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Abstract  
 
The Job Demands-Resources (JD-R) model suggests that job resources can buffer the detrimental 
effects of job demands. This remains untested in New Zealand within the context of the Covid-19 
pandemic leaving researchers to question the importance of resources and whether the pandemic’s 
impact means that job demands are not as easily buffered. In this study, we test a moderated 
mediation model with job demands predicting turnover intentions, flourishing as a mediator and 
job resources buffering. Using data collected across eight New Zealand organisations in 2021 
(N=934), the current study supports the necessity for organisations to take stock of the risk factors 
associated with job-related demands, and work to provide employees with necessary psychosocial 
job resources to buffer their effect on flourishing and turnover. 
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Introduction 
 
Since the Covid-19 pandemic began in 2020, workplace wellbeing has become an important focus 
for organisations globally (Wallace, 2022). Malinen et al (2020) stated that “while the long-term 
impacts of the Covid-19 pandemic are yet to be realised, there is no doubt that the wellbeing of 
many are and will be affected” (p. 17). Indeed, New Zealand evidence suggests wellbeing has 
suffered, including rising job burnout (Haar, 2021). These risks include, but are not limited to, 
social isolation, cognitive drain from work-home interference while working from home, greater 
work demands, and exposure to physical health threats (Wang et al., 2020; Green et al., 2020). 
Organisations have similarly faced challenges to quickly adopt work-from-home systems, manage 
employees in distributed teams, and build community and culture in a remote working model 
(Vyas & Nantapong, 2021; Green et al., 2020). An alternative view highlights the silver lining of 
the pandemic with some employees reporting greater flexibility and autonomy and associated 
productivity (George et al., 2022). 
 
With countries, states, and districts moving away from Covid-19 mandates in 2022, researchers 
have investigated what a return to the workplace will look like post-pandemic, prompting 
conversations about those resources that should be available to employees to ease the transition 
(Appel-Meulenbroek et al., 2022). Walker (2020) stated “Aotearoa New Zealand is in a relatively 
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unique position. It is part of a small group of countries and jurisdictions that have pursued a public 
health goal of elimination, rather than the mitigation or suppression of the disease” (p. 2). Further, 
the ongoing impact of the pandemic is yet to be realised and is likely to continue to negatively 
impact the psychological health of many, meaning that organisations must continue to actively 
identify and mitigate distress in the workplace (Gavin et al., 2020). Indeed, the first half of 2022 
has brought new upheavals in the form of “the Great Resignation” with reports suggesting that 
close to 40 per cent of New Zealanders are searching for alternative employment (Bell, 2022). In 
a tight labour market, organisations are increasingly concerned with the attraction and retention of 
staff, making understanding turnover, and associated healthy workplaces important (Rangachari 
& Woods, 2020). 
 
This study seeks to understand the demands placed on workers in a Covid climate, and the way 
this shapes employee wellbeing and turnover intentions. We draw on the Job Demands and 
Resources (JD-R) Model (Demerouti et al., 2001; Bakker & Demerouti, 2007) to explore how job 
demands (e.g., workload, poor consultation) and job resources (e.g., job control, social support) 
differentially predict wellbeing, specifically flourishing (e.g., Janse van Rensburg et al., 2018) and 
a key workforce outcome of turnover intentions. We include flourishing as a mediator and, 
following the JD-R model and building on the limited New Zealand evidence (e.g., Haar et al., 
2019), we also explore job resources buffering job demands. This provides new insights into 
workplace challenges facing employees in a Covid world. Our study model is shown in Figure 1.  
 
Figure 1. Study Model  
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Covid-19 has caused upheaval in labour markets globally, leading to falls in job opportunities in 
some sectors and sharp opportunity increases in in others (Costa Dias et al., 2020). Current trends 
suggest ongoing volatility in the labour market, and that recovery of labour demand to pre-
pandemic levels will not occur quickly (International Labour Organization, 2022). In New 
Zealand, the labour market is tight, and there are growing difficulties for employers in finding 
skilled and unskilled workers (Ministry of Business Innovation and Employment, 2022). Turnover 
intentions refer to employee thoughts about leaving their job and organisation (Haar et al., 2012) 
and managing turnover is important because there are a number of costs associated with it (Hinkin 
& Tracey, 2000), including employee departure (e.g., severance pay), recruitment costs for the 
replacement (e.g., agency fees), then selection costs and hiring costs (e.g., orientation, on-the-job 
training), not to mention lost productivity costs (e.g., peer disruption). Fundamentally, 
understanding turnover within the Covid-19 pandemic is vital for firms to alleviate the pressures 
around staff leaving. 
 
 
Flourishing 
 
Our model also includes flourishing, which is a broad conceptualisation of wellbeing, described 
as functioning effectively and feeling good (Hone et al., 2015). There are numerous ways of 
conceptualising wellbeing (Linton et al., 2016), with the World Health Organization (2005) 
defining health in their Constitution as “a state of complete physical, mental and social well-being” 
(p. 1). Created from the study of positive psychology, the study of flourishing involves a ‘flip’ 
from the traditional study of ‘negative’ risk factors towards a focus on more positive ‘strengths’ 
approach (Levin, 2020). It is important to emphasise that flourishing is a multi-faceted concept 
and that the non-existence of physical or mental health issues on its own does not equate to 
flourishing. Under the key tenets of their flourishing model, Westerhof and Keyes (2010) note that 
whether someone is experiencing any mental illness does not determine the extent to which they 
are experiencing positive or negative mental health, termed flourishing if positive and languishing 
if negative. We follow their approach and measure positive mental health operationalised through 
how employees feel they are performing in key areas such as relationships, competence, optimism, 
self-esteem, and purpose (Diener et al., 2010). 
 
 
Job Demands-Resources Model 
 
The JD-R Model (Bakker & Demerouti, 2007; Demerouti et al., 2001) provides a framework for 
understanding employee wellbeing and work behaviours through interactions between two 
occupational characteristics termed job demands and job resources. Researchers argue that no 
matter the type of work undertaken, there is always a certain balance/imbalance between these two 
characteristics which contribute to employee wellbeing and associated organisational outcomes. 
The JD-R model defines demands as aspects of the job (e.g., heavy workloads or role ambiguity) 
that, through requiring sustained effort, impose physiological or psychological costs on the 
employee. Job resources reflect positive workplace factors, and these might include autonomy or 
support (Haar et al., 2019). Research suggests that, if job demands are not buffered by appropriate 
job resources, the employee will experience constant overtaxing, potentially leading to negative 
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occupational outcomes like stress (Bakker & Demerouti, 2007) and higher turnover intentions 
(Rajendran et al., 2020). The JD-R model also acknowledges that stressful job demands can be 
mitigated through increasing job resources. For example, having greater work autonomy and 
control over one’s work can enable employees to buffer the detrimental issues around workload. 
Thus, employees with high job resources achieve superior outcomes compared to employees with 
high job demands but low job resources (Haar et al., 2019). We detail each characteristic next. 
 
 
Job Demands 
 
The Covid-19 pandemic forced governments to implement large scale interventions, such as 
lockdowns, mask wearing, and limitations on social gatherings, to flatten the pandemic curve and 
protect overtaxed healthcare systems. These life-altering measures had a resounding impact on the 
way workplaces operate. For example, due to Covid-19, workers faced unique job demands, 
including higher workloads leading to reduced wellbeing (Falco et al., 2021). For employees 
across a wide range of sectors, reviews suggest that working conditions pose greater demands now 
than prior to the pandemic (Wong & O’Connor, 2021). Workload issues might also relate to new 
ways of working, including hybrid work and associated technology challenges (Green et al., 2020). 
Here, we focus on four psychosocial sources: work demands and pressures, harassment, poor 
change consultation, and role ambiguity. It is important to consider these factors considering the 
added demands of the Covid-19 pandemic. 
 
1. Work demands and pressures recognise that during the Covid-19 pandemic, many employees 
reported an increase in workloads and pressures (Wong & O’Connor, 2021). Research suggests 
that, due to the pandemic, this form of job demand has increased, with issues around greater 
workload, technology-stressors, poor working-from-home arrangements, and greater tensions and 
stress (Gilleen et al., 2021; Meyer et al., 2021).  
 
2. Workplace bullying/harassment is an established problem in New Zealand, with research 
suggesting that almost one in five employees experience bullying (O’Driscoll et al., 2011). 
Importantly, that research showed bullying was detrimental to wellbeing and work outcomes. 
During Covid-19, studies were reporting a significant increase in workplace bullying/harassment 
(Iida et al., 2021), making it a pertinent factor to explore. Indeed, we include workplace bullying 
because it is associated with a variety of negative personal wellbeing and organisational outcomes 
(Neto et al., 2017).  
 
