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ABSTRACT 

UNPRECEDENTED TIMES: AN EXAMINATION OF WORKERS’ EXPERIENCES OF ILL-
BEING AND WELL-BEING DURING THE COVID-19 PANDEMIC 

 
Rebecca S. Lee                  Advisor: 
University of Guelph, 2022      Dr. Leanne Son Hing 
 
The COVID-19 pandemic brought about unprecedented changes and challenges to workers’ 

work and home lives. The current study integrated insights from theories (e.g., the job demands-

resources model, COR theory) and literature to investigate the contributors (e.g., job demands, 

job resources, job involvement, work engagement) to workers’ experiences of ill-being and well-

being (i.e., work-life conflict, strain, burnout, job satisfaction). We tested our hypotheses with 

data from 693 full-time US and Canadian workers from MTurk, a sample of university faculty, a 

snowball sample, and a sample of veterinarians. We found that workers with greater job demands 

experienced greater ill-being (e.g., work-life conflict), and workers with greater job resources 

experienced greater well-being (e.g., job satisfaction). However, different types of job resources 

predicted different outcomes (e.g., general job resources predicted lower strain, but stimulating 

and supportive job resources did not). Further, we did not find evidence that job resources 

protected workers against job demands and strain or work-life conflict. Our results also suggest 

that stimulating job resources may have negative outcomes for workers, as they predicted 

exhaustion, through greater work engagement and work-life conflict. In addition, greater work 

engagement predicted both positive (i.e., job satisfaction) and negative outcomes for workers 

(i.e., work-life conflict, strain), supporting the notion that work engagement may be a double-

edged sword. Finally, exploratory analyses revealed the job demands and job resources that are 

most salient and pertinent during the pandemic for workers. Implications for theory and practice 

are discussed. 
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1. Introduction 

The 2019 coronavirus (COVID-19) global pandemic upended workers’ lives, with many 

workers suffering negative consequences of these changes. Troublingly, these negative 

consequences may have exacerbated existing issues among workers, such as rising work-life 

conflict (e.g., Duxbury & Higgins, 2001; Nomaguchi, 2009), declining job satisfaction (e.g., 

Green & Tsitsianis, 2005, low rates of work engagement (only 20% employees are engaged in 

their work; Harter, 2021), and concerns of burnout (e.g., Moss, 2021). Indeed, a December 2020 

study found that 76% of workers in the United States were experiencing burnout, and of those 

workers experiencing burnout, over half stated that COVID-19-related stresses were to blame 

(Spring Health, 2020). Further, it appears that some workers reported lower satisfaction with 

their job during the pandemic (vs. pre-pandemic), some feel less motivated to work (Parker et al., 

2020), and 44% reported that they felt like they were working all the time, leaving no time for 

self or family (Environics Institute, 2021). Indeed, half of remote workers who have children 

under 18 reported struggling with issues such as interruptions at home while doing work (Parker 

et al., 2020). Interestingly, workers’ work-life conflict may stem from an unlikely source – their 

high work engagement. Researchers suggest that highly engaged workers are so invested that 

they may work longer hours and above and beyond their regular duties, sacrificing their home 

life as a result (Byrne & Canato, 2017). However, it is unclear if greater work engagement will 

lead to more work-life conflict for all workers or if this relation only holds for some. Taken 

together, it appears that workers’ well-being is suffering during the pandemic.  

There are a number of contributors to workers’ ill-being and well-being. Indeed, theory 

(e.g., the job demands-resources model; Demerouti et al., 2001) and research (e.g., Alarcon, 

2011) have identified job demands and job resources as important antecedents to workers’ 
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experiences of well-being and ill-being. During the pandemic, some workers experienced job 

loss, reduced work hours, being put on furlough, experiencing negative consequences as a result 

(Escudero-Castillo et al., 2021). Other workers have reported having to work longer hours or 

shifts (Adams & Walls, 2020; Parker et al., 2020), being given additional job responsibilities, 

and having to work from home (SpringHealth, 2020). Issues such as longer work hours can be 

understood as job demands (i.e., aspects of work that require sustained mental and/or physical 

effort, Demerouti et al., 2001), and are known contributors to workers’ ill-being (e.g., burnout; 

Alarcon, 2011). In addition, workers’ levels of job resources (i.e., aspects of work that can help 

manage workers’ job demands, achieve goals, and/or stimulate personal growth; Demerouti et 

al., 2001) have changed. Indeed, newly remote workers have reported fewer development and 

advancement opportunities and less connection with colleagues, but also greater flexibility from 

working from home, as compared to when they worked in person (Parker et al., 2020).  

There is ample evidence suggesting a clear link between job resources and well-being 

(e.g., Brauchli et al., 2015, Hakanen et al., 2021), however, some evidence suggests that, perhaps 

not all job resources have beneficial outcomes for workers. Preliminary research suggests that 

certain job resources may lead to less work-life conflict, and certain job resources may lead to 

more work-life conflict for workers. Indeed, our previous qualitative study suggests that 

stimulating job resources (e.g., ability to grow and learn) may lead to more work-life conflict 

(Lee et al., 2021). Thus, it is unclear how their job demands and resources are now affecting 

workers’ well-being and ill-being, particularly in light of pandemic-related changes to workers’ 

lives. Further, which job demands and job resources are particularly salient for which workers 

during the pandemic?  
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The current study has three main goals. First, to understand the contributors to workers’ 

well-being and ill-being, we examined the roles of job demands and job resources on workers’ 

work engagement, job satisfaction, work-life conflict, strain, exhaustion, cynicism, and 

inefficacy, using the job demands-resources model as a framework. As this research was 

conducted 4-5 months after the onset of the COVID-19 pandemic in Canada and the United 

States, we sought to explore the job demands and job resources that were most salient for 

workers during this time. Second, to determine if different types of job resources had differential 

outcomes on workers’ outcomes, we examined the differential roles of supportive and 

stimulating job resources on well-being and ill-being. Consistent with previous research, 

supportive resources (e.g., instrumental and socio-emotional support) were expected to lessen ill-

being and promote well-being. We also examined the extent to which supportive resources 

mitigate the negative effects of job demands on ill-being. Third, to determine the circumstances 

under which highly engaged workers may come to experience greater work-life conflict, we 

tested job involvement as a moderator between work engagement and work-life conflict.   

The following sections will review the research on work-life conflict, including its 

consequences. We will also review literature on the job demands-resources model, as well as 

research on the various antecedents to work-life conflict, well-being (e.g., work engagement, job 

satisfaction) and ill-being (i.e., burnout). In addition, we review research on job involvement as a 

potential variable which could account for why those who are highly engaged may experience 

greater work-life conflict. Finally, we review recent research on the experiences of workers’ 

during the COVID-19 pandemic, to help contextualize our study.  
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2. Literature Review 

2.1 Work-Life Conflict  

Work-life conflict is a pervasive problem for workers, and this problem may be growing 

due to the pandemic (e.g., Palumbo, 2020). Work-life conflict is a form of inter-role conflict 

where demands associated with a person’s work and home or non-work roles are incompatible or 

conflict in some way, and result in a struggle, for example, for limited time or energy (Greenhaus 

& Beutell, 1985; Kossek & Lee, 2007). Earlier research focused on work-family conflict (e.g., 

Byron, 2005), which examines the intersection of work and family domains, however, work-life 

conflict more broadly encompasses all non-work-related aspects of life.1 Workers struggle with 

work-life conflict, potentially due to blurred boundaries between work and home. For instance, 

the use of technology has enabled workers to blur such boundaries. Indeed, the frequency of use 

of mobile devices has been found to lead to greater work-life conflict, as it keeps workers 

tethered to work during non-work times (Ferguson et al., 2016). As well, workers feel pressured 

to respond to virtual work-related messages promptly, even after work hours, resulting in their 

experience of work-life conflict (Barber & Santuzzi, 2017).   

There are multiple forms of work-life conflict, with some forms being more prevalent or 

pertinent than others. First, work-life conflict is bidirectional, as work can interfere with non-

work duties (i.e., work-interfering-with-life conflict), and non-work can interfere with fulfilling 

work duties (i.e., life-interfering-with-work conflict). Research has found that work-life conflict 

is experienced more often than life-interfering-with-work conflict among the general population 

(Carlson & Frone, 2003; Frone et al., 1992), perhaps because boundaries around the home 

 

1 Given the focus of past research and theorizing, we will also refer to work-family conflict where appropriate. 
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domain are more permeable than the work domain, allowing more intrusions from work into 

home (Frone et al., 1992; Voydanoff, 2005). Second, work and life can conflict due to behaviour 

(i.e., behaviour associated with one role is incompatible with behaviour associated with another 

role), strain (i.e., strain from one role makes participation in another role more difficult), and 

time (i.e., work and life tasks compete for time; Greenhaus & Beutell, 1985). Behaviour- and 

strain-based work-life conflict have been critiqued due to problems with operationalization (e.g., 

Brauchli et al., 2011; Kelloway et al., 1999; Mauno et al., 2006). Further, previous research has 

found behaviour-based conflicts to have less predictive validity than time- or strain-based 

conflicts on outcomes such as life stress and satisfaction (Matthews et al., 2010). As such, it is 

prudent to research work-life conflict that is time-based and that occurs from work to non-work 

life. 

Henceforth we will be using the term work-life conflict to refer to work-interfering-with-

life conflict.  

2.1.1 Consequences of Work-Life Conflict 

Work-life conflict has negative repercussions for workers’ work and home lives. Indeed, 

among the general population, experiencing more work-family conflict is associated with higher 

work- and family-related stress, and lower marital satisfaction (Allen et al., 2000), as well as 

lower job, family, and life satisfaction (Allen et al., 2020). Further, workers who experience 

more work-life conflict are more depressed (Zhang et al., 2017), less committed to their 

organization, think about leaving their job more (Brauchli et al., 2014), and may be more likely 

to suffer from emotional exhaustion (i.e., feeling depleted of energy; Maslach et al., 2001) and 

cynicism (i.e., feeling detached towards work; Maslach et al., 2001), which are facets of burnout 

(Reichl et al., 2014). Work-life conflict has been found to have reciprocal relations with job 
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strain (i.e., having insufficient job resources, job-related psychological difficulties; Hansez, 

2008), such that greater interference between work and home can lead to more job strain, and 

experiencing more job strain can lead to higher levels of work-life conflict (Babic et al., 2017). 

However, longitudinal research supports the notion that it is the experience of work-family 

conflict that leads to broad negative outcomes, such as negative mood, lower job satisfaction 

(Grandey et al., 2005), heavy alcohol consumption (Frone et al., 1997), and emotional 

exhaustion (Rubio et al., 2015), than the reverse. Thus, it appears that work-life conflict begets 

further ill-being among workers.  

2.2 Job Demands-Resources Model 

To help understand the predictors of work-life conflict and to provide a theoretical 

explanation of workers’ well-being and ill-being, we draw on the job demands-resources model, 

which has two pathways: a health impairment pathway and a motivation pathway.  

2.2.1 The Health Impairment Pathway 

First, the job demands-resources model explains how job demands (e.g., workload, time 

pressure) can lead to workers’ experience of stress and strain and subsequent burnout, through a 

health impairment process (Bakker & Demerouti, 2017). See Figure 1. Burnout is a negative 

work-related state that occurs as a result of prolonged stress (i.e., strain) and is characterized by: 

(a) cynicism, involving negative and detached feelings towards one’s work, (b) reduced self-

efficacy, involving feelings of lower self-confidence towards one’s work and feeling less 

productive and accomplished, and (c) exhaustion, involving feeling stretched thin, and depleted 

of energy (Maslach et al., 2001). Indeed, having greater job demands leads to more strain (Parker 

& Sprigg, 1999), as well as greater feelings of burnout (i.e., exhaustion, cynicism, and 

inefficacy; Alarcon, 2011). Burnout has also been theorized (e.g., Schaufeli, 2017) and found to 
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be a mediator between job demands and further negative outcomes (e.g., depression; De 

Francisco et al., 2016). Thus, it is important to understand and address workers’ job demands to 

help protect against their experience of burnout and its consequences.  

