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Öz:
Çalışanların olumsuz stres deneyimlerinin stres unsurlarına yönelik bilişsel değerlendirmeleri çerçeve-
sinde ve dinamik bir süreç içerisinde ortaya çıkacağını öngören işlemsel stres yaklaşımını temel alan 
bu çalışmada, rol stresörlerinin duygusal tükenme üzerindeki etkileri geliştirilen genişletilmiş bir çaba-
ödül dengesizliği modeli çerçevesinde değerlendirilmektedir. Araştırma kapsamında Türkiye genelinde 
öğretim elemanları, hekim ve hemşirelerden oluşan 705 katılımcı örnekleme dahil edilmiştir. Araştırma-
da rol stresörlerinin çaba-ödül dengesizliği aracılığıyla duygusal tükenme üzerindeki endirekt etkisinde 
aşırı bağlılığın düzenleyici etkilerinin ortaya konulması amaçlanmıştır. Çoklu doğrusal regresyon anali-
ziyle elde edilen bulgular, aşırı bağlılığın rol stresörlerinin çaba-ödül dengesizliği aracılığı ile duygusal 
tükenme üzerindeki dolaylı etkisini düzenlediği ancak beklenenin aksine endirekt etkinin aşırı bağlılığın 
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Abstract:

Based on the transactional stress approach, which predicts that employees' negative stress 
experiences will occur within the framework of their cognitive evaluations of stressors and in a 
dynamic process, this study evaluates the effects of role stressors on emotional exhaustion within 
the framework of an extended effort-reward imbalance model. Within the scope of the study, 705 
participants consisting of academic staff, physicians and nurses across Turkey were included in the 
sample. The study aimed to reveal the moderating effects of overcommitment on the indirect effect 
of role stressors on emotional exhaustion through effort-reward imbalance. The findings obtained 
through multiple linear regression analysis show that overcommitment moderates the indirect 
effect of role stressors on emotional exhaustion through effort-reward imbalance, but contrary to 
expectations, the indirect effect is weaker at higher levels of overcommitment and stronger at lower 
levels. It was found that overcommitment acts as a buffer in the relationship between effort-reward 
imbalance and emotional exhaustion.

Keywords: Emotional Exhaustion, Role Stressors, Effort-Reward Imbalance, Overcommitment, Social 
Exchange.
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daha yüksek düzeylerinde daha zayıf, daha düşük düzeylerinde daha güçlü olduğunu göstermektedir. 
Bu duruma aşırı bağlılığın çaba-ödül dengesizliği ile duygusal tükenme arasındaki ilişkide tampon gö-
revi görmesinin neden olduğu tespit edilmiştir.

Anahtar Kelimeler: Duygusal Tükenme, Rol Stresörleri, Çaba-Ödül Dengesizliği, Aşırı Bağlılık, Sosyal 
Mübadele.

INTRODUCTION

Today, the pace and changing nature of business life create pressures on employees and 
thus on organizations. According to the Stress in America survey published by the American 
Psychological Association (APA) (2020), work is the number one source of stress for 
individuals (66%). Similarly, research report of the European Agency for Safety and Health 
at Work's (EU-OSHA) 2019, covering 33 European countries and over 45,000 workplaces, 
highlights that psychological risk factors such as stress at work are more important than 
physical ones, but they are more difficult to solve because they are often lacking in awareness 
and solution skills and are less frequently voiced (EU-OSHA, 2019). At this point, burnout 
is a syndrome that occurs as a result of chronic job stress that has not been successfully 
managed (Burke et al., 1996; Maslach, 1982; Meier, 1983; Pines & Aronson, 1988) and was 
defined by Freudenberger (1974: 159) as "the loss of motivation or incentive, especially 
when one's commitment to a purpose or relationship fails to produce the desired results".

In terms of evaluating stress and its consequences, the cognitive stress approach 
provides conceptual explanations as to why one person may experience stress and its negative 
consequences while the other does not under the same working conditions and focuses 
on the cognitive processes and emotional reactions that support individuals' interactions 
with their environment (Peacock & Wong, 1990; Roesch et al., 2002). Transactional stress 
(Folkman et al., 1986; Lazarus, 1990; Lazarus & Folkman, 1984), one of the cognitive stress 
approaches, attributes stress neither to the environment nor to the individual (Dewe et al., 
2012); on the contrary, stress reflects the relationship of a person with certain motives and 
convictions with the environment that creates harm, threats or difficulties depending on 
these characteristics (Lazarus, 1990). In other words, the interaction between individuals' 
perceptions of the stressors in their environment and their ways of coping with them is 
gaining importance in the literature (e.g., Dewe et al., 2012; Hankin & Abramson, 2001; 
Huang et al., 2002; Lazarus, 2020; Lazarus & Folkman, 1987; Miller & McCool, 2003; 
Perrewé & Zellars, 1999; Yan et al., 2021). Reflecting the contemporary time and progress 
in the development of stress theories, the view that individual characteristics and social 
exchange relationships may play a role in the relationship between work environment-work 
stress and burnout has also gained importance in the burnout literature (Halbesleben & 
Buckley, 2004).