3. Poor change consultation. Yue (2021) noted that change has been a critical aspect of 
organisations responses to Covid-19, and thus captures a critical element of job demands. 
Organisations need to be cognizant of the impact of change on their employees, and how to 
navigate detrimental effects by communicating clearly and consulting employees about change 
that will affect them. Research suggests that, during times of organisational change, individuals 
can experience job uncertainty and feelings of loss of control over their circumstances, and that 
these negative impacts are worsened when communication around the change is poor (Bordia et 
al., 2011). 
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4. Role ambiguity refers to when a job role is poorly defined, which is characterised by uncertainty 
regarding the requirements of one’s role and function within the organisation (Karkkola et al., 
2019). Role ambiguity influences employee wellbeing through the creation of work conflict 
(Karkkola et al., 2019) and encourages turnover intentions (Bakar et al., 2021). 
 
We follow standard approaches to job demands and group all four dimensions together as job 
demands (e.g., Bakker et al., 2007; Bakker & Demerouti, 2007). Combined, we expect job 
demands will be positively related to turnover intentions as employees react to the detrimental 
effects of job demands and seek to leave their job (see Bakker et al., 2003; Bon & Shire, 2017). 
Further, such individuals are expected to be detrimentally affected in their personal wellbeing via 
reduced flourishing. Many studies capturing aspects of flourishing have shown job demands are 
detrimental (e.g., Balducci et al., 2011; Fernet et al., 2013). We posit the following: 
 
Hypothesis 1: Job demands will be a) positively related to turnover intentions and b) negatively 
related to flourishing. 
 
Flourishing is an “aspirational framework for thinking about human development and obligations” 
(Kleinig & Evans, 2013, p. 339) and, as such, acts as a useful guide for organisational policy in 
relation to workplace wellbeing. Research has demonstrated that levels of flourishing predict 
important organisational outcomes, such as job performance and reduced intention to leave 
(Redelinghuys et al., 2019). In New Zealand, research prior to the pandemic categorised one in 
four New Zealanders as flourishing, and that this state was associated with other desirable factors, 
including physical health, work-life balance, and job satisfaction (Hone et al., 2015). Research 
suggests that Covid-19-related factors have impacted flourishing detrimentally, including 
pandemic fears (Sürücü et al., 2021). Interestingly, other research suggests that the Covid-19 
pandemic may have prompted positive development of flourishing, such as positively impacting 
on environmental mastery, personal growth, and social growth/activism (Graham & Eloff, 2022). 
Findings like this suggest that people may be finding ways to adapt and flourish despite their new 
circumstances (Paz et al., 2022).  
 
Overall, we also explore whether flourishing will shape turnover intentions, given evidence pre-
Covid-19. For example, Janse van Rensburg et al (2017) demonstrated that flourishing was 
negatively related to turnover intention. Coetzee and Oosthuizen (2017) found flourishing 
mediated the effects of bullying (one of our job demand factors) on turnover intentions, and we 
expect similar mediation effects from flourishing here on job demands on turnover intentions. In 
this regard, employees with high flourishing – even in the context of job demands – may be better 
able to fight off any intention to leave their job. Consequently, we include flourishing because it 
not only captures a key wellbeing dimension but also consider its role in employee turnover. 
Researchers have found that flourishing is negatively related to turnover intention (Rothmann & 
Redelinghuys, 2020; Coetzee & Oosthuizen, 2017) and we test this here in our New Zealand 
Covid-19 context. We suggest higher flourishing (e.g., greater competence, optimism, and purpose 
etc.) will enable employees to get more out of their work, making them more desirable and, thus, 
make them less likely to leave. We suggest highly flourishing employees will be less likely to 
intend to leave their job (turnover intentions) because they are especially enjoying their work. We 
posit the following: 
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Hypothesis 2: Flourishing will be negatively related to turnover intentions. 
Hypothesis 3: Flourishing will mediate the influence of job demands on turnover intentions. 
 
 
Job Resources 
 
It is important to note that not all changes brought on by the pandemic have resulted in negative 
outcomes. While several novel job demands have been introduced throughout the Covid-19 
pandemic, research has identified a variety of job resources that may help to buffer these in line 
with the JD-R model (Bakker & Demerouti, 2007; Demerouti et al., 2001; Haar et al., 2019). In 
the JD-R model, job resources refer to aspects of the job (physical, psychological, social, or 
organisational) that do one or more of the following: (1) functions in a way that aids work-goal 
achievement, (2) reduces job demands and associated costs (both physiological and 
psychological); (3) stimulates personal growth, learning and development (Bakker & Demerouti, 
2007; Demerouti et al., 2001). We examine four job resources in this study: manager support, co-
worker support, job control, and team cohesion.  
 
1. Manager support. Support from supervisors is associated with improved organisational and 
personal wellbeing outcomes, including health (Payne et al., 2018). Managerial support commonly 
utilises employee perceptions of their manager as valuing and caring for their wellbeing and this 
is negatively related to turnover intentions (Eisenberger et al., 2002). Research suggests that, under 
pressure from the Covid-19 pandemic, the role of managers is instrumental in aiding employee 
wellbeing (Mihalache & Mihalache, 2022). 
 
2. Co-worker support. Social support at work can be extended beyond supervisor/manager, and 
we focus on the co-worker. During Covid-19, social support from co-workers had been important 
in protecting the wellbeing of employees (Meyer et al., 2021). Other benefits of social support 
from co-workers during Covid-19 included reduced levels of fear around Covid-19 (Fronda & 
Labrague, 2022).  
 
3. Job control refers to the “ability to use discretion over how someone does their job” (Haar & 
Spell, 2009, p. 1831), which leads to a feeling of control over the work being done. This job 
resource was especially useful during Covid-19, with changes to working-from-home, meaning 
job control positively shaped wellbeing (Becker et al., 2022). While linked to turnover intentions 
pre-Covid-19 (e.g., Haar & Spell, 2009), job control during the pandemic is linked positively to 
job satisfaction (Chan et al., 2021). 
 
4. Team cohesion refers to the complex interrelated adaptive cognitions, shared behaviours, and 
attitudes that contribute positively to a team’s performance, such as strong norms around 
communication and high levels of trust (Delice et al., 2019). During Covid-19, teams may have 
experienced shifts in their team cohesion that were detrimental due to increased ambiguity 
(Wildman et al., 2021) or isolation through physical separation. However, teams may have also 
become more cohesive as employees turn to their team members to provide support and stability 
during times of uncertainty. Spell et al. (2011) suggests that teams can be especially useful in 
challenging times, and this applies well to our Covid-19 setting. Further, New Zealand research 
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has shown that team cohesion is positively associated with job satisfaction and negatively related 
to turnover intentions, supporting its inclusion in this study (Brougham & Haar, 2019).  
 
Comparable to our approach towards job demands, we, again, group all four dimensions together 
as a global job resources construct (e.g., Bakker et al., 2007; Bakker & Demerouti, 2007). Studies 
show that the availability of job resources, such as support from colleagues and supervisors, 
autonomy, and job control, improve important organisational outcomes (e.g., Othman et al., 2021), 
including turnover intentions (Bakker et al., 2003; Scanlan & Still, 2019) and wellbeing (Agarwal 
et al., 2020; Xanthopoulou et al., 2012). Thus, job resources also link well with our outcomes. We 
posit the following: 
 
Hypothesis 4: Job resources will be a) negatively related to turnover intentions, and b) positively 
related to flourishing. 
 
 
Buffering Effects of Job Resources 
 
Beyond the direct effects of job resources, they also can function to reduce job demands and 
associated costs (Bakker & Demerouti, 2007; Demerouti et al., 2001), and thus act as a ‘buffer’ to 
the detrimental effects of job demands, especially when job demands are strong (Bakker et al., 
2005; Bakker et al., 2007). For example, research conducted during the Covid-19 pandemic 
suggests that social support can help to buffer the detrimental effects of low individual resilience 
on mental health (Li et al., 2021). Interestingly, research suggests that this buffering effect may be 
most beneficial when both job demands and resources are strong (Bakker et al., 2010; Haar et al., 
2019). In effect, when job demands are strong and workers face additional pressures (e.g., 
increased work demands, bullying), the ability to draw on stronger resources (e.g., a cohesive team, 
supportive manager, or having strong job autonomy) can provide the needed resources which, then, 
enables employees to retain their flourishing levels and be less inclined to considering quitting 
their job. Theoretically, under the JD-R model, it is expected that job resources will buffer job 
demands (see Haar et al., 2019) and moderate the effect of job demands on turnover intentions and 
flourishing. Haar et al. (2019) argue “that the interaction between demands and resources has a 
critical role” (p. 266), whereby those with extra resources can better manage their demands, and 
thus are expected to report superior flourishing and lower turnover intentions. In effect, job 
resources provide additional benefits beyond direct effects, being able to buffer job demands and 
their detrimental effects. Under the JD-R theory, high levels of job resources can be particularly 
beneficial, especially regarding countering the effects of strong job demands.  
 