Unfortunately, our understanding of job demands may be limited. In many studies, the 

same list of job demands is examined, such as workload, role ambiguity (Alarcon, 2011), time 

pressure, job responsibility (Lesener et al., 2019), cognitive and emotional job demands (Tims et 

al., 2013), pressure to complete tasks, lack of resources, role conflict, and role overload 

(Crawford et al., 2010). There is good reason as to why these job demands are ubiquitous in the 

literature – they are rooted in theory (e.g., the job demand-control model; Karasek, 1979), are 

applicable to many different occupations (Demerouti et al., 2001), and are predictive of 

important outcomes (e.g., exhaustion, sleep issues; Kinnunen et al., 2017). However, it may be 

the case that past research is potentially missing the job demands that are most impactful for 

workers. It is likely that workers in different jobs across varied contexts experience different job 

demands from each other. Thus, studies in which a small subset of job demands are assessed 

across a variety of workers would underestimate the effects of job demands on ill-being 

outcomes, as these demands may not be equally applicable for all workers. 

An assumption of the job demands-resources model is that stress and strain are 

mechanisms or processes through which job demands lead to burnout (Bakker & Demerouti, 

2017; Bakker et al., 2004). Despite the apparent core role of stress and strain in the job demands-

resources model, they are often excluded from depictions of their model, as well as empirical 

tests of the theory (e.g., Hakanen et al., 2008; Hu et al., 2011; cf. Bakker & de Vries, 2021). 

Thus, research should examine the mediating role of stress or strain in the relation between job 

demands and burnout. For theoretical purposes, we depict a model that illustrates our anticipated 
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relations among job demands, job resources, work engagement, and work-life conflict, as well as 

additional constructs, including facets of burnout, and job involvement. See Figure 2. 

Given that job demands lead to facets of burnout (i.e., exhaustion, cynicism, inefficacy), 

and that strain is purported to be the mediating mechanism, we hypothesize: 

Hypothesis 1: Greater job demands will predict greater exhaustion, cynicism and 

inefficacy and these relations will be mediated by strain. In other words, greater job 

demands will lead to greater strain (Path A), and controlling for level of job demands, 

greater strain will lead to greater exhaustion, cynicism, and inefficacy (Path B). See 

Figure 2.  

2.2.1.1 Job Demands, Work-Life Conflict and Burnout. Importantly, the job demands-

resources model has been extended to include how job demands can impact work-life conflict, 

which can eventually lead to burnout (e.g., Baeriswyl et al., 2016; Schieman et al., 2009). Job 

demands can lead to greater work-life conflict because they drain people’s time and/or energy, 

limiting their ability to participate in another domain, or because they create strain in one domain 

that can carry over to negatively affect performance in another domain (Voydanoff, 2004). 

Indeed, meta-analytic evidence shows that having more job demands (e.g., work hours, work 

pressure, work overload) is linked to greater work-life conflict (Allen et al., 2020).  

Work-life conflict appears to be a mediating mechanism between job demands and 

burnout (see Figure 2). According to the effort-recovery model (Geurts & Demerouti, 2003), 

when job demands accumulate, they can spill over to the home domain (e.g., work tasks or stress 

coming home), resulting in work-life conflict; thus, people are unable to appropriately recover at 

home, and consequently, burnout may result (Peeters et al., 2005). The mediating effect of work-

life conflict between job demands and burnout has been replicated numerous times (e.g., among 



 

 9 

average workers, Peeters et al., 2005; security officers, Baeriswyl et al., 2016; physicians, 

Montgomery et al., 2006). Thus, work-life conflict appears to be another important mechanism 

through which job demands can lead to burnout. As such, we hypothesize: 

Hypothesis 2: Greater job demands will positively predict exhaustion and this relation 

will be mediated by work-life conflict. In other words, greater job demands will lead to 

greater work-life conflict (Path A), and controlling for job demands, greater work-life 

conflict will lead to greater exhaustion (Path B). See Figure 2.  

2.2.2 The Motivation Pathway 

Second, the job demands-resources model also explains how job resources can lead to workers’ 

well-being (e.g., work engagement) through a motivational process (Schaufeli et al., 2009), see 

Figure 1. Work engagement is a positive work-related state, characterized by: (a) vigor, 

involving drive to invest effort in one’s work, and energy and resilience at work, (b) dedication, 

involving a sense of significance, pride and challenge towards one’s work, and (c), absorption, 

involving concentration and embeddedness in one’s work; Bakker & Schaufeli, 2008; Maslach et 

al., 2001; Schaufeli et al., 2002). Job resources, such as job feedback, role clarity, friendliness, 

and support received from coworkers and supervisors, have been found to lead to greater work 

engagement (Hakanen et al., 2021). Presumably, this is because they satisfy workers’ needs for 

autonomy, relatedness, and competence, as well as help them to grow, develop, and achieve 

goals (Schaufeli et al., 2009). Work engagement can further lead to positive outcomes, such as 

job satisfaction (Borst et al., 2020). Thus, work engagement is theorized to be an important 

mediator between job resources and positive outcomes, such as job satisfaction, as it is a key 

outcome of job resources, and precursor to subsequent positive outcomes (Schaufeli, 2017). As 

such, we hypothesize,  
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Hypothesis 3: Greater job resources will predict greater job satisfaction and this relation 

will be mediated by work engagement. In other words, greater job resources will lead to 

greater work engagement (Path A), and controlling for level of job resources, greater 

work engagement will lead to greater job satisfaction (Path B). See Figure 2.  

Unfortunately, our understanding of job resources may also be limited. Studies often 

examine many of the same job resources such as job control, autonomy, social support (e.g., 

from organization, supervisor, or coworkers), feedback (Crawford et al., 2010; Halbesleben, 

2010), and developmental opportunities, job variety, and a positive workplace climate (Crawford 

et al., 2010). Researchers have focused on these job resources because they are rooted in theories 

of job stress (e.g., the job demand-control model; Karasek, 1979; the job demands-resources 

model; Demerouti et al., 2001), and are predictive of important outcomes, such as work 

engagement (Brauchli et al., 2015, Hakanen et al., 2021), job satisfaction, and affective 

commitment (Brauchli et al., 2015, Karatepe & Uludag, 2007). As such, it is understandable that 

these job resources are repeatedly examined in research. However, it is possible that past 

research is missing the most impactful job resources for workers. Workers in different 

occupations, industries, and organizations likely experience different job resources from each 

other. As such, in studies where only a few job resources are assessed among various workers, 

the effects of job resources on outcomes would be underestimated.  

2.2.2.1 Job Resources, Work Engagement, Work-Life Conflict, and Burnout. The 

relation between job resources and work-life conflict is not clear, as there appears to be two 

competing perspectives regarding the relation between job resources and work-life conflict.  

2.2.2.1.1 Job Resources Predicting Less Work-Life Conflict. First, in many studies, job 

resources have been found to lead to the experience of less work-life conflict (e.g., Baeriswyl et 
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al., 2016; Byron, 2005; Gu & Wang, 2019; Michel et al., 2011). The finding that having greater 

job resources leads to lower work-life conflict is consistent with previous theorizing and research 

using the job demands-resources model, see Figure 2. According to this perspective, greater job 

resources lead to less work-life conflict because they help employees complete their work, so 

they are able to avoid spillover from their work to their home domain (Michel et al., 2011). Lee 

et al. (2021) deemed these job resources, supportive job resources, as they help workers 

accomplish their work and provide social support, and include resources such as coworker 

support or having sufficient funding. As such, we hypothesize, 

Hypothesis 4: Greater supportive job resources will negatively predict work-life conflict. 

See Figure 2.  

Job resources has also been found to interact with job demands to affect work-life 

conflict and strain. Researchers have found that having more job resources (e.g., control of pace 

of work, feedback), will mitigate the adverse effect of job demands (e.g., job pressure, workload) 

on work-life conflict (Bakker et al., 2011; Gu & Wang, 2019; Schieman et al., 2009). In addition, 

having more job resources (e.g., autonomy, social support, quality relationship with supervisor) 

has been theorized and found to buffer the negative impact of job demands (e.g., work overload, 

emotional demands, physical demands) on strain, including burnout (e.g., Bakker et al., 2005; 

Figure 2). Thus, job resources can protect workers against experiences of ill-being. As such, we 

hypothesize: 

Hypothesis 5: Job demands and supportive job resources will interact to produce work-

life conflict, such that when supportive job resources are lower, greater job demands will 

subsequently predict greater work-life conflict; however, when supportive job resources 
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are higher, the relation between job demands and work-life conflict will be mitigated. See 

Figure 2.  

Hypothesis 6: Job demands and supportive job resources will interact to affect strain, 

such that when supportive job resources are lower, greater job demands will 

subsequently predict greater strain; however, when supportive job resources are higher, 

the relation between job demands and strain will be mitigated. See Figure 2.  

2.2.2.1.2 Job Resources Predicting More Work-Life Conflict. A second perspective 

suggests that having more of certain types of job resources can lead to more work-life conflict. A 

handful of studies have found that found that having more job resources such as job authority, 

job skill, and decision-making latitude, is linked to experiences of more work-life conflict (e.g., 

Schieman et al., 2006; Schieman and Reid, 2009; Schieman et al., 2009). Researchers suggest 

that this may be particularly true among workers with higher status occupations because they use 

their job resources, such as schedule flexibility, to cope with the demands of their occupation, for 

example, by working longer hours to catch up on work tasks (Schieman et al., 2009). In doing so, 

they may blur the boundaries between work and home. However, is it the status of the 

occupation that makes these workers’ job resources lead to greater work-life conflict, or is it the 

type of resources that people in such occupations have more of that leads to their experience of 

work-life conflict? We argue that job resources may lead to greater work-life conflict, not just for 

those who are in higher status occupations. Rather, job resources leading to work-life conflict is 

contingent upon the type of job resource that workers are experiencing.  

Our previous qualitative research (Lee et al., 2021) suggests that a specific form of job 

resource called, stimulating job resources, may lead workers to experience some forms of ill-

being (e.g., work-life conflict, exhaustion). According to our findings, some stimulating job 
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resources provide workers with opportunities for growth and development (e.g., training, 

feedback), enable workers to engage in meaningful work that has a positive impact on others 

(e.g., teaching, coaching, helping, others), provide workers with opportunities for varied work 

that allows them to use diverse and complex skills and expertise (e.g., solving complex problems 

at work), and allow workers to have positive interactions with others (e.g., with coworkers, 

patients, students; Lee et al., 2021).  

Our research found that academic physicians appeared to have plentiful stimulating job 

resources, were highly engaged in their work, but they also experienced considerable work-life 

conflict and exhaustion (Lee et al., 2021). We argued that having stimulating job resources led 

these physicians to feel engaged in their work and motivated to go the extra mile in service of 

others and their work. As such, they stayed late at work and often brought work home (i.e., they 

experienced work-life conflict; Lee et al., 2021). This reasoning is consistent with the 

conservation of resources (COR) theory’s tenet of resource investment (e.g., Hobfoll, 1989; 

2010), which suggests that workers reinvest their job resources back into their workplace (e.g., 

by working long hours, performing extra-role work behaviours) in order to obtain more resources 

(e.g., pay, recognition) later (Halbesleben et al., 2009). Our research further suggested that the 

physicians’ work-life conflict led to their experience of exhaustion (Lee et al., 2021), which is 

consistent with previous research (e.g., Dyrbye et al., 2011; Reichl et al., 2014).2 In sum, it 

appears that having more stimulating job resources can lead to greater work engagement, greater 

 

2 It should be noted that this study was conducted with academic physicians, who are workers that are highly 

involved in their jobs (Lee et al., 2021), burdened with juggling their multiple work roles, such as clinician, 

researcher, teacher (Wynn et al., 2018), and experience greater work-life conflict than physicians who have fewer 

work roles (Beckett et al., 2015).   
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work-life conflict, and subsequent exhaustion. However, this research was qualitative in nature 

and thus, it is important to test these effects with a quantitative methodology. We hypothesize: 

Hypothesis 7: Greater stimulating job resources should positively predict work 

engagement, and subsequently predict greater work-life conflict and subsequently greater 

exhaustion. In other words, greater stimulating job resources will lead to greater work 

engagement (Path A), and controlling for level of stimulating job resources, greater work 

engagement will lead to greater work-life conflict (Path B), and greater work-life conflict 

will lead to greater exhaustion (Path C). See Figure 2.  

Taken together, the research suggests a dual role of job resources, whereby supportive 

job resources will lessen work-life conflict (e.g., Byron, 2005), and burnout (e.g., Alarcon, 

2011), whereas stimulating job resources will lead to greater work-life conflict (e.g., Schieman et 

al., 2009), and subsequent exhaustion (Lee et al., 2021). 