The Effort-Reward Imbalance (ERI) Model, developed by Siegrist (1996) from the 
perspective of social exchange theory and the principle of reciprocity, is one of the common 
transactional stress models today. According to the model, lack of reciprocity between 
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effort (demands/obligations) and reward (self-esteem, salary/income, job security/career 
opportunities) and overcommitment as a maladaptive coping mechanism lead to stress and 
various negative health effects (Siegrist, 1996). According to the model's overcommitment 
interaction hypothesis, employees with both ERI and overcommitment experience the 
highest levels of negative health outcomes. However, studies report contradictory results 
regarding the interaction hypothesis of the model, and it is often even excluded in the studies 
conducted. Considering the perceptions of individuals and the coping process as a dynamic 
whole on job stress and its negative consequences from a transactional perspective and 
within the framework of role theory and social exchange theory, the present study aims 
to reveal the moderating effect of the coping mechanism overcommitment, the personal 
factor, in the relationship between role stressors and emotional exhaustion mediated by the 
organizational factor effort-reward imbalance. It is believed that the theoretical contribution 
to the literature on job stress and burnout will be provided with the dynamic research model 
that is comprehensive and interactive. Moreover, for practitioners, a better understanding of 
the stress process is useful in guiding efforts to increase the usefulness of stress management 
practices (LePine et al., 2005). Accordingly, the study is expected to provide practical 
contributions in problem identification, process management, and developing effective 
policies and strategies.

1. THEORETICAL BACKGROUND AND HYPOTHESIS DEVELOPMENT

Selye (1974) underlines that negative stress is experienced when the level of stress 
required for people to be happy is exceeded and argues that after determining their goals in 
life, individuals need to find the optimal stress levels for themselves and also need a properly 
directed and managed stress adaptation energy (Selye, 1974). Since the first introduction of 
the concept of burnout as chronic work stress, the element of balance/reciprocity has been 
emphasized (e.g., Buunk & Schaufeli, 1993; Freudenberger & Richerlson, 1980; Goode, 
1960). Burnout was first defined by psychiatrist Freudenberger (1974: 159) as the loss of 
motivation or incentive, especially when one's commitment fails to produce the desired 
results. Pines and Aronson (1988) argue that people experience burnout as a gradual 
erosion of their spirit and enjoyment of life as a result of the typical daily struggles and 
chronic stresses of life and work, involving too much pressure, conflict and demand with 
too little emotional reward, recognition, and achievement. At this point, the concept of 
burnout makes important contributions to making sense of the stress process that cannot be 
managed successfully. Although there are many definitions and conceptualizations of the 
concept Maslach's three-component structure developed through a series of studies with his 
colleagues Pines and Jackson (Maslach, 1982; Maslach & Jackson, 1981; Pines & Maslach, 
1980) is the most widely accepted conceptualization of burnout today. According to this 
conceptualization, which is also accepted by the World Health Organization, an important 
component of burnout syndrome is the increase in emotional exhaustion; employees think 
that they can no longer psychologically devote themselves to their work as their emotional 
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resources decrease. With the second component, depersonalization, employees develop 
negative, cynical attitudes and feelings about the work itself and about customers/service 
recipients. With the third component of the syndrome, reduced personal accomplishment, 
employees tend to evaluate themselves negatively, especially in relation to their work, and 
feel unhappy about themselves and dissatisfied with their achievements (Maslach & Jackson, 
1981: 99). Accordingly, burnout refers to the end point of a three-dimensional continuum 
of energy, involvement, and efficacy (i.e., emotional exhaustion, cynicism and decreased 
professional competence), while at the opposite end of this continuum is integration with work 
(engagement). The point between these two extremes has a direct effect on the individual's 
quality of life and an indirect effect on health and performance (Leiter & Maslach, 2005: 
544). Emotional exhaustion, which is the dimension of burnout syndrome that has received 
the most attention in the literature, reflects the feelings of being emotionally overloaded 
and exhausted by one's job, manifested by physical fatigue, psychological and emotional 
exhaustion (Ito & Brotheridge, 2003; Wright & Cropanzano, 1998), and occurs as a result 
of occupational demands and overload and inadequate rewards (Schadenhofer et al., 2018). 
Meanwhile, an imbalance at the organizational level leads the employee to perceive that the 
psychological contract with the organization has been violated due to a lack of reciprocity, 
eventually leading to a depletion of one's emotional resources (Schaufeli et al., 1996). 
In parallel, the literature has examined the relationship between effort-reward imbalance 
(ERI) and burnout in the context of different variables and predominantly found a strong 
relationship (e.g., Bagaajav et al., 2011; Bakker et al., 2000; De Jonge et al., 2000; Feldt et 
al., 2013; Hasselhorn et al., 2004; Lau, 2008; Unterbrink et al., 2007). In their preliminary 
study, Bakker et al. (2000), for example, found that physicians' ERI can cause depletion 
of their emotional resources and initiate burnout syndrome. Also, Hasselhorn et al. (2004) 
reported that in a sample of 21,229 nurses in Europe, a much higher level of emotional 
exhaustion was observed in the case of high ERI in the relationship between ERI level (low-
medium-high) and burnout. Clinchamps et al. (2021) found that ERI increased the risk of 
burnout by 11.4 times. And last but not least, Wang et al. (2015) found that compared to low 
levels, high levels of ERI increased the risk 5.56 times in emotional exhaustion.