Finally, we follow contemporary practice (e.g., Ghafoor & Haar, 2020) and combine the mediation 
and moderation analysis and test a moderated mediation model. Ultimately, this allows us to 
explore the indirect effect of job demands on turnover intentions, including flourishing as a 
mediator, across levels of our moderator job resources. Given empirical evidence showing the 
benefits of job resources as moderating the effects of job demands (e.g., Haar et al., 2019), we 
suggest the indirect effect of job demands will be lower as job resources increase. In effect, job 
resources are expected to operate as a boundary condition, changing the indirect effect of job 
demands on turnover when different levels of job resources are considered. We posit the following:  
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Hypothesis 5: Job resources will interact with job demands towards a) turnover intentions and b) 
flourishing, buffering detrimental effects.  
 
Hypothesis 6: The indirect relationship of job demands on turnover intentions, through 
flourishing, will be moderated by job resources. Such that the indirect effect of job demands 
becomes less detrimental as job resources strengthens (moderated mediation). 
 
 
Method  
 
Participants and Sample  
 
Data was collected as part of the Umbrella Wellbeing Ltd. workplace wellbeing assessment, which 
targets different sized New Zealand organisations across varied industries and roles. From a total 
of eight organisations, data was received from 943 respondents in 2021. We focus on 2021 because 
this is the height of New Zealand working through the Covid-19 pandemic. These eight 
organisations produced a range of respondents from small (n=22) to large (n=493). Participation 
in the survey is voluntary and all data was anonymised prior to data analysis.  
 
Overall, our sample showed respondents were more likely to be female (62.5 per cent), followed 
by males (36.8 per cent) and gender diverse (0.7 per cent). Respondents represented a wide age 
range: under 20 years (0.6 per cent), 20-29 years (17.8 per cent), 30-39 years (31.7 per cent), 40-
49 years (24.0 per cent), 50-59 years (19.6 per cent), 60-64 years (4.1 per cent), and 65 years plus 
(2.3 per cent). By ethnicity, the majority were New Zealand Europeans (64.2 per cent), followed 
by Māori (11.9 per cent) and Māori/New Zealand European (9.0 per cent). The rest were across a 
range of other minorities (e.g., Asia, Pacifica, etc.).  
 
Measures  
 
In places we use single-item measures because this aligns with arguments around respondent 
fatigue (e.g., Gao et al., 2021), and reflects a common practice used within meta-analytic studies 
(Wanous et al., 1997).  
 
Job demands were measured using four measures from Cousins et al. (2004), coded 1= strongly 
disagree, 5= strongly agree. The measures were: (1) work pressures, 3-items, sample “I have to 
work very intensively to meet deadlines” (α= .75), unclear roles, single-item, “I am not clear what 
my duties and responsibilities are”, lack of consultation, single-item, “Staff are never consulted 
about change at work”, and workplace harassment, single-item, “I am subject to personal 
harassment in the form of unkind words or behaviour”. Again, we conducted a higher-order 
Confirmatory Factor Analysis to test the four dimensions loading on a single factor.  
 
This model was also good fit to the data: χ2(df)= 67.9(11), Comparative Fit Index (CFI) =.94, root-
mean-square error of approximation (RMSEA)=.07, and standardised root mean residual 
(SRMR)=.05. We compared this with a single measure (all items loading on a single factor) and 
this was a significantly (p< .001) poorer fit to the data: ∆χ2(∆df)= 106.5(0), CFI=.84, 
RMSEA=.13, and SRMR=.08. 
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Job resources were measured using four measures from within the literature, coded 1= strongly 
disagree, 5= strongly agree. Three measures from Cousins et al. (2004): (1) control, 3-items, 
sample “I have choice in deciding how I do my work” (α= .79), support – managerial, 3-items, 
sample “I can rely on my line manager to help me out with a work problem” (α= .85), support – 
co-worker, 2-items, sample “I get help and support I need from colleagues” (α= .76). Finally, we 
included a team factor based on Campion et al. (1993) and Spell et al. (2011), which we called 
team cohesion, 3-items, with sample items being “There are high levels of trust in my team” and 
“Generally, there is good communication between team members” (α= .88). Given our focus on 
global job resources, we conducted a CFA as a higher-order construct with the four dimensions 
loading on a single factor. This model was a good fit to the data: χ2(df)= 136.3(43), CFI=.98, 
RMSEA=.05, and SRMR=.05. We compared this with a single measure (all items loading on a 
single factor) and this was a significantly (p< .001) poorer fit to the data: ∆χ2(∆df)= 1563.7(1), 
CFI=.66, RMSEA=.20, and SRMR=.12. 
 
Flourishing was measured using six items from Diener et al. (2010), coded 1= strongly disagree, 
7= strongly agree. Sample items included “I lead a purposeful and meaningful life”, “I am engaged 
and interested in my daily activities”, and “I am optimistic about my future” and this scale has 
been confirmed in New Zealand (Hone et al., 2014). Given the newness of the measure, a CFA 
(principal components, direct oblimin) was conducted, with the six items loading onto a single 
factor, with factor loadings all above 0.7 (.705-.826), with an eigenvalues greater than one (3.580), 
accounting for sizeable amounts of the variance (60.0%), with good reliability (α=.86). 
 
Turnover intentions were measured with a single-item “How likely is it that you will leave your 
job in the next 6 months?”, with a 10-point scale (1=not at all, 10=almost certainly). The turnover 
literature often uses a single-item measure (e.g., Haar, 2004).  
 
Control Variables. We controlled for two factors that have been found to influence turnover. 
Given there is meta-analysis supporting employee tenure benefiting work outcomes (Ng & 
Feldman, 2010), including turnover (Griffeth et al., 2000), we controlled for Tenure (in bands, 
0=less than 12 months, 1=1-3 years, 2=3-5 years, 3=5-10 years, 4=10-15 years, 5=more than 15 
years). Next, we controlled for Contracts ending to capture respondents who might be coming to 
the end of a current work contract because external factors can play a key role (Tepper, 2000). We 
asked, “Are you likely to leave because your contract is ending?” and this was coded 1=yes, 0=no. 
Finally, given our focus on eight organisations, we conducted ANOVA on the dependent variable 
(turnover intentions) to explore potential differences across the eight participating organisations. 
This showed that organisations 8 and 5 were significantly higher: F(7, 935)= 5.231, p< .001, and 
so we controlled for organisation using dummary variables for both organisations.  
 
 
Measurement Models 
 
All study measures were confirmed using CFA with AMOS (version 28) with the following 
goodness-of-fit indices: (1) CFI ≥.95, (2) RMSEA ≤.08, and (3) SRMR ≤.10.  
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Overall, the hypothesised measurement model was an excellent fit for the data: χ2(df)= 795.9(248), 
CFI=.94, RMSEA=.05, and SRMR=.06. Two alternative CFA models were tested, and all models 
were significantly a poorer fit (all p< .001) to the data (Hair et al., 2010). These models were (1) 
a model with job demands and job resources were not measured by higher-order constructs: 
∆χ2(∆df)= 1955.0(1), CFI=.73, RMSEA=.10, and SRMR=.09, and (2) a model whereby 
flourishing and turnover were combined: ∆χ2(∆df)= 203.0(2), CFI=.92, RMSEA=.06, and 
SRMR=.08. 
 
Analysis  
 
Hypotheses 1-6 were tested in SPSS (version 28) using the PROCESS 4.0 macro, with control 
variables included in all models. Analysis included bootstrapping (5,000 times) and provided 
confidence intervals. Model 8 was used to test for moderation and moderated mediation effects. 
We also used model 4 to determine mediation effects, including the direct and indirect effects of 
job demands when flourishing is included in the model. The inclusion of indirect effects provides 
a useful confirmation of mediation effects, with bootstrapping providing additional confidence in 
mediation effects (Hayes, 2009). The PROCESS macro also calculates the index of moderated 
mediation (Hayes, 2015), which is a parameter assessing whether the indirect effect of job 
demands on turnover intentions through flourishing significantly vary by job resources. PROCESS 
provides additional details on the indirect effects at -2SD, Mean, and +2SD of the moderator (here 
job resources). The interaction analysis had the independent variable and moderator mean centred. 
 
 
Results 
 
Descriptive statistics for the study variables are shown in Table 1.  
 