A different relation between stimulating job resources and the other two components of 

burnout—cynicism and inefficacy—is expected. We propose that when workers experience more 

stimulating job resources they should experience less cynicism and inefficacy because having 

opportunities to make a difference in others’ lives and to grow and develop should lead workers 

to feel that they have meaning and impact in their work (i.e., low cynicism) and to feel 

competent (i.e., low inefficacy). Our previous qualitative research suggested that stimulating job 

resources, such as positively impacting others’ lives and the ability to engage in varied work, 

protected the physicians from experiencing cynicism and inefficacy (i.e., facets of burnout), as 

they provided them with a sense of meaning, relatedness, competence and impact (Lee et al., 

2021). Thus, we hypothesize: 
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Hypothesis 8: Greater stimulating job resources should predict lower cynicism and 

inefficacy. See Figure 2.  

2.2.2.1.3 Work Engagement and Work-Life Conflict. Much research reveals that greater 

work engagement is associated with less work-life conflict (e.g., Hakanen & Peeters, 2015; 

Listau, Christensen, & Innstrand, 2017; Mache et al., 2016; Opie & Henn, 2013; Peeters et al., 

2009). For example, engaged workers who benefit from a work-family supportive organizational 

culture or who have strong work-life boundaries, may not allow their work to interfere with their 

home life. However, a few studies have found that greater work engagement is linked to greater 

work-life conflict (e.g., Balogun et al., 2020; Halbesleben, 2010; Lee et al., 2021). Such 

conflicting findings suggest that there could be important moderators of the work engagement 

and work-life conflict relation. For whom might greater work engagement lead to greater work-

life conflict?  

2.3 Job Involvement 

Workers’ differing levels of job involvement may explain why greater work engagement 

can lead to greater work-life conflict for some workers but not all. In other words, job 

involvement may be a moderator between work engagement and work-life conflict. Job 

involvement is one’s identification with work, including the extent to which work satisfies needs 

and expectations (Kanungo, 1979; 1982). High job involvement workers are theorized to be 

motivated and challenged by their work, committed to their work, job, and organization, and 

develop close relationships with professional colleagues (Brown, 1996); these workers also align 

their work with their personal goals and interests (Mudrack, 2004). Importantly, job involvement 

is theoretically and empirically distinct from work engagement (Hallberg & Schaufeli, 2006); job 

involvement emphasizes satisfaction of needs and cognitive or psychological identification with 
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work (Kanungo, 1979), whereas work engagement emphasizes energy for and contentment with 

work (Schaufeli et al., 2002).  

It may be the case that workers who identify highly with their work and feel that it fulfills 

their needs (i.e., are high in job involvement), experience higher levels of work engagement, 

potentially leading to greater work-life conflict. Those who are highly involved with their work, 

when they are also highly engaged may be driven to devote themselves to their work, even to the 

detriment of their personal life because work is so rewarding (see Figure 2). Indeed, our previous 

research, which showed that work engagement can lead to greater work-life conflict was 

conducted among academic physicians, who deeply identify with, and are invested in their jobs 

(Lee et al., 2021). In contrast, among workers who are lower in job involvement, greater work 

engagement might have no effect on work-life conflict. Those who are less involved with their in 

their work could feel engaged with work (absorbed, energized, dedicated) yet not feel compelled 

to go the extra mile or allow their work to interfere with their home, perhaps because work is not 

all encompassing in the person’s life. Some may wonder if it is possible to be high in job 

involvement and low in engagement. Past research reveals that the relation between job 

involvement and work engagement is only weak to moderate (e.g., Hallberg & Schaufeli, 2006; 

Kühnel et al., 2009; Scrima et al., 2014). As a result, we hypothesize, 

Hypothesis 9: Job involvement will moderate the relation between work engagement and 

work-life conflict, such that, among those lower in job involvement, no relation is 

expected between engagement and work-life conflict, in contrast, among people higher in 

job involvement, greater work engagement should predict greater work-life conflict. See 

Figure 2. 
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2.4 Workers’ Experiences during the COVID-19 Pandemic 

The current study must be contextualized against the backdrop of the COVID-19 global 

pandemic, which has which changed workplaces and the nature of work for many. Due to the 

pandemic, many people who used to work in office-settings shifted to work from home. Indeed, 

in October 2020, among a representative sample of Americans, it was found that 71% of 

employed workers who could work from home were doing so (Parker et al., 2020), and between 

November and December 2020, among a representative sample of Canadians, it was found that 

46% of full-time employees were working from home at least some days (Environics Institute, 

2021). This shift came with several issues for workers, such as concerns about the impact of 

working from home on their career, and lack of resources or equipment to do one’s job 

(Environics Institute, 2021). Importantly, the pandemic has affected workers’ home and work 

lives greatly, with workers’ expressing concerns about their ability to juggle home and work 

responsibilities (Environics Institute, 2021).  

There are benefits to the push to remote work, with some workers reporting greater 

autonomy over their work as a result of working from home (Wang et al., 2021). However, this 

pandemic-change may have consequences for some. Indeed, many remote working parents 

(50%) with children under 18 reported interruptions that make it hard for them to do their work, 

which may be further exacerbated by school and daycare closures (Parker et al., 2020). As such, 

parents may be working from home and taking care of their children at the same time. In 

addition, over 50% of workers who are working at least somewhat from their workplace 

expressed fears about being exposed to COVID-19 or exposing others to it (Parker et al., 2020). 

Further, some workers (i.e., health care workers), have reported fewer resources, longer shifts, 

sleep disturbances, and issues balancing work and home demands, and are experiencing greater 
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fatigue, stress, anxiety, and burnout, as a result (Adams & Walls, 2020). Other workers (i.e., food 

service workers) reported other issues, such as shifting from sit-down service to delivery 

formats, issues regarding no-contact food deliveries and meal pick-ups, how best to address gaps 

in service for, for example, elderly or vulnerable patrons (Goddard, 2020). However, four out of 

10 remote workers report that they have more flexibility now than before the pandemic (Parker 

et al., 2020). Thus, different types of workers may be experiencing different types and/or levels 

of job demands and job resources. Taken together, it appears that the pandemic has shifted the 

nature of work with cascading effects for many types of workers. 

 Given the impact that the COVID-19 pandemic has had on workers and workplaces, we 

further reviewed literature examining workers’ well-being and ill-being before and during the 

pandemic to determine if workers’ well-being has changed since the pandemic. Research has 

found that work engagement has remained stable from pre-pandemic to during the pandemic 

(Oksa et al., 2021; Poelmann et al., 2021). Interestingly, a report shows that workers’ during-

pandemic levels of job satisfaction have increased since before the pandemic (Levanon et al., 

2021). Further, it appears that the pandemic has not changed the contributors to workers’ work 

engagement and job satisfaction. Indeed, consistent with the job demands-resources model and 

pre-pandemic research (e.g., Schaufeli, 2017), it appears that greater job resources still lead to 

greater work engagement (Galanti et al., 2021) and greater job satisfaction (Woranetipo & 

Chavanovich, 2021) for workers during the pandemic. It appears that there are mixed results 

regarding whether workers’ levels of ill-being have changed since the pandemic. When asked to 

report on how their experiences have changed since the pandemic, large scale surveys reveal that 

the majority (60%) of workers report that their ability to balance work and home have remained 

unchanged, but 13% of respondents report better work-family balance, and 26% report worse 
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work-life balance (Parker et al., 2020). In comparison, longitudinal research that does not rely on 

potentially faulty retrospective accounts, reveals that levels of work-life conflict have decreased 

since before the pandemic (Schieman et al., 2021). In addition, research shows that workers are 

retrospectively reporting higher stress levels during than pandemic as compared to before (Hayes 

et al., 2021). Finally, it appears that there are also mixed findings regarding prevalence of 

burnout prior to and during the pandemic. A report on the effects of working from home shows 

that 40% of Canadians retrospectively report that they are more tired and exhausted than before 

the pandemic (Hackney et al., 2020). However, longitudinal research shows that burnout 

symptoms have remained relatively stable since before the pandemic (Poelmann et al., 2021; cf., 

Butera et al., 2021). As such, it is not clear if workers’ ill-being has changed since the pandemic.  

What about whether the contributors to workers’ experiences of ill-being have changed? 

Research suggests this answer is no. Indeed, consistent with the job demands-resources model 

and pre-pandemic research (e.g., Alarcon, 2011; Parker & Sprigg, 1999), greater job demands 

still lead to greater strain (Galanti et al., 2021), greater work-life conflict (Vaziri et al., 2020), 

and greater burnout (Woranetipo & Chavanovanich, 2021) during the pandemic. We also note 

that, overall, it appears that while retrospective accounts suggest that workers’ work lives have 

gotten worse, longitudinal research suggests that their experiences remain largely unchanged. 

Perhaps workers’ psychological immune system has been activated during the pandemic, thereby 

protecting them from negative experiences and attitudes and outcomes of such experiences 

(Gilbert et al., 1998). Taken together, these findings suggest that many of the assertions of the 

job demands-resources model, and experiences of ill-being and well-being remain robust during 

the pandemic.  
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2.5 The Current Research 

The current study had three goals. The first was to examine the role of job demands and 

job resources (supportive and stimulating) on workers’ experiences of well-being (i.e., work 

engagement, job satisfaction) and ill-being (i.e., work-life conflict, strain, exhaustion, cynicism, 

inefficacy), through the lens of the job demands-resources model. The second goal was to 

examine the differential roles of various types of job resources on workers’ outcomes, as well as 

their ability to buffer against workers’ ill-being. The third goal was to examine the circumstances 

under which highly engaged workers may come to experience greater work-life conflict. Past 

research suggests that the patterns of the job demands-resources model will hold during the 

pandemic. For instance, preliminary evidence suggests that greater job resources during periods 

of crisis can help workers’ well-being. A COVID-19 study examining human resource (HR) 

practices found that organizations providing resources such as health insurance supports 

employees’ psychological well-being (Su et al., 2021). However, given the number and impact 

of changes that the pandemic has had on workers, it is important to test this model during such a 

tumultuous time. Thus, the current research is a primarily a study of the job demands-resources 

model during the time of the COVID-19 pandemic, rather than a retrospective investigation of 

how workers are faring during the pandemic as opposed to before.  

Participants were recruited using Amazon’s Mechanical Turk Prime (MTurk), snowball 

sampling, and from organizational samples (i.e., university faculty and veterinarians), to obtain a 

sample with a variety of occupations, as well as workers who are likely to be higher in job 
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involvement (i.e., university faculty and veterinarians; Taylor et al., 1984; Kaplan et al., 1991).3 

Participants were full-time employees from Canada and the United States. Data were collected 

from July-August 2020, approximately four to five months after the onset of the global 

pandemic.  

Job demands were operationalized as workload and general job demands. The measure of 

general job demands is novel, and allowed participants to indicate their level of job demands and 

to list which job demand(s) they were thinking of when responding to the question. Job resources 

were categorized as supportive job resources (i.e., coworker and supervisor support), general job 

resources, and stimulating job resources. A new measure of stimulating job resources was 

created as none currently exists. To inform our reasoning and understanding of what stimulating 

job resources are, and what items to include, we drew from our previous research (Lee et al., 

2021) and the job characteristics theory (e.g., Hackman & Oldham, 1975). In our research (Lee 

et al., 2021), we determined components of stimulating job resources to be: skill variety, 

interactions with those you serve, the ability to grow and learn, and meaningful work. Each 

component was viewed to inspire, invigorate, motivate, and provide meaning for the physicians 

(Lee et al., 2021). From the job characteristics theory (e.g., Hackman & Oldham, 1975), we 

added task significance as another stimulating job resource. Finally, the current study focused on 

time-based work-life conflict, as it has greater predictive validity than behaviour-based conflict 

 

3 Exploratory analyses show that, faculty and veterinarians were higher in job involvement compared to the other 

two samples (i.e., MTurk and snowball sample). An ANOVA showed that the snowball sample differed significantly 

from all the other samples, but that the other samples (faculty, veterinarians, MTurk) were not significantly different 

from each other. See Appendix A. 
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(Kelloway et al., 1999), and is conceptually distinct from measures of stress and burnout, unlike 

strain-based conflict (Brauchli et al., 2011).  

To ensure transparency in the research process, each of our hypotheses and proposed analyses 

were preregistered with the Open Science Framework (OSF; 

https://osf.io/9nek6/?view_only=a63e57032d0049c9b605044471697b42).  

