challenge-stressors such as time pressure (Widmer, Semmer, Kälin, Jacobshagen, &
Meier, 2012). Nevertheless, given the limited capacity of human resources (Hockey, 1997),
the corresponding coping behaviors can be maintained only for a restricted time span (Semmer et al., 2010). Moreover, the increased effort causes fatigue and this elevates the need for
recovery. If recovery activities (e.g., adequate rest periods during and after hours of work) are
not adapted to fit needs, negative effects on health and well-being have to be anticipated
(Geurts & Sonnentag, 2006; Semmer et al., 2010).
Sickness Presenteeism
Suggestions that the costs of sickness presenteeism for employees and organizations
are at least as high as those for absenteeism have attracted the attention of the research community to these phenomena (see Johns, 2010; Miraglia & Johns, 2015, for overviews). Research on sickness presenteeism can be divided into two main fields: First, sickness presenteeism as the behavior of going to work despite illness (Aronsson, Gustafsson, & Dallner,
2000); and second, sickness presenteeism as the loss in productivity an organization registers
due to employees being in poor health and therefore failing to attain their usual performance
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level (Pauly, Nicholson, Polsky, Berger, & Sharda, 2008). The present thesis focuses on the
first conceptualization and therefore on the behavioral component of sickness presenteeism.
Work-related factors have proved to be more important than personal and demographic variables in predicting sickness presenteeism (Hansen & Anderson, 2008; Miraglia &
Johns, 2015). Among these factors, both job demands and job resources have been confirmed
as antecedents: The organization of working time (Böckerman & Laukkanen, 2010a, 2010b),
time pressure or workload (Aronsson & Gustafsson, 2005; Claes, 2011; Deery, Walsh, &
Zatzick, 2014; Hägerbäumer, 2011; Miraglia & Johns, 2015), job security/insecurity (Caverley, Cunningham, & McGregor, 2007; Heponiemi et al., 2010; Johns, 2011), and the availability of social support (Gosselin, Lemyre, & Corneil, 2013; Hägerbäumer, 2011; Leineweber
et al., 2011; Miraglia & Johns, 2015) have been shown repeatedly to lead to or prevent sickness presenteeism.
The harmful effects of sickness presenteeism for employees and organizations are
well-documented. Sickness presenteeism has been found to predict different indicators of
poor health (e.g., Bergström, Bodin, Hagberg, Lindh et al., 2009; Conway, Hogh, Rugulies,
& Hansen, 2014; Kivimäki et al., 2005) and future sickness absence (Bergström, Bodin, Hagberg, Aronsson, & Josephson, 2009; Janssens, Clays, De Clerq, De Bacquer, & Braeckman,
2013). Sickness presenteeism has been shown repeatedly to be associated positively with
emotional exhaustion (Demerouti, Le Blanc, Bakker, Schaufeli, & Hox, 2009; Lu, Cooper, &
Lin, 2013; Lu, Lin, & Cooper, 2013; Miraglia & Johns, 2015). Only a handful of studies,
however, have analyzed the potential intervening effect of sickness presenteeism in the relationship between job demands and job resources on the one side and well-being, health, and
behavioral outcomes on the other. Whereas the findings of Hägerbäumer (2011) in this context are mixed, Deery et al. (2014) based their study on the assumptions of the JD−R model
and demonstrated a mediation effect of sickness presenteeism in the relationship between
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work overload and attendance enforcement on the one hand and sickness absence on the other.
In sum, numerous work characteristics and health related and organizational outcomes
have been linked to sickness presenteeism. However, previous research activities have been
largely atheoretical (Halbesleben, Whitman, & Crawford, 2014; Johns, 2010) and based
mainly on either Aronsson et al.’s (2000) single-item measure of sickness presenteeism or
indirect assessments (Kivimäki et al., 2005). Moreover, there is still little research viewing
sickness presenteeism as an intervening variable between characteristics of the working environment and well-being. The present thesis tries to bridge this research gap by drawing on the
theoretical assumptions of the JD–R model and studying sickness presenteeism as an intervening variable in the relationship between working conditions and emotional exhaustion in
two different occupational settings. Article 1 (see Box 3) examined whether sickness presenteeism mediates the effects of job demands on emotional exhaustion in a sample of teachers.
Article 2 (see Box 4) additionally considered the role of coworker support as a job resource
(in terms of predictor and moderator) and applied a promising and validated multi item measure to assess sickness presenteeism in a sample of highly qualified employees.
Based on the JD−R model, Article 1 examined sickness presenteeism as a form of
coping and as an intervening variable in the relationship between job demands (workload,
conflicts with parents, and class disturbances) and emotional exhaustion among teachers.
Previous meta-analytic findings revealed surprisingly small effects of coping on health outcomes in teachers. However, previous research did not include sickness presenteeism as a
form of coping reaction to high demands.
Box 3. Teaser for Article 1 (Baeriswyl, Krause, & Kunz Heim, 2014)
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We surveyed 714 Swiss teachers to assess job demands, sickness presenteeism, and
health-related outcomes. 586 participated in the survey. After excluding seven cases due to
missing data, we had a total of 579 Swiss teachers (55% female) for statistical analysis.
Results of structural equation modeling indicated that all job demands had a direct
(positive) effect on emotional exhaustion. Furthermore, workload and conflicts with parents
affected emotional exhaustion indirectly via sickness presenteeism. Sickness presenteeism,
in turn, was associated with somatic complaints, both directly and indirectly via emotional
exhaustion. The results of Article 1 support the view that sickness presenteeism may be a
maladaptive coping behavior, which partially mediates the effects of job demands on illhealth in teachers and offers a promising extension of the health impairment process in the
JD−R model.
Box 3 continued