Table 1. Correlations and Descriptive Statistics of Study Variables 
Variables M SD 1 2 3 4 5 6 
1. Job Tenure†  2.08 1.64 --      
2. Contract Ending .036 .187 -.06 --     
3. Job Demands 2.28 .63 .09** -.01 --    
4. Job Resources 3.97 .59 -.01 -.05 -.60** --   
5. Flourishing 5.58 .81 .06 .02 -.21** .33** --  
6. Turnover Intentions 3.14 2.64 -.02 .13** .44** -.42** -.20** -- 

N=943. *p<.05, **p<.01. †=job tenure in bands, see measures section for specifics 
 
Table 1 shows that all key study measures are significantly correlated in the expected direction (all 
p<.001).  
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Table 2. Direct, Mediation, Moderation, and Moderated Mediation Results 
Variables Flourishing 
 β(SE) Confidence Intervals p-value 
Controls:    
Tenure .03(.02) LL= -.00, UL= .06 p= .0653 
Contracts Ending -.04(.14) LL= -.32, UL= .23 p= .7591 
Organisation #5 .56(.14) LL= .30, UL= .83 p< .0001 
Organisation #8 .11(.10) LL= -.09, UL= .31 p= .2898 
    
Direct Effect:    
Job Demands -.30(.04) LL= -.39, UL= -.22 p< .0001 
    
Moderator:    
Job Resources .49(.05) LL= .39, UL= .60 p< .0001 
2-Way Interaction:    
Job Demands x Job Resources -.18(.06) LL= -.29, UL= -.07 p= .0013 
    
Total R2 .14 (F=22.2010, p< .0001)  

 
Variables Turnover 
 β(SE) Confidence Intervals p-value 
Controls:    
Tenure -.05(.05) LL= -.14, UL= .04 p= .2451 
Contracts Ending 1.81(.42) LL= .98, UL= 2.64 p< .0001 
Organisation #5 -.37(.41) LL= -1.17, UL= .44 p= .3733 
Organisation #8 .24(.30) LL= -.35, UL= .84 p= .4260 
    
Direct Effect:    
Job Demands 1.83(.13) LL= 1.58, UL= 2.08 p< .0001 
Mediator:    
Flourishing -.24(.10) LL= -.43, UL= -.04 p= .0165 
Direct Effect (with mediator):    
Job Demands 1.19(.15) LL= .90, UL= 1.49 p< .0001 
    
Moderator:    
Job Resources -.90(.17) LL= -1.23, UL= -.57 p< .0001 
2-Way Interaction:    
Job Demands x Job Resources -.42(.17) LL= -.75, UL= -.09 p= .0124 
Index of Moderated Mediation .04(.02) LL= .00, UL= .10 p= .0466 
    
Total R2 .26 (F=40.7910, p< .0001)  
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Table 2 shows that flourishing is significantly negatively related to turnover intentions supporting 
Hypothesis 1. Further, job demands are significantly positively related to turnover intentions and 
negatively related to flourishing, supporting Hypothesis 2a and 2b. The addition of flourishing in 
the model predicting turnover intentions showing evidence of partial mediation supporting 
Hypothesis 3. Importantly, the indirect effect of job demands on turnover intentions remain 
significant [.11(.04), LL= .04, UL= .20, p= .0028] providing support for partial mediation effects 
only. This is also referred to as joint significance (Hayes, 2009). Job resources are significantly 
positively related to flourishing and negatively related to turnover intentions, supporting 
Hypothesis 4a and 4b. Further, job resources interact significantly with job demands towards 
flourishing and turnover intentions, supporting Hypothesis 5a and 5b. Finally, the index of 
moderated mediation is supported, supporting Hypothesis 6. We graph the significant interactions 
to aid our interpretation. 
 
Figure 2. Interaction Effect of Job Resources on Job Demands towards Flourishing 
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Figure 3. Interaction Effect of Job Resources on Job Demands towards Turnover Intentions 

 
 
 
Figure 4. Indirect Effect of Job Demands on Turnover Intentions Through Flourishing Conditional on Job 
Resources 
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and high job demands. Thus, job resources buffer the detrimental effects of job demands, 
supporting our hypothesis.  
 
Figure 3 shows that, at low levels of job demands, turnover intentions are similar for employees 
with low or high job resources. At high job demands, however, all employees in this category 
report significantly higher turnover intentions, with employees with low job resources reporting 
higher turnover compared to employees with high job resources. Thus, job resources buffer the 
detrimental effects of job demands on turnover intentions, supporting our hypothesis. 
 
Finally, Figure 4 shows significant moderated mediation effects. We illustrate these effects 
following Wayne et al. (2017), whereby we probe the conditional indirect effects, which is a 
standard common approach (e.g., Ghafoor & Haar, 2020; Haar et al., 2021). We examined the 
magnitude and significance of the indirect effects at three-levels of the moderator (job resources): 
-2SD, Mean, and +2SD (95 per cent confidence intervals). At -2SD, the indirect effect of job 
demands on turnover intentions vis-à-vis flourishing is non-significant (β= -.01(.02), p= .3096 
[LLCI= -.04; ULCI= .03]), and similarly so at the Mean (β= .02(.02), p= .1529 [LLCI= -.00; 
ULCI= .06]). However, at +2SD the indirect effect of job demands is significant (β= .04(.02), p= 
.0491 [LLCI= .00; ULCI= .10]). This shows that, as the level of job resources increases, the 
indirect effect of job demands on turnover intentions, through flourishing, increases not decreases 
as hypothesised. The indirect effect only becomes significant at -1.3SD of job resources. 
 
From the control variables, only organisation five is significantly related to flourishing (β= 
.56(.14), p< .0001 [LLCI= .30; ULCI= .83]) and towards turnover intentions, only contract ending 
is significant (β= 1.81(.42), p< .0001 [LLCI= .98; ULCI= 2.64]). Overall, the flourishing model is 
significant (F= 22.2010, p< .0001) and accounts for a modest amount of variance (14 per cent), 
while the turnover intentions model is significant (F= 40.7910, p< .0001) and accounts for a larger 
amount of variance (26 per cent). 
 
 
Discussion 
 
The Covid-19 pandemic created upheavals for workplaces globally, bringing about an increase in 
job demands for many (Wang et al., 2020). Given the tight labour market in New Zealand (Ministry 
of Business Innovation and Employment, 2022), it is important for employers to understand the 
critical role that demands, resources, and wellbeing, play on employee retention. The present study 
utilised the JD-R model of stress (Bakker & Demerouti, 2007; Demerouti et al., 2001) as its 
framework to examine the extent to which workplaces provide poor working conditions (i.e., high 
job demands) and conversely, provide sufficient resources to aid employees in managing these 
work challenges. We included the role of employee flourishing as a mediator because the literature 
has acknowledged wellbeing impacts from Covid-19 (e.g., Graham & Eloff, 2022; Paz et al., 2022; 
Sürücü et al., 2021). Overall, consistent with the JD-R model, and aligning with the literature (e.g., 
Bakker et al., 2003; Balducci et al., 2011; Bon & Shire, 2017; Fernet et al., 2013), we found that 
job demands appear detrimental for flourishing and turnover intentions. 
 
Beyond the established direct effects, we, importantly, tested and found support for job resources 
moderating the detrimental relationship with job demands. In our study, resources buffered job 
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demands which provides an important contribution to the literature (Bakker et al., 2005; Bakker et 
al., 2007). While Haar et al. (2019) found this in multiple samples, including New Zealand 
employees, these samples were all surveyed pre-Covid-19. Thus, we find that, in the Covid-19 
context, job resources appear to be especially beneficial and helpful in negating the damage done 
by job demands. This is both theoretically and practically important because it elucidates one way 
for organisations to maximise employee flourishing and retention: by providing more resources. 
For example, organisations might offer manager training to better support employees and offer 
greater job autonomy and control to their teams. Further, providing team building resources to 
encourage team cohesion and co-worker support would also be beneficial.  
  
In examining the interaction effect towards flourishing, we find that participants with low job 
demands, and high job resources, report the highest flourishing, which aligns with the JD-R model. 
While flourishing levels are lower at high job demands, flourishing is still significantly higher 
among those with high job resources, also aligning with the JD-R model (Haar et al., 2019). 
However, towards turnover intentions, at low levels of job demands there is no difference in 
turnover intentions across low or high job resources. Again, at high job demands, we find that 
turnover intentions are also high, but is significantly less so for those with high job resources. 
These findings align with previous research suggesting that the buffering effects of job resources 
are especially significant when job demands are high (Bakker et al., 2010).  
 