2.6 Exploratory Research Questions 

There are a number of gaps in our understanding of how the COVID-19 pandemic is 

affecting workers’ lives, despite growing research on the issue. Indeed, research examining the 

effects of the pandemic on workers has proliferated (e.g., Fisher et al., 2020; Schieman et al., 

2021; Spagnoli et al., 2021; Vaziri et al., 2020), including reports describing how job demands 

and job resources affected workers during the pandemic (e.g., Parker et al., 2020). However, it is 

unclear which job demands and job resources workers are experiencing that are most salient and 

pertinent during the pandemic. Further, are some of these job demands and job resources novel 

for workers due to the pandemic, or are they consistent with the demands and resources that 

workers experienced before the pandemic? Thus, in addition to the above hypotheses, we also 

propose the following exploratory research questions: 

Exploratory Research Questions: Which job demands and job resources are salient for 

workers during the pandemic? Are these job demands and job resources novel or 

consistent with previous research?  
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3. Methods 

3.1 Participants 

 Based on power analyses for each of our hypotheses using R (for bivariate regressions), 

Monte Carlo simulations (for mediation hypotheses) using an online R-based application 

(Schoemann et al., 2017), and G*Power (Faul et al., 2007; for moderation hypotheses), the 

largest yielded sample size was for H1. A sample size of 385 participants was needed to achieve 

a power of .80. See Appendix B. To be conservative and in anticipation of potential differences 

due to sample type, we wanted to have sufficient sample sizes and power to run our proposed 

analyses with separate samples (e.g., faculty and other samples). Thus, we oversampled, 

particularly among MTurkers, to ensure large enough sample sizes for our analyses. A total of 

1,069 participants were recruited from MTurk, organizational samples (faculty and 

veterinarians), and snowball sampling, of which we retained 693 participants.  

3.1.1 Overall Sample 

Most of our sample were men (n= 390, 56.3%) as opposed to women (n = 290, 41.8%); 

however, three participants (.4%) stated that their gender was not listed. Our participants ranged 

in age from 20 to 74 years old (M = 38.8, SD = 11.2). Most of our sample were parents, with 

66.7% (n = 462) reporting that they have children, and 32.9% (n = 228) reporting that they do 

not have children. Our sample also largely reflects the experiences of those who work mostly or 

entirely from home (n = 419, 60.5%), whereas 9.8% (n = 68) reported working equally from 

home and their job location, and less than a third reported working mostly or entirely from their 

job location (n = 205, 29.5%). Finally, our samples’ occupations were mostly classified as 

professionals (n = 364, 52.5%), though 16.5% (n = 115) were in management, 9.8% (n = 68) 

were in the technical or skilled trades, 3.3% (n = 23) were “intermediate” level (i.e., they require 
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high-school-level education and/or job-specific training), and .1% (n = 1) was a labourer. See 

Table 1 for demographics of the sample.  

3.1.2 Sample 1: Faculty sample (N = 193) 

Faculty were recruited to participate in the study through email, sent from their respective 

Academic Chairs. Faculty were a convenience sample, as they were from our home institution. 

We reached out to the Council of Academic Chairs, as well as to each College Dean to garner 

interest in the study, and to request their help recruiting faculty’s participation. Two reminder 

emails were sent, yielding 222 faculty respondents. Data of 193 full-time faculty, aged 31 to 74 

(79 men, 102 women, 2 gender not listed, Mage = 48.05, SD = 8.59) were retained. All were 

residents of Canada. See Appendix C for recruitment email, and Appendix D for reminder 

recruitment email.  

3.1.3 Sample 2: MTurk sample (N = 425) 

MTurk participants were recruited through Amazon’s Mechanical Turk website. We 

recruited 758 MTurk participants and retained 425 respondents. The 425 respondents ranged in 

age from 20 to 70 years old (Mage = 35.32, SD = 10.06), of which there were 139 women, and 

286 men who worked full-time and were residents of either the United States (n = 340, 80.0%) or 

Canada (n = 85, 20.0%).  

3.1.4 Sample 3: Snowball sample (N = 62) 

We used social media (i.e., LinkedIn, Twitter, Facebook), word-of-mouth, and email (i.e., 

snowball sampling) to recruit 81 participants, and retained 62 respondents. The 62 respondents 

ranged in age from 22 to 62 years old (Mage = 35.52, SD = 10.08), of which there were 37 

women, 24 men, and one whose gender was not listed, who worked full-time and were residents 
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of either the United States (n = 5, 8.1%), Canada (n = 43, 69.4%), or did not disclose (n = 14, 

22.6%). See Appendix E for recruitment email. 

3.1.5 Sample 4: Veterinary sample (N = 13) 

We recruited 20 veterinarians who are members of a national board by advertising the 

study through their monthly eNewsletter. One reminder was sent out through the eNewsletter. 

We retained 13 respondents. The 13 respondents ranged in age from 33 to 65 years old (Mage = 

45.31, SD = 9.30), of which there were 12 women and 1 man, who worked full-time and all were 

residents of Canada. See Appendix F for recruitment message. 

3.2 Procedure 

Participants were invited to complete a research study investigating workers’ well-being 

and ill-being during COVID-19. After reading the consent form and agreeing to participate, 

participants completed a series of measures; the measures were (in order of appearance): 

demographics part 1, predictors and moderators, mediators, outcomes, demographics part 2. For 

consent forms, see Appendix G (faculty sample), Appendix H (MTurk sample), Appendix I 

(snowball sample), and Appendix J (veterinary sample). Measures were randomized within the 

predictor, mediator, and outcome blocks, which were presented in that order. Interspersed 

throughout the survey were five instructional attention check items to ensure that participants 

were reading the items carefully (e.g., “Please choose “Strongly agree” for this question, as this 

is an attention check,” Marjanovic et al., 2014). Finally, participants were asked whether we 

should use their data in the analyses of the study, to rate how much of their attention was focused 

on answering questions in the study, and to rate how honestly and accurately they answered the 

survey. A debriefing statement concluded the study. See Appendix K for faculty debriefing form, 

Appendix L for MTurk debriefing form, Appendix M for snowball debriefing form, and Appendix 
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N for veterinary debriefing form. MTurk participants received a unique code at the end of the 

study, to be remunerated $1.25USD for their participation via MTurk.  

3.3 Measures 

To see the survey measures and demographics, see Appendix O for Faculty sample 

survey, Appendix P for the MTurk and Snowball samples survey, and Appendix Q for the 

Veterinary sample survey. 

3.3.1 Predictors - Job Demands 

3.3.1.1 General Job Demands. General job demands were assessed using two items 

adapted from the Workplace Inequality Scale (van der Werf, 2019) which measure workers’ 

idiographic job demands. A sample item is, “Nowadays, I face many job demands,” rated on a 7-

point Likert scale to indicate the degree of agreement from (1) Strongly disagree to (7) Strongly 

agree. Participants were also asked to list the job demands they were thinking of when answering 

the questions, in order of importance.  

3.3.1.2 Workload. Workload was assessed using three items from the pace and amount 

of work subscale of the Questionnaire on the Experience and Evaluation of Work (11 items, 

QEEW). This subscale measures quantitative work demands (i.e., volume and speed of work), 

specifically, pace and amount of work (van Veldhoven & Meijman, 1994). A sample item is, 

“Do you find you are behind in your work activities?” rated on a 7-point Likert scale to indicate 

the degree of agreement from (1) Strongly disagree to (7) Strongly agree. Previous research has 

found the 11-item measure to have good internal consistency (α = .89 - .90; van Veldhoven & 

Beijer, 2012).  
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3.3.2 Predictors - Job Resources 

3.3.2.1 General Job Resources. General job resources were assessed using two items 

adapted from the Workplace Inequality Scale (van der Werf, 2019), which measure workers’ 

idiographic job resources. A sample item is, “Nowadays, I have many resources that help me in 

my work,” rated on a 7-point Likert scale to indicate the degree of agreement from (1) Strongly 

disagree to (7) Strongly agree. Participants were also asked to list the job resources they were 

thinking of when answering the questions, in order of importance. 

3.3.2.2 Coworker Support. Coworker support was assessed with three items from the 

four-item coworker support subscale of the Job Content Questionnaire (JCQ; Karasek, 1985; 

Karasek et al., 1998). The coworker support subscale measures the extent to which a worker has 

a good relationship with their coworkers and how competent, friendly, helpful, and personally 

interested their coworkers are towards them (Karasek et al., 1998). A sample item is, “People I 

work with take a personal interest in me,” rated on a 7-point scale to indicate the degree of 

agreement from (1) Strongly disagree to (7) Strongly agree. The coworker support subscale has 

demonstrated good internal consistency in previous research, α = .752 (for men; average across 

multiple countries), and α = .766 (for women; average across multiple countries; Karasek et al., 

1998). 

3.3.2.3 Supervisor Support. Supervisor support was assessed with the four-item 

supervisor support subscale of the Job Content Questionnaire (JCQ; Karasek, 1985; Karasek et 

al., 1998). The supervisor support subscale measures the extent to which a worker has a good 

relationship with their supervisor and how helpful, concerned, attentive, and organized the 

supervisor is (Karasek et al., 1998). A sample item is, “My supervisor is concerned about the 

welfare of those under them.” We ask participants to think about the supervisor or leader at their 
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workplace that most affects their work life when answering the questions. For the faculty sample, 

we offered their Chair, Dean, or Director as examples of supervisors. Items were rated on a 7-

point scale to indicate the degree of agreement from (1) Strongly disagree to (7) Strongly agree. 

The supervisor support subscale has demonstrated good internal consistency in previous 

research, α = .838 (for men; average across multiple countries), and α = .84 (for women; average 

across multiple countries; Karasek et al., 1998).  

3.3.2.4 Stimulating Job Resources. Stimulating job resources was assessed with ten-

items that measured task significance, skill variety, interactions with those you serve, the ability 

to grow and learn, and meaningful work. Task significance was measured using two items; one 

item was adapted from the Job Diagnostic Survey (JDS; Hackman & Oldham, 1974), and one 

item was adapted from the Work Design Questionnaire (WDQ; Morgeson & Humphrey, 2006). 

A sample item is, “Nowadays, to what extent do you agree that your work is significant or 

important?” Items were rated on a 7-point scale to indicate the degree of agreement from (1) 

Strongly disagree to (7) Strongly agree.  

Skill variety was measured using three items; one item was adapted from the revised-JDS 

(Hackman & Oldham, 1974; Idaszak & Drasgow, 1987), and two items were adapted from the 

Work Design Questionnaire (WDQ; Morgeson & Humphrey, 2006). A sample item is, 

“Nowadays, to what extent do you agree that your work requires you to use a number of complex 

or high-level skills?” Items were rated on a 7-point scale to indicate the degree of agreement 

from (1) Strongly disagree to (7) Strongly agree.  

 Interactions with those you serve and the ability to grow and learn were measured using 

two items adapted from the Gratitude at Work scale (GAWS; Cain et al., 2019). Interactions with 

those you serve was measured with the item, “Nowadays, to what extent do you agree that your 
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interactions with those you serve (e.g., students, clients, families, customers) are meaningful?” 

Ability to grow and learn was measured with the item, “To what extent do you agree that you are 

able to grow and learn from your job,” rated on a 7-point scale to indicate the degree of 

agreement from (1) Strongly disagree to (7) Strongly agree.  

Meaningful work was measured using three items, adapted from the 28-item Meaningful 

Work Scale (Lips-Wiersma & Wright, 2012). A sample item is, “Nowadays, to what extent do 

you agree that you contribute to knowledge, products, or services that enhance human well-being 

and/or the environment?” rated on a 7-point scale to indicate the degree of agreement from (1) 

Strongly disagree to (7) Strongly agree.  

3.3.3 Moderator 

3.3.1.1 Job Involvement. Job involvement was assessed with the ten-item Job 

Involvement Questionnaire (JIQ; Kanungo, 1982). The questionnaire measures the extent to 

which workers feel that their work is a part of who they are, and how embedded they are in their 

job. A sample item is, “I live, eat, and breathe my job,” rated on a 7-point scale to indicate the 

degree of agreement from (1) Strongly disagree to (7) Strongly agree. The Job Involvement 

Questionnaire has previously demonstrated good internal consistency (α = .84; Ćulibrk et al., 

2018). 

3.3.4 Mediators 

3.4.4.1 Work Engagement. Work engagement was assessed using six items from the 

nine-item Utrecht Work Engagement Scale (UWES-9; Schaufeli et al., 2006). The UWES-9 

measures engagement, the positive work-related state that is characterized by feelings of vigor 

(two-items), absorption (two-items), and dedication towards one’s work (two-items). A sample 

item is, “I am immersed in my work,” from the absorption dimension of engagement, rated on a 
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7-point scale to indicate frequency of experience from (1) Never to (7) Always. Previous research 

using the UWES-9 has demonstrated good to excellent internal consistency of α = .85 to .92, 

with a median of .92 when tested across 10 countries (Schaufeli et al., 2006). 