According to Goode (1960), who points to the imbalance of exchange and consequently 
stress in role behavior, stress in role behavior occurs when individuals devote more time/
interest to a role obligation than they think they should devote, and the tension arises when 
too many resources are consumed for the role or when individuals think that they are paying 
a price more than they are worth. Thus, it is emphasized that employees expect some kind 
of effort-reward balance in their evaluations and the importance of role elements in this 
expectation. From the perspective of organizational role theory, organizational roles, which 
fundamentally affect daily situations in the employee-environment relationship, constitute 
an important part of the daily troubles in the work life of the employee. Meanwhile, the 
effects of stable, repetitive, or chronic stressors on health are particularly high (Lazarus & 
Cohen, 1977; Lazarus & Folkman, 1984). Thus, due to the long-term nature of burnout, it is 
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thought that role stressors, which are sources of job stress, are likely to predict burnout. In this 
respect, the literature indicates that role stressors are direct (e.g., Abbas et al., 2012; Acker, 
2003; Kelloway & Barling, 1991; Fogarty et al., 2000; Örtqvist & Wincent, 2006; Schwab 
& Iwanicki, 1982) or indirect (e.g., Bakker et al., 2000; Barnett et al., 1999; Jawahar et al., 
2007) predictors of burnout. As a result, the literature implies that it is feasible to address the 
relationship between role stressors and emotional exhaustion from the perspective of effort 
and reward imbalance.

From the lenses of the transactional stress approach, the critical element of the stress 
process is coping strategies/mechanisms. In the ERI Model, coping with stress is addressed 
through overcommitment, which is a maladaptive coping strategy. The relationship between 
overcommitment and burnout is frequently emphasized in the prior literature (e.g., Cherniss, 
1980; Cordes & Dougherty, 1993; Freudenberger 1974; 1975; Freudenberger & Richelson, 
1980) and its impact on employee health and burnout is supported by various empirical 
studies (e.g., Bakker et al, Bakker et al., 2000; de Jonge et al., 2000; Feldt et al., 2013; 
Feuerhahn et al., 2012; Kunz, 2019; Lau, 2008; Rasmussen et al., 2016; Schadenhofer et 
al., 2018; Wang et al., 2015). In the framework of the ERI Model, over-commitment can 
increase the risk of negative health outcomes by creating more imbalance (Siegrist, 2008; 
2001), as employees take on more tasks in the workplace and spend more of their important 
resources such as time and energy (van Vegchel et al., 2005) in an effort to fulfill increasing 
demands and/or motivation to achieve desired results with the motive to be approved and 
respected. These remarks suggest a dynamic structure in which the reaction to stress not 
only affects the outcome of stress but also the perception of stress, leading to a bidirectional 
change in the stress process. In the model, it is assumed that imbalance and overcommitment 
together define employees with the highest stress (Preckel et al. 2007; Siegrist, 1996). It is 
theorized by the interaction hypothesis as "an extrinsic ERI in combination with a high 
level of overcommitment leads to the highest risk of poor health " (van Vegchel et al., 
2005: 1120). On the other hand, while overcommitment is expected to be a strong predictor 
of burnout (Nuebling et al., 2013) as underlined in the interaction hypothesis, studies 
conducted in the relevant literature (e.g., Bakker et al., 2000; Clinchamps et al., 2021; de 
Jonge et al., 2000; Feldt et al., 2012; Hasselhorn et al., 2004; Kinman, 2019; Kunz, 2019; 
Li et al, 2021; Lau, 2008; Preckel et al., 2007) contradictory results have been obtained 
regarding the overcommitment interaction hypothesis, and for this reason, it is seen that 
in many studies (e.g. Franche et al., 2006; Gorgievski et al., 2019; Hämmig et al. 2012; 
Häusler et al. 2018; Kan & Yu, 2016; Kinman & Jones, 2008; Kocalevent et al., 2020) it 
was even excluded from the research. In conclusion, in line with the theoretical framework 
and further research recommendations to examine the moderating role of overcommitment 
with different models (e.g., van Vegchel et al., 2005; Parkes, 2004; Preckel et al, 2007), the 
research hypothesis is developed as "overcommitment will play a moderating role in the 
indirect effect of role stressors on emotional exhaustion through effort-reward imbalance; 
this effect will be stronger at higher levels of overcommitment and weaker at lower levels."
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2. RESEARCH METHOD