However, while the two-way interactions supported the valuable role of job resources in 
combination with job demands, the evidence was opposite in our moderated mediation. This 
showed that, when job resources were stronger, the indirect effect of job demands on turnover 
intentions through flourishing also became stronger. Moderated mediation models are important 
to test because they can produce incredibly complex and alternative effects (e.g., Ghafoor & Haar, 
2020). The findings here suggest that, in this specific combination, job resources may not be as 
beneficial as the JD-R theory suggests (Bakker et al., 2010). We find that when flourishing is 
considered towards turnover intentions, job resources – while directly negatively related – act as a 
mechanism that makes job demands more influential as the levels of job resources increases. This 
is contrary to JD-R theory and opposite to other empirical studies (e.g., Haar et al., 2019). A reason 
for this might be the inclusion of flourishing as a mediator, which is negatively related to turnover 
intentions. Ultimately, job resources act as a boundary condition and creates an indirect effect from 
job demands that is opposite the theory and the two-way moderating effects found towards both 
flourishing and turnover intentions. It might be that, when the beneficial effect of flourishing is 
also included in the model, the potential for job resources to buffer job demands changes, creating 
an opposite effect than typically found. We encourage further exploration of such models using 
the JD-R approach.  
 
Implications and Recommendations for Practice 
 
As workplaces continue to navigate employee wellbeing and retention challenges from the Covid-
19 pandemic, and employees face novel and compounding job demands, employers must know 
how to mitigate the negative effects of these on employees. The findings of the current research 
support the necessity for organisations to take stock of the risk factors associated with job-related 
demands and work to provide employees with adequate job resources to, not only directly improve 
wellbeing and retention, but to also buffer job demands. For organisations to achieve these goals, 
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and build psychologically healthy and thriving workplaces, we recommend that psychosocial risks 
(e.g., work demands, poor change consultation, role ambiguity, and harassment) are proactively 
identified at the organisational- and team-level, perhaps following standards set by the ISO 
45003:21 global standard for psychosocial safety in the workplace (International Organization for 
Standardization, 2021).  
 
The ISO 45003:21 provides standardised guidance for organisations to manage psychosocial risks 
and promote wellbeing at work. The standard details practical actions that organisations can take 
with regards to identifying and assessing job demands and job resources in the workplace, 
including consultation with employees through surveys, interviews or group discussions and 
analysing work tasks and schedules (among other recommendations). Once risks are identified, 
the standard provides a process for assessing these risks, including providing information about 
the potential harm, prioritising hazards based on level of risk, and providing information on 
opportunities for improvement. Further, the standard also notes the importance of establishing, 
providing, and maintaining resources for the management of psychosocial risks (including job 
demands) in the workplace, suggesting that organisations consider all types of support specific to 
its operation, including human, financial, and technological.  
 
Following proactive identification, steps must be taken to maximise job resources, and minimise 
job demands that contribute to poor wellbeing and high turnover; thereby creating thriving 
employees, organisations, and communities. Given that Covid-19 has created many workplace 
changes, enabling employee control can be especially beneficial, with Bilotta et al. (2021) 
encouraging the reduction in employee monitoring in favour of increasing autonomy while 
working from home. Indeed, Blumenfeld et al. (2020) have noted that employee surveillance 
increased during the Covid-19 pandemic, but potentially has privacy concerns around employees 
conducting work in their private space.  
 
Limitations 
 
Limitations include the use of cross-sectional data meaning that causal relationships cannot be 
inferred. The use of mediation in studies with cross-sectional data is less ideal although was beyond 
the scope of the data collection method. Such approaches are typical when it is not possible to get 
respondents to repeat parts of a survey later in time. Future research might want to capture 
flourishing and turnover intention data using time-lagged data (see Podsakoff et al., 2003) to 
strengthen the mediation tests in our model. Further, the data examined in the current study was 
collected as part of a wider wellbeing assessment tool designed for use in a commercial context, 
which necessitated truncated versions of some variable measures. While measures for job demands 
and job resources used the United Kingdom Health and Safety Executive Management Standards 
tool (Cousins et al., 2004), there are only selected items for some factors (e.g., harassment). While 
it would have been ideal to include the full scales for every variable, a trade-off was made between 
the comprehensiveness of the scales used, and brevity of the overall wellbeing assessment. 
 
Third, data is collected through organisations approaching the research company in the interest of 
assessing the wellbeing of their people. Thus, participants are somewhat self-selecting, and caution 
must be taken when generalising the results to the wider New Zealand (organisational) population. 
Finally, we acknowledge that, in 2021, New Zealand experienced a Covid-19 (Delta variant) 



New Zealand Journal of Employment Relations, 47(2) 
 

outbreak, which may have impacted respondents and responses to the study. However, such is the 
nature of research in a global pandemic. Future research would benefit from replicating these 
findings through utilising longitudinal data collection methods to add confidence to the 
directionality of relationships, including using expanded measures. However, we suggest the data 
is sufficient for testing the model we proposed and the large sample size (n=943), different sized 
firms, and wide representation across gender, age, and ethnicity, makes the sample broadly 
representative of many New Zealand workplaces. 
 
 
Conclusion 
 
There is a degree of uncertainty as to what the “new normal” of work will look like in New Zealand 
and globally. As businesses and borders have re-opened and the after-effects of the pandemic 
continue to disrupt, our study finds that the provision of job resources (e.g., control, support etc.) 
appears key to enabling the New Zealand workforce to manage their wellbeing and reduce turnover 
intentions during a pandemic. Our findings provided strong support for the JD-R model, 
confirming the detrimental effects of job demands on turnover intentions and flourishing, and both 
the direct and buffering effects of job resources in these relationships. The current research 
confirmed that it is of continuing importance to ensure that employees are provided with the job 
resources necessary to buffer job-related demands and sets out several practical actions that leaders 
and organisations may take in pursuit of this goal. 
 
 
References 
 
Appel-Meulenbroek, R., Kemperman, A., van de Water, A., Weijs-Perrée, M., & Verhaegh, J. 

(2022). How to attract employees back to the office? A stated choice study on hybrid 
working preferences. Journal of Environmental Psychology, 81, 101784. 
https://doi.org/10.1016/j.jenvp.2022.101784 

 
Agarwal, B., Brooks, S. K., & Greenberg, N. (2020). The role of peer support in managing 

occupational stress: A qualitative study of the sustaining resilience at work intervention. 
Workplace Health & Safety, 68(2), 57-64. https://doi.org/10.1177%2F2165079919873934 

 
Balducci, C., Schaufeli, W. B., & Fraccaroli, F. (2011). The job demands–resources model and 

counterproductive work behaviour: The role of job-related affect. European Journal of 
Work and Organizational Psychology, 20(4), 467-496. 
https://doi.org/10.1080/13594321003669061 

 
Bakar, S. M. B. S. A., Singh, H. S. T., bin Salahudin, S. N., AlQershi, N., Saad, A. B., & Sandhu, 

S. K. (2021). Role clarity, autonomy, work engagement and voluntary turnover intentions: 
the moderating role of personal circumstances. International Journal of 
Entrepreneurship, 25(4), 1-17. https://www.abacademies.org/articles/role-clarity-
autonomy-work-engagement-and-voluntary-turnover-intentions-the-moderating-role-of-
personal-circumstances.pdf 

 

https://doi.org/10.1016/j.jenvp.2022.101784
https://doi.org/10.1177%2F2165079919873934
https://doi.org/10.1080/13594321003669061
https://www.abacademies.org/articles/role-clarity-autonomy-work-engagement-and-voluntary-turnover-intentions-the-moderating-role-of-personal-circumstances.pdf
https://www.abacademies.org/articles/role-clarity-autonomy-work-engagement-and-voluntary-turnover-intentions-the-moderating-role-of-personal-circumstances.pdf
https://www.abacademies.org/articles/role-clarity-autonomy-work-engagement-and-voluntary-turnover-intentions-the-moderating-role-of-personal-circumstances.pdf


New Zealand Journal of Employment Relations, 47(2) 
 

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: State of the art. 
Journal of Managerial Psychology, 22(3), 309-328. 
https://doi.org/10.1108/02683940710733115 

 
Bakker, A., Demerouti, E., & Schaufeli, W. (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(4), 393-417. 
https://www.tandfonline.com/doi/abs/10.1080/13594320344000165 

 
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(2), 274-284. https://doi.org/10.1037/0022-0663.99.2.274 

 
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(1), 3-16. https://doi.org/10.1027/1866-5888/a000006 

 
Becker, W. J., Belkin, L. Y., Tuskey, S. E., & Conroy, S. A. (2022). Surviving remotely: How job 

control and loneliness during a forced shift to remote work impacted employee work 
behaviors and well‐being. Human Resource Management, 61(4), 449-464. 
https://doi.org/10.1002/hrm.22102 

 
Bell, J. (2022, April 26). Executives jump ship from private to NGO sector in search of more 

meaning. Newsroom. https://www.newsroom.co.nz/executives-jump-ship-from-private-
to-ngo-sector-in-search-of-more-meaning 

 
Bilotta, I., Cheng, S., Davenport, M. K., & King, E. (2021). Using the job demands-resources 

model to understand and address employee well-being during the COVID-19 pandemic. 
Industrial and Organizational Psychology, 14(1-2), 267-273. 
https://doi.org/10.1017/iop.2021.43 

 
Blumenfeld, S., Anderson, G., & Hooper, V. (2020). Covid-19 and employee surveillance. New 

Zealand Journal of Employment Relations, 45(2), 42-56. 
https://doi.org/10.24135/nzjer.v45i2.28 

 
Bon, A.T., & Shire, A.M. (2017). The Impact of Job Demands on Employees’ Turnover Intentions: 

A Study on Telecommunication Sector. International Journal of Scientific and Research 
Publications, 7(5), 1-17.  