3.3.5 Outcomes   

3.3.5.1 Work-Life Conflict. Work-life conflict was assessed with the three-item Time-

Based Work-Interference-With-Family scale (Carlson et al., 2000). The items measure the extent 

to which participants feel that their work lives are interfering with their personal lives, as a result 

of not having enough time. References to family were changed to home/family to be able to 

assess work-life conflict, as opposed to work-family conflict. A sample item is, “I have to miss 

home/ family activities due to the amount of time I must spend on work responsibilities,” rated 

on a 7-point scale to indicate the degree of agreement from (1) Strongly disagree to (7) Strongly 

agree. The time-based work-interference-with-family conflict scale has been found to have a 

high internal consistency of α = .87 (Carlson et al., 2000). 

3.3.5.2 Strain. Strain was assessed using five items adapted from the ten-item Perceived 

Stress Scale (PSS; Cohen et al., 1983; Cohen & Williamson, 1988). The PSS measures 

psychological stress and strain. A sample item is, “Since the beginning of COVID-19 related 

disruptions, how often have you felt that you were unable to control the important things in your 

life?”, rated on a 7-point scale to indicate frequency of experience from (1) Never to (7) Very 

Often. The PSS has been found to have acceptable internal consistency in previous research (α = 

.74-.76; Hayes et al., 2021).  

3.3.5.3 Job Satisfaction. Job satisfaction was assessed using an adapted single-item from 

the Job Satisfaction subscale of the Work and Life Attitudes Survey (Warr et al., 1979). The item 

is, “Nowadays, how do you feel about your job as a whole?” rated on a 7-point scale to indicate 
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satisfaction from (1) Very dissatisfied to (7) Very satisfied. This single-item measure of job 

satisfaction was used as it correlates strongly with other job satisfaction measures (r = .82), 

shows convergent validity with related constructs (i.e., supervisor support, coworker support, 

positive affectivity), and divergent validity with unrelated constructs (i.e., work stress, negative 

affectivity; Dolbier et al., 2005). 

3.3.5.4 Burnout. Burnout was assessed using 12 items from the Adapted Maslach 

Burnout Inventory – For General Workers (Adapted-MBI for Workers; Schaufeli & Salanova, 

2007). Four items assessed exhaustion, reflecting fatigue; four items assessed cynicism, 

reflecting feelings of apathy towards one’s work, and four items assessed inefficacy, reflecting 

feelings of reduced accomplishment (Schaufeli & Salanova, 2007). A sample exhaustion item is, 

“I feel drained when I finish work,” a sample cynicism item is, “I doubt the significance of my 

work,” and a sample inefficacy item is, “I don’t feel confident about accomplishing my work 

efficiently.” The items were rated on a 7-point scale to indicate frequency of experience from (1) 

Never to (7) Always. The subscales of the Adapted-MBI have been found to have good internal 

consistency (α = .77 -.84; Schaufeli & Salanova, 2007).  

3.3.6 Additional Measures 

In addition to the measures listed above, several other measures were also administered to 

participants: level of demands during COVID, level of resources during COVID, work-family 

guilt, life-interfering-with-work conflict, productivity, work-life during COVID, life-interfering-

with-work during COVID). These measures were collected as part of another study and were not 

used for the purpose of the dissertation. 

3.3.6.1 Open Ended Measures. Open-ended questions were also presented to 

participants, following certain measures. The prompt, “In thinking about the questions above, 
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please feel free to describe any relevant issues in more detail in the space provided below,” was 

asked after the following measures: all demands and resources, stimulating job resources, stress, 

work-life conflict, work-family guilt, productivity, and job satisfaction. The data from these 

questions were collected as part of another study and were not used for the purpose of the 

dissertation. 

The faculty and veterinary samples were also asked additional open-ended questions after 

the main measures but before the final set of demographics questions, see Appendix R for faculty 

open-ended questions, and Appendix S for veterinary open-ended questions. These questions 

were asked to garner additional information about faculty and veterinarians’ experiences during 

the COVID-19 pandemic, and to provide insights for organizational reports.  

3.3.7 Demographics  

The survey included two demographic questionnaires, administered before and after key 

measures. The questionnaires included items on participants’ gender, age, employment status, 

Indigenous status, disability status, visible ethnic minority status, country of residence (snowball 

and MTurk samples only), sexual identity, number of hours of housework, dependent care needs 

(other than children), parental status, number of children, tenure, income, level of education, 

sector, industry, supervisory responsibilities, gender of partner, relationship status, occupation, 

and work location.  

3.3.8 Attention Checks 

Data from participants who were identified as engaging in insufficient effort responding, that is, 

they failed any of the conscientiousness checks (i.e., Index 1 or Index 3), or failed more than two 

of the five attention checks (i.e., Index 2), were removed from the study.  
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3.3.8.1 Insufficient Effort Responding (IER). To increase the quality of our data, we 

used three indices designed to identify participants who engage in low effort responding.  

3.3.8.1.1 Index 1. We asked participants to self-report, “In your honest opinion, should 

we use your data in our analyses in this study?” (Westlake, 2018), with “Yes,” “No,” and “Other 

(please explain)” response options. We required participants to respond “Yes,” to this question to 

pass.  

3.3.8.1.2 Index 2. Interspersed throughout the survey were five attention check items, 

designed to identify participants who engage in random responding. A sample item is, “Please 

choose “Strongly agree” for this question, as this is an attention check” (Marjanovic et al., 2014).   

3.3.8.1.3 Index 3. In addition, we asked participants to self-report on their responding by 

asking them, “How much of your attention was focused on answering the questions in this 

study?” (Maniaci & Rogge, 2014), rated on a 5-point scale to indicate degree of attention from 

(1) Almost no attention to (5) My full attention. We required participants to respond with a 

minimum of (3) Some of my attention on this question to pass. We also asked participants to self-

report on the item: “I responded to the survey questions accurately and honestly,” rated on a 5-

point scale to indicate agreement from (1) Strongly disagree to (5) Strongly agree. We required 

participants to respond with a minimum of (4) Somewhat agree on this question to pass. 
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4. Results 

4.1 Preliminary Analyses 

4.1.1 Data Cleaning and Preparation 

 Participants were removed if they did not currently work at least 20 hours per week on 

average (n = 120), failed more than two out of five attention check items (n = 97), failed any 

conscientiousness check items (n = 62), indicated that their formal employment status was part-

time, self-employed, or unemployed (n = 64), or they failed to complete key measures (n = 78). 

Following data cleaning, we retained a total of 693 participants.  

Negatively keyed items were reverse coded before scale aggregates were formed (i.e., 

averages). In addition, univariate outliers were identified using z-scores as a cut-off (values 

above or below 3.29 were considered outliers; Tabachnick & Fidell, 2007). Among our variables 

of interest, we found 87 outliers. The largest number of outliers were from supportive job 

resources (18 outliers) and strain (17 outliers). Values that were deemed outliers were capped 

(i.e., outlying values were imputed with a new value that was at 3.29 above or below the cut-off; 

Tiwari et al., 2007).  

4.1.2 Reliabilities of the Measures 

All measures had acceptable internal consistencies, with Cronbach alphas/inter-item 

correlations ranging from .75 to .94 (see Table 3), with the exception of strain, which had poor 

internal consistency, a = .60. Two items which were both negatively keyed had low average 

inter-item correlations (Mr = .04, Mr = .01). Removing these items improved the internal 

consistency, a = .79, to create a three-item strain measure. 
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4.1.3 Aggregating Job Demands 

We preregistered hypotheses that included job demands as an aggregate variable (general 

job demands and workload). To explore whether general job demands and workload could 

indeed be aggregated, we examined their intercorrelation, r(669) = .59, 95% CI[.54, .64], p < 

.001, and conducted a confirmatory factor analysis examining a one-factor model, see Appendix 

T. Fit indices did not clearly indicate good model fit. As such, we examined the model’s 

modification indices, which suggested allowing two items’ errors to correlate (i.e., both items 

from the general job demands measure). Though critiques exist of allowing correlated errors 

(Hermida, 2015), there are circumstances when it is appropriate. These circumstances include 

when there is a theoretical reason to allow the errors to correlate and when the variables have 

shared components (Hermida, 2015). We only allowed errors to correlate for items which 

address the same construct (e.g., general job demands) and did not allow correlated errors for 

items which are not the same construct (e.g., general job demands and workload). Further, these 

items also appeared together in the survey. As such, these measurement adjustments are not in 

violation of the cautioned situations that have been outlined by Hermida (2015). These practices 

were followed for all subsequent CFAs. After allowing the two items’ errors to correlate, our 

model improved: CFI = .99, SRMR = .02, RMSEA = .07 (95% CI[.04, .11]. Thus, we aggregated 

the items to form a new variable, Job Demands, which had a high internal consistency, α = .86. 

4.1.4 Aggregating Job Resources 

We preregistered differential predictions for supportive job resources (general job 

resources, supervisor support, and coworker support) compared to stimulating job resources. An 

inspection of Table 2 shows that general job resources have low intercorrelations with both types 

of supportive job resources (i.e., coworker support, r = .06; supervisor support, r = .08), and 



 

 36 

stimulating job resources has low to moderate intercorrelations with the other job resource 

measures (rs ranging from -.01 to .37). These findings, in addition to theoretical rationale, 

suggest that these constructs are independent of each other and should not be aggregated. 

However, the moderate correlation between coworker and supervisor support (r = .46), suggests 

that these may be related or similar constructs. As such, we ran a confirmatory factor analysis, 

examining a three-factor model4, (1) general job resources, (2) supportive job resources (i.e., 

coworker support and supervisor support), and (3) stimulating job resources.  

Fit indices of the three-factor model showed poor fit. As such, we examined the model’s 

modification indices, which suggested allowing several items’ errors to correlate (see Appendix 

U). In doing so, our model improved and showed good fit: CFI = .91, SRMR = .07, RMSEA = 

.07 (95% CI[.07, .08]. Thus, we created three distinct job resource variables: general job 

resources, supportive job resources, and stimulating job resources. All hypotheses proposed for 

supportive job resources were tested for general job resources and supportive job resources. 

Additionally, we created a measure of stimulating job resources for the current study 

using existing items from previously validated measures. To determine whether the stimulating 

job resource items could be aggregated together and used in our analyses, we conducted a 

confirmatory factor analysis examining a one-factor model, see Appendix U.  

4.1.5 Aggregating Facets of Burnout 

We had differential predictions for exhaustion than for cynicism and inefficacy, which 

shared common hypotheses. Thus, we predicted two factors for burnout: exhaustion and 

cynicism-and-inefficacy, see Appendix V. Cynicism and inefficacy were highly correlated with 

 

4 Factors were allowed to correlate with each other. 
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each other, r(665) = .79, 95% CI[.76, .81], p < .001, but were less correlated with exhaustion, 

r(665) = .61, 95% CI[.56, .66], p <.001. As such, consistent with our hypotheses, we conducted a 

confirmatory factor analysis examining a two-factor model. Fit indices did not clearly indicate 

good model fit. Thus, we examined the model’s modification indices, suggesting allowing a 

number of items’ errors to correlate (see Appendix V). In doing so, our model showed good fit 

indices: CFI = .97, SRMR = .04, RMSEA = .08 (95% CI[.07, .09].5 Thus, we had two distinct 

measures for burnout: exhaustion and cynicism-and-inefficacy which had high internal 

consistencies, α = .85 and α = .94, respectively.  

4.1.6 Descriptive Statistics and Intercorrelations 

See Table 3 for descriptive statistics, correlations, and reliabilities of the measures. All 

measures had good internal consistency (αs ranging from .79 to .94). Predictors were weakly to 

moderately correlated (rs ranging from -.52 to .43), suggesting that our predictors do not suffer 

from multicollinearity. Mediators and dependent variables (i.e., work engagement, work-life 

conflict, strain, exhaustion, cynicism-and-inefficacy, job satisfaction) showed weak to moderate 

correlations (rs ranging from -.04 to .65), with the exception of exhaustion and strain, which 

suggested that our predictions could be uniquely tested for each dependent variable. Exhaustion 

and strain demonstrated a strong correlation (r = .69), suggesting that there may be issues of 

redundancy between the two constructs. To explore this issue further, we calculated the shared 

 

5 During this process, we also removed the exhaustion item, “It’s getting increasingly difficult for me to get up for 

work in the morning,” as it was cross-loading with cynicism-and-inefficacy. 