In this study, a conceptual model is proposed from the perspective of the transactional 
stress approach in order to examine the relationship between role stressors experienced by 
employees and their emotional exhaustion, the mediating effect of effort-reward balance in 
this relationship, and the moderated mediation role of their overcommitment on this effect. 
In the context of the research philosophy, a postpositivist stance is taken and a model that is 
built with hypotheses based on theoretical foundations and aims to reveal the relationships 
between variables for people's perceptions, attitudes and behaviors is intended to be tested. 
The study focuses on theory testing and adopts a deductive approach. The quantitative 
research method is adopted in the study where the survey strategy is preferred in data 
collection. Accordingly, in the first step of the data analysis process, the reliability and 
validity of the scales that make up the questionnaires were analyzed. Confirmatory factor 
analysis was used to test the construct validity of the scales, and regression analysis was 
used to test the hypotheses put forward within the scope of the research model developed.

2.1. Procedure and Sample

In the determination of the sample group within the scope of the research, first of 
all, it was taken into consideration that the conditions of the ERI model that the lack of 
alternatives due to high level of professionalization and the acceptance of imbalance for 
strategic reasons for a while advancing up the career ladder, in which the imbalance will be 
maintained. In addition, taking into account the intensive working conditions, interaction 
with people, undertaking multiple and demanding roles, and finally the convenience of 
survey access, the research group was determined as those working in academia and health 
sector. Within the scope of the study, questionnaire forms were sent to universities (without 
any department limitation) and provincial health directorates across Turkey to be delivered 
to academic staff in academia and to physicians and nurses in the health sector. As a result 
of the responses, analyses were carried out on 705 questionnaires with 412 academicians 
(116 research assistants, 107 lecturers, 97 assistant professors, 51 associate professors, and 
41 professors) and 293 healthcare professionals (151 nurses and 142 physicians).

2.2. Measurement Instruments

Role stressors "role conflict", "role ambiguity" and "role overload", which 
constitute the independent variables of the study, were measured using the Role Hassles 
Index (RHI) developed by Zohar (1997). This scale was developed based on role 
theory to measure burnout which overlap with the variables of the current research. 
The scale consists of 20 situation statements in total; eight (8) statements regarding 
role conflict (e.g., “I have experienced arguments or conflicts over different views.”), 
five (5) statements regarding role ambiguity (e.g., “I have experienced concerns about 
how to solve a problem.”), and seven (7) statements regarding role overload (e.g., “I 
had to work too many extra hours or maintain inappropriate work schedules.”). It was 
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evaluated whether the participants had experienced the given situations in the last one 
(1) month via a four-point scale (“0-I did not experience it”; “1-I experienced it: I found 
it slightly disturbing”; “2-I experienced it: I found it disturbing”; “3-I experienced it: I 
found it very disturbing”). In Zohar’s (1997) study, Cronbach Alpha values were found 
to be .73, .77, and .65, respectively.

Emotional exhaustion levels of the participants were measured using the current short 
version of the Maslach Burnout Inventory-General Scale (MBI-GS) developed originally 
by Maslach et al. (1996), which has been adapted to describe broader occupational contexts 
(Maslach et al., 2008: 91). The emotional exhaustion scale includes five (5) items (e.g., "I 
feel emotionally detached from my work"; "I feel exhausted at the end of the workday"). 
A 7-point Likert-type frequency scale was used for the participants to indicate the extent to 
which they experienced each item (from ‘0=Never’ to ‘6=Every day").