Recent research has revealed that workload and coworker support are prominent
predictors of sickness presenteeism. Sickness presenteeism, in turn, has been shown to be
associated positively with emotional exhaustion. However, there is a shortage of studies
empirically testing the mediating effect of sickness presenteeism in the relationship between job characteristics and emotional exhaustion. Article 2 used the JD−R model as a
theoretical framework to conceptualize sickness presenteeism as an intervening variable in
the relationship between workload and coworker support on the one hand and emotional
exhaustion on the other. Moreover, it considered coworker support as a moderator in the
relation between workload and sickness presenteeism (interaction hypothesis).
Box 4. Teaser for Article 2 (Baeriswyl, Krause, Elfering, & Berset, in press)
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In a cross-sectional study design, we assessed work characteristics, sickness presenteeism, and emotional exhaustion in highly qualified employees working in a research
funding organization in Germany. 462 participants completed the survey (either in paperand-pencil form or online). We assessed sickness presenteeism with Hägerbäumer’s (2011)
validated multi item measure.
Results of structural equation modeling revealed that sickness presenteeism mediated the effects of coworker support and workload on emotional exhaustion. However, hierarchical regression analyses did not support the proposed interaction effect. Results of Article 2 indicated, once again, that it is worth considering sickness presenteeism as a coping
strategy and extending the JD−R model accordingly in order to better understand the effects
of job demands and job resources on emotional exhaustion.
Box 4 continued
Prolonging Working Hours
Prolonging working hours is a behavioral tendency covering phenomena such as long
working hours, working on weekends or during vacation, omitting rest breaks, and extending
work-related availability. Prolonging working hours has not yet been studied as an integral
concept. It is more the case that individual behaviors within the concept have been analyzed
independently with long working hours and working overtime leading the way. A number of
studies have reported associations between long working hours and adverse health (Caruso,
Hitchcock, Dick, Russo, & Schmit, 2004; Sparks, Cooper, Fried, & Shirom, 1997; van der
Hulst, 2003). Dembe, Erickson, Delbos, and Banks (2005) examined long working hours in a
nationally representative sample of working adults in the United States and found that working at least 60 hours per week was linked to a 23% increase in the injury rate. Wirtz (2010)
showed consistently that increasing weekly working hours was accompanied by an increase
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in the risk of health problems and reduced time for social participation. Other studies reported
associations with subjective fatigue (Park, Kim, Chung, & Hisanaga, 2001), an increased risk
of the incident of coronary heart diseases (Virtanen et al., 2010), and self-reported physical
health (Tucker & Rutherford, 2005). Additionally, empirical findings suggest that long working hours or overtime work are associated with an increase in musculoskeletal disorders (Caruso & Waters, 2008; Trinkoff, Le, Geiger-Brown, Lipscomb, & Lang, 2006). The same is
true for working instead of taking breaks (Trinkoff et al., 2006). Moreover, insufficient rest
breaks have an adverse effect on fatigue, accident risk, and performance (Tucker, 2003). Finally, the extension of work-related availability refers to “a condition in which employees
formally have off-job time but are flexibly accessible to supervisors, coworkers, or customers
and are explicitly or implicitly required to respond to work requests” (Dettmers, Vahle-Hinz,
Bamberg, & Keller, 2016, p. 106). Accordingly, it refers to a mostly unregulated form of a
widened availability to deal with official concerns beyond regular working hours (Strobel,
2013, based on Dettmers & Bamberg, 2013) and must therefore be distinguished from regular
on-call duties. Work-related extended availability has been shown to relate to adverse effects
on the work−home interface, to health impairment, and to psychosomatic complaints (e.g.,
Arlinghaus & Nachreiner, 2013; Pangert & Schüpbach, 2013; Voydanoff, 2005).
Intensifying Working Hours
Intensifying working hours means to increase the intensity and speed of one’s own
work along with associated behaviors such as abandoning social support or social exchange
processes and engaging in multitasking. This has been studied extensively under the headings
of work intensity and work intensification (e.g., Brown, 2012; Burke, Singh, & Fiskenbaum,
2010; Franke, 2015; Green, 2004; Kubicek, Paškvan, & Korunka, 2015). Work intensity and
work intensification have been discussed predominantly in the context of sociological and
economic changes in response to globalization and advanced technology in the work envi-
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ronment (Franke, 2015). They have been shown to be associated positively with health impairment (e.g., psychosomatic complaints and emotional exhaustion) and negatively with job
satisfaction after controlling for traditional job demands, thus extending existing measures by
adding to the prediction of work outcomes (Franke, 2015; Kubicek et al., 2015). However,
work intensity refers to “demands that can be characterized by time pressures, multitasking,
and frequent workflow interruptions” (Franke, 2015, p. 18), whereas work intensification, as
one subscale of the newly developed Intensification of Job Demands Scale (IDS) (Kubicek et
al., 2015), measures long-term change and intensification in these job demands (i.e., workload). Thus, work intensity and work intensification are meant to measure job demands and
not behavioral coping reactions to these demands. Therefore, they should be separated from
intensifying working hours (see also below).
Taken together, prolonging working hours and intensifying working hours lead to
several characteristic behaviors that have been analyzed independently in previous research.
It has been shown repeatedly that long working hours, working overtime, omitting rest
breaks, extending work-related availability, and increasing the intensity and speed of one’s
own work have detrimental effects on health, well-being, and performance. However, prolonging working hours and intensifying working hours have not yet been conceptualized as
coping behavior. They have tended to be considered as job demands and thus confounded
with quantitative demands, time pressure, work overload or the like (e.g., Brown, 2012;
Burke et al., 2010; Kubicek et al., 2015; Obschonka & Silbereisen, 2015; van der Hulst,
2003). This inadequate conceptual differentiation is also reflected in common measurement
instruments that make no distinction between the perceived amount of work (as a characteristic of the working environment) and how the employee reacts in order to deal with it when it
is high. Two examples of items measuring employee’s behavior instead of workload as a
characteristic of the working environment are “Do you have to do overtime?” (Copenhagen
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Psychosocial Questionnaire, COPSOQ; Nübling, Stößel, Hasselhorn, Michaelis, & Hofmann,
2006) and “How often does your job require you to work very fast?” (Quantitative Workload
Inventory, QWI; Spector & Jex, 1998). When analyzing the complex processes leading to
health impairment (e.g., emotional exhaustion) and motivation (e.g., job satisfaction), it is
crucial to differentiate between working conditions and the employees’ behavior—namely,
the coping strategies they apply to deal with demands.
In the context of own recent research, we have tried to conceptually separate prolonging working hours and intensifying working hours from workload by conceptualizing them as
facets of SEWB. Accordingly, the corresponding phenomena were defined and assessed as
coping behavior. Therefore, they were operationalized in this sense, thereby relegating the
role of cognitions and emotions to the background. Our findings suggested that job demands
and job resources are associated with prolonging working hours and intensifying working
hours, and this, in turn, predicts emotional exhaustion. Moreover, they showed that in most
cases, prolonging working hours and intensifying working hours fully or at least partially
mediate the effects of demands and resources on emotional exhaustion (Baeriswyl, Berset, &
Krause, 2015; Baeriswyl, Berset, Elfering, & Krause, 2015).
Work−Family Conflict as an Intervening Variable in the JD−R Model
Research on the compatibility of family and work has shown work–family conflict to
be a potentially relevant intervening variable in the relationship between job demands and job
resources on the one hand and health-related and motivational outcomes on the other
(Demerouti, Bakker, & Schaufeli, 2005; Fiskenbaum, 2014; Hall, Dollard, Tuckey,
Winefield, & Thompson, 2010; Peeters, de Jonge, Janssen, & van der Linden, 2004).
Work−family conflict has been defined as “a form of inter-role conflict in which the role
pressures from the work and family domains are mutually incompatible in some respect”
(Greenhaus & Beutell, 1985, p. 77). Two directions of the conflict have been identified: work
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interfering with family (work to family conflict) and family interfering with work (family to
work conflict) (Frone, Russell, & Cooper, 1992). The present thesis focuses on work to family conflict, subsequently named WFC.
Comprehensive research has demonstrated the effect of WFC on health and wellbeing (Allen, Herst, Bruck, & Sutton, 2000; Kossek & Ozeki, 1998). Empirical findings revealed that WFC can, on the one hand, foster emotional exhaustion (Demerouti et al., 2005;
Hall et al., 2010; Karatepe, 2010) and, on the other hand, hamper aspects of overall wellbeing such as job satisfaction (Gao & Jin, 2015). Meta-analytic evidence suggests that WFC
is related more strongly to same-domain (i.e., work related) than cross-domain (i.e., family
related) outcomes (Amstad, Meier, Fasel, Elfering, & Semmer, 2011). These results support
the so called matching hypothesis predicting that the origin and outcome domain of WFC will
match. However, the strongest relationships in the above mentioned meta-analysis were
found for domain-unspecific outcomes (e.g., life satisfaction, overall health problems, and
depression).
Numerous job demands and job resources have been identified as antecedents of WFC
(see Byron, 2005; Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005, for overviews). For
example, Bakker, Brummelhuis, Prins, and van der Heijden (2011) found that work overload
was an important predictor of partner ratings of WFC. In contrast, supervisor support has
proved to be a protective factor against WFC (Cortese et al., 2010; Mostert, 2011; Muse &
Pichler, 2011). Alongside the independent study of antecedents and consequences, there have
also been attempts to merge the above-mentioned research traditions (Geurts, Kompier, Roxburgh, & Houtman, 2003; Grandey & Cropanzano, 1999; Parasuraman, Purohit, Godshalk, &
Beutell, 1996). For example, WFC has been proposed as a mediating variable in the relationships between work characteristics and both health-related variables such as emotional exhaustion (Demerouti et al., 2005; Peeters et al., 2004) and motivational variables such as sat-
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isfaction (Fiskenbaum, 2014). However, most previous research has failed to integrate WFC
sufficiently within any sound theoretical framework (Geurts et al., 2003). The most common
theoretical background has been the role stress theory (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964), and this makes no statement on where to locate WFC in the stressor–strain chain.
This insufficient theoretical foundation might explain the diverging conceptualizations of
WFC as either an independent (e.g., Guglielmi et al., 2012), dependent (e.g., Bakker et al.,
2011), or intervening variable (e.g., Peeters, Montgomery, Bakker, & Schaufeli, 2005).
Following the recommendation from Peeters et al. (2004) to distinguish the concept
clearly from other job demands, Article 3 (see Box 5) conceptualized WFC as an intervening
variable and integrated it as such into the theoretical framework of the JD−R model. Compared to the study of Geurts et al. (2003), Article 3 considered both the mediating effect of
WFC in the health impairment process (workload → WFC → emotional exhaustion) and in
the motivational process (supervisor support → WFC → job satisfaction) in a sample of airport security screeners.
Emotional exhaustion and job satisfaction have proven to be highly relevant factors
for performance, and this should certainly also apply to the performance of airport screeners and thus to the security concept at airports. However, to date, there are no insights into
what characteristics of the working environment relate to emotional exhaustion and job
satisfaction in airport screeners, because research in this field has focused on the technology, training, and situational factors influencing detection performance. Article 3 tried to
bridge this research gap by studying the relationships between emotional exhaustion, job
satisfaction, and two working characteristics (workload and supervisor support) of airport
screeners and by integrating WFC as an intervening variable into the JD−R model.
Box 5. Teaser for Article 3 (Baeriswyl, Krause, & Schwaninger, 2016)
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An explorative preparation stage was used to develop a cross-sectional study surveying screeners employed at a European airport with a paper-and-pencil questionnaire.
From a total of 2,166 distributed questionnaires, 1,127 screeners (44% female) returned
data that were suitable for statistical analyses.
Results of structural equation modeling revealed that (a) supervisor support as a major job resource predicted job satisfaction among screeners; (b) workload as a major job
demand predicted their emotional exhaustion; and (c) WFC proved to be an intervening
variable that partially mediated the impact of supervisor support and workload on job satisfaction and emotional exhaustion. The results of Article 3 allow conclusions on which
characteristics of the screeners’ working environment affect emotional exhaustion and job
satisfaction and are thus crucial for the security concept at airports. Additionally, WFC
proved to be a promising extension of the JD−R model that could also be relevant for gaining a better understanding of the processes leading to emotional exhaustion and job satisfaction in other work domains.
Box 5 continued
Overall Discussion
The present thesis aimed to explore the processes through which emotional exhaustion
and job satisfaction emerge by focusing on SEWB and WFC as intervening variables in the
JD−R model. The articles examined antecedents and consequences of three facets of SEWB
(namely sickness presenteeism, prolonging working hours, and intensifying working hours)
and WFC in highly different occupational settings (teachers, highly qualified employees in a
research funding organization, and airport security screeners), thereby increasing the external
validity of the findings.
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The coauthor article and the coauthor book chapter introduced the newly developed
concept of SEWB, discussed it in the light of recent realities in the working environment that
place high demands on flexibility, embedded it in the coping literature, and emphasized differences in comparison to related organizational behavior constructs. Moreover, the coauthor
article introduced a questionnaire to quantitatively assess six out of eight facets of SEWB.
Questionnaires provide several benefits compared to other methods of data collection (Kompier, 2005): They are inexpensive and easy to analyze statistically, and they are addressed to
employees directly, thereby enabling the assessment of tangible data on the work environment, health, and well-being of respondents. Moreover, hidden behaviors such as SEWB
cannot be collected with “objective” measures (e.g., observations, inspection of archive data).
This emphasizes the advantages of questionnaire-based surveys. Another advantage is that
questionnaires encourage participation on the part of employees because their opinion on the
workplace situation can be taken into account and applied in consequent organizational development measures. Nonetheless, the major criticism of self-report data is that there is always a subjective aspect in the evaluation of the working environment (Kompier, 2005).
However, as Semmer, Grebner, and Elfering (2004) state, both, self-report and so-called “objective” measures do have their pros and cons when measuring stress and stress-responses at
the workplace, and even information, that is supposed to be objective, is influenced by measurement artifacts that may cause difficulties in interpretation.
The empirical findings of Articles 1 and 2 confirmed the assumption that SEWB is an
intervening variable in the health impairment process proposed in the JD−R model and, thus
supported the hypotheses that sickness presenteeism is a critical coping behavior in relation
to emotional exhaustion. Article 1 (Baeriswyl et al., 2014) showed that prominent job demands of teachers (namely workload and conflicts with parents) were associated positively
with sickness presenteeism. This is consistent with empirical findings stemming from differ-
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ent occupational settings that show how different job demands predict sickness presenteeism
(see Johns, 2011; Miraglia & Johns, 2015, for overviews). Sickness presenteeism, in turn,
related positively to emotional exhaustion, thereby supporting findings reported in recent
empirical literature (e.g., Demerouti et al., 2009; Lu, Cooper, & Lin, 2013). Moreover, sickness presenteeism partially mediated the effects of workload and conflicts with parents on
emotional exhaustion, supporting the proposed mediation hypothesis. However, Article 1 was
not without weaknesses: first, findings were restricted to teachers; second, the scale to assess