 

 38 

variance between the two constructs (r2 = .48). We determined that 48% shared variance was not 

sufficient to suggest that they are the same variable.6  

4.1.7 Testing for Nested Data 

 To determine whether multilevel analyses were needed, we examined whether the data 

were nested within our different sample groups (MTurk, faculty from a Canadian university, 

snowball sample, and veterinarians). Thus, we examined intraclass correlation coefficient 1, 

(ICC(1)), which indicates the amount of variance in the dependent variable that is attributable to 

group membership (i.e., between-group variance; Bliese, 2000). Across our predictors, mediators 

and dependent variables, we obtained ICC(1) values ranging from .02 to .19, with an average 

ICC(1) of .11. These values fall below the recommended ICC(1) value of .21 (Woehr et al., 

2015), which suggested that multi-level analyses were not needed. 

4.1.8 Sample Analyses 

Faculty were recruited from one university in Canada, have the same work location, and 

the same general occupation. Other participants (i.e., from the MTurk, snowball, and veterinary 

samples) were representative of a broader worker population. As such, we collapsed the MTurk, 

snowball and veterinary samples into one sample called the Mixed Sample. The mixed sample 

consisted of 500 full-time workers, aged 20 to 70 (311 men, 188 women, 1 gender not listed, 

Mage = 35.61, SD = 10.15).  

 

6 Given potential conceptual similarities between work engagement and job involvement (e.g., Hallberg & 

Schaufeli, 2006), we conducted a CFA comparing a two-factor model (work engagement and job involvement on 

separate factors) and a one-factor model. Results show that the two-factor model (vs. the one-factor model) has 

better model fit. As such, we ran our analyses with job involvement and work engagement as separate constructs.  
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 An analysis of variance (ANOVA) was conducted to compare the MTurk, snowball and 

veterinary samples on variables of interest to determine any significant group differences, see 

Appendix W. Although multiple group differences emerged (16 out of 33 times) on variables of 

interest, because there were only 13 participants from the veterinary sample and 62 participants 

from the snowball sample, we combined the MTurk, snowball, and veterinary samples in order 

to have a sufficient sample size to estimate effects. 

We further explored whether sample had any moderating effects on our predictor to 

outcome relations. To do so, we ran regression analyses for each dependent variable, including 

sample as a predictor, and as a moderator with each predictor (e.g., sample x job demands) and 

with each interaction (e.g., sample x job demands x supportive job resources). Because these 

were exploratory analyses, we conducted a Bonferroni correction for family-wise error on the 

main and interactive effects of sample. We required p < .0009 to be significant. Of the 55 tested 

effects (i.e., 11 sample effects across five outcome variables), only five were significant at p < 

.0009. Thus, we chose to not include sample interactions in our analyses. However, of the five 

significant sample effects, three were main effects of sample on our dependent variances (i.e., 

work-life conflict, exhaustion, cynicism-and-inefficacy). Thus, sample was included as a 

covariate in our main analyses. Sample was coded using contrast coding (mixed sample coded as 

-1, faculty sample coded as 1).  

4.1.9 Demographic Group Differences 

 We examined whether men vs. women and parents vs. non-parents significantly differed 

from each other on 11 variables of interest (i.e., job demands, general job resources supportive 

job resources, stimulating job resources, job involvement, work engagement, work-life conflict, 

strain, job satisfaction, exhaustion, cynicism-and-inefficacy), see Appendix X. We also examined 



 

 40 

correlations between work location (ranging from working entirely from job to working entirely 

from home) and the same 11 variables of interest, see Appendix X.  

Men and women reported similar levels of (i.e., did not significantly differ on) 7 out of 

11 variables of interest: job demands, general job resources, supportive job resources, 

stimulating job resources, job involvement, work-life conflict, and exhaustion, see Appendix X. 

However, men (vs. women) reported more work engagement, t(652) = 2.25, p = .025, Cohen’s d  

= -.18, job satisfaction, t(538.25) = 2.30, p = .019, Cohen’s d  = .19, and cynicism-and-

inefficacy, t(625.84) = 2.97, p = .003, Cohen’s d  = .23. Women (vs. men) reported higher strain, 

t(635.16) = -3.13, p = .002, Cohen’s d = -.24.  

Parents and non-parents reported similar levels of (i.e., did not significantly differ on 1 

out of 11 variables of interest, strain, see Appendix X. However, parents (vs. non-parents) 

reported more job demands, t(678) = -4.49, p <.001, Cohen’s d = -.37, supportive job resources, 

t(364.80) = -4.29, p <.001, Cohen’s d = -.38, stimulating job resources, t(380.06) = -2.78, p = 

.006, Cohen’s d = -.24, job involvement, t(351.50) = -2.40, p = .017, Cohen’s d = -.21, work 

engagement, t(661) = -3.96, p <.001, Cohen’s d = -.33, work-life conflict, t(377.82) = -4.97, p 

<.001, Cohen’s d = -.43, job satisfaction, t(366.17) = -3.17, p = .002, Cohen’s d = -.28, 

exhaustion, t(661) = -2.68, p = .008, Cohen’s d = -.22, and cynicism-and-inefficacy, t(477.65) = -

4.09, p <.001, Cohen’s d = -.32. Non-parents (vs. parents) reported having more general job 

resources, t(411.46) = 3.87, p <.001, Cohen’s d = .33.  

  Workers’ location of work was not significantly associated with 6 out of 11 variables of 

interest (i.e., job demands, general job resources, stimulating job resources, job involvement, 

strain or exhaustion), see Appendix X. However, the more workers worked from home (and less 

from their job), the more they reported lower supportive job resources (r = -.09, p = .027), work 
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engagement (r = -.21, p < .001), and job satisfaction (r = -.18, p < .001). Interestingly, the more 

workers worked from home, the lower their work-life conflict (r = -.10, p = .008) and cynicism-

and-inefficacy (r = -.16, p < .001). An in-depth discussion of these findings can be found in 

Appendix Y. 

4.1.10 Assumption Testing 

 Residuals from each regression model were plotted and showed no fitted pattern; thus, 

assumptions of linearity were not violated. Examination of Q-Q plots of residuals for each 

regression model revealed that assumptions of normality were also not violated. Examination of 

scale-location plots for each regression model reveals that all models violated assumptions of 

homoscedasticity (except for cynicism-and-inefficacy). To meet this assumption, we ran a log 

and square root transformation of each outcome variable; however, these transformations did not 

result in this assumption being met. Finally, our examination of models’ standardized residuals 

shows a small number of outliers, as the majority of residuals do not exceed 3 standard 

deviations (i.e., are possible outliers; James et al., 2014). 

4.2 Main Analyses 

We mean centered our continuous predictors (Newman et al., 2010) and multiplied the 

relevant mean-centered predictors to create interaction terms. We conducted hierarchical 

regressions for each outcome variable (i.e., work-life conflict, strain, exhaustion, cynicism-and-

inefficacy, job satisfaction). The covariate (i.e., sample) was entered in step 1, the predictors 

(i.e., job demands, general job resources, supportive job resources, stimulating job resources, job 

involvement, work engagement) were entered in step 2, and interaction terms (i.e., job demands 

x general job resources, job demands x supportive job resources, job demands x stimulating job 

resources, job involvement x work engagement) were entered in step 3. In text, the reported 
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effects of the covariate are drawn from model 1, the reported effects of the main effects are 

drawn from model 2, and the reported effects of the interactions are drawn from model 3. Simple 

effects were tested +/- 1SD from the mean, and significant interactions were plotted +/- 1SD 

from the mean. We corrected for family-wise error on all 15 non-hypothesized interactions using 

a Bonferroni correction, resulting in a required p < .003 to be significant. 7 

4.2.1 Outcome Variable: Work-Life Conflict 

As predicted (H2, path A),8 workers reported experiencing more job demands 

experienced more work-life conflict, B = .69, p < .001, sr2 = .185. Further, as predicted (H4), 

workers who had more general job resources experienced less work-life conflict, B = -.15, p < 

.001, sr2 = .012; however, no effect was found for supportive job resources. Thus, only partial 

support was found for the hypothesis that having more job resources would predict less work-life 

conflict (H4). In addition, workers who were more involved in their jobs experienced more 

work-life conflict, B = .27, p < .001, sr2 = .017. Finally, workers who were more engaged in their 

work reported more work-life conflict, B = .14, p = .012, sr2 = .005. No other significant main 

effects were found (all ps > .05).  

Recall our prediction that job demands would interact with general job resources and 

supportive job resources, respectively, to affect work-life conflict. No effect was found for job 

demands interacting with supportive job resources. However, as predicted (H5), there was a 

significant interaction between job demands and general job resources on work-life conflict, B = 

 

7 Of the 15 tested effects (i.e., non-hypothesized interactions), only two remained significant with the new p-value. 

8 Hypotheses are presented in a different order than OSF registration document 

(https://osf.io/9nek6/?view_only=a63e57032d0049c9b605044471697b42). 
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.07, p = .006, sr2 = .006, see Figure 3. Among workers who have less general job resources, 

having more job demands predicted more work-life conflict, B = .57, p < .001, sr2 = .070. 

Further, among workers who have more general job resources, having more job demands also 

predicted more work-life conflict, B = .76, p < .001, sr2 = .154. Unexpectedly, the effect of job 

demands was 2.20 times stronger for those who have more (vs. less) general job resources. Thus, 

the pattern of interaction did not support our hypothesis (H5).  

To shed light on this pattern of interaction, exploratory analyses were conducted to 

investigate the interaction the other way. Among workers who have lower job demands, having 

more general job resources predicted their experience of less work-life conflict, B = -.22, p < 

.001, sr2 = .017. Among workers with more job demands, having more general job resources did 

not significantly predict their experience of work-life conflict, as all participants experienced 

high levels of conflict B = -.05, p = .362, sr2 = .001. Thus, having more general job resources 

only helped workers who have lower job demands, and workers with higher job demands report 

more work-life conflict, regardless of their level of general job resources.  

No other significant interactions were found, (all ps > .05). Thus, we did not find support 

for the hypothesis that job involvement interacts with work engagement (H9) to predict work-life 

conflict. Rather, job involvement and work engagement each uniquely predict work-life conflict 

(see Table 4).  

4.2.2 Outcome Variable: Strain 

An effect of sample on strain was found, B = .13, p = .028, sr2 = .007, see Table 5. 

Faculty members reported greater strain (M = 4.85, SD = 1.27) than the mixed sample (M = 4.62, 

SD = 1.36). As predicted (H1, path A), workers who have more job demands reported greater 

strain, B = .69, p < .001, sr2 = .262. As well, workers with more general job resources reported 
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less strain, B = -.09, p = .009, sr2 = .006. No other significant main effects were found, (all ps > 

.05). 

Recall the hypothesis (H6) that job demands would interact with general job resources 

and supportive job resources, respectively, to affect strain. Neither interaction was significant. 

Thus, we did not find support for this hypothesis. No other significant interactions were found 

(all ps > .05), see Table 5.  

4.2.3 Outcome Variable: Job Satisfaction 

An effect of sample on job satisfaction was found, B = -.39, p < .001, sr2 = .053 (see 

Table 6). Faculty reported less job satisfaction (M = 4.54, SD = 1.84) than the mixed sample (M 

= 5.32, SD = 1.30). As hypothesized (H3), workers with more general job resources reported 

higher job satisfaction, B = .19, p < .001, sr2 = .021. Also as hypothesized (H3), workers who 

have more supportive job resources reported more job satisfaction, B = .31, p < .001, sr2 = .030. 

As well, workers who were higher in job involvement were more satisfied with their jobs, B = 

.13, p = .019, sr2 = .004. Finally, workers who were higher in work engagement reported greater 

job satisfaction, B = .62, p < .001, sr2 = .108. No other significant main effects were found (all ps 

> .05). No significant interactions were found, (all ps > .05), see Table 6.  

4.2.4 Outcome Variable: Exhaustion 

As predicted (H1, H2), workers with more job demands reported more exhaustion, B = 

.75, p < .001, sr2 = .296. Workers who were higher in job involvement reported more exhaustion, 

B = .13, p = .008, sr2 = .005. No other significant main effects were found, (all ps > .05). 

We did not hypothesize any interactions for exhaustion but found an unexpected 

interaction between job involvement and work engagement on exhaustion, B = .12, p < .001, sr2 

= .011, see Figure 4. Given that this was an unexpected interaction, we corrected for family-wise 
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error using a Bonferroni correction. We required p < .003 to be significant. Thus, the effect was 

still significant even after the correction. An inspection of Figure 4 reveals that among workers 

who are less involved in their jobs, being more engaged in their work predicted lower 

exhaustion, B = -.14, p = .006, sr2 = .005. However, among workers who are more involved in 

their jobs, work engagement had no effect on their experience of exhaustion, B = .09, p = .125, 

sr2 = .002. This effect was not predicted and accounts for only 1% of the variance in participants’ 

experience of exhaustion, so it should still be interpreted with caution. No other significant 

interactions were found, (all ps > .05), see Table 7.  