 
Bordia, P., Restubog, S. L. D., Jimmieson, N. L., & Irmer, B. E. (2011). Haunted by the past: 

Effects of poor change management history on employee attitudes and turnover. Group & 
Organization Management, 36(2), 191-222. 
https://doi.org/10.5465/ambpp.2007.26518268  

 

https://doi.org/10.1108/02683940710733115
https://www.tandfonline.com/doi/abs/10.1080/13594320344000165
https://doi.org/10.1037/0022-0663.99.2.274
https://doi.org/10.1027/1866-5888/a000006
https://doi.org/10.1002/hrm.22102
https://www.newsroom.co.nz/executives-jump-ship-from-private-to-ngo-sector-in-search-of-more-meaning
https://www.newsroom.co.nz/executives-jump-ship-from-private-to-ngo-sector-in-search-of-more-meaning
https://doi.org/10.1017/iop.2021.43
https://doi.org/10.24135/nzjer.v45i2.28
https://doi.org/10.5465/ambpp.2007.26518268


New Zealand Journal of Employment Relations, 47(2) 
 

Brougham, D. & Haar, J. (2019, November 29). Team cohesion and supervisor Support: A study 
of commitment, job satisfaction and turnover. 8th Aotearoa New Zealand Organisational 
Psychology and Organisational Behaviour Conference, Auckland, New Zealand. 

 
Campion, M.A., Medsker, G.J., & Higgs, A.C. (1993) Relations between Work Group 

Characteristics and Effectiveness: Implications for Designing Effective Work Groups. 
Personnel Psychology, 46, 823-847. https://doi.org/10.1111/j.1744-6570.1993.tb01571.x 

 
Chan, M.K., Sharkey, J. D., Lawrie, S. I., Arch, D. A. N., & Nylund-Gibson, K. (2021). Elementary 

school teacher well-being and supportive measures amid COVID-19: An exploratory 
study. School Psychology, 36(6), 533–545. https://doi.org/10.1037/spq0000441 

 
Coetzee, M., & Oosthuizen, R. M. (2017). Work-role psychosocial flourishing: Its mediation role 

on workplace bullying and employee turnover intention. Journal of Psychology in Africa, 
27(3), 211-215. https://doi.org/10.1080/14330237.2017.1321826 

 
Costa Dias, M., Joyce, R., Postel‐Vinay, F., & Xu, X. (2020). The challenges for labour market 

policy during the COVID‐19 pandemic. Fiscal Studies, 41(2), 371-382. 
https://onlinelibrary.wiley.com/doi/10.1111/1475-5890.12233 

 
Cousins, R., MacKay, C. J., Clarke, S. D., Kelly, C., Kelly, P. J., and McCaig, R. H. (2004). 

‘Management Standards’ work-related stress in the UK: practical development. Work & 
Stress, 18(2), 113-136. https://doi.org/10.1080/02678370410001734322 

 
Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-

resources model of burnout. Journal of Applied Psychology, 86(3), 499–512. 
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.86.3.499 

 
Delice, F., Rousseau, M., & Feitosa, J. (2019). Advancing teams research: What, when, and how 

to measure team dynamics over time. Frontiers in Psychology, 10, 1324. 
https://doi.org/10.3389/fpsyg.2019.01324 

 
Diener, E., Wirtz, D., Tov, W., Kim-Prieto, C., Choi, D. W., Oishi, S., & Biswas-Diener, R. (2010). 

New well-being measures: Short scales to assess flourishing and positive and negative 
feelings. Social Indicators Research, 97(2), 143-156. 
https://link.springer.com/article/10.1007/s11205-009-9493-y 

 
Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2002). 

Perceived supervisor support: Contributions to perceived organizational support and 
employee retention. Journal of Applied Psychology, 87(3), 565-
573.  https://doi.org/10.1037/0021-9010.87.3.565 

 
Falco, A., Girardi, D., Dal Corso, L., Yıldırım, M., & Converso, D. (2021). The perceived risk of 

being infected at work: An application of the job demands–resources model to workplace 
safety during the COVID-19 Outbreak. PLoS ONE, 16(9), 1-25. 
https://doi.org/10.1371/journal.pone.0257197 

https://doi.org/10.1111/j.1744-6570.1993.tb01571.x
https://doi.org/10.1037/spq0000441
https://doi.org/10.1080/14330237.2017.1321826
https://onlinelibrary.wiley.com/doi/10.1111/1475-5890.12233
https://doi.org/10.1080/02678370410001734322
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.86.3.499
https://doi.org/10.3389/fpsyg.2019.01324
https://link.springer.com/article/10.1007/s11205-009-9493-y
https://doi.org/10.1037/0021-9010.87.3.565
https://doi.org/10.1371/journal.pone.0257197


New Zealand Journal of Employment Relations, 47(2) 
 

 
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(2), 123–137. https://doi.org/10.1080/1359432X.2011.632161 

 
Fronda, D. C., & Labrague, L. J. (2022). Turnover intention and coronaphobia among frontline 

nurses during the second surge of COVID‐19: The mediating role of social support and 
coping skills. Journal of Nursing Management, 30(3), 612-621. 
https://doi.org/10.1111/jonm.13542 

 
Gao, H., Du, Z., Tsang, T. K., Xiao, J., Shan, S., Liao, Q., ... & Cowling, B. J. (2021). Pandemic 

fatigue and attenuated impact of avoidance behaviours against COVID-19 transmission in 
Hong Kong by cross-sectional telephone surveys. BMJ open, 11(12), e055909. 
https://doi.org/10.1136/bmjopen-2021-055909 

 
Gavin, B., Lyne, J., & McNicholas, F. (2020). Mental health and the COVID-19 pandemic. Irish 

Journal of Psychological Medicine, 37(3), 156-158. 
https://doi.org/10.1017%2Fipm.2020.72 

 
George, T., Atwater, L., Maneethai, D., Madera, J. (2022). Supporting the productivity and 

wellbeing of remote workers: Lessons from COVID-19. Organizational Dynamics, 51(2), 
1-9. https://doi.org/10.1016/j.orgdyn.2021.100869 

 
Ghafoor, A. & Haar, J. M. (2020). Organisational-based self-esteem, meaningful work, and 

creativity behaviours: A moderated-mediation model with supervisor support. New 
Zealand Journal of Employment Relations, 44(3), 11-31.  

 
Gilleen, J., Santaolalla, A., Valdearenas, L., Salice, C., & Fusté, M. (2021). Impact of the COVID-

19 pandemic on the mental health and well-being of UK healthcare workers. BJPsych 
Open, 7(3), e88. https://www.cambridge.org/core/journals/bjpsych-open/article/impact-
of-the-covid19-pandemic-on-the-mental-health-and-wellbeing-of-uk-healthcare-
workers/D7E2EA268395EC63205017929CD720D2 

  
Graham, M. A., & Eloff, I. (2022). Comparing mental health, wellbeing and flourishing in 

undergraduate students pre-and during the COVID-19 pandemic. International Journal of 
Environmental Research and Public Health, 19(12), 7438. 
https://doi.org/10.3390/ijerph19127438 

 
Green, N., Tappin, D., & Bentley, T. (2020). Working from home before, during and after the 

Covid-19 pandemic: Implications for workers and organisations. New Zealand Journal of 
Employment Relations, 45(2), 5-16. https://doi.org/10.24135/nzjer.v45i2.19 