sickness presenteeism was rather weak; and third, the article focused on the health impairment process of the JD−R model and, as a consequence, neglected the role of job resources in
the relationships under study. Article 2 (Baeriswyl et al., in press) tried to take account of
these shortcomings by considering supervisor support as a job resource, by using
Hägerbäumer’s (2011) validated multi item measure to assess sickness presenteeism, and by
examining the proposed mediation hypothesis in a different occupational setting (namely in
highly qualified employees working in a research funding organization). Again, results supported the assumption that sickness presenteeism is an intervening variable between characteristics of the working environment and emotional exhaustion. Concretely, workload and
coworker support were confirmed as antecedents of emotional exhaustion. This is in line with
recent research findings demonstrating the crucial role of workload and social support in relation to emotional exhaustion (e.g., Ducharme et al., 2008; van Ruysseveldt, Verboon, &
Smulders, 2011). Moreover, these results agree with recent extensions of the JD−R model
revealing that both job demands and job resources are determinants of emotional exhaustion
(Knudsen, Ducharme, & Roman, 2009; Li, Jiang, Yao, & Li, 2013). Because coworker support is a significant social resource for its own sake, it can lower feelings of emotional exhaustion and thus foster strong mental health irrespective of the level of workload. Additionally and most importantly, the effects of workload and supervisor support on emotional ex-
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haustion were mediated either partially or fully by sickness presenteeism. In sum, Articles 1
and 2 indicated that, in order to better understand the effects of the working environment on
emotional exhaustion, it is worth considering sickness presenteeism as a coping strategy and
extending the JD−R model accordingly. However, these findings were restricted to sickness
presenteeism as one facet of SEWB. First empirical evidence suggests that the proposed mediation hypothesis may also apply to both prolonging working hours and intensifying working hours as two further facets of SEWB: Job demands (workload and conflicts with parents)
and job resources (support) were associated with intensifying working hours and/or prolonging working hours in a sample of Swiss teachers, and this, in turn, predicted emotional exhaustion. Moreover, in most cases, prolonging working hours and intensifying working hours
fully or partially mediated the effects of demands and resources on emotional exhaustion
(Baeriswyl, Berset, Elfering et al., 2015; Baeriswyl, Berset, & Krause, 2015). These findings
also indicate that when conceptualizing and assessing antecedents of emotional exhaustion, it
is crucial to distinguish perceived workload as a job demand and as a characteristic of the
working environment from prolonging working hours and intensifying working hours as the
resulting coping behaviors.
So far, the study of SEWB has been limited to the health impairment process posited
in the JD−R model by examining the role of job demands, job resources, and SEWB in emotional exhaustion as a health-related outcome. Accordingly, there has not been any examination of potentially relevant motivational outcomes. This has to be considered as a major limitation of the former study of SEWB. Article 3 (Baeriswyl et al., 2016) did not just consider
emotional exhaustion as a health-related outcome, but also viewed job satisfaction as a positive motivational outcome and examined WFC as an intervening variable in the JD−R model.
In contrast to previous research, we embedded the study of WFC in a sound theoretical
framework. Moreover, to the best of our knowledge, this is the first study permitting conclu-
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sions on which characteristics of the working environment affect emotional exhaustion and
job satisfaction in airport screeners, and are thus crucial for the security concept at airports.
Results supported the view of WFC as an intervening variable in the JD−R model: Workload
was associated directly and indirectly (mediated via WFC) with emotional exhaustion. The
same was true for supervisor support and job satisfaction. Results replicated previous empirical findings demonstrating WFC as an intervening variable in the relationship between workload and emotional exhaustion (Demerouti et al., 2005). However, few studies have investigated the possible indirect relationship (mediated via WFC) between supervisor support and
job satisfaction, and this study contributes to extending this limited literature. Nonetheless,
the proportion of explained variance in job satisfaction was rather small. One possible explanation for this result is to be found in the principle of compatibility (Fishbein & Ajzen, 1974).
This would suggest that the relationship between two variables will be strongest when both
are assessed at the same level of specificity. We assessed support of the supervisor as one
specific facet of support and, thus, as relatively narrow construct; and we correlated it with a
global measure of job satisfaction. A global measure of support (which contains supervisor
and coworker emotional and instrumental support) would probably yield stronger relationships with that global job satisfaction measure. Additionally, recent meta-analytic findings
suggest that positive affect—as a major personality characteristic—is especially relevant in
predicting affective (as compared to cognitive) job satisfaction (Kaplan et al., 2009). Because
the measure of job satisfaction in Article 3 represents predominantly an assessment of affective job satisfaction, one can expect positive affect to be a major determinant, offering another explanation for the rather small effects of supervisor support and WFC on the respective
measure of job satisfaction.
What all outlined contributions have in common is that they pointed to the importance
of accurately exploring the processes leading to emotional exhaustion and job satisfaction.
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Sickness presenteeism, prolonging working hours, intensifying working hours, and WFC
proved to act as intervening variables between characteristics of the working environment on
the one hand and emotional exhaustion and job satisfaction on the other. As a result, they
represent promising extensions of the JD−R model that may improve our understanding of
the processes leading to emotional exhaustion and job satisfaction. It will, therefore, be important to clearly distinguish characteristics of the working environment (i.e., job demands
and job resources) from behavioral reactions (i.e., SEWB) and confrontational states (i.e.,
WFC) as consequences of these psychosocial workplace characteristics and as determinants
of further health-related and motivational outcomes. Beyond this common conclusion, all
contributions also share two major weaknesses, namely, their cross-sectional study design
coupled with questionnaire-based self-report data for both predictor and outcome variables.
This clearly restricts causal inferences and may well inflate the associations between variables through common method variance (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003).
Future Research
Future research should address the major shortcomings of the present thesis by additionally considering other data sources, collecting longitudinal data, and using alternative
study designs that will permit inferences on causal relationships. This is particularly important in light of current research on sickness presenteeism and WFC that has revealed the
possibility of reversed causalities or reciprocal relationships (Demerouti, Bakker, & Bulters,
2004; Demerouti et al., 2009). Diary studies might well be a way of tapping the relevant psychological mechanism more precisely (Bolger, Davis, & Rafaeli, 2003; Ohly, Sonnentag,
Niessen, & Zapf, 2010), especially in the emergence of SEWB: Stressors in the working environment may lead to rumination. As a consequence, employees may prolong their working
hours or work while sick. In the medium or long term, this may impair recovery processes
and consequently lead to emotional exhaustion (Baeriswyl, Berset, & Krause, 2015). In line
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with these assumptions, findings reported by Dettmers et al. (2016) demonstrated that the
effect of extended work availability during nonwork time (as a form of prolonged working
hours) on well-being (start-of-day mood) was mediated by restricted recovery. Additionally,
Aronsson et al. (2013) have shown that compensatory strategies (including sickness presenteeism and behavioral strategies in the sense of prolonging working hours and intensifying
working hours) are far more common within a group of poor recovered employees. However,
these findings need to be validated and extended in future empirical studies by including additional facets of SEWB. A further important complement to the present thesis is to examine
how SEWB is associated with positive motivational outcomes such as job satisfaction, and to
further address the question whether there are effects in line with the challenge stressors concept (Widmer et al., 2012). So far, there is no evidence for such positive short-term effects of
SEWB (Dettmers, 2014).
In order to guarantee a good quality of self-report measurements it is crucial to avoid
strain-assessments in items inquiring demands or coping (Semmer at al., 2004). The introduced items to assess intensifying working hours show a considerable overlap between coping behavior and strain (e.g., “In the last three month, how often did you work at a pace and
intensity that you know is not good for you?”). Additionally, the present items do not clearly
distinguish between the common work pace (in the sense of work intensity) and the behavioral response to a temporal high workload (in the sense of intensifying working hours). Future
research should, therefore, address these drawbacks and also expand the present scale by including additional facets of intensifying working hours such as multitasking and restricted
social interactions.
The coauthor book chapter (Dettmers et al., in press) includes a first attempt to separate SEWB from related concepts such as work engagement (Bakker, Schaufeli, Leiter, &
Taris, 2008), workaholism (Schaufeli, Taris, & van Rhenen, 2008), and overcommitment
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(Siegrist et al., 2004; van Vegchel, de Jonge, Bosma, & Schaufeli, 2005). SEWB is conceptualized as coping behavior and has been shown to relate to impaired health. This is contrary to
the definition of work engagement as a psychological state of mind that is assumed to be associated predominantly with positive outcomes (Schaufeli et al., 2008). The core of the concept of workaholism is an inner drive to work (Schaufeli et al., 2008). This is not considered
to be part of the concept of SEWB. Finally, overcommitment may share several similarities
with the concept of SEWB, especially in terms of its theoretical conceptualization. However,
the operationalization of Siegrist et al.’s (2004) items to measure overcommitment focuses
not on behavioral but rather on cognitive-motivational aspects of coping with demands at
work. Nonetheless, theses differentiations are limited to theoretical considerations and should
be complemented by empirical analyses in future research.
Additionally, there is undoubtedly a conceptual overlap between items measuring prolonging working hours (Krause et al., 2015) (e.g., “In the last 3 months, how often did you
get extra work done during your leisure time?”) and items measuring WFC (Nübling et al.,
2006; based on Netemeyer, Boles, & McMurrian, 1996) (e.g., “The demands at my work interfere with my home life”). Prolonging working hours is conceptualized as a coping reaction
and operationalized as behavior. The items in Netemeyer et al.’s WFC scale, in contrast, refer
to a confrontational state that may emerge as a result of prolonged working hours. Thus, prolonging working hours and WFC can be expected to appear at different moments along the
stressor−strain chain. However, these theoretical assumptions still have to be validated in
future empirical studies.
Because personality characteristics have proven to affect coping behavior (Semmer &
Meier, 2009), sickness presenteeism (Johns, 2011), WFC (Eby et al., 2005), job satisfaction
(Kaplan et al., 2009), and emotional exhaustion (Feuerhahn, Kühnel, & Kudielka, 2012), future research should investigate the moderating effect of personality variables such as the
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core self-evaluation (Judge & Bono, 2001) and negative affectivity (Spector, Zapf, Chen, &
Frese, 2000) on the relationships examined in the present thesis. Additionally, future research
should take a closer look at the role of social support in the processes leading to SEWB and
WFC. Article 2 (Baeriswyl et al., in press) confirmed the role of coworker support as an antecedent of sickness presenteeism and emotional exhaustion. However, it did not support a
moderator or buffer effect of coworker support on the relationship between workload and
sickness presenteeism. Article 3 (Baeriswyl et al., 2016) examined supervisor support in relation to WFC and job satisfaction and delivered support for its protective effect. In sum, the
present thesis focused on the perceived availability of emotional support stemming from
sources in the workplace. Empirical studies suggest that different types of workplace social
support (e.g., collegial support, task support, coaching, and career mentoring) (Harris et al.,
2007) and other social relationships, including those with friends or family (Baruch-Feldman,
Brondolo, Ben-Dayan, & Schwartz, 2002) may have important implications in the processes
leading to emotional exhaustion and job satisfaction and should, therefore, be considered in
future research. However, social support may not exclusively exhibit favorable effects on
coping, health, and well-being. A supportive climate within the work group can be associated
with high group cohesion, and this, in turn, can foster sickness presenteeism (Dew, Keefe, &
Small, 2005; Grinyer & Singleton, 2000; Johansen, Aronsson, & Marklund, 2014). Therefore,
it will be essential to further explore the different social processes associated with SEWB in
general and sickness presenteeism in particular in order to differentiate between those social
processes that foster and those that inhibit these kinds of coping behavior.
Implications
Theoretical Implications
From a theoretical perspective, the present thesis has important implications for the
JD−R framework, because it builds on the current state of the JD−R model and acknowledges
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the need to further explore the processes leading to poor health and motivational outcomes
(Demerouti & Bakker, 2011; Fernet et al., 2013). The integration of SEWB and WFC as intervening variables into the JD−R model enables a deeper understanding of the proposed
mechanisms and therefore a deeper understanding of the emergence of emotional exhaustion
and job satisfaction. It remains to be clarified whether other facets of SEWB (e.g., faking)
and other forms of conflicts at the work−family interface (i.e., family to work conflicts) are
similarly suitable for refining the JD−R model, and whether the proposed refinement will
also apply in other occupational settings.
Up to now, individual facets of SEWB have been studied independently and, as a result, they have been conceptualized differently. The present thesis examined the conceptualization of SEWB as coping behavior both theoretically and empirically. Results revealed that
sickness presenteeism, prolonging working hours, and intensifying working hours mediate
the effects of workload on emotional exhaustion. This clearly points to the need to theoretically separate prolonging working hours and intensifying working hours as coping behavior
from workload as a job demand and, hence, as a characteristic of the working environment;
and to bear this distinction in mind when assessing and analyzing processes leading to healthrelated and motivational outcomes (cf. van Veldhofen, 2013).
Practical Implications
Empirical analyses of determinants of emotional exhaustion and job satisfaction and
the identification of intervening variables are essential requirements for the implementation
of successful prevention and health promotion at the workplace. SEWB and WFC turned out
to be relevant for job satisfaction and/or emotional exhaustion. Therefore, it will be essential
to take these indicators into account in future workplace health promotion in order to decrease the risk of emotional exhaustion, to enhance job satisfaction, and, as a consequence, to
lower the risk of further health problems and adverse organizational and societal outcomes.
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The implementation of a measurement tool to quantitatively assess SEWB will enable practitioners to integrate these forms of coping into work-related risk assessment and employee
surveys. SEWB and WFC might be considered as early warning indicators that may well
enable practitioners to develop more timely health and motivation promoting measures. Social support turned out to be an important job resource, because it was associated directly and
indirectly (mediated via SEWB and WFC) with job satisfaction and/or emotional exhaustion,
therefore constituting a promising starting point for workplace health promotion, particularly
in view of the fact that certain job demands such as high workload are difficult to reduce at
short notice in most occupations. A further aspect of prevention may be to enhance employees’ knowledge about the processes leading to the development of emotional exhaustion and
job satisfaction and thereby encourage them to reflect on SEWB and WFC. Especially with
reference to SEWB, it may be promising to initiate reflective processes within organizations
in order to actively find new ways of coping that are beneficial on a long-term basis not only
for employee health and well-being but also for organizational outcomes.

40

References
Acker, G. M. (2004). The effect of organizational conditions (role conflict, role ambiguity,
opportunities for professional development, and social support) on job satisfaction and
intention to leave among social workers in mental health care. Community Mental
Health Journal, 40, 65−73. doi:10.1023/b:comh.0000015218.12111.26
Alarcon, G. M. (2011). A meta-analysis of burnout with job demands, resources, and attitudes. Journal of Vocational Behavior, 79, 549–562. doi:10.1016/j .jvb.2011.03.007
Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with
work-to-family conflict: A review and agenda for future research. Journal of Occupational Health Psychology, 5, 278−308. doi:10.1037/1076-8998.5.2.278
Allen, T. D., Johnson, R. C., Kiburz, K. M., & Shockley, K. M. (2013). Work–family conflict
and flexible work arrangements: Deconstructing flexibility. Personnel Psychology,
66, 345−376. doi:10.1111/peps.12012
Amstad, F. T., Meier, L. L., Fasel, U., Elfering, A., & Semmer, N. K. (2011). A metaanalysis of work−family conflict and various outcomes with a special emphasis on
cross-domain versus matching-domain relations. Journal of Occupational Health Psychology, 16, 151−169. doi:10.1037/a0022170
Ângelo, R. P., & Chambel, M. J. (2014). The role of proactive coping in the job demands−resources model: A cross-section study with firefighters. European Journal of
Work and Organizational Psychology, 23, 203−216. doi:10.1080/1359432x.2012
.728701
Angulo, B. U., & Osca, A. (2012). Role stressors, task-oriented norm and job satisfaction: A
longitudinal study. Revista de Psicología del Trabajo y de las Organizaciones, 28,
171–181. doi:10.5093/tr2012a14

41

Arlinghaus, A., & Nachreiner, F. (2013). When work calls—Associations between being contacted outside of regular working hours for work-related matters and health. Chronobiology International, 30, 1197−1202. doi:10.3109/07420528.2013.800089
Aronsson, G., Astvik, W., & Gustafsson, K. (2013). Work conditions, recovery and health: A
study among workers within pre-school, home care and social work. British Journal
of Social Work, 44, 1654−1672. doi:10.1093/bjsw/bct036
Aronsson, G., & Gustafsson, K. (2005). Sickness presenteeism: Prevalence, attendancepressure factors, and an outline of a model for research. Journal of Occupational and
Environmental Medicine, 47, 958−966. doi:10.1097/01.jom.0000177219 .75677.17
Aronsson, G., Gustafsson, K., & Dallner, M. (2000). Sick but yet at work. An empirical study
of sickness presenteeism. Journal of Epidemiology and Community Health, 54,
502−509. doi:10.1136/jech.54.7.502
Baba, V. V., Jamal, M., & Tourigny, L. (1998). Work and mental health: A decade in Canadian research. Canadian Psychology, 39, 94−107. doi:10.1037/h0086798
Baeriswyl, S., Berset, M., Elfering, A., & Krause, A. (2015, May). Self-endangering work
behaviour in teachers. Poster presented at the 17th European Congress of Work and
Organizational Psychology (EAWOP), Oslo, Norway.
Baeriswyl, S., Berset M., & Krause, A. (2015, September). Job stressors and emotional exhaustion among Swiss teachers: Self-endangering work behavior as a mediator.
Presentation at the 14th congress of the Swiss Psychological Society (SSP/SGP), Geneva, Switzerland.
Baeriswyl, S., Krause, A., Elfering, A., & Berset, M. (in press). How workload and coworker
support relate to emotional exhaustion: The mediating role of sickness presenteeism.
International Journal of Stress Management.

42

Baeriswyl, S., Krause, A., & Kunz Heim, D. (2014). Arbeitsbelastungen, Selbstgefährdung
und Gesundheit bei Lehrpersonen – eine Erweiterung des Job Demands−Resources
Modells [Job demands, self-compromising behavior, and occupational health of teachers – an extension of the job demands−resources model]. Zeitschrift Empirische
Pädagogik, 28, 128–146.
Baeriswyl, S., Krause, A., & Schwaninger, A. (2016). Emotional exhaustion and job satisfaction in airport screeners − An extension of the job demands−resources model. Manuscript submitted for publication.
Bakker, A. B., Brummelhuis, L. L., Prins, J. T., & van der Heijden, F. M. M. (2011). Applying the job demands–resources model to the work-home interface: A study among
medical residents and their partners. Journal of Vocational Behavior, 79, 170−180.
doi:10.1016/j.jvb.2010.12.004
Bakker, A. B., & Demerouti, E. (2007). The job demands–resources model: State of the art.
Journal of Managerial Psychology, 22, 309–328. doi:10.1108/02683940710733115
Bakker, A. B., Demerouti, E., & Euwema, M. C. (2005). Job resources buffer the impact of
job demands on burnout. Journal of Occupational Health Psychology, 10, 170–180.
doi:10.1037/1076-8998.10.2.170
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. doi:10.1146/annurev-orgpsych-031413-091235
Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2003). Dual processes at work in a call
centre: An application of the job demands−resources model. European Journal of
Work and Organizational Psychology, 12, 393−417. doi:10.1080
/13594320344000165

43

Bakker, A. B., Demerouti, E., Taris, T. W., Schaufeli, W. B., & Schreurs, P. J. G. (2003). A
multigroup analysis of the job demands−resources model in four home care organizations. International Journal of Stress Management, 10, 16−38. doi:10.1037/10725245.10.1.16
Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands–resources
model to predict burnout and performance. Human Resource Management, 43, 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. doi:10.1037/0022-0663.99.2.274
Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work engagement: An
emerging concept in occupational health psychology. Work & Stress, 22, 187−200.
doi:10.1080/02678370802393649
Bakker, A. B., van Veldhoven, M., & Xanthopoulou, D. (2010). Beyond the demand-control
model. Thriving on high job demands and resources. Journal of Personnel Psychology, 9, 3−16. doi:10.1027/1866-5888/a000006
Baruch-Feldman, C., Brondolo, E., Ben-Dayan, D., & Schwartz, J. (2002). Sources of social
support and burnout, job satisfaction, and productivity. Journal of Occupational
Health Psychology, 7, 84−93. doi:10.1037//1076-8998.7.1.84
Bergström, G., Bodin, L., Hagberg, J., Aronsson, G., & Josephson, M. (2009). Sickness presenteeism today, sickness absenteeism tomorrow? A prospective study on sickness
presenteeism and future sickness absenteeism. Journal of Occupational and Environmental Medicine, 51, 629−638. doi:10.1097/jom.0b013e3181a8281b
Bergström, G., Bodin, L., Hagberg, J., Lindh, T., Aronsson, G., & Josephson, M. (2009).
Does sickness presenteeism have an impact on future general health? International

44

Archives of Occupational and Environmental Health, 82, 1179−1190. doi:10.1007
/s00420-009-0433-6
Biggs, A., Brough, P., & Barbour, J. P. (2014). Enhancing work-related attitudes and work
engagement: A quasi-experimental study of the impact of an organizational intervention. International Journal of Stress Management, 21, 43–68. doi:10.1037/a0034508
Böckerman, P., & Laukkanen, E. (2010a). What makes you work while you are sick? Evidence from a survey of workers. European Journal of Public Health, 20, 43−46. doi:
10.1093/eurpub/ckp076
Böckerman, P., & Laukkanen, E. (2010b). Predictors of sickness absence and presenteeism:
Does the pattern differ by a respondent’s health? Journal of Occupational and Environmental Medicine, 52, 332−335. doi:10.1097/jom.0b013e3181d2422f
Bolger, N., Davis, A., & Rafaeli, E. (2003). Diary methods: Capturing life as it is lived. Annual Review of Psychology, 54, 579−616. doi:10.1146/annurev.psych.54.101601
.145030
Bolton, LM. R., Harvey, R. D., & Grawitch, M. J., & Barber, L. K. (2012). Counterproductive work behaviours in response to emotional exhaustion: A moderated mediational
approach. Stress and Health, 28, 222−233. doi:10.1002/smi.1425
Bowling, N. A. (2007). Is the job satisfaction–job performance relationship spurious? A meta-analytic examination. Journal of Vocational Behavior, 71, 167−185. doi:10.1016
/j.jvb.2007.04.007
Bowling, N. A., Alarcon, G. M., Bragg, C. B., Hartman, M. J. (2015). A meta-analytic examination of the potential correlates and consequences of workload. Work & Stress, 29,
95−113. doi:10.1080/02678373.2015.1033037

45

Bowling, N. A., Eschleman, K. J., & Wang, Q. (2010). A meta-analytic examination of the
relationship between job satisfaction and subjective well-being. Journal of Occupational and Organizational Psychology, 83, 915−934. doi:10.1348/096317909x478557
Boyd, C. M., Bakker, A. B., Pignata, S., Winefield, A. H., Gillespie, N., & Stough, C. (2011).
A longitudinal test of the job demands−resources model among Australian university
academics. Applied Psychology: An International Review, 60, 112−140. doi:10.1111/j
.1464-0597.2010.00429.x
Brough, P., & Frame, R. (2004). Predicting police job satisfaction and turnover intentions:
The role of social support and police organisational variables. New Zealand Journal of
Psychology, 33, 8−16. Retrieved from www.psychology.org.nz/publicationsmedia/new-zealand-journal-of-psychology/archived-issues-1995-2009/#
.Vrx2KKP2aM9
Brown, M. (2012). Responses to work intensification: Does generation matter? The International Journal of Human Resources Management, 23, 3578−3595. doi:10.1080
/09585192.2011.654348
Brown, S. P., & Peterson, R. A. (1993). Antecedents and consequences of salesperson job
satisfaction: Meta-analysis and assessment of causal effects. Journal of Marketing Research, 30, 63−77. doi:10.2307/3172514
Burke, R. J., Singh, P., & Fiskenbaum, L. (2010). Work intensity: Potential antecedents and
consequences. Personnel Review, 39, 347−360. doi:10.1108/00483481011030539
Byron, K. (2005). A meta-analytic review of work–family conflict and its antecedents. Journal of Vocational Behavior, 67, 169−198. doi:10.1016/j.jvb.2004.08.009
Caruso, C. C., Hitchcock, E. M., Dick, R. B., Russo, J. M., & Schmit, J. M. (2004). Overtime
and extended work shifts: Recent findings on illnesses, injuries, and health behaviors.

46

Retrieved from The National Institute for Occupational Safety and Health (NIOSH)
website: www.cdc.gov/niosh/docs/2004-143/
Caruso, C. C., & Waters, T. R. (2008). A review of work schedule issues and musculoskeletal
disorders with an emphasis on the healthcare sector. Industrial Health, 46, 523−534.
doi:10.2486/indhealth.46.523
Carver, C. S., Scheier, M. F., & Weintraub, J. K. (1989). Assessing coping strategies: A theoretically based approach. Journal of Personality and Social Psychology, 56, 267−283.
doi:10.1037//0022-3514.56.2.267
Cass, M. H., Siu, O. L., Faragher, E. B., & Cooper, C. L. (2003). A meta-analysis of the relationship between job satisfaction and employee health in Hong Kong. Stress and
Health, 19, 79−95. doi:10.1002/smi.959
Caverley, N., Cunningham, J. B., & MacGregor, J. N. (2007). Sickness presenteeism, sickness absenteeism, and health following restructuring in a public organization. Journal
of Management Studies, 44, 304−319. doi:10.1111/j.1467-6486.2007.00690.x
Claes, R. (2011). Employee correlates of sickness presence: A study across four European
countries. Work & Stress, 25, 224−242. doi:10.1080/02678373.2011.605602
Colarelli, S. M., Dean, R. A., & Konstans, C. (1987). Comparative effects of personal and
situational influences on job outcomes of new professionals. Journal of Applied Psychology, 72, 558–566. doi:10.1037/0021-9010.72.4.558
Conway, P. M., Hogh, A., Rugulies, R., & Hansen, A. M. (2014). Is sickness presenteeism a
risk factor for depression? A Danish 2-year follow-up study. Journal of Occupational
and Environmental Medicine, 56, 595−603. doi:10.1097/jom .0000000000000177
Cordes, C. L., & Dougherty, T. W. (1993). A review and integration of research on job burnout. Academy of Management Review, 18, 621−656. doi:10.5465/amr.1993
.9402210153

47

Cortese, C. G., Colombo, L., & Ghislieri, C. (2010). Determinants of nurses job satisfaction:
The role of work–family conflict, job demand, emotional charge and social support.
Journal of Nursing Management, 18, 35−43. doi:10.1111/j.1365-2834.2009.01064.x
Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2003). The relationship of emotional exhaustion to work attitudes, job performance, and organizational citizenship behaviors.
Journal of Applied Psychology, 88, 160–169. doi:10.1037/0021-9010.88.1.160
Deery, S., Walsh, J., & Zatzick, C. D. (2014). A moderated mediation analysis of job demands, presenteeism, and absenteeism. Journal of Occupational and Organizational
Psychology, 87, 352−369. doi:10.1111/joop.12051
Dembe, A. E., Erickson, J. B., Delbos, R. G., & Banks, S. M. (2005). The impact of overtime
and long work hours on occupational injuries and illnesses: New evidence from the
United States. Occupational and Environmental Medicine, 62, 588−597. doi:10.1136
/oem.2004.016667
Demerouti, E., & Bakker, A. B. (2011). The job demands–resources model: Challenges for
future research. South African Journal of Industrial Psychology, 37, 1–9. doi:10.4102
/sajip.v37i2.974
Demerouti, E., Bakker, A. B., & Bulters, A. J. (2004). The loss spiral of work pressure,
work–home interference and exhaustion: Reciprocal relations in a three-wave study.
Journal of Vocational Behavior, 64, 131–149. doi:10.1016/s0001-8791(03)00030-7
Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands–
resources model of burnout. Journal of Applied Psychology, 86, 499–512. doi:10
.1037/0021-9010.86.3.499
Demerouti, E., Bakker, A. B., & Schaufeli, W. B. (2005). Spillover and crossover of exhaustion and life-satisfaction among dual earner parents. Journal of Vocational Behavior,
67, 266−289. doi:10.1016/j.jvb.2004.07.001

48

Demerouti, E., Le Blanc, P. M., Bakker, A. B., Schaufeli, W. B., & Hox, J. (2009). Present
but sick: A three-wave study on job demands, presenteeism and burnout. Career Development International, 14, 50−68. doi:10.1108 /13620430910933574
Den Dulk, L., Groeneveld, S., Ollier-Malaterre, A., & Valcour, M. (2013). National context
in work-life research: A multi-level cross-national analysis of the adoption of workplace work-life arrangements in Europe. European Management Journal, 31,
478−494. doi:10.1016/j.emj.2013.04.010
Dettmers, J. (2014, September). Selbstgefährdendes Bewältigungsverhalten und die Wirkung
von Challenge-Stressoren [Self-endangering coping behavior and the effect of challenge stressors]. Paper presented at the 49th Congress of the German Psychological
Society (DGPs), Bochum, Germany.
Dettmers, J., & Bamberg, E. (2013). Rufbereitschaft als erweiterte Verfügbarkeit für die Erwerbsarbeit [On-call as extended availability for gainful employment]. In J. Dettmers,
S. Fietze, N. Friedrich, & M. Keller (Eds.), Rufbereitschaft. Mering, Germany:
Hampp.
Dettmers, J., Deci, N., Baeriswyl, S., Berset, M., & Krause, A. (in press). Self-endangering
work behavior. In M. Wiencke, S. Fischer, & M. Cacace (Eds.), Healthy at work – interdisciplinary perspectives. Heidelberg, Germany: Springer.
Dettmers, J., Vahle-Hinz, T., Bamberg, E., & Keller, M. (2016). Extended work availability
and its relation with start-of-day mood and cortisol. Journal of Occupational Health
Psychology, 21, 105−118. doi:10.1037/a0039602
Dew, K., Keefe, V., & Small, K. (2005). “Choosing” to work when sick: Workplace presenteeism. Social Science & Medicine, 60, 2273−2282. doi:10.1016/j.socscimed.2004.10
.022

49

Dormann, C., & Zapf, D. (2001). Job satisfaction: A meta-analysis of stabilities. Journal of
Organizational Behavior, 22, 483−504. doi:10.1002/job.98
Ducharme, L. J., Knudsen, H. K., & Roman, P. M. (2008). Emotional exhaustion and turnover intention in human service occupations: The protective role of coworker support.
Sociological Spectrum, 28, 81−104. doi:10.1080/02732170701675268
Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and family research in IO/OB: Content analysis and review of the literature (1980–2002).
Journal of Vocational Behavior, 66, 124−197. doi:10.1016/j.jvb.2003.11.003
Fernet, C., Austin, S., Trépanier, S.-G., & Dussault, M. (2013). How do job characteristics
contribute to burnout? Exploring the distinct mediating roles of perceived autonomy,
competence, and relatedness. European Journal of Work and Organizational Psychology, 22, 123−137. doi:10.1080/1359432x.2011.632161
Feuerhahn, N., Kühnel, J., & Kudielka, B. M. (2012). Interaction effects of effort–reward
imbalance and overcommitment on emotional exhaustion and job performance. International Journal of Stress Management, 19, 105−131. doi:10.1037/a0028338
Fishbein, M., & Ajzen, I. (1974). Attitudes towards objects as predictors of single and multiple behavioral criteria. Psychological Review, 81, 59–74. doi:10.1037/h0035872
Fiskenbaum, L. M. (2014). Supportive work–family environments: Implications for work–
family conflict and well-being. The International Journal of Human Resources Management, 25, 653−672. doi:10.1080/09585192.2013.796314
Franke, F. (2015). Is work intensification extra stress? Journal of Personnel Psychology, 14,
17−27. doi:10.1027/1866-5888/a000120
Fried, Y., Shirom, A., Gilboa, S., & Cooper, C. L. (2008). The mediating effects of job satisfaction and propensity to leave on role stress–job performance relationships: Combin-

50

ing meta-analysis and structural equation modeling. International Journal of Stress
Management, 15, 305−328. doi:10.1037/a0013932
Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of
work−family conflict: Testing a model of the work−family interface. Journal of Applied Psychology, 77, 65−78. doi:10.1037//0021-9010.77.1.65
Gao, L., & Jin, W. (2015). Work−family conflict mediates the association between job demands and life and job satisfaction in Chinese middle-level managers. Current Psychology, 34, 311−320. doi:10.1007/s12144-014-9259-9
Geurts, S. A. E., Kompier, M. A. J., Roxburgh, S., & Houtman, I. L. D. (2003). Does work–
home interference mediate the relationship between workload and well-being? Journal of Occupational Behavior, 63, 532–559. doi:10.1016/s0001-8791(02)00025-8
Geurts, S. A. E., & Sonnentag, S. (2006). Recovery as an explanatory mechanism in the relation between acute stress reactions and chronic health impairment. Scandinavian
Journal of Work, Environment & Health, 32, 482–492. doi:10.5271/sjweh.1053
Gosselin, E., Lemyre, L., & Corneil, W. (2013). Presenteeism and absenteeism: Differentiated understanding of related phenomena. Journal of Occupational Health Psychology,
18, 75−86. doi:10.1037/a0030932
Graf, A. (2012). Selbstmanagement-Kompetenz in Unternehmen nachhaltig sichern. Leistung, Wohlbefinden und Balance als Herausforderung [Sustaining self-management
competence in companies: The challenge of achievement, well-being, and balance].
Wiesbaden, Germany: Springer Gabler.
Grandey, A. A., & Cropanzano, R. (1999). The conservation of resources model applied to
work–family conflict and strain. Journal of Vocational Behavior, 54, 350−370. doi:10
.1006/jvbe.1998.1666

51

Green, F. (2004). Why has work effort become more intense? Industrial Relations, 43,
709−741. doi:10.1111/j.0019-8676.2004.00359.x
Greenhaus, J. H., & Beutell, N. J. (1985). Sources and conflict between work and family
roles. Academy of Management Review, 10, 76–88. doi:10.5465/amr.1985.4277352
Grinyer, A., & Singleton, V. (2000). Sickness absence as risk-taking behaviour: A study of
organisational and cultural factors in the public sector. Health, Risk & Society, 2,
7−21. doi:10.1080/136985700111413
Guglielmi, D., Panari, C., & Simbula, S. (2012). The determinants of teachers’ well-being.
The mediating role of mental fatigue. European Journal of Mental Health, 7, 204–
220. doi:10.5708/ejmh.7.2012.2.3
Hackman, J., & Oldham, G. (1976). Motivation through the design of work: Test of a theory.
Organizational Behavior and Human Performance, 16, 250–279. doi:10.1016/00305073(76)90016-7
Hägerbäumer, M. (2011). Ursachen und Folgen des Arbeitens trotz Krankheit – Implikationen des Präsentismus für das betriebliche Fehlzeiten- und Gesundheitsmanagement
[Causes and effects of work despite illness] (Doctoral thesis, University of Osnabrück,
Germany). Retrieved from repositorium.uni-osnabrueck.de/bitstream/urn:nbn:de:gbv
:700-201112158616/1/thesis_haegerbaeumer.pdf
Hakanen, J. J., Bakker, A. B., & Demerouti, E. (2005). How dentists cope with their job demands and stay engaged: The moderating role of job resources. European Journal of
Oral Sciences, 113, 479−487. doi:10.1111/j.1600-0722.2005.00250.x
Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement
among teachers. Journal of School Psychology, 43, 495−513. doi:10.1016/j.jsp
.2005.11.001

52

Hakanen, J. J., & Schaufeli, W. B. (2012). Do burnout and work engagement predict depressive symptoms and life satisfaction? A three-wave seven-year prospective study.
Journal of Affective Disorders, 141, 415−424. doi:10.1016/j.jad.2012.02.043
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., Whitman, M. V., & Crawford, W. S. (2014). A dialectical theory of the
decision to go to work: Bringing together absenteeism and presenteeism. Human Resources Management Review, 24, 177−192. doi:10.1016/j.hrmr.2013.09.001
Hall, G. B., Dollard, M. F., Tuckey, M. R., Winefield, A. H., & Thompson, B. M. (2010). Job
demands, work–family conflict, and emotional exhaustion in police officers: A longitudinal test of competing theories. Journal of Occupational and Organizational Psychology, 83, 237–250. doi:10.1348/096317908x401723
Hansen, C. D., & Andersen, J. H. (2008). Going ill to work – what personal circumstances,
attitudes and work-related factors are associated with sickness presenteeism? Social
Science & Medicine, 67, 956−964. doi:10.1016/j.socscimed.2008.05.022
Harris, J. I., Winskowski, A. M., & Engdahl, B. E. (2007). Types of workplace social support
in the prediction of job satisfaction. The Career Development Quarterly, 56, 150−156.
doi:10.1002/j.2161-0045.2007.tb00027.x
Hellman, C. M. (1997). Job satisfaction and intent to leave. The Journal of Social Psychology, 137, 677−689. doi:10.1080/00224549709595491
Heponiemi, T., Elovainio, M., Pentti, J., Virtanen, M., Westerlund, H., Virtanen, P., . . .
Vahtera, J. (2010). Association of contractual and subjective job insecurity with sickness presenteeism among public sector employees. Journal of Occupational and Environmental Medicine, 52, 830−835. doi:10.1097/jom.0b013e3181ec7e23

53

Hobfoll, S. E. (1989). Conservation of resources. A new attempt at conceptualizing stress.
American Psychologist, 44, 513−524. doi:10.1037//0003-066x.44.3.513
Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Review of General
Psychology, 6, 307−324. doi:10.1037//1089-2680.6.4.307
Hockey, G. R. J. (1997). Compensatory control in the regulation of human performance under stress and high workload: A cognitive-energetical framework. Biological Psychology, 45, 73−93. doi:10.1016/s0301-0511(96)05223-4
Iaffaldano, M. T., & Muchinsky, P. M. (1985). Job satisfaction and performance: A metaanalysis. Psychological Bulleting, 97, 251−273. doi:10.1037//0033-2909.97.2.251
Ironson, G. H., Smith, P. C., Brannik, M. T., Gibson, W. M., & Paul, K. B. (1989). Construction of a job in general scale: A comparison of global, composite, and specific
measures. Journal of Applied Psychology, 74, 193–200. doi:10.1037/00219010.74.2.193
Janssen, P. P. M., de Jonge, J., & Bakker, A. B. (1999). Specific determinants of intrinsic
work motivation, burnout and turnover intentions: A study among nurses. Journal of
Advanced Nursing, 29, 1360−1369. doi:10.1046/j.1365-2648.1999.01022.x
Janssens, H., Clays, E., De Clerq, B., De Bacquer, D., & Braeckman, L. (2013). The relation
between presenteeism and different types of future sickness absence. Journal of Occupational Health, 55, 132−141. doi:10.1539/joh.12-0164-oa
Johansen, V., Aronsson, G., & Marklund, S. (2014). Positive and negative reasons for sickness presenteeism in Norway and Sweden: A cross-sectional survey. British Medical
Journal Open, 4, e004123. doi:10.1136/bmjopen-2013-004123
Johns, G. (2010). Presenteeism in the workplace: A review and research agenda. Journal of
Organizational Behavior, 31, 519−542. doi:10.1002/job.630

54

Johns, G. (2011). Attendance dynamics at work: The antecedents and correlates of presenteeism, absenteeism, and productivity loss. Journal of Occupational Health Psychology,
16, 483−500. doi:10.1037/a0025153
Judge, T. A., & Bono, J. E. (2001). Relationships with core self-evaluation traits−self-esteem,
generalized self-efficacy, locus of control, and emotional stability−with job satisfaction and performance: A meta-analysis. Journal of Applied Psychology, 86, 80−92.
doi:10.1037/0021-9010.86.1.80
Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job
performance relationship: A qualitative and quantitative review. Psychological Bulletin, 127, 376–407. doi:10.1037//0033-2909.127.3.376
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, NY: Wiley.
Kaplan, S. A., Warren, C. R., Barsky, A. P., & Thoresen, C. J. (2009). A note on the relationship between affect(ivity) and differing conceptualizations of job satisfaction: Some
unexpected meta-analytic findings. European Journal of Work and Organizational
Psychology, 18, 29−54. doi:10.1080/13594320701873264
Karasek, R. A. (1979). Job demands, job decision latitude, and mental strain: Implications for
job redesign. Administrative Science Quarterly, 24, 285–308. doi:10.2307/2392498
Karatepe, O. M. (2010). The effect of positive and negative work−family interaction on exhaustion. Does work social support make a difference? International Journal of Contemporary Hospitality Management, 22, 836−856. doi:10.1108/95961191080000537
Kaur, S., Kremer, M., & Mullainathan, S. (2010). Self-control and the development of work
arrangements. American Economic Review, 100, 624–628. doi:10.1257/aer.100.2.624
Kivimäki, M., Head, J., Ferrie, J. E., Hemingway, H., Shipley, M. J., Vahtera, J., & Marmot,
M. G. (2005). Working while ill as a risk factor for serious coronary events: The

55

Whitehall II Study. American Journal of Public Health, 95, 98−102. doi:10.2105/ajph
.2003.035873
Knudsen, H. K., Ducharme, L. J., & Roman, P. M. (2009). Turnover intention and emotional
exhaustion “at the top”: Adapting the job demands–resources model to leaders of addiction treatment organizations. Journal of Occupational Health Psychology, 14,
84−95. doi:10.1037/a0013822
Kompier, M. (2005). Assessing the psychosocial work environment−“subjective” versus “objective” measurement. Scandinavian Journal of Work, Environment & Health, 31,
405−408. doi:10.5271/sjweh.946
Kossek, E., & Ozeki, C. (1998). Work−family conflict, policies, and the job−life satisfaction
relationship: A review and directions for organizational behavior−human resources
research. Journal of Applied Psychology, 83, 139−149. doi: 10.1037/0021-9010.83.2
.139
Krause, A., Baeriswyl, S., Berset, M., Deci, N., Dettmers, J., Dorsemagen, C., . . . Straub, L.
(2015). Selbstgefährdung als Indikator für Mängel bei der Gestaltung mobil-flexibler
Arbeit: Zur Entwicklung eines Erhebungsinstruments [Health-related shortcomings in
the design of flexible work: Measuring self-endangering work behavior]. Wirtschaftspsychologie, 17, 49–59.
Krause, A., Dorsemagen, C., Stadlinger, J., & Baeriswyl, S. (2012). Indirekte Steuerung und
interessierte Selbstgefährdung: Ergebnisse aus Befragungen und Fallstudien. Konsequenzen für das Betriebliche Gesundheitsmanagement [Indirect control and selfendangering work behavior: Findings of surveys and case studies. Consequences for
workplace health management]. In B. Badura, A. Ducki, H. Schröder, J. Klose, & M.
Meyer (Eds.), Fehlzeiten-Report 2012. Gesundheit in der flexiblen Arbeitswelt: Chancen nutzen – Risiken minimieren (pp. 191-202). Berlin, Germany: Springer.

56

Kristensen, T. S., Borritz, M., Villadsen, E., & Christensen, K. B. (2005). The Copenhagen
burnout inventory: A new tool for the assessment of burnout. Work & Stress, 19, 192–
207. doi:10.1080/02678370500297720
Kubicek, B., Paškvan, M., & Korunka, C. (2015). Development and validation of an instrument for assessing job demands arising from accelerated change: The intensification
of job demands scale (IDS). European Journal of Work and Organizational Psychology, 24, 898−913. doi:0.1080/1359432X.2014.979160
Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal and coping. New York, NY: Springer.
Lee, R. T., & Ashforth, B. E. (1990). On the meaning of Maslach’s three dimensions of burnout. Journal of Applied Psychology, 75, 743−747. doi:10.1037/0021-9010.75.6.743
Lee, R. T., & Ashforth, B. E. (1993a). A further examination of managerial burnout: Toward
an integrated model of burnout. Journal of Organizational Behavior, 14, 3−20. doi:10
.1002/job.4030140103
Lee, R. T., & Ashforth, B. E. (1993b). A longitudinal study of burnout among supervisors
and managers: Comparisons between the Leiter and Maslach (1988) and Golembiewski et al. (1986) models. Organizational Behavior and Human Decision Processes,
54, 369−398. doi:10.1006/obhd.1993.1016
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, 123−133. doi:10
.1037/0021-9010.81.2.123
Leineweber, C., Westerlund, H., Hagberg, J., Svedberg, P., Luokkala, M., & Alexanderson,
K. (2011). Sickness presenteeism among Swedish police officers. Journal of Occupational Rehabilitation, 21, 17−22. doi:10.1007/s10926-010-9249-1

57

Lewig, K. A., & Dollard, M. F. (2003). Emotional dissonance, emotional exhaustion and job
satisfaction in call centre workers. European Journal of Work and Organizational
Psychology, 12, 366–392. doi:10.1080/13594320344000200
Li, F., Jiang, L., Yao, X., & Li, Y. (2013). Job demands, job resources and safety outcomes:
The roles of emotional exhaustion and safety compliance. Accident Analysis and Prevention, 51, 243−251. doi:10.1016/j.aap.2012.11.029
Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),
Handbook of industrial and organizational psychology (pp. 1297–1349). Chicago, IL:
Rand McNally.
Lu, L., Cooper, C. L., & Lin, H. Y. (2013). A cross-cultural examination of presenteeism and
supervisory support. Career Development International, 18, 440−456. doi:10.1108
/cdi-03-2013-0031
Lu, L., Lin, H. Y., & Cooper, C. L. (2013). Unhealthy and present: Motives and consequences of the act of presenteeism among Taiwanese employees. Journal of Occupational
Health Psychology, 18, 406−416. doi:10.1037/a0034331
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., & Leiter, M. P. (2008). Early predictors of job burnout and work engagement.
Journal of Applied Psychology, 93, 498–512. doi:10.1037/0021-9010.93.3.498
Melin, M., Astvik, W., & Bernhard-Oettel, C. (2014). New work demands in higher education. A study of the relationship between excessive workload, coping strategies and
subsequent health among academic staff. Quality in Higher Education, 20, 290−308.
doi:10.1080/13538322.2014.979547

58

Miraglia, M., & Johns, G. (2015). Going to work ill: A meta-analysis of the correlates of
presenteeism and a dual-path model. Journal of Occupational Health Psychology.
Advance online publication. doi:10.1037/ocp0000015
Moldaschl, M., & Voss, G. G. (2003). Subjektivierung von Arbeit [Subjectivizing work].
München, Germany: Rainer Hampp.
Montgomery, C., & Rupp, A. A. (2005). A Meta‐analysis for exploring the diverse causes
and effects of stress in teachers. Canadian Journal of Education, 28, 458−486. doi:10
.2307/4126479
Mostert, K. (2011). Job characteristics, work–home interference and burnout: Testing a structural model in the South African context. The International Journal of Human Resource Management, 22, 1036−1053. doi:10.1080/09585192.2011.556777
Muse, L. A., & Pichler, S. (2011). A comparison of types of support for lower-skill workers:
Evidence for the importance of family supportive supervisors. Journal of Vocational
Behavior, 79, 653−666. doi:10.1016/j.jvb.2011.04.005
Naumann, A. (2013). Gesundheitsförderliche Bewältigungsstrategien von Zeitdruck [Health
promoting coping strategies to cope with time pressure] (Unpublished Master Thesis).
University of Hamburg, Germany.
Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of
work–family conflict and family–work conflict scales. Journal of Applied Psychology,
81, 400–410. doi:10.1037//0021-9010.81.4.400
Ng, T. W. H., Sorensen, K. L., & Yim, F. H. K. (2009). Does the job satisfaction−job performance relationship vary across cultures? Journal of Cross-Cultural Psychology,
40, 761−796. doi:10.1177/0022022109339208
Nielsen, M. B., Mearns, K., Matthiesen, S. B., & Eid, J. (2011). Using the job demands–
resources model to investigate risk perception, safety climate and job satisfaction in

59

safety critical organizations. Scandinavian Journal of Psychology, 52, 465–475.
doi:10.1111/j.1467-9450.2011.00885.x
Nübling, M., Stössel, U., Hasselhorn, H. M., Michaelis, M., & Hofmann, F. (2006). Measuring psychological stress and strain at work: Evaluation of the COPSOQ questionnaire
in Germany. GMS Psycho-Social-Medicine, 3, 1–14.
Obschonka, M., & Silbereisen, R. K. (2015). The effects of work-related demands associated
with social and economic change on psychological well-being. A study of employed
and self-employed individuals. Journal of Personnel Psychology, 14, 8−16. doi:10
.1027/1866-5888/a000128
Ohly, S., Sonnentag, S., Niessen, C., & Zapf, D. (2010). Diary studies in organizational research. Journal of Personnel Psychology, 9, 79−93. doi:10.1027/1866-5888/a000009
Pangert, B., & Schüpbach, H. (2013). Die Auswirkungen arbeitsbezogener erweiterter Erreichbarkeit auf Life-Domain-Balance und Gesundheit [The effects of work-related
extended availability on life-domain-balance and health]. Retrieved from Federal Institute for Occupational Safety and Health (BAuA) website: www.baua.de/de
/Publikationen/Fachbeitraege/Gd76.html
Parasuraman, S., Purohit, Y., Godshalk, V., & Beutell, N. J. (1996). Work and family variables, entrepreneurial career success, and psychological well-being. Journal of Vocational Behavior, 48, 275−300. doi:10.1006/jvbe.1996.0025
Park, J., Kim, Y., Chung, H. K., & Hisanaga, N. (2001). Long working hours and subjective
fatigue symptoms. Industrial Health, 39, 250−254. doi:10.2486/indhealth.39.250
Pauly, M. V., Nicholson, S., Polsky, D., Berger, M. L., & Sharda, C. (2008). Valuing reductions in on-the-job illness: “Presenteeism” from managerial and economic perspectives. Health Economics, 17, 469−485. doi:10.1002/hec.1266

60

Peeters, M. C. W., de Jonge, J., Janssen, P. P. M., & van der Linden, S. (2004). Work–home
interference, job stressors, and employee health in a longitudinal perspective. International Journal of Stress Management, 11, 305–322. doi:10.1037/1072-5245.11.4.305
Peeters, M. C. W., Montgomery, A. J., Bakker, A. B., & Schaufeli, W. B. (2005). Balancing
work and home: How job and home demands are related to burnout. International
Journal of Stress Management, 12, 43−61. doi:10.1037/1072-5245.12.1.43
Petrou, P., Demerouti, E., Peeters, M. C. W., Schaufeli, W. B., & Hetland, J. (2012). Crafting
a job on a daily basis: Contextual correlates and the link to work engagement. Journal
of Organizational Behavior, 33, 1120−1141. doi:10.1002/job.1783
Petty, M. M., McGee, G. W., & Cavender, J. W. (1984). A meta-analysis of the relationships
between individual job satisfaction and individual job performance. Academy of Management Review, 9, 712−721. doi:10.2307/258493
Podsakoff, P. M., MacKenzie, S. B., Lee, J., & Podsakoff, N. P. (2003). Common method
biases in behavioral research: A critical review of the literature and recommended
remedies. Journal of Applied Psychology, 88, 879–903. doi:10.1037/0021-9010.88.5
.879
Schaufeli, W. B., Bakker, A. B., & van Rhenen, W. (2009). How changes in job demands and
resources predict burnout, work engagement and sickness absenteeism. Journal of
Occupational Behavior, 30, 893–917. doi:10.1002/job.595
Schaufeli, W. B., & Enzmann, D. (1998). The burnout companion to study and practice: A
critical analysis. London, England: Taylor & Francis.
Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008). Workaholism, burnout, and work
engagement: Three of a kind or three different kinds of employee well‐being? Applied
Psychology, 57, 173–203. doi:10.1111/j.1464-0597.2007.00285.x

61

Semmer, N. K., Grebner, S., & Elfering, A. (2004). Beyond self-report: Using observational,
physiological, and situation-based measures in research on occupational stress. In P.
L. Perrewé & D. C. Ganster (Eds.), Research on occupational stress and well being.
Emotional and physiological processes and positive intervention strategies (pp.
205−263). Oxford, England: Elsevier Ltd. doi:10.1016/s1479-3555(03)03006-3
Semmer, N. K., Grebner, S., & Elfering, A. (2010). “Psychische Kosten” von Arbeit: Beanspruchung und Erholung, Leistung und Gesundheit [Psychological costs of work]. In
U. Kleinbeck & K.-H. Schmidt (Eds.), Enzyklopädie der Psychologie: Themenbereich
D Praxisgebiete, Serie III Wirtschafts-, Organisations- und Arbeitspsychologie, Band
1 Arbeitspsychologie (pp. 325−370). Göttingen, Germany: Hogrefe.
Semmer, N. K., & Meier, L. L. (2009). Individual differences, work stress, and health. In C.
L. Cooper, J. C. Quick, & M. Schabracq (Eds.), International handbook of work and
health psychology (3rd ed., pp. 99−121). Chichester, England: Wiley.
Siegrist, J. (1996). Adverse health effects of high-effort/low-reward conditions. Journal of
Occupational Health Psychology, 1, 27–41. doi:10.1037/1076-8998.1.1.27
Siegrist, J., Starke, D., Chandola. T., Godin, I., Marmot, M., Niedhammer, I., & Peter, R.
(2004). The measurement of effort–reward imbalance at work: European comparisons. Social Science and Medicine, 58, 1483−1499. doi:10.1016/s02779536(03)00351-4
Siu, O., Phillips, D. R., & Leung, T. (2004). Safety climate and safety performance among
construction workers in Hong Kong. The role of psychological strains as mediators.
Accident Analysis and Prevention, 36, 359–366. doi:10.1016/s0001-4575(03)00016-2
Sparks, K., Cooper, C., Fried, Y., & Shirom, A. (1997). The effects of hours of work on
health: A meta-analytic review. Journal of Occupational and Organizational Psychology, 70, 391−408. doi:10.1111/j.2044-8325.1997.tb00656.x

62

Spector, P. E., & Jex, S. M. (1998). Development of four self-report measures of job stressors
and strain: Interpersonal Conflict at Work, Organizational Constraints Scale, Quantitative Workload Inventory and Physical Symptoms Inventory. Journal of Occupational Health Psychology, 3, 356–367. doi:10.1037/1076-8998.3.4.35
Spector, P. E., Zapf, D., Chen, P. J., & Frese, M. (2000). Why negative affectivity should not
be controlled in job stress research: Don’t throw out the baby with the bath water.
Journal of Organizational Behavior, 21, 79−95. doi:10.1002/(sici)10991379(200002)21:1<79::aid-job964>3.3.co;2-7
Stitz, N., Egloff, N., Hitz, N., Walzthöny, M., & Kunz, C. (2013). Entwicklung eines Instruments zur Erfassung von Selbstgefährdung im betrieblichen Kontext [Development of
an instrument to assess self-endangering work behavior in the work context] (Unpublished research report). University of Applied Sciences and Arts Northwestern Switzerland, Olten, Switzerland.
Strobel, H. (2013). Auswirkungen von ständiger Erreichbarkeit und Präventionsmöglichkeiten [Consequences of permanent availability and prevention strategies] (iga-Report
23). Retrieved from the Initiative Gesundheit und Arbeit (iga) website: www.igainfo.de/veroeffentlichungen/igareporte/
Taris, T. W. (2006). Is there a relationship between burnout and objective performance? A
critical review of 16 studies. Work & Stress, 20, 316−334. doi:10.1080
/02678370601065893
Trinkoff, A. M., Le, R., Geiger-Brown, J., Lipscomp, J., & Lang, G. (2006). Longitudinal
relationship of work hours, mandatory overtime, and on-call to musculoskeletal problems in nurses. American Journal of Industrial Medicine, 49, 964−971. doi:10.1002
/ajim.20330

63

Tucker, P. (2003). The impact of rest breaks upon accident risk, fatigue and performance: A
review. Work & Stress, 17, 123−137. doi:10.1080/0267837031000155949
Tucker, P., & Rutherford, C. (2005). Moderators of the relationship between long work hours
and health. Journal of Occupational Health Psychology, 10, 465−476. doi:10.1037
/1076-8998.10.4.465
van Daalen, G., Willemsen, T. M., Sanders, K., van Veldhofen, M. J. P. M. (2009). Emotional exhaustion and mental health problems among employees doing “people work”:
The impact of job demands, job resources and family-to-work conflict. International
Archives of Occupational and Environmental Health, 82, 291−303. doi:10.1007
/s00420-008-0334-0
van der Hulst, M. (2003). Long work hours and health. Scandinavian Journal of Work, Environment & Health, 29, 171−188. doi:10.5271/sjweh.720
van Ruysseveldt, J., Verboon, P., & Smulders, P. (2011). Job resources and emotional exhaustion: The mediating role of learning opportunities. Work & Stress, 25, 205−223.
doi:10.1080/02678373.2011.613223
van Vegchel, N., de Jonge, J., Bosma, H., & Schaufeli, W. (2005). Reviewing the effort–
reward imbalance model: Drawing up the balance of 45 empirical studies. Social Science & Medicine, 60, 1117−1131. doi:10.1016/j.socscimed.2004.06.043¨
van Veldhofen, M. (2013). Quantitative job demands. In M. C. W. Peeters, J. de Jonge, & T.
W. Taris (Eds.), An introduction to contemporary work psychology (pp. 117−143).
Chichester, England: John Wiley & Sons, Ltd.
van Woerkom, M., Bakker, A. B., & Nishii, L. H. (2016). Accumulative job demands and
support for strength use: Fine-tuning the job demands−resources model using conservation of resources theory. Journal of Applied Psychology, 101, 141−150. doi:10.1037
/apl0000033

64

Virtanen, M., Ferrie, J. E., Singh-Manoux, A., Shipley, M. J., Vahtera, J., Marmot, M. G., &
Kivimäki, M. (2010). Overtime work and incident coronary heart disease: The Whitehall II prospective cohort study. European Heart Journal, 31, 1737−1744. doi:10
.1093/eurheartj/ehq124
Voydanoff, P. (2005). Consequences of boundary-spanning demands and resources for workto-family conflict and perceived stress. Journal of Occupational Health Psychology,
10, 491−503. doi:10.1037/1076-8998.10.4.491
Widmer, P. S., Semmer, N. K, Kälin, W., Jacobshagen, N., & Meier, L. L. (2012). The ambivalence of challenge stressors: Time pressure associated with both negative and positive well-being. Journal of Vocational Behavior, 80, 422−433. doi:10.1016/j.jvb
.2011.09.006
Wirtz, A. (2010). Gesundheitliche und soziale Auswirkungen langer Arbeitszeiten [Effects of
long working hours on health and social life]. Retrieved from Federal Institute for Occupational Safety and Health (BAuA) website: www.baua.de/de/Publikationen
/Fachbeitraege/Fachbeitraege.html
Wright, T. A., & Bonett, D. G. (1997). The contribution of burnout to work performance.
Journal of Organizational Behavior, 18, 491–499. doi:10.1002/(sici)10991379(199709)18:5<491::aid-job804>3.0.co;2-i
Wright, T. A., & Cropanzano, R. (1998). Emotional exhaustion as a predictor of job performance and voluntary turnover. Journal of Applied Psychology, 83, 486−493. doi:10
.1037/0021-9010.83.3.486
Wright, T. A., Cropanzano, R., & Bonett, D. G. (2007). The moderating role of employee
positive well-being on the relation between job satisfaction and job performance.
Journal of Occupational Health Psychology, 12, 93–104. doi:10.1037/10768998.12.2.93

65

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

66