4.2.5 Outcome Variable: Cynicism-and-Inefficacy 

An effect of sample on cynicism-and-inefficacy was found, B = -.53, p < .001, sr2 = .087, 

see Table 8; faculty reported lower cynicism-and-inefficacy (M = 3.15, SD = 1.19) than the 

mixed employee sample (M = 4.20, SD = 1.61). As predicted (H1), workers who have more job 

demands reported more cynicism-and-inefficacy, B = .72, p < .001, sr2 = .206. Workers who 

have more general job resources experienced less cynicism-and-inefficacy, B = -.13, p < .001, sr2 

= .010. Further, as predicted (H8), workers with more stimulating job resources reported lower 

cynicism-and-inefficacy, B = -.47, p < .001, sr2 = .035. Thus, it appears that stimulating job 

resources may have a protective effect against aspects of burnout (i.e., cynicism and inefficacy). 

Finally, workers who are more engaged in their work reported higher cynicism-and-inefficacy, B 

= .19, p < .001, sr2 = .009. No other significant main effects were found, (all ps > .05). 

A non-hypothesized interaction was found between job involvement and work 

engagement on cynicism-and-inefficacy, B = .11, p = .001, sr2 = .008, see Figure 5, which was 

still significant with a Bonferroni correction. An inspection of Figure 5 shows that, among 

workers who are less involved in their jobs, work engagement had no effect on their experience 
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of cynicism-and-inefficacy, B = .10, p = .094, sr2 = .002, but among workers who are more 

involved in their jobs, being more engaged in their work predicted greater cynicism-and-

inefficacy, B = .33, p < .001, sr2 = .017. This interaction was not previously hypothesized and 

accounts for less than 1% of the variance in participants’ experiences of cynicism-and-inefficacy, 

thus it should be interpreted with caution. No other significant interactions were found, (all ps > 

.05), see Table 8.  

4.3 Mediation Analyses 

To test for mediation (H1-H3; H7), we used the PROCESS macro (version 3.5) in SPSS 

(version 27), bootstrapping with 10,000 simulations.9 Mediation was assessed based on 

significant indirect effects and 95% confidence intervals. The effects of job resources on job 

satisfaction were hypothesized to be mediated through work engagement, and the effects of job 

demands on exhaustion and cynicism and inefficacy were hypothesized to be mediated through 

work-life conflict and strain. To account for the effects of each mediator, all mediation models 

were tested with all three mediators (i.e., work-life conflict, strain, work engagement) 

simultaneously. To be consistent with our other analyses, predictors were included as covariates. 

4.3.1 Outcome Variable: Job Satisfaction 

We hypothesized that all job resources would lead to job satisfaction through work 

engagement (H3), but not work-life conflict or strain, thus general job resources, supportive job 

resources, and stimulating job resources were tested independently. We did not find support for 

our hypothesis (H3). As shown in the top path of Figure 6, the indirect effect, from general job 

resources to work engagement to job satisfaction was not significant, B = -.01, 95% CI[-.05, 

 

9 Mediation results were confirmed using structural equation modelling in R (version 4.1.0).  
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.03], p = .791; the effect of general job resources on work engagement was not significant (path 

A), whereas the effect of work engagement on job satisfaction was significant (path B). As 

shown in the middle and bottom paths of Figure 6, neither work-life conflict, B = -.00, 95% CI[-

.02, .01], p = .884, nor strain, B = .02, 95% CI[.00, .04], p = .058, had significant indirect effects 

from general job resources to job satisfaction.  

The mediation effects for supportive job resources on job satisfaction are depicted in 

Figure 7. As hypothesized (H3) and as shown in the top path of Figure 7, the indirect effect, from 

supportive job resources to work engagement to job satisfaction was significant, B = .10, 95% 

CI[.04, .17], p = .002; the effect of supportive job resources on work engagement was significant 

(path A), and the effect of work engagement on job satisfaction was significant (path B). As 

shown in the middle and bottom paths of Figure 7, neither work-life conflict, B = -.00, 95% CI[-

.01, .01], p = .961, nor strain, B = -.01, 95% CI[-.03, .01], p = .384, had significant indirect 

effects from supportive job resources to job satisfaction.  

The mediation effects for stimulating job resources on job satisfaction are depicted in 

Figure 8. As hypothesized (H3) and as shown in the top path of Figure 8, the indirect effect, from 

stimulating job resources to work engagement to job satisfaction was significant, B = .23, 95% 

CI[.16, .31], p < .001; the effect of stimulating job resources on work engagement was 

significant (path A), and the effect of work engagement on job satisfaction was also significant 

(path B). As shown in the middle and bottom paths of Figure 8, neither work-life conflict, B = -

.00, 95% CI[-.01, .01], p = .938, nor strain, B = .01, 95% CI[-.01, .04], p = .339, had significant 

indirect effects from general job resources to job satisfaction.  

Taken together, we found mixed support for hypothesis 3. Supportive job resources and 

stimulating job resources were found to lead to job satisfaction through work engagement (i.e., 
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mediate). However, general job resources did not lead to job satisfaction through work 

engagement.  

4.3.2 Outcome Variable: Exhaustion  

The serial mediation effects for stimulating job resources on exhaustion are depicted in 

Figure 9. We hypothesized (H7) that greater stimulating job resources would lead to greater 

work engagement and greater work-life conflict, but not strain, and that greater work 

engagement and greater work-life conflict would lead to greater exhaustion. The indirect effect 

from stimulating job resources to work engagement, to work-life conflict, to exhaustion was not 

found to be significant, B = .01, 95% CI[.00, .03], p = .054. However, as predicted (H7), the path 

coefficients from stimulating job resources, to work engagement, to work-life conflict, to 

exhaustion, were all significant and positive. That is, the effect of stimulating job resources on 

work engagement (path A), the effect of work engagement on work-life conflict (path B), and the 

effect of work-life conflict on exhaustion (path C), were all significant. Given that we did not 

find evidence of a job involvement by work engagement interaction on work-life conflict (see 

Table 4), we did not explore moderated mediation.10 As shown in the bottom path of Figure 9, 

the indirect effect from stimulating job resources to strain to exhaustion was not significant, B = 

-.02, 95% CI[-.06, .02], p = .332.  

 

10 Exploratory analyses were run to examine the interaction between job involvement and work engagement on 

work-life conflict in the mediation model of stimulating job resources to work engagement to work-life conflict to 

exhaustion (i.e., moderated mediation). Moderated mediation was found to be not significant, index of moderated 

mediation = .01, 95% CI[-.01, .02].  
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The mediation effects for job demands on exhaustion are depicted in Figure 10. We 

hypothesized that job demands would lead to exhaustion through work-life conflict (H2) and 

strain (H1), but not work engagement. As shown in the top path of Figure 10, the indirect effect 

from job demands to work engagement to exhaustion was not significant, B = .00, 95% CI[-.01, 

.01], p = .942. As hypothesized (H2) and as shown in the middle path of Figure 10, the indirect 

effect, from job demands to work-life conflict to exhaustion was significant, B = .15, 95% 

CI[.10, .22], p < .001; the effect of job demands on work-life conflict was significant (path A), 

and the effect of work-life conflict on exhaustion was also significant (path B). As hypothesized 

(H1) and as shown in the bottom path of Figure 10, the indirect effect, from job demands to 

strain to exhaustion was significant, B = .24, 95% CI[.17, .32], p < .001; the effect of job 

demands on strain was significant (path A), and the effect of strain on exhaustion was significant 

(path B).  

4.3.3 Outcome Variable: Cynicism-and-Inefficacy 

We hypothesized that job demands would lead to cynicism-and-inefficacy through strain 

(H1) but not engagement or work-life conflict. The mediation effects for job demands on 

cynicism-and-inefficacy are depicted in Figure 11. As shown in the top path of Figure 11, the 

indirect effect from job demands to work engagement to cynicism-and-inefficacy was not 

significant, B = -.00, 95% CI[-.02, .02], p = .933. Unexpectedly, as shown in the middle path of 

Figure 11, a significant indirect effect was found from job demands to work-life conflict to 

cynicism-and-inefficacy, B = .12, 95% CI[.06, .19], p < .001. It appears that workers who have 

greater job demands report more of their work interfering with their personal life, and experience 

greater subsequent cynicism-and-inefficacy. As hypothesized (H1) and as shown in the bottom 

path of Figure 11, the indirect effect, from job demands to strain to cynicism-and-inefficacy was 
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significant, B = .24, 95% CI[.16, .32], p < .001; the effect of job demands on strain was 

significant (path A), and the effect of strain on cynicism-and-inefficacy was also significant (path 

B).  

4.4 Exploratory Analyses 

Our survey included two novel measures, general job demands and general job resources, 

for which workers rated their level of job demands and job resources. In addition, they were 

asked to list up to six job demands and six job resources they were primary thinking of when 

answering the previous questions. Of the participants who listed general job demands, n = 74 

(10.7%) listed one job demand, n = 98 (14.1%) listed two job demands, n = 125 (18.0%) listed 

three job demands, n = 71 (10.2%) listed four job demands, n = 33 (4.8%) listed five job 

demands, n = 206 (29.7%) listed six job demands, and n = 86 (12.4%) did not list any job 

demands. Of the participants who listed general job resources, n = 71 (10.2%) listed one job 

resource, n = 98 (14.1%) listed two job resources, n = 139 (20.1%) listed three job resources, n = 

68 (9.8%) listed four job resources, n = 29 (4.2%) listed five job resources, n = 205 (29.6%) 

listed six job resources, and n = 83 (12.0%) did not list any job resources. A quantitative content 

analysis was conducted to explore which were the top ten job demands and job resources that 

workers were thinking of. 

I created a coding guide to facilitate the coding of the general job demand and general job 

resource lists, respectively. The guides were created after an initial review of the responses, and 

with previous literature and theory as guides (e.g., the job demands-resources model; Demerouti 

et al., 2001). Further, the coding was iterative, as the guide was updated to reflect new codes that 

were extruded from the responses (Boyatzis, 1998). Finally, the coding guide was reviewed by 

my advisor (Dr. Leanne Son Hing). The coding guide contains the code name, a brief 
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explanation of each code, and sample quotes to illustrate the codes. See Appendix Z for the Job 

Demands Coding Guide and Appendix AA for the Job Resources Coding Guide.  

It is important to note that for each job demand or job resource listed by the workers there 

were a variety of examples for each category. The variance in the examples may be reflective of 

the occupations or industries that these workers stem from. For example, under the code 

“expectations for performance,” an IT professional listed “pressure to deliver what was promised 

to clients” as a job demand, and a professor listed “maintain research progress.” 

The data analyses were conducted in their entirety by myself, and a second coder (an I-O 

PhD candidate) coded a random third of the data. For each listed job demand or job resource, a 

Cohen’s Kappa (K) was calculated and used as an estimate of inter-rater reliability or agreement 

between the two raters. To gain a sense of overall reliability, an average Kappa was computed 

for (a) all job demands and, (b) all job resources. A Kappa between 0.81 to 1.00 indicates 

outstanding agreement (Cohen, 1960; Landis & Koch, 1977); the average Kappa for job 

demands was K = .86, and for job resources was K = .85. Given the high inter-rater agreement, 

we proceeded to tabulate workers’ most frequently mentioned job demands and job resources. 

4.4.1 Job Demands 

Overall, the top ten job demands reported by workers were: 

Rank 
Frequency 

Counts 
Job Demand 

1 375 Job Tasks (i.e., regular roles, duties)  
2 262 Time Pressure 
3 166 Workload 

4 163 Changing nature of work requiring new skills and learning  
(e.g., adapting to online work) 

5 122 Socio-emotional work 
6 93 Issues with Supervision 
7 87 Expectations for Performance 
8 76 Telework (e.g., too much screen time; technology issues) 
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9 58 Working at home (e.g., having a poor working space at home, lack of 
balance between work and home)  

10 49 Physical Labour 
 

Two of the demands listed by workers, namely time pressure and workload, are those that 

are typically studied in survey research (e.g., Alarcon, 2011; Bennett et al., 2018; Lee & 

Ashforth, 1996). Given the prevalence of these demands in survey research, it is unsurprising 

that they emerged in the top three job demands listed by workers, with 262 and 163 mentions, 

respectively. Some demands that were listed may be specific to the current global context of 

COVID-19. Due to the pandemic, many non-essential workers began working from home, giving 

rise to new job demands, such as having to adjust to the changing nature of work which required 

new skills and learning (e.g., adapting to new virtual meeting platforms), or increasingly 

important job demands, such as telework issues, and working at home (e.g., because it is hard to 

separate work and home when work is at home).  