 
Griffeth, R. W., Hom, P. E., Gaertner, S., (2000). A Meta-Analysis of Antecedents and Correlates 

of Employee Turnover: Update, Moderator Tests, and Research Implications for the Next 

https://doi.org/10.1080/1359432X.2011.632161
https://doi.org/10.1111/jonm.13542
https://doi.org/10.1136/bmjopen-2021-055909
https://doi.org/10.1017%2Fipm.2020.72
https://doi.org/10.1016/j.orgdyn.2021.100869
https://www.cambridge.org/core/journals/bjpsych-open/article/impact-of-the-covid19-pandemic-on-the-mental-health-and-wellbeing-of-uk-healthcare-workers/D7E2EA268395EC63205017929CD720D2
https://www.cambridge.org/core/journals/bjpsych-open/article/impact-of-the-covid19-pandemic-on-the-mental-health-and-wellbeing-of-uk-healthcare-workers/D7E2EA268395EC63205017929CD720D2
https://www.cambridge.org/core/journals/bjpsych-open/article/impact-of-the-covid19-pandemic-on-the-mental-health-and-wellbeing-of-uk-healthcare-workers/D7E2EA268395EC63205017929CD720D2
https://doi.org/10.3390/ijerph19127438
https://doi.org/10.24135/nzjer.v45i2.19


New Zealand Journal of Employment Relations, 47(2) 
 

Millennium. Journal of Management, 26(3). 
https://doi.org/10.1177/014920630002600305 

 
Haar, J. (2021). The state of job burnout amongst New Zealand managers: Implications for 

employment relations. New Zealand Journal of Employment Relations, 46(1), 36-50. 
https://doi.org/10.24135/nzjer.v46i1.49 

 
Haar, J., Roche, M., & Taylor, D. (2012). Work-family conflict and turnover intentions amongst 

indigenous employees: The importance of the whanau/family for Māori. The International 
Journal of Human Resource Management, 23(12), 2546-2560. 
https://www.tandfonline.com/doi/abs/10.1080/09585192.2011.610344 

 
Haar, J. M., Suñe, A., Russo, M., & Ollier-Malaterre, A. (2019). A cross-national study on the 

antecedents of work-life balance from the fit and balance perspective. Social Indicators 
Research, 142, 261-282. https://doi.org/10.1007/s11205-018-1875-6 

 
Haar, J. & Spell, C. (2009). How does distributive justice affect work attitudes? The moderating 

effects of autonomy. The International Journal of Human Resource Management, 20(8), 
1827-1842. https://doi.org/10.1080/09585190903087248 

 
Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis (7th 

ed.). Pearson Prentice Hall.  
 
Hayes, A. F. (2015). An index and test of linear moderated mediation. Multivariate Behavioral 

Research, 50(1), 1-22. https://doi.org/10.1080/00273171.2014.962683 
 
Hayes, A. F. (2009). Beyond Baron and Kenny: Statistical mediation analysis in the new 

millennium. Communication Monographs, 76(4), 408-420.  
https://doi.org/10.1080/03637750903310360 

 
Hinkin, T. R., & Tracey, J. B. (2000). The cost of turnover: Putting a price on the learning curve. 

Cornell Hotel and Restaurant Administration Quarterly, 41(3), 14-21. 
https://journals.sagepub.com/doi/10.1177/001088040004100313 

 
Hone, L. C., Jarden, A., Duncan, S., & Schofield, G. M. (2015). Flourishing in New Zealand 

workers. Journal of Occupational & Environmental Medicine, 57(9), 973-983. 
https://doi.org/10.1097/JOM.0000000000000508 

 
Iida, M., Sasaki, N., Kuroda, R., Tsuno, K., & Kawakami, N. (2021). Increased COVID-19-related 

workplace bullying during its outbreak: a 2-month prospective cohort study of full-time 
employees in Japan. Environmental and Occupational Health Practice, 3(1), 1-11. 
https://doi.org/10.1539/eohp.2021-0006-oa 

 
International Labour Organization (2022). World Employment and Social Outlook: Trends 2022 

(ILO Flagship Report). International Labour Organization. 

https://doi.org/10.1177/014920630002600305
https://doi.org/10.24135/nzjer.v46i1.49
https://www.tandfonline.com/doi/abs/10.1080/09585192.2011.610344
https://doi.org/10.1007/s11205-018-1875-6
https://doi.org/10.1080/09585190903087248
https://doi.org/10.1080/00273171.2014.962683
https://doi.org/10.1080/03637750903310360
https://journals.sagepub.com/doi/10.1177/001088040004100313
https://doi.org/10.1097/JOM.0000000000000508
https://doi.org/10.1539/eohp.2021-0006-oa


New Zealand Journal of Employment Relations, 47(2) 
 

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
publ/documents/publication/wcms_834081.pdf 

 
International Organization for Standardization. (2021). Occupational health and safety 

management — Psychological health and safety at work — Guidelines for managing 
psychosocial risks (ISO 45003:21). https://www.iso.org/standard/64283.html 

 
Janse van Rensburg, C., Rothmann, S., & Diedericks, E. (2017). Supervisor support, flourishing, 

and intention to leave in a higher education setting. Journal of Psychology in Africa, 27(5), 
412-419. https://doi.org/10.1080/14330237.2017.1379661 

 
Janse van Rensburg, C., Rothmann, S. & Diedericks, E. (2018). Job demands and resources: 

Flourishing and job performance in South African universities of technology settings. 
Journal of Psychology in Africa, 28(4), 291-297. 
https://tandfonline.com/doi/full/10.1080/14330237.2018.1501881 

 
Karkkola, P., Kuittinen, M., & Hintsa, T. (2019). Role clarity, role conflict, and vitality at work: 

The role of the basic needs. Scandinavian Journal of Psychology, 60(5), 456-463. 
https://doi.org/10.1111/sjop.12550 

 
Kleinig, J., & Evans, N. G. (2013). Human flourishing, human dignity, and human rights. Law and 

Philosophy, 32(5), 539-564. https://doi.org/10.1007/s10982-012-9153-2  
 
Levin, Jeff (2020). Human Flourishing and Population Health: Meaning, Measurement, and 

Implications. Perspectives in Biology and Medicine, 63(3), 401-419. 
https://doi.org/10.1353/pbm.2020.0029  

 
Linton, M. J., Dieppe, P., & Medina-Lara, A. (2016). Review of 99 self-report measures for 

assessing well-being in adults: exploring dimensions of well-being and developments over 
time. BMJ Open, 6(7), 1-16. 
https://bmjopen.bmj.com/content/bmjopen/6/7/e010641.full.pdf 

 
Li, F., Luo, S., Mu, W., Li, Y., Ye, L., Zheng, X., ... & Chen, X. (2021). Effects of sources of 

social support and resilience on the mental health of different age groups during the 
COVID-19 pandemic. BMC Psychiatry, 21(16), 1-14. https://doi.org/10.1186/s12888-020-
03012-1 

 
Malinen, S. K., Wong, J. H. K., & Naswall, K. (2020). Effective workplace strategies to support 

employee wellbeing during a pandemic. New Zealand Journal of Employment Relations, 
45(2), 17-32. https://doi.org/10.24135/nzjer.v45i2.24 

 
Meyer, B., Zill, A., Dilba, D., Gerlach, R., & Schumann, S. (2021). Employee psychological well‐

being during the COVID‐19 pandemic in Germany: A longitudinal study of demands, 
resources, and exhaustion. International Journal of Psychology, 56(4), 532-550. 
https://doi.org/10.1002/ijop.12743 

 

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_834081.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_834081.pdf
https://www.iso.org/standard/64283.html
https://doi.org/10.1080/14330237.2017.1379661
https://tandfonline.com/doi/full/10.1080/14330237.2018.1501881
https://doi.org/10.1111/sjop.12550
https://doi.org/10.1007/s10982-012-9153-2
https://doi.org/10.1353/pbm.2020.0029
https://bmjopen.bmj.com/content/bmjopen/6/7/e010641.full.pdf
https://doi.org/10.1186/s12888-020-03012-1
https://doi.org/10.1186/s12888-020-03012-1
https://doi.org/10.24135/nzjer.v45i2.24
https://doi.org/10.1002/ijop.12743


New Zealand Journal of Employment Relations, 47(2) 
 

Ministry of Business Innovation and Employment. (2022). Monthly Labour Market Fact Sheet — 
April 2022. https://www.mbie.govt.nz/dmsdocument/20025-monthly-labour-market-fact-
sheet-april-2022 

 
Mihalache, M., & Mihalache, O. R. (2022). How workplace support for the COVID‐19 pandemic 

and personality traits affect changes in employees’ affective commitment to the 
organization and job‐related well‐being. Human Resource Management, 61(3), 295-314. 
https://doi.org/10.1002/hrm.22082 

 
Neto, M., Ferreira, A. I., Martinez, L. F., & Ferreira, P. C. (2017). Workplace bullying and 

presenteeism: the path through emotional exhaustion and psychological wellbeing. Annals 
of Work Exposures and Health, 61(5), 528-538. https://doi.org/10.1093/annweh/wxx022 

 
Ng, T. W., & Feldman, D. C. (2010b). Organizational tenure and job performance. Journal of 

Management, 36(5), 1220-1250.  https://doi.org/10.1177/0149206309359809 
 
O’Driscoll, M. P., Cooper-Thomas, H. D., Bentley, T., Catley, B. E., Gardner, D. H., & Trenberth, 

L. (2011). Workplace bullying in New Zealand: A survey of employee perceptions and 
attitudes. Asia Pacific Journal of Human Resources, 49(4), 390-408.  

 
Othman, R., Asri, N. A. M., Alias, N. E., Jahya, A., Koe, W. L., & Krishnan, R. (2021). The effect 

of job resources on work engagement: Does this matter among academics in Malaysia? 
International Journal of Academic Research in Business and Social Sciences, 11(6), 1165-
1175. http://dx.doi.org/10.6007/IJARBSS/v11-i6/10245 

 
Paz, C., Hermosa-Bosano, C., Hidalgo-Andrade, P., García-Manglano, J., Sábada Chalezquer, C., 

López-Madrigal, C., & Serrano, C. (2022). Self-esteem, happiness, and flourishing in times 
of COVID-19: A study during the lockdown period in Ecuador. International Journal of 
Public Health, 67, 1604418. https://doi.org/10.3389/ijph.2022.1604418 

 
Payne J, Cluff L, Lang J, Matson-Koffman D, Morgan-Lopez A. (2018). Elements of a Workplace 

Culture of Health, Perceived Organizational Support for Health, and Lifestyle Risk. 
American Journal of Health Promotion, 32(7):1555-1567. 
https://doi.org/10.1177/0890117118758235 

 
Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y. & Podsakoff, N. P. (2003). Common method biases 

in behavioral research: A critical review of the literature and recommended remedies. 
Journal of Applied Psychology, 88(5), 879-903. https://doi.org/10.1037/0021-
9010.88.5.879 

 
Rajendran, N., Watt, H. M., & Richardson, P. W. (2020). Teacher burnout and turnover intent. The 

Australian Educational Researcher, 47(3), 477-500. http://dx.doi.org/10.1007/s13384-
019-00371-x 

 
Rangachari, P. & L. Woods, J. (2020). Preserving organizational resilience, patient safety, and 

staff retention during COVID-19 requires a holistic consideration of the psychological 

https://www.mbie.govt.nz/dmsdocument/20025-monthly-labour-market-fact-sheet-april-2022
https://www.mbie.govt.nz/dmsdocument/20025-monthly-labour-market-fact-sheet-april-2022
https://doi.org/10.1002/hrm.22082
https://doi.org/10.1093/annweh/wxx022
https://doi.org/10.1177/0149206309359809
http://dx.doi.org/10.6007/IJARBSS/v11-i6/10245
https://doi.org/10.3389/ijph.2022.1604418
https://doi.org/10.1177/0890117118758235
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
http://dx.doi.org/10.1007/s13384-019-00371-x
http://dx.doi.org/10.1007/s13384-019-00371-x


New Zealand Journal of Employment Relations, 47(2) 
 

safety of healthcare workers. International Journal of Environmental Research & Public 
Health, 17, 4267. https://www.mdpi.com/1660-4601/17/12/4267 

 
Redelinghuys, K., Rothmann, S., & Botha, E. (2019). Flourishing-at-work: The role of positive 

organizational practices. Psychological Reports, 122(2), 609-631. 
https://doi.org/10.1177/0033294118757935  

 
Rothmann, S., & Redelinghuys, K. (2020). Exploring the prevalence of workplace flourishing 

amongst teachers over time. SA Journal of Industrial Psychology, 46(1), 1-7. 
http://dx.doi.org/10.4102/sajip.v46i0.1764 

 
Scanlan, J. N., & Still, M. (2019). Relationships between burnout, turnover intention, job 

satisfaction, job demands and job resources for mental health personnel in an Australian 
mental health service. BMC Health Services Research, 19(1), 1-11. 
https://doi.org/10.1186/s12913-018-3841-z 

 
Spell, C., Bezrukova, K., Haar, J. & Spell, C.J. (2011). Faultlines, Fairness, and Fighting: A Justice 

Perspective on Conflict in Diverse Groups. Small Group Research, 42, 309-340. 
https://doi.org/10.1177/1046496411402359 

 
Sürücü, L., Ertan, S. Bağlarbaşı, E., & Maslakçı, A. (2021). COVID-19 and human flourishing: 

The moderating role of gender. Personality and Individual Differences, 183. 
https://doi.org/10.1016/j.paid.2021.111111 

 
Tepper, B. (2000). Consequences of abusive supervision. Academy of Management Journal, 43(2), 

178-190 
 
Vyas, L & Butakhieo, N. (2021) The impact of working from home during COVID-19 on work 

and life domains: an exploratory study on Hong Kong. Policy Design and Practice, 4(1), 
59-76. https://doi.org/10.1080/25741292.2020.1863560 

 
Walker, B. (2020). Introduction to the Covid-19 Special Issue. New Zealand Journal of 

Employment Relations, 45(2), 1-4. https://doi.org/10.24135/nzjer.v45i2.32 
 
Wallace, J. (2022). Making a healthy change: a historical analysis of workplace wellbeing. 

Management & Organizational History, 17(1-2), 20-42. 
https://doi.org/10.1080/17449359.2022.2068152 

 
Wang, B., Liu, Y., Qian, J., Parker, S. (2021). Achieving effective remote working during the 

COVID‐19 pandemic: a work design perspective. Applied Psychology, 70(1), 16-59. 
https://doi.org/10.1111/apps.12290 

 
Wayne S. J., Lemmon G., Hoobler J. M., Cheung G. W., Wilson M. S. (2017). The ripple effect: 

a spillover model of the detrimental impact of work–family conflict on job success. Journal 
of Organizational Behavior, 38(6), 876-894. https://doi.org/10.1002/job.2174 

 

https://www.mdpi.com/1660-4601/17/12/4267
https://doi.org/10.1177/0033294118757935
http://dx.doi.org/10.4102/sajip.v46i0.1764
https://doi.org/10.1186/s12913-018-3841-z
https://doi.org/10.1177/1046496411402359
https://doi.org/10.1016/j.paid.2021.111111
https://doi.org/10.1080/25741292.2020.1863560
https://doi.org/10.24135/nzjer.v45i2.32
https://doi.org/10.1080/17449359.2022.2068152
https://doi.org/10.1111/apps.12290
https://doi.org/10.1002/job.2174


New Zealand Journal of Employment Relations, 47(2) 
 

Westerhof, G. J., & Keyes, C. L. (2010). Mental illness and mental health: The two continua model 
across the lifespan. Journal of Adult Development, 17(2), 110-119. 
https://link.springer.com/article/10.1007/s10804-009-9082-y 

 
Wildman, J. L., Nguyen, D. M., Duong, N. S., & Warren, C. (2021). Student teamwork during 

COVID-19: challenges, changes, and consequences. Small Group Research, 52(2), 119-
134. https://doi.org/10.1177%2F1046496420985185 

 
Wong I., O’Connor M. (2021). COVID-19 and workplace fatigue: lessons learned and mitigation 

strategies. Centers for Disease Control and Prevention. https://blogs.cdc.gov/niosh-
science-blog/2021/01/13/covid-19-fatigue 

 
World Health Organization. (2005). Constitution of the World Health Organization. 

https://apps.who.int/gb/bd/PDF/bd47/EN/constitution-en.pdf?ua=1 
 
Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2012). A diary study on the 

happy worker: How job resources relate to positive emotions and personal resources. 
European Journal of Work and Organizational Psychology, 21(4), 489-517. 
https://doi.org/10.1080/1359432X.2011.584386 

 
Yue, C. A. (2021). Navigating change in the era of COVID-19: The role of top leaders’ charismatic 

rhetoric and employees’ organizational identification. Public Relations Review, 47(5), 
102118. https://doi.org/10.1016/j.pubrev.2021.102118 

https://link.springer.com/article/10.1007/s10804-009-9082-y
https://doi.org/10.1177%2F1046496420985185
https://blogs.cdc.gov/niosh-science-blog/2021/01/13/covid-19-fatigue
https://blogs.cdc.gov/niosh-science-blog/2021/01/13/covid-19-fatigue
https://apps.who.int/gb/bd/PDF/bd47/EN/constitution-en.pdf?ua=1
https://doi.org/10.1080/1359432X.2011.584386
https://doi.org/10.1016/j.pubrev.2021.102118