Effort-Reward Imbalance scale was used to measure the mediator variable effort-
reward imbalance and the moderator variable overcommitment. Developed by Siegrist 
(1996; 2002), the scale has three subscales used to assess the effort, reward and 
overcommitment. The "effort" scale has three (3) items (e.g., "Over the past few years, 
my job has become increasingly demanding"), and the "reward" scale, which consists of 
the sub-dimensions of respect/reputation, promotion/salary and job security has seven 
(7) items (e.g., "I get the respect I deserve from my superiors or peers"; "My chances of 
promotion at my job are slim"; "I have experienced or expect to experience an undesirable 
change in my work situation"). Each item has a 5-point scale (‘1-Disagree’; ‘2-Agree: 
I do not feel stressed’; ‘3-Agree: I feel somewhat stressed’; ‘4-Agree: I feel stressed’; 
‘5-Agree: I feel very stressed’). A higher score on the scales represents higher effort 
or higher reward, respectively. Since the scale is based on social exchange theory and 
the principle of reciprocity, the effort/reward ratio is created to determine the level of 
imbalance between effort and reward. Accordingly, the value approaches zero in the 
case of low effort and high reward, while values above 1 are obtained in the case of 
negative imbalance representing high effort and low reward. In order to measure the 
overcommitment variable, a 6-item overcommitment scale was used (e.g., "People close 
to me say that I sacrifice too much for my job.", "If I postpone something I need to do 
today, I have trouble sleeping at night."). Items in this 4-point Likert scale are scored as 
(from ‘1= Disagree’ to ‘3= Agree’). In the study of Siegrist et al. (2009) Cronbach Alpha 
values of the three sub-scale were found to be .74, .79, and .79, respectively.

2.3. Research Model and Hypothesis

In this study, a conceptual model (Figure 1) is proposed from the perspective of the 
transactional stress approach in order to examine the relationship between role stressors 
experienced by employees and their emotional exhaustion, the mediating effect of effort-
reward balance in this relationship, and the moderated mediation role of their overcommitment 
on this effect.
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Figure 1: The Effect of Overcommitment on the Relationship between Role Stressors, Effort-
Reward Imbalance and Emotional Exhaustion: Moderated Mediation Model

The hypothesis of the research is developed as:

H1: Overcommitment will play a moderating role in the indirect effect of role stressors 
on emotional exhaustion through effort-reward imbalance; this effect will be stronger at 
higher levels of overcommitment and weaker at lower levels.

2.4. Data Analyses

In accordance with the research purpose, the survey strategy and quantitative 
method were adopted in this study and structured questionnaires (Table 1) were used as 
data collection tools. The data were analyzed using IBM AMOS version 26, IBM SPSS 
version 25 and Hayes Process Macro version 4.1. Confirmatory factor analysis (CFA) was 
conducted to test construct validity and reliability, and Cronbach's alpha (α), AVE and CR 
values were calculated. Pearson correlation coefficients were calculated through correlation 
analysis to determine the pairwise relationships between variables and the directions of 
these relationships. Multiple regression analyses conducted with Process Macro were used 
to test the relationship structures constructed as moderated mediation. In the case of first- 
and second-stage moderated mediation, Hayes (2015) recommends following the procedure 
described by Muller et al. (2005). Accordingly, in order for moderated mediation to occur, 
at least one of two conditions, each containing two sub-conditions, must be met (Muller 
et al., 2005: 655-656): Condition 1; (a) there is a significant change in the effect of the 
independent variable on the mediator variable at different levels of the moderator variable, 
and (b) there is a significant effect of the mediator variable on the dependent variable at the 
average level of the moderator variable. Condition 2: (a) there is a significant effect of the 
independent variable on the mediator variable at the average level of the moderator variable, 
and (b) there is a significant change in the effect of the mediator variable on the independent 
variable at different levels of the moderator variable.

After the conditions regarding the existence of a conditional indirect effect, Muller 
et al. (2005) was first followed, and relevant inferences were made, the bootstrap analysis 
findings were evaluated for the holistic moderated mediation test. Significance was set at 
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the .05 level and the bootstrap method with 5000 bootstrap samples was used to test the 
significance of conditional indirect effects and changes in these effects at +1 SD and -1 SD 
levels of the moderator. The 95% confidence intervals for the coefficients are considered 
statistically significant if the confidence intervals (LLCI; ULCI) do not contain zero.

3. FINDINGS

3.1. Validity and Reliability Analyses of Measurement Instruments

The scales used to obtain the variables in the study and the Cronbach's Alpha 
values of the scales are presented in Table 1. Regarding the scales of the research, in the 
"overcommitment" scale, the factor load of the item "Overcommitment 3" was below 
the desired level and the item was excluded from the analysis. The factor loadings of all 
other items are between .405 and .918. The Cronbach's Alpha value of the job security 
sub-dimension in the reward dimension is just below the acceptable level with α= ,681, 
which is at a questionable level. In addition, the average variance extracted (AVE) value 
of the overcommitment scale is below .5. The first possible reason for the low Cronbach's 
Alpha value is the low number of scale questions (Tavakol & Dennick, 2011). In the current 
situation, there are only 2 items related to job security.

Table 1: Validity and Reliability Analysis of Measurement Tools and Model Fit Indices

Variable Sub Dimensions Items Cronbach’s Alpha AVE CR

Role Stressors
R. Conflict
R. Ambiguity
R. Overload

8
5
7

,908
,897
,885

,55
,63
,51

,91
,89
,88

Emotional
Exhaustion

- 5 ,926 ,70 ,92

Effort-Reward Imba-
lance

Effort
Reward
• Esteem
• Promotion/salary
• Job Security

3
2
3
2

,850
,888
,748
,681

,65
,80
,53
,52

,85
,89
,77
,69

Overcommitment - 5 ,774 ,38 ,74

CFA: Model Fit Indices

Index χ 2/df CFI RMSEA IFI TLI SRMR

Value 2,87 ,93 ,05 ,93 ,92 ,05

Note. AVE: Average Variance Extracted; CR: Composite Reliability; CFI: Comparative Fit Index; RMSEA: 
Approximate Root Mean Square Error; IFI: Incremental Fit Index; TLI: Tucker-Lewis Index; SRMR: 
Standardized Root Mean Square Residual

On the other hand, since the composite reliability (CR) of the construct was higher than 
.7, the convergent validity of both scales was considered acceptable (Fornell & Larcker, 
1981) without any modification. Also, the square root of AVE of each variable is greater 
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than its highest correlation with any other construct (Table 2). Therefore, the discriminant 
and convergent validity criteria are met by the proposed measurement model. When the fit 
indices of the model are examined, it can be said that there is a good fit in the model.

3.2. Descriptive Statistics and Correlation Analysis of Variables

Descriptive statistics of variables and Pearson correlation coefficients between variables 
are presented via the Table 2. The fact that the correlation coefficient between the variables 
is less than .800 indicates that the variables are not overly correlated with each other and that 
there is no multicollinearity problem between them. Accordingly, it is seen that the Pearson 
correlation coefficients of the variables in the study are statistically significant.

Table 2: Descriptive Statistics of Variables and Pearson Correlation Coefficients between 
Variables

Variables 1 2 3 4

1- RS (,751)

2- EE ,599** (,836)

3- ERI ,676** ,605** (,791)

4- OVC ,455** ,495** ,439** (,616)

X̄ 1,156 2,857 ,970 2,673

SD ,775 1,827 ,813 ,794

Note. Values in parentheses represent the square root of the average variance extracted (AVE). **p<.01; RS: 
Role Stressors; EE: Emotional Exhaustion; ERI: Effort Reword Imbalance; OVC: Overcommitment; X̄: Sample 
Mean; SD: Standard Deviation

3.3. Regression Analyses

To investigate the conditional indirect mechanisms between the variables, moderated 
mediation analyses were conducted with IBM-SPSS PROCESS 4.1 using Model 58 
(Hayes, 2013; Hayes 2022) to examine the moderating effect of overcommitment on: (1) 
the relationship between role stressors and effort-reward imbalance, (2) the relationship 
between effort-reward imbalance and emotional exhaustion, (3) the indirect relationship 
between role stressors and emotional exhaustion through effort-reward imbalance.

The findings summarized in Table 3 show that the effect of role stressors on ERI is 
significant (b= ,6111; p<.01) and moderated by overcommitment (b= ,1321; p<.01). When 
the findings regarding the mediator and dependent variable relationship predicted to be 
moderated by overcommitment are examined, it is seen that the effect of ERI on emotional 
exhaustion is significant (b= ,9005; p<,01) and moderated by overcommitment (b= -,3605; 
p<,01). On the other hand, for different values of the moderator (-1 SD and/or +1 SD), 
the conditional effect is different from zero and significant for both paths. Therefore, the 
conditions for moderated mediation specified by Muller et al. (2005) are met in paths a 
and b. According to the findings, positive moderating effect of overcommitment on the 
relationship between role stressors and ERI (path a) was found. Accordingly, as employees’ 
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overcommitment increases, the existing positive effect on path a becomes stronger (Figure 
2). On the other hand, regarding the moderating effect of overcommitment on the relationship 
between ERI and emotional exhaustion (path b), it is found that overcommitment moderates 
the relationship negatively; the positive effect of ERI on emotional exhaustion weakens as 
employees' overcommitment increases (Figure 2).

Table 3: The Effect of Overcommitment on the Relationship between Role Stressors, Effort-
Reward Imbalance and Emotional Exhaustion

Mediator Variable: Effort Rewaed Imbalance

b SE t p

Constant -,0369 ,0240 -1,5357 ,1251

RS ,6111 ,0322 18,9536 ,0000

OVC ,1674 ,0310 5,3960 ,0000

RS*OVC ,1321 ,0354 3,7337 ,0002

Conditional Effects at Different Values of the Moderator (path a)

b SE t p

OVC -1 SD ,5062 ,0461 10,9835 ,0000

OVC +1 SD ,7160 ,0391 18,2894 ,0000

Dependent Variable: Emotional Exhaustion

b SE t p

Constant 2,9593 ,0540 54,8509 ,0000

RS ,6159 ,0899 6,8513 ,0000

ERI ,9005 ,0941 9,5709 ,0000

OVC ,4920 ,0717 6,8646 ,0000

ERI*OVC -,3605 ,0770 -4,6807 ,0000

Conditional Effects at Different Values of the Moderator (path b)

b SE t p

OVC -1 SD 1,1866 ,1331 8,9151 ,0000 

OVC+1 SD ,6143 ,0864 7,1117 ,0000 

Conditional Indirect Effects at Different Values of the Moderator

b SE LLCI ULCI

OVC -1 SD ,6007 ,0947 ,4240 ,7975

OVC ,5503 ,0779 ,4110 ,7152

OVC +1 SD ,4398 ,0674 ,3165 ,5801

Note. b: unstandardized coefficient; SE: standard error; LLCI: Lower limit confidence interval; ULCI: upper 
limit confidence interval; p: statistical significance level of the b coefficient

According to the bootstrapping analysis summarized in Table 3, regarding the moderation 
of both the relationship between role stressors and ERI and the relationship between ERI and 
emotional exhaustion by overcommitment (path a and path b together), it has been found 
that the indirect effect is moderated by overcommitment at a statistically significant level 
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(b=,5503; LLCI= ,4110; ULCI= ,7152). But, at low level of overcommitment, the indirect 
effect of role stressors on emotional exhaustion through ERI (-1 SD; b=,6007; LLCI= 
,4240; ULCI= ,7975) increases contrary to expectations. For high overcommitment level, 
although the indirect effect is significant (+1 SD; b= ,4398; LLCI=,3165; ULCI=,5801), it 
weakens contrary to expectations. This is due to the fact that overcommitment is a negative 
moderator in the relationship between ERI and emotional exhaustion (path b) as mentioned 
above. As a result, although a statistically significant moderating effect was detected, the 
hypothesis was not supported as contrary evidence was provided in terms of the direction 
of the relationship.

Figure 2: Moderating Effects of Overcommitment on the Relationship between Role 
Stressors→Effort Reward Imbalance, and Effort Reward Imbalance→Emotional 
Exhaustion

4. DISCUSSION

The results obtained through regression analyses reveal that overcommitment has a 
positive moderating effect on the relationship between role stressors and ERI. According 
to these results, as role stressors increase, highly overcommitted employees are more 
affected by this situation and experience a greater increase in ERI than less overcommitted 
employees. In other words, highly engaged employees are more sensitive to the increase 
in role stressors. This supports the findings of Feldt et al. (2016) in their longitudinal study 
regarding the increasing effect of overcommitment on ERI. On the other hand, according 
to the results, in the relationship between ERI and emotional exhaustion, in the case of 
increasing ERI, employees with higher levels of overcommitment are less affected and their 
emotional exhaustion levels increase less compared to less overcommitted employees. This 
situation shows that the interaction hypothesis predicted for path b of the ERI Model, similar 
to the literature (Lau, 2008; Li et al., 2021; Preckel et al., 2007; Steptoe et al., 2004), is not 
met in the current study. Assessing the moderated mediation model proposed in the current 
study as a whole, it is seen that overcommitment creates a partial buffer effect while it is 
expected to exacerbate the positive effect of role stressors on emotional exhaustion through 
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ERI. At this point, it is seen that the negative moderating effect of path b is strengthened and 
dominated in the change in overcommitment levels.

From a social exchange theory perspective, it can also be argued that in this case, 
employees do not perceive an asymmetry of reciprocity due to role stressors, but only 
perceive the increase in their efforts as a challenge, and in this context, they increase 
their efforts and successfully overcome the potential negative consequences of the 
current imbalance. For example, Ben-Zur and Michael (2007) observed that employees' 
perceptions of high levels of challenge/control towards their work reduced the occurrence 
of burnout in all dimensions. Furthermore, Hall and Richter (1988) state that employees 
strive to achieve career success and fulfill their needs for achievement, power and prestige. 
For such intrinsic motivation, du Prel et al. (2018) argue that overcommitment, which du 
Prel et al. (2018) treat as a learned behavior, is triggered by high motivation and energy of 
employees (especially early in their careers), and if positive returns are obtained, they tend 
to continue overcommitment by revealing positive effects. In this case, it can be interpreted 
that overcommitment may not always be justified by the assumption that employees have 
unrealistic expectations of exaggerated rewards for their increased efforts. Thus, although 
overcommitment increases imbalance, this is not undesirable and therefore overcommitment 
may serve as an effective coping factor that positively modifies the negative consequences 
of imbalance. At this point, an argument for the lack of the expected moderating effects of 
overcommitment is that emotional exhaustion may be highly sensitive to participants' levels 
of ERI and overcommitment (e.g., Felth, 2013; Hasselhom et al., 2004; Lau, 2008; Li et al., 
2021; Wang et al., 2015).

In addition, it is also possible that different personal elements of employees may 
have the effect of changing the direction of the possible relationship. For example, the 
literature emphasizes that employees who attribute a lot of meaning to their work may have 
difficulty in withholding from work, but they may also perceive the negative effects of 
withholding less due to the high meaning attributed to work (du Purel, 2018; Sonnentag 
& Fritz, 2007). Schadenhofer et al. (2018) found that job meaningfulness moderates the 
relationship between overcommitment and the emotional exhaustion dimension of burnout 
Similarly, Van Yperen and his colleagues in a series of studies (Van Yperen et al., 1992, 
Van Yperen, 1996; Buunk et al., 2001) found significant results on the effects of communal 
orientation, which is defined as the desire to give something to society for the good of others 
and receive something in return, on the relationship between employees' ERI and burnout 
experiences. Accordingly, employees who are both in a state of imbalance and have a low 
level of communal orientation experience the highest level of burnout, while a high level of 
communal orientation reduces burnout. Therefore, it seems possible that the regulatory role 
of overcommitment in the case of different personal motivation factors can be neutralized or 
even turned into a positive effect in the case of overcommitment and this may provide some 
clarification to the findings of this research.
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CONCLUSION

In the transactional stress approach, it is stated that employees put coping mechanisms 
into practice when a situation is perceived as a threat, i.e. a source of stress. In the ERI 
Model, overcommitment is characterized as a maladaptive coping method and is associated 
with negative stress outcomes. With the current research model in which ERI is considered 
as a mediating variable in the relationship between role stressors and emotional exhaustion, 
it is aimed to evaluate not only the moderating effect of overcommitment on the negative 
consequences of stress but also its effect on the level of stress perception. Therefore, with this 
unique model, it is thought that the theoretical contribution to the literature has been made 
by making an effort to evaluate different mechanisms for the emergence of job stress and the 
functioning of the ERI Model. The results show that overcommitment positively moderates 
the effects of role stressors on ERI. Hence, it is thought that it is useful to consider the 
overcommitment interaction hypothesis as moderating the relationship between stressors 
and ERI beyond moderating the negative consequences of ERI.

In addition, although the hypothesis was not supported in line with the results that 
overcommitment moderates the effects of effort-reward imbalance on emotional exhaustion 
in the opposite direction than expected, these results indicate that overcommitment may 
have not only negative effects but also potential positive effects. Considering the model 
extension purpose of the current study, it is considered to be an important result for the study 
that it points to inferences for potential different model components.

In this respect, it should be investigated under which conditions overcommitment will 
trigger positive or negative outcomes. Since the effectiveness of the coping mechanism 
may vary depending on the type of stressor, characteristics of the situation and occupation 
(Lazarus et al., 1986), evaluating overcommitment with different stressors and stress 
outcomes in future studies may contribute to our understanding of the subject. In addition, 
in future studies, it may be useful to include factors such as occupation, gender, working 
years, working hours, and various potential moderating factors such as job satisfaction, 
importance attributed to work, and communal orientation in the research models. Finally, 
further studies with group-based analyses, longitudinal data and qualitative research designs 
may contribute to our understanding of the nature of the phenomenon.
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