4.4.2 Job Resources 

Overall, the top ten job resources reported by workers were: 

Rank 
Frequency 

Counts 
Job Resource 

1 189 Coworkers 
2 187 Technology 
3 141 Supervisor/Mentor 
4 140 Time 
5 117 Communication 
6 115 Equipment & Tools 
7 87 Support from Organization (e.g., support or help from institution) 
8 76 Power in Organization 
9 74 Budget, Funding 
10 70 Support Staff 

 

Four of the listed job resources have been previously found in the literature (i.e., support 

from coworkers and/or supervisors, Maslach et al., 2001; communication, de Beer et al., 2012; 
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having adequate equipment, Rousseau & Aubé, 2010; support from the organization, Zeng et al., 

2020). Other listed job resources (i.e., having sufficient time to complete one’s work, having 

power in the organization, having sufficient budget or funding), when operationalized, are not 

examined or are rarely examined in the literature. The exception is having power in the 

organization, which has been operationalized as decision-making power in the literature (e.g., 

Bakker et al., 2011). Despite these other listed resources being uncommon in survey research, 

they are consistent with existing definitions of job resources (i.e., aspects of the job that help 

with achieving work goals, reduce job demands and their consequences, and/or stimulating 

personal growth (Bakker & Demerouti, 2017). Technology is also rarely examined in the 

literature as a job resource, however, given the new change to work from home for many 

workers, adequate technology may be a job resource that has become increasingly important, 

thus, it was mentioned a high number (187) of times. All the job resources most frequently 

mentioned by workers were ones that can be categorized as supportive (i.e., coworkers, 

supervisor/mentor, support from organization, support staff) or instrumental (i.e., technology, 

time, communication, equipment & tools, budget & funding, power in organization) in nature. 

No job resources were categorized as stimulating (i.e., task significance, skill variety, 

interactions with those served, potential for learning and growth). Thus, it may be the case for 

workers that, during the pandemic, stimulating job resources are not as salient as those that are 

helping them manage their demands and complete their work or providing them with support.  

4.4.3 Exploratory Analyses by Sample 

 We explored whether the two samples (i.e., mixed sample vs. faculty) differed regarding 

their top ten listed job demands and job resources.   
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 4.4.3.1 Job Demands. The mixed sample and faculty sample’s top ten job demands 

were: 

MIXED SAMPLE 
Rank Frequency 

Counts 
Job Demand 

1 209 Time Pressure 
2 178 Job Tasks 
3 90 Issues with Supervision 
4 81 Socio-emotional work 
5 76 Workload 
6 66 Expectations for Performance 
7 48 Physical Labour 
8 45 Changing nature of work requiring new skills and learning  

(e.g., adapting to online work) 
9 43 Telework (e.g., too much screen time; technology issues) 
10 41 Stress and Emotional Demands 

 
FACULTY SAMPLE 

Rank Frequency 
Counts 

Job Demand 

1 197 Job Tasks 

2 118 Changing nature of work requiring new skills and learning  
(e.g., adapting to online work) 

3 90 Workload 
4 53 Time Pressure 
5 41 Socio-emotional Work 
6 33 Telework (e.g., too much screen time; technology issues) 
7 21 Expectations for Performance 
8 16 Conflicting Demands 
9 15 Lack of Support 

10 13 Communication Issues (e.g., communication takes longer virtually, 
poor communication in general) 

 

For the top ten listed demands, I tested whether the frequency count was significantly 

different between the mixed and faculty samples. Faculty and the mixed sample were equally 

likely to list job tasks, c2 (1) = .96, p = .327, workload, c2 (1) = 1.18, p = .277, and telework, c2 

(1) = 1.32, p = .251, as general job demands, revealing their challenges to both types of workers. 

The mixed sample mentioned three job demands significantly more than the faculty sample: time 
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pressure, c2 (1) = 92.89, p < .001, socio-emotional work, c2 (1) = 13.12, p < .001, and 

expectations for performance, c2 (1) = 23.28, p < .001, revealing that these are particularly 

pressing issues for them. In contrast, the faculty sample mentioned the changing nature of work 

significantly more than the mixed sample, c2 (1) = 32.69, p < .001. Perhaps this is because the 

faculty sample had to change many of their supervisory and teaching methods from in-person to 

virtual.  

Among the mixed sample, three general job demands emerged as top 10 job demands and 

were mentioned significantly more than the faculty sample: issues with supervision, c2 (1) = 

81.39, p < .001, physical labour, c2 (1) = 45.08, p < .001, and stress and emotional demands, c2 

(1) = 17.31, p < .001. Faculty may not have listed issues with supervision as frequently as the 

mixed sample, as they likely do not see themselves as having a supervisor given that they do not 

report to one. Further, given that faculty are largely knowledge workers, it is unsurprising that 

faculty did not list physical labour as a general job demand. In addition, perhaps faculty did not 

mention stress and emotional demands as often as the mixed sample because they were working 

from home, as were many of their colleagues, and may be less subject to the daily stresses and 

emotional demands that occur from working in person or in a typical office work environment. 

Among the faculty sample, three general job demands emerged as top 10 job demands: 

conflicting demands, lack of support, and communication issues. Faculty and the mixed sample 

were equally likely to list lack of support, c2 (1) = 3.85, p = .05, and communication issues, c2 

(1) = .14, p = .706, as general job demands, revealing their importance to both types of workers. 

However, faculty mentioned conflicting demands as a top 10 job demands significantly more 

than the mixed sample, c2 (1) = 5.76, p = .016. Perhaps for faculty, the confluence of demands 
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stemming from their multiple job roles (i.e., research, teaching, service) may dovetail with new 

or increasingly salient demands from the pandemic.  

4.4.3.2 Job Resources. The top ten job resources among the mixed sample and the 

faculty sample are: 

MIXED SAMPLE 
Rank Frequency 

Counts 
Job Resource 

1 144 Coworkers 

2 
124 Technology 
124 Supervisor/Mentor 

3 82 Time 
4 80 Equipment and Tools 
5 79 Communication 
6 63 Power in Organization 
7 48 Budget, Funding 
8 47 Autonomy and ability to do the work and when 
9 45 Pay and Benefits 
10 35 Positive Work Environment 
   

FACULTY SAMPLE 
Rank Frequency 

Counts 
Job Resource 

1 63 Technology 
2 58 Time 
3 52 Support from the Organization 
4 45 Coworkers 
5 39 Support Staff 
6 38 Communication 
7 35 Equipment and Tools 
8 29 Information (i.e., access to knowledge resources) 
9 26 Budget, Funding 
10 23 Positive Work Environment 

 

 For the top ten listed resources, I tested whether the frequency count was significantly 

different between the mixed and faculty samples. Faculty and the mixed sample were equally 

likely to list a positive work environment as a general job resource, c2 (1) = 2.48, p = .115, 

revealing its importance to both types of workers. The mixed sample mentioned six job resources 
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significantly more than the faculty sample: coworkers, c2 (1) = 51.86, p < .001, technology, c2 

(1) = 19.90, p < .001, time, c2 (1) = 4.11, p = .043, equipment and tools, c2 (1) = 17.61, p < .001, 

communication, c2 (1) = 14.37, p < .001, and budget/funding, c2 (1) = 6.54, p = .011, revealing 

that these are particularly important resources for them. Faculty did not mention any of the top 

10 job resources significantly more than the mixed sample. 

Among the mixed sample, three general job resources emerged as top 10 job resources 

and were mentioned significantly more than the faculty sample: supervisor/mentor, c2 (1) = 

81.20, p < .001, pay and benefits, c2 (1) = 39.34, p < .001, autonomy, c2 (1) = 25.79, p < .001, 

and having power in the organization, c2 (1) = 32.90, p < .001. Given that faculty do not report 

to a direct supervisor, this may not be a salient job resource for them. In addition, full-time and 

tenured faculty often have high salaries and good benefits and may view them as an expected and 

unexceptional job resource that is not particularly salient during the pandemic. It is possible that 

faculty did not think of pay and benefits as a job resource, as it is not a typical job resource that 

helps them perform their job (as opposed to funding, which was named as top job resource). In 

addition, perhaps autonomy was also not a general job resource as it is an expected part of the 

job (e.g., the freedom to pursue one’s research interests). Finally, faculty may not have 

frequently reported power in the organization as an important resource because formal power in 

the organization is not required for them to do their work and may even get in the way of their 

job roles (e.g., research, teaching).  

Among the faculty sample, three general job resources emerged as top 10 job resources: 

support from the organization, support staff, and information. Though these job resources 

emerged within the top 10 for faculty, faculty and the mixed sample were equally likely to list 

these job resources: support from the organization, c2 (1) = 3.32, p = .069, support staff, c2 (1) = 
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.91, p = .339, and information, c2 (1) = .00, p = 1.00, revealing that these job resources are 

importance to both types of workers 

Of the job resources that were most frequently mentioned by the faculty and mixed 

sample, all could be categorized as either supportive or instrumental in nature. Faculty listed four 

supportive job resources (i.e., support from the organization, coworkers, support staff, positive 

work environment) and six instrumental job resources (i.e., technology, time, communication, 

equipment and tools, information, budget and funding), but no stimulating job resources. It 

appears that faculty highly value their instrumental supports, particularly technology and time 

during the pandemic. The mixed sample listed three supportive job resources (i.e., coworkers, 

supervisor/mentor, positive work environment) and seven instrumental job resources (i.e., 

technology, time, equipment and tools, communication, power, budget and funding, autonomy, 

pay and benefits); they also did not list any stimulating job resources. It appears that the mixed 

sample highly value supportive job resources, with coworker support and supervisor/mentor 

supports ranking first and second-most frequently mentioned job resources. Given the low 

frequency with which stimulating job resources was mentioned, it appears that these resources 

are not salient during the pandemic for any of the workers who participated in the study. 

4.5 Supplemental Analyses 

 To examine the robustness of our results, we re-ran all of our main analyses controlling 

for three additional covariates: gender, parental status, work location. Across all of our analyses, 

neither our regression results nor our mediation results changed while controlling for gender, 

parental status, and work location. Supplemental regression tables can be found for: work-life 

conflict (Table 9), strain (Table 10), job satisfaction (Table 11), exhaustion (Table 12), and 

cynicism-and-inefficacy (Table 13). Mediation figures can be found for general job resources to 
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job satisfaction (Figure 12), supportive job resources to job satisfaction (Figure 13), stimulating 

job resources to job satisfaction (Figure 14), stimulating job resources to exhaustion (Figure 15), 

job demands to exhaustion (Figure 16), and job demands to cynicism-and-inefficacy (Figure 17). 

Thus, it appears that our findings are robust. In other words, these covariates do not account for 

our findings.  
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5. Discussion 

The current study examined how job demands and resources affect workers’ ill-being and 

well-being during the COVID-19 pandemic. In support of the job demands-resources model and 

our hypotheses (H1-H3), we provide evidence for the stress and motivation pathways through 

which workers’ job demands and job resources lead to their ill-being and well-being. In general, 

workers with greater job demands experience greater ill-being (e.g., strain, exhaustion), and 

workers with greater job resources experience greater well-being (e.g., job satisfaction). 

However, the effects of job resources on these outcomes depended on the type of job resource in 

question. Further, we did not find that job resources were an effective buffer against worker’s job 

demands and its negative outcomes. Thus, there was mixed support for the positive effects of job 

resources (H4-H6, H8). We also found some evidence to suggest that stimulating job resources 

may lead workers to experience exhaustion, through greater work engagement and work-life 

conflict (H7). In addition, work engagement had mixed results for workers’ outcomes: on the one 

hand work engagement led to greater job satisfaction, and on the other hand, it led to greater 

experiences of work-life conflict and strain. Finally, we examined, but did not find support for 

the notion that job involvement and work engagement would interact to produce workers’ work-

life conflict.  

5.1 Theoretical Implications 

5.1.1 Implications For The Job Demands-Resources Model 

Many of the current study’s findings provide support for our hypotheses (H1-H3) and the 

job demands-resources model, replicating previous research. Job demands were found to predict 

all outcomes (i.e., work-life conflict, strain, job satisfaction, exhaustion, and cynicism-and-

inefficacy) in the pattern that would be expected given previous research (e.g., Brough et al. 
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2013; Mache et al., 2016; