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Abstract. The aim of this paper is to examine the moderating role played by two relational patterns regarding 
workplace relational civility (WRC) (Part A— Me towards others – WRC(A); Part B—Others towards me – 
WRC(B)) in the relationship between burnout and turnover intention in a sample of 159 respondents. Data 
obtained from questionnaires were analyzed through the SPSS statistical packet program. The findings revealed 
that employees who reported they were more exhausted and more cynical had more intention to leave their 
organization. Also, results are indicating that the WRC coming from the others to the employees are more 
important for the turnover intention. Therefore, the others’ behaviors are rather connected to decreasing the 
negative organizational outcomes (such as burnout and intention to leave). Last, but not least, the findings also 
indicate that there is a significant moderation effect relationship between WRC and the intention to leave. 
 
Keywords: workplace relational civility; burnout; cynicism; exhaustion; professional inefficacy; intention to 
leave; moderation effect. 
 

 
Introduction  
 
For some people in the organizations, a recent Forbes article’s title could be seen as intriguing, to say the least: 
“The biggest motivator at work? Love”. The article, signed by Stefano Tasselli (2019) discusses this challenging 
and, in the same time, conflicting aspect of the title statement given by the switched focus of the individual 
motivation, from the paycheck to the meaning of work and, we may add, to building the strong and healthy 
relational behaviors.  
 
The companies’ interests should, therefore, be not only linked with employees generating performance, but 
also finding strategies to diminish the negative organizational outcomes, which from the perspective of 
materializing in costs increase, could be seen as negative.  
 
Many of these negative organizational outcomes are linked with burnout, namely absenteeism (Schaufeli, 
Bakker, & Van Rhenen, 2009; Iverson, Olekalns, & Erwin, 1998), low citizenship behavior and poor job 
performance (Cropanzano & Byrne, 2003; Iverson, Olekalns & Erwin; 1998; Parker & Kulik, 1995), high 
intention to leave and low job satisfaction (Himle, Jayaratne, & Thyness, 1986; Jayaratne & Chess, 1984; Abu-
Bader, 2000), loss of productivity and efficiency (Maslach & Jackson, 1981; Schaufeli, 2003).  
 
With regards to individual objectives, many of the studies discuss apart from the quality of work, also about 
the dignity and decency at the workplace (Faioli, 2009), but also, the quality of relationships in the workplace 
that would lead to positive relational outcomes (Blustein, Olle, Connors-Kellgrem, & Diamonti, 2016; Di Fabio 
& Kenny, 2016; Kenny, Catraio, Bempechat, Minor, Olle, & Blustein, 2016). This leads to one of the points of 
conflict in today’s organizations since the technology and the systems could be seen as challenging the 
importance of personal connections, compassion and even love at work (Tasselli, 2019), therefore the 
importance of building relational civility in the workplace.  
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One of the main constructs in the I/O Psychology literature, discussing about the relationship at work is the 
work relational civility (WRC). In accordance with previous studies, we expect to find significant relationships 
among WRC, burnout and turnover intentions. In this article, we first present the relevant literature leading to 
our specific research hypotheses. This is followed by the methods applied, discussions and results of this study. 
We conclude the article with the implications of the study with regard to existing literature and suggestions for 
future research. 
 
 
Literature review and hypotheses 
 
Burnout and intention to leave 
 
Burnout is a construct that discusses the negative organizational results. As defined, starting with 
Freudenberger (1974) that connected it with the tendency to become exhausted by consuming the emotional 
and physical resources, burnout is a psychological syndrome that included, when initially conceptualized by 
Maslach and colleagues (1996), three dimensions: emotional exhaustion, depersonalization and reduced 
personal accomplishment. Out of those three dimensions, depersonalization’s construct was, later, enlarged 
and named cynicism. It included, apart from the characteristics of depersonalization (detachment from people), 
also, the detachment from jobs’ attributes, being characterized by a negative, unconcern attitude toward 
various aspects of the job or people (Koeske & Koeske, 1989).  
 
For both, individuals and organizations, burnout, which is a result of a process where the person’s job demands 
exceed the person’s resources, implying a series of negative implications. From affecting physical health and 
positively being related to morbidity and bodily disorders (Toker, Shirom, Shapira, Berliner, & Melamed, 2005), 
cardiovascular disease (Appels & Schouten, 1991; Tennant, 1996) and some psychosomatic symptoms such as 
poor appetite, headaches and chest pains (Burke & Deszca, 1986), burnout has also been correlated 
significantly with the experience of psychological distress, anxiety, depression and drops in self-esteem 
(Maslach, Schaufeli & Leiter,2001).  
 
It’s presence also leads to undesirable organizational outcomes such as reduced job performance, satisfaction, 
productivity, organizational commitment, and creativity (Freundenberg, 1974; Maslach et al. 2001; Lee & Shin, 
2005; Shirom, 2003; Hackman & Oldman, 1975). Last, but not least, burnout was confirmed by many types of 
research as one of the most significant variables that could predict intention to leave (Leiter & Maslach, 2009; 
Knudsen, Ducharme, & Roman, 2008; Lingard, 2003; Jung & Kim, 2012).  
 
As Carmeli and Weisberg (2006) pointed out, the employee which has the intention to leave his or her present 
job or organization, as it was initially defined by Meyer & Allen (1984), starts not only to think about leaving 
an organization, but also finding another alternative, and finally having turnover intent. In case of the 
employees who stay on the job because of a lack of an alternative or their sacrifices would be far greater if they 
would leave comparing with the situation in which they stay, burnout leads to lower productivity and 
effectiveness at work (Maslach et al., 2001), comparing with the employees that develop affective commitment, 
case in which they rather choose to stay in the company (Țânculescu, 2017). Consistent with the previous 
researches it is hypothesized: 
  
H1: Burnout will be positively related to turnover intention. 
 
Burnout, WRC and Intention to leave 
 
Ducharme, Knudsen and Roman (2008) agreed that the strongest variable that could predict the employees’ 
intention was burnout. Still, organizations invest several type of efforts to decrease the employees’ intention to 
leave, since this behavior lead to serious losses, not only in the knowledge, skills, and abilities remaining in the 
company, therefore in the organizational effectiveness, but also in tangible and intangible costs (Özbağ, 
Ceyhunb, & Çekmecelioğlu, 2014). These costs could be seen in the critical organizational competencies often 



130                                                                                                                                                        Strategica 2019 

 

are embedded in human resources, which include individuals' non-codified body of expertise and skills 
accumulated through experience, and so are highly rare and difficult for competitors to imitate (Wei & Lou, 
2005). 
 
We found the current literature to show a rather high interest in studying the incivility as a behavior rather 
than on the civility. 
  
Lim, Cortina, and Magley (2008) found significant relationships between incivility and employee health as well 
as turnover intentions. Also, Dion (2006) found that perceptions of workplace incivility were significantly 
related to feeling supported by their supervisor and positively related to feelings of occupational stress and 
turnover intentions. 
 
In a study examining the influence of empowering work conditions and workplace incivility on nurses’ 
experiences of burnout and important nurse retention, Laschinger, Leiter, Day and Gilin (2009) showed that 
emotional exhaustion, cynicism, and supervisor incivility most strongly predicted turnover intentions. Also, 
there are studies that show that the more employees report the presence of civil norms at work, the less they 
report turnover intentions and absences (Leiter, Laschinger, Day, & Gilin-Oore, 2011; Walsh, Magley, Reeves, 
Davies-Schrils, Marmet, & Gallus, 2012; Patterson, 2016). 
 
In their article, Andersson and Pearson (1999) introduce the workplace incivility as a construct and vaguely 
mention the civility dimension, defining it as “behavior involving politeness and regard for others in the 
workplace, within workplace norms for respect” (p.454). Recently, civility was defined as “behaviors 
characterized by a show of concern and regard for others” (McGonagle, Walsh, Kath, & Morrow, 2014).  
 
In the current study, we refer to WRC, a positive construct with implications from both sides (from the 
individual to the others and from the others to the individual). As DiFabio and Gori (2016) did in their article 
dedicated to introducing a new measure for understanding the WRC, we like to go beyond studying of incivility 
at work and to focus rather on the utility of models that include positivity and early interventions as forms of 
prevention (Hage, Romano, Conyne, Kenny, Matthews, Schwartz, & Waldo, 2007; Kenny & Hage, 2009). The 
authors defined the concept of relational civility as “a form of relational style characterized by respect and 
concern for the self and others, interpersonal sensitivity, personal education, and kindness toward others” 
(DiFabio & Gori, 2016). 
 
The connection between WRC, burnout and intention to leave is mainly based on studies that show that when 
incivility comes from a supervisor, it can result in employees who are less committed to the organization and 
report higher turnover intentions (Cortina, Magley, Williams, & Langhout, 2001). Leiter, Nicholson, Patterson 
and Laschinger (2012) found experienced incivility was related to higher levels of exhaustion and cynicism 
(two components of burnout).  
 
Still, as little research has focused on reducing incivility and improving employee outcomes (Leiter et al., 2011) 
and not extensive research were conducted to study the relationship between the three variables: burnout, 
WRC and intention to leave, in the light of the current studies, we formulate the following hypotheses: 
 
H2: WRC will be negatively related to turnover intention in both cases when H2(a) WRC is generated from the 
person to the others and when H2(b) WRC is generated from the others to the person. 
 
H3: WRC will moderate the relationship between burnout and turnover intention in such a way that the 
relationship is weaker for employees H3(a) exerting high levels of WRC (A) towards others and perceiving high 
levels of WRC (B). 
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Methodology 
 
Research goal 
 
The goal of this study is to investigate the moderating effect of WRC on the relationship between burnout and 
turnover intention. 
  
Participants 
 
The study sample was formed of 159 respondents, of which 37 (23.3%) were men, and 122 (76.7%) were 
women. In total, 128 (72.7%) did not hold a management position and ranged in age from 21 to 65 years, with 
an average of M = 40.65, S.D. = 8.64. The majority of the participants 152 (95.6%) have a permanent, full-time, 
job contract. 
  
 
Measures 
 
For measuring WRC, we used an instrument with the homonym name (Workplace Relational Civility, DiFabio, 
& Gori, 2016). This measure refers to people’s interpersonal relationships at work. In the first part (A), the 
respondents are asked to describe how they acted or behaved toward others (colleagues and/or superiors) 
over the past 3 months. In the second part (B), the respondents are asked to describe how they perceived others 
(colleagues and superiors) acted or behaved toward them (in the past 3 months). Each of these two sections (A 
and B) includes three sub-scales: relational decency (RD; I respected the opinions of others / Others respected 
my opinions), relational culture (RCu; I made comments that valorized others / Others made comments that 
valorized me), relational readiness (RR; I easily recognized the feelings of others /Others easily recognized my 
feelings). The answers were collected on a five-point Likert-type scale, from (1) Not at all to (5) A great deal. 
 
We measured organizational burnout using Maslach Burnout Inventory, MBI-General Survey (MBI-GS, 
Schaufeli, Leiter, Maslach & Jackson, 1996). It comprises three sub-scales assessing emotional exhaustion (EXH; 
I feel emotionally drained from my work), cynicism (CYN; I have become less interested in my work since I 
started this job) and personal accomplishment (INEFF; At work, I feel confident that I am effective at getting 
things done). The response value for each of the personal accomplishment items are reversed before moving 
on, generating in a personal inefficiency sub-scale. High scores are indicative of burnout.  
 
Finally, intention to leave (ITL) was measured by the three-item scale of Mobley, Horner & Hollingsworth 
(1978). Both MBI-GS and ITL items were ranked on a five-point Likert-type scale where (1) strongly disagree 
to (5) strongly agree. 
 
Data analysis and results 
 
To test the reliability of the scales used in the study, Cronbach Alpha scores were calculated for each scale. The 
Cronbach Alpha scores for each scale were good with overall Alpha reported of .76 - .95.  
 
Also, we calculated means and standard deviations for each variable and the correlation matrix of all variables. 
Means, standard deviations, reliabilities and correlations among all scales used in the analyses are shown in 
Table 1. 
 
Negative highly significant correlations have resulted in the relation between burnout and its components and 
the WRC seen as generated from the others towards the respondents. That means that, if one perceives the 
others behaved in a certain positive manner, they are more prone to have the level of exhaustion (r = -.35), 
cynicism (r = -.46) and professional inefficacy (r = -.30) correlated as presented in the brackets, with a level of 
p <.001. On the other hand, it is seen that the correlation between the same burnout and WRC is seen as 
behaviors generated from the respondent to the others is very low in intensity and, as well, non-significant, 
with correlation coefficients ranging from -.09 to .01. 
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With regards to burnout components and WRC as coming from the respondents to the others, there are 
negative, significant, but low correlations in relation to exhaustion (r=-.16, p < .05) and cynicism (r=-.19, p < 
.05) and highly significant negative correlations with professional inefficacy (r=-.32, p < .001). When referring 
to burnout components and WRC as behaviors coming from the others to the respondents, there are, negative 
significant (p < .001) high correlations in relation to all three burnout components: exhaustion (r=-.35), 
cynicism (r=-.46), professional inefficacy (r=-.30).  
 
The same trend could be observed in the correlation between WRC as coming from the respondents to the 
others with intention to leave has a lower value (r=-.21, p < .001) rather than when correlating WRC coming 
from the others to the respondents to intention to leave returns a more robust negative score (r=-.52, p < .001). 
In this manner, our second hypothesis is validated. These elevated scores related to Part B WRC are indicating 
that the others’ behaviors are rather connected to decreasing the negative organizational outcomes (such as 
burnout and intention to leave).  
 
To test this assumption, a linear regression analysis was run, with the WRC, Part A and Part B, as predictors 
and the burnout, on one hand, and intention to leave, on the other hand, as the criterion variables. To eliminate 
as much as possible, the eventual biases in creating and testing the determined models, we analyzed the 
residual values, we verified the database to identify the outlier values. 
 
The results showed that the WRC, Part A, did not predict burnout (β = -.05, p = .552), whereas the WRC, Part B 
explains 9.4% from burnout, with β = -.31, p <.001. This second model was highly significant, F(1, 157) = 16.29, 
p < .001. Also, when predicting intention to leave, the WRC, Part A explained a low 4.5%, with a β = -.21, p <.01, 
model significant F(1,157) = 7.32, p < .01, whereas the WRC, Part B explains explaining 27.2% from the 
intention to leave, with β = -.52, p <.001. This model was highly significant F(1, 157) = 58.64, p < .001. 
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Table 1. Descriptive Statistic, correlations and Alpha reliabilities of the measures (in the parenthesis) 

Variables 1 2 3 4 5 6 7 8 9 10 11 12 13 

1. Relational Decency (Part A) (.79)                         

2. Relational Culture (Part A) .61** (.77)                       

3. Relational Readiness (Part A) .46** .61** (.87)                     

4. WRC (A) .80** .85** .87** (.90)                   

5. Relational Decency (Part B) .46** .32** .33** .44** (.82)                 

6. Relational Culture (Part B) .48** .43** .37** .50** .79** (.89)               

7. Relational Readiness (Part B) .36** .34** .45** .47** .71** .76** (.95)             

8. WRC (B) .46** .39** .43** .51** .89** .91** .94** (.95)           

9. Exhaustion -.16* -.12 -.12 -.16* -.30** -.29** -.34** -.35** (.89)         

10. Cynicism -.18* -.10 -.19* -.19* -.40** -.43** -.42** -.46** .73** (.76)       

11. Personal /Professional Inefficacy -.21** -.28** -.30** -.32** -.18* -.32** -.29** -.30** .19* .36** (.82)     

12. Burnout  -.09 .01 -.03 -.05 -.30** -.25** -.29** -.31** .88** .78** .61** (.77)   

13. Intention to leave -.20* -.13 -.19* -.21** -.47** -.47** -.48** -.52** .48** .57** .19* .50** (.90) 

Note: ** Correlation is significant at the 0.01 level (2-tailed).



 

 

 

 

Model testing results 
 
To test the hypothesis that the intention to leave are a function of multiple factors, and more specifically 
whether WRC moderates the relationship between burnout levels and employees’ intention to leave, a 
hierarchical multiple regression analysis was conducted. The same analysis was run for both parts of WRC, 
namely for the A part (where the respondent discussed their behaviors towards others) and for the B part 
(where the respondents discussed others’ behaviors towards themselves). 
 
In the first step, we entered the control variables of gender, age and managerial position. Gender, age and 
managerial position were not significantly related to turnover intentions even if, in previous studies, the 
importance of demographic factors in explaining employee burnout and turnover intention (Jackson, 1993; 
Somers, 1996; Brewer & Shapard, 2004; Karatepe & Karatepe, 2009). Still, there were studies that showed an 
insignificant correlation between gender, age and intention to leave (e.g. Özbağ, Ceyhunb, & Çekmecelioğlu, 
2014).  
 
In the second step, we investigated the impact of burnout on employee turnover intentions. The results 
revealed that burnout (β=.544) have a positive significant effect on employee turnover intentions. In the third 
step, the impact of WRC on turnover intentions was investigated, in the first hierarchical moderated regression 
analysis performed, for WRC, part A and for WRC, part B, in the second moderated regression performed. The 
results revealed that WRC (A) was not significantly related to turnover intentions (β=-.059), whereas, in the 
second regression analysis performed, WRC (B) was significantly related to turnover intentions (β= -.339). In 
the last step, we entered a two-way interaction term between burnout and WRC (A), in the first analysis 
performed and WRC (B) and found that the relationship between burnout and turnover intention was 
moderated by both WRC (A) and WRC (B).  
 
To avoid potentially problematic high multicollinearity with the interaction term, the variables were centered 
and this two-way interaction term between burnout level and WRC, for both Part A and Part B was created 
(Aiken & West, 1991). By adding the interaction term between burnout level and WRC was added to the 
regression model, which accounted for a significant proportion of the variance in intention to leave, ΔR2 = .10, 
ΔF(1, 159) = 25.38, p < .001, for WRC (A) and, also, accounted for a significant proportion of the variance in 
intention to leave, ΔR2 = .03, ΔF(1, 152) = 6.61, p = .011, for WRC (B).  
 
Table 2. Hierarchical Moderated Regression Analyses (for WRC, Part A) 

 Step 1 Step 2 Step 3 Step 4 

Step 1: Control Variables 
Gender 
Age 
Managerial Position 

 
.016 
-.031 
-.108 

 
-.001 
.067 
-.065 

 
.011 
.056 
-.061 

 
.024 
.074 
-.048 

Step 2: Burnout – Intention to leave  .544** .526** 556** 

Step 3: WRC (A) – Intention to leave   -.059 -.084 

Step 4: Moderating Effect  
Burnout * WRC (A) 

   .320** 

R .115 .546 .549 .633 

R2 .013 .298 .301 .401 

ΔR2 .013 .285 .003 .100 

Note: * p<0.05 ** p<0.01 
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Table 3. Hierarchical Moderated Regression Analyses (for WRC, Part B) 
1 Step 1 Step 2 Step 3 Step 4 

Step 1: Control Variables 
Gender 
Age 
Managerial Position 

 
.016 
-.031 
-.108 

 
-.001 
.067 
-.065 

 
.009 
.024 
-.044 

 
.024 
.074 
-.048 

Step 2: Burnout – Intention to leave  .544** .380** 427** 

Step 3: WRC (B) – Intention to leave   -.339** -.346** 

Step 4: Moderating Effect  
Burnout * WRC (B) 

   .168** 

R .115 .546 .621 .642 

R2 .013 .298 .386 .412 

ΔR2 .013 .285 .088 .026 

Note: * p<0.05 ** p<0.01 

 
 
Conclusions and implications 
 
The results of this study show that employees who reported mainly that they were more exhausted and more 
cynical had more intention to leave their organization. Also, the employees that feel less professional efficacy 
are prone to quit their job, even if not with the same level of determination as to when exhausted and /or 
cynical. This finding supports our first hypothesis and previous researches (Leiter & Maslach, 2009; Knudsen 
& Roman, 2008; Harrington et al., 2001; Lingard, 2003; Jung & Kim, 2012).  
 
Across a wide range of studies, turnover intentions were reported to be highly correlated with the behavior of 
leaving the organization (Hom, Caranikas-Walker, Prussia, & Griffeth, 1992; Parasuraman, 1982; Mobley, 
1977). These findings confirm that measures to prevent burnout could also help to reduce turnover and its 
associated monetary and nonmonetary costs.  
 
Therefore, to prevent burnout, favorable, considerate, polite, ready to be lived, healthy relationships in the 
workplace, support from supervisor and colleagues should be provided since these factors have been shown to 
correlate negatively with turnover intention (Leiter & Maslach, 1988).  
 
Especially, this research shows that the others’ manifestation of relational civility in the workplace is rather 
more important than the individual’s behavior. Somehow, the employee tends to expect the others to care for 
them rather than themselves for the others, as a possible manner to see the others’ respect and consideration 
for their own professional and personal contribution.  
 
The second hypothesis was validated, namely, WRC is shown to be negatively related to turnover intention in 
both cases, even if WRC is generated from the person to the others the correlation quotient was lower (r=-.21, 
p < .001), still, significant comparing with WRC when generated from the others to the person (r=-.52, p < .001). 
 
Also, results show that the WRC significantly moderates the relationship between burnout and turnover 
intention in such a way that the relationship is weaker for employees perceiving high levels of WRC, rather 
than for the employees exerting high levels of WRC towards others. The moderating effect was confirmed in 
both cases, validating the third hypothesis of the study. 
  
Companies should be aware of the costs associated with burnout, for some authors, having a fatal impact on 
the organizational performance and life, in general, since the human resource management cannot afford to 
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ignore its employees who are depressed and would probably not care about excellent quality, creativity, 
innovation, profitability and the competitiveness (Özbağ, Ceyhunb & Çekmecelioğlu, 2014). 
 
As main limitations to this study, we mention its’ cross-sectional nature that precludes powerful claims of 
causal effects and a rather limited number of participants, which inhibits the generalizability of our results.  
 
Further steps could include a longitudinal study to examine changes over time, as well as more diverse studies 
in connection with the civility, in general, and WRC in particular. 
 
 
References  
 
Abu-Bader, S.H. (2000). Work Satisfaction, Burnout, and Turnover among Social Workers in Israel: A Causal 

Diagram, International Journal of Social Welfare, 9(3), 191-200. doi: 10.1111/1468-2397.00128. 
Aiken, L.S., & West, S.G. (1991). Multiple regression: Testing and interpreting interactions. Thousand Oaks, CA: 

Sage. 
Andersson, L.M., & Pearson, C.M. (1999). Tit for Tat? The Spiraling Effect of Incivility in the Workplace. 

Academy of Management Review, 24, 452–471. doi: 10.2307/259136. 
Appels, A., & Schouten, E. (1991). Burnout as a risk factor for coronary heart disease. Behavioral Medicine, 

17(2), 53-59. doi: 10.1080/08964289.1991.9935158. 
Blustein, D.L., Olle, C., Connors-Kellgrem, A., & Diamonti, A.J. (2016). Decent work: a psychological 

perspective. Frontiers in Psychology, 7(407). doi: 10.3389/fpsyg.2016.00407. 
Brewer, E.W., & Shapard, L. (2004). Employee burnout: A meta-analysis of the relationship between age or 

years of experience, Human Resource Development Review, 3(2), 102–123. doi: 
10.1177/1534484304263335. 

Carmeli, A., & Weisberg, J. (2006). Exploring turnover intentions among three professional groups of 
employees, Human Resource Development International, 9(2), 191–206. doi: 
10.1080/13678860600616305 

Cortina, L.M., Magley, V.J., Williams, J.H., & Langhout, R.D. (2001). Incivility in the workplace: incidence and 
impact. Journal of Occupational Health Psychology, 6, 64-80. doi: 10.1037/1076-8998.6.1.64 

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(1), 160–
169. doi: 10.1037/0021-9010.88.1.160 

Di Fabio, A., & Gori, A. (2016). Assessing WRC (WRC) with a New Multidimensional “Mirror” Measure. 
Frontiers in Psychology, 7(890). doi: 10.3389/fpsyg.2016.00890. 

DiFabio, A., & Kenny, M.E. (2016). From decent work to decent lives: positive self and relational management 
(PS&RM) in the Twenty-First Century. Frontiers in Psychology, 7(361). doi: 10.3389/fpsyg.2016.00361. 

Dion, M.J. (2006). The impact of workplace incivility and occupational stress on the job satisfaction and 
turnover intention of acute care nurses. Doctoral Dissertations. AAI3221535. Retrieved from 
https://opencommons.uconn.edu/dissertations/AAI3221535.  

Ducharme, L.J., Knudsen, H.K., & Roman, P.M. (2007). Emotional exhaustion and turnover intention in human 
service occupations: the protective role of coworker support, Sociological Spectrum, 28(1), 81–104. 
doi:10.1080/02732170701675268 

Faioli, M. (2009). Decency at Work: Dalla tensione del lavoro alla Dignità. Categorie interculturali e sapere 
giuridico [Decency at Work: from Tension of Work to Dignity. Intercultural Categories and Juridical 
Knowledge.] Roma, IT: La Nuova Cutura. 

Freudenberger, H.J. (1974). Staff burnout. Journal of Social Issues, 30, 159-165. doi: 10.1111/j.1540-
4560.1974.tb00706.x. 

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

Hage, S.M., Romano, J.L., Conyne, R.K., Kenny, M., Matthews, C., Schwartz, J.P., & Waldo, M. (2007). Best 
practice guidelines on prevention practice, research, training, and social advocacy for psychologists. 
Counseling Psychologist, 35(4), 493–566. doi:10.1177/0011000006291411. 

https://opencommons.uconn.edu/dissertations/AAI3221535


Management and Leadership                                                              137  

 

Himle, D.P., Jayaratne, S., & Thyness, P. (1986). Predictors of job satisfaction, burnout and turnover among 
social workers in Norway and the USA: a cross-cultural study. International Social Work, 29(4), 323–334. 
doi: 10.1177/002087288602900406. 

Hom, P., Caranikas-Walker, F., Prussia, G.E., & Griffeth, R.W. (1992). A Meta-Analytical Structural Equations 
Analysis of a Model of Employee Turnover. Journal of Applied Psychology, 77(6), 890-909. doi: 
10.1037/0021-9010.77.6.890 

Iverson, R.D., Olekans, M., & Erwin, P. (1998). Affectivity, organizational stressors, and absenteeism: A causal 
model of burnout and its consequences. Journal of Vocational Behavior, 52, 1-23. doi: 
10.1006/jvbe.1996.1556. 

Jackson, R.A. (1993). An analysis of burnout among School of Pharmacy faculty. American Journal of 
Pharmaceutical Education, 57(1), 9–17. 

Jayaratne, S., & Chess. W.A. (1984). Job Satisfaction, burnout and turnover: a national study. Social Work, 
29(5), 448-453. doi: 10.1093/sw/29.5.448. 

Jung, J., & Kim, Y. (2012) Causes of newspaper firm employee burnout in Korea and its impact on 
organizational commitment and turnover intention. The International Journal of Human Resource 
Management 23(17), 1-16. doi: 10.1080/09585192.2012.654806. 

Karatepe, O.M., & Karatepe, T. (2009). Role Stress, Emotional Exhaustion, and Turnover Intentions: Does 
Organizational Tenure in Hotels Matter? Journal of Human Resources in Hospitality & Tourism, 9(1), 1–16. 
doi:10.1080/15332840903323364. 

Kenny, M.E., & Hage, S.M. (2009). The next frontier: prevention as an instrument of social justice. The Journal 
of Primary Prevention, 30(1), 1–10. doi:10.1007/s10935-008- 0163-7. 

Kenny, M.E., Catraio, C., Bempechat, J., Minor, K., Olle, C., & Blustein, D.L. (2016). Preparation for meaningful 
work and life: urban high school youth’s reflections on work-based learning 1-year post-graduation. 
Frontiers in Psychology, 7(286). doi: 10.3389/fpsyg.2016.00286. 

Koeske, G.F., & Koeske, R.D. (1989). Work load and burnout: Can social support and perceived 
accomplishment help?. Social Work, 34(3), 243-248. doi:10.1093/sw/34.3.243. 

Knudsen, H.K., Ducharme, L.J., & Roman, P.M. (2008). Clinical supervision, emotional exhaustion and turnover 
intention: A study of substance abuse treatment counselors in the clinical trials network of the national 
institute on drug abuse. Journal of Substance Abuse Treatment, 35(4), 387–395. 

Laschinger, H.K.S., Leiter, M., Day, A., & Gilin, D. (2009). Workplace empowerment, incivility, and burnout: 
Impact on staff recruitment and retention outcomes. Journal of Nursing Management, 17(3), 302-311. doi: 
10.1111/j.1365-2834.2009.00999.x. 

Lee, K-E., & Shin, K-H. (2005). Job Burnout, Engagement and Turnover Intention of Dietitians and Chefs at a 
Contract Food Service Management Company. Journal of Community Nutrition, 7(2), 100–106. 

Leiter, M.P., Laschinger, H.K.S., Day, A., & Gilin-Oore, D. (2011). The impact of civility interventions on 
employee social behavior, distress, and attitudes. Journal of Applied Psychology, 96(6), 1258-1274. doi: 
10.1037/a0024442. 

Leiter, M., & Maslach, C. (1988). The impact of interpersonal environment on burnout and organizational 
commitment. Journal of Organizational Behavior, 9, 297-308. doi: 10.1002/job.4030090402. 

Leiter, M.P., & Maslach, C. (2009). Nurse turnover: the mediating role of burnout. Journal of Nursing 
Management, 17(3), 331–339. doi: 10.1111/j.1365-2834.2009.01004.x. 

Leiter, M.P., Nicholson, R., Patterson, A., & Laschinger, H.K.S. (2012). Workplace relationships as demands and 
resources: A model of burnout and work engagement. Ciencia & Trabajo Journal, 13(41), 143-151. 

Lim, S., Cortina, L.M., & Magley, V.J. (2008) Personal and workgroup incivility: impact on work and health 
outcomes. Journal of Applied Psychology, 93(1), 95–107. doi: 10.1037/0021-9010.93.1.95. 

Lingard, H. (2003). The impact of individual and job characteristics on ‘burnout’ Among civil engineers in 
Australia and the implications for employee turnover, Construction Management and Economics, 21(1), 
69-80. doi: 10.1080/0144619032000065126 

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

Maslach, C., Jackson, S.E., & Leiter M.P. (1996). Maslach Burnout Inventory: Manual. Palo Alto, CA: Consulting 
Psychologists Press. 

Maslach, C., Schaufeli, W.B., & Leiter, M.P. (2001). Job burnout. Annual Review of Psychology, 52, 397-422. doi: 
10.1146/annurev.psych.52.1.397. 



138                                                                                                                                                                                  Strategica 2019 

 

McGonagle, A.K., Walsh, B.M., Kath, L.M., & Morrow, S.L. (2014). Civility norms, safety climate, and safety 
outcomes: A preliminary investigation. Journal of Occupational Health Psychology, 19(4), 437-452. doi: 
10.1037/a0037110. 

Meyer, J.P., & Allen, N.J. (1984). Testing the "side-bet theory" of organizational commitment: Some 
methodological considerations. Journal of Applied Psychology, 69(3), 372-378. doi:10.1037/0021-
9010.69.3.372/. 

Mobley, W.H. (1977). Intermediate linkages in the relationship between job satisfaction and employee 
turnover. Journal of Applied Psychology, 62(2), 237-240 doi:10.1037/0021-9010.62.2.237. 

Mobley, W.H., Horner, S.O., & Hollingsworth, A.T. (1978) An evaluation of the precursors of hospital employee 
turnover. Journal of Applied Psychology 63(4), 408–414. 

Özbağ, G.K., Ceyhunb, G.Ç, & Çekmecelioğlu, H.G. (2014) The Moderating Effects of Motivating Job 
Characteristics on the Relationship between Burnout and Turnover Intention. Procedia - Social and 
Behavioral Sciences 150, 438-446. doi: 10.1016/j.sbspro.2014.09.048. 

Parasuraman, S. (1982). Predicting turnover intentions and turnover behavior: A multivariate analysis. 
Journal of Vocational Behavior, 21(1), 111-121. doi:10.1016/0001-8791(82)90056-2. 

Parker, P.A., & Kulik, J.A. (1995). Burnout, self- and supervisor-related job performance, and absenteeism 
among nurses. Journal of Behavioral Medicine, 18(6), 581-599. doi:10.1007/BF01857897. 

Patterson, A.M. (2016). A Construct Analysis of Civility in the Workplace. A Thesis Presented to The 
University of Guelph. Retrieved from 
https://pdfs.semanticscholar.org/0610/f506a9d2b4aad9cceb3bcb2d6fdc0e7e7867.pdf. 

Schaufeli, W.B. (2003). Past performance and future perspectives of burnout research. SA Journal of Industrial 
Psychology, 29(4). doi: 10.4102/sajip.v29i4.127. 

Schaufeli, W.B., Leiter, M.P., Maslach, C., & Jackson, S.E. (1996). Maslach Burnout Inventory-General Survey. In 
C. Maslach, S.E. Jackson, & M.P. Leiter (Eds.), The Maslach Burnout Inventory: Test manual (3rd ed., pp. 22–
26). Palo Alto, CA: Consulting Psychologists Press. 

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 Organizational Behavior, 30, 893–917. 
.doi: 10.1037/0021-9010.63.4.408. 

Shirom, A. (2003). Job-Related Burnout: A Review. In Quick, J.C., & Tetrick, L.E. (Eds.), Handbook of 
Occupational Health Psychology, American Psychological Association, Washington DC, 245-264. doi: 
10.1037/10474-012. 

Somers, M.J. (1996). Modeling employee withdrawal behavior over time: A study of turnover using survival 
analyses. Journal of Occupational and Organizational Psychology, 69(4), 315–326. doi: 10.1111/j.2044-
8325.1996.tb00618.x. 

Țânculescu, L. (2017). Mediating variables in the relationship between personality traits and types of 
commitment to an organization. A meta-analytic study. Romanian Journal of Psychological Studies, 5(1), 9-
20. 

Tasselli, S. (2019). The Biggest Motivator at Work? Love. Forbes. July, 16, 2019. Retrieved from 
https://www.forbes.com/sites/rsmdiscovery/2019/07/16/the-biggest-motivator-at-work-
love/#1e9f4d9b6d9c. 

Tennant, C. (1996). Experimental stress and cardiac function. Journal of Psychosomatic Research, 40, 569–583. 
Toker, S., Shirom, A., Shapira, I., Berliner, S., & Melamed, S. (2005). The Association Between Burnout, 

Depression, Anxiety, and Inflammation Biomarkers: C-Reactive Protein and Fibrinogen in Men and 
Women. Journal of Occupational Health Psychology, 10(4), 344 –362. doi: 10.1037/1076-8998.10.4.344 

Walsh, B.M., Magley, V.J., Reeves, D.W., Davies-Schrils, K.A., Marmet, M.D., & Gallus, J.A. (2012). Assessing 
workgroup norms for civility: The development of the civility norms questionnaire-brief. Journal of 
Business and Psychology, 27(4), 407-420. doi: 10.1007/s10869-011-9251-4. 

Wei, L., & Lau, C.-M. (2005) Market orientation, HRM importance and competency: Determinants of strategic 
HRM in Chinese firms. International Journal of Human Resource Management 16(10), 1901-1918, doi: 
10.1080/09585190500298586. 

  

https://pdfs.semanticscholar.org/0610/f506a9d2b4aad9cceb3bcb2d6fdc0e7e7867.pdf
https://www.forbes.com/sites/rsmdiscovery/2019/07/16/the-biggest-motivator-at-work-love/#1e9f4d9b6d9c
https://www.forbes.com/sites/rsmdiscovery/2019/07/16/the-biggest-motivator-at-work-love/#1e9f4d9b6d9c

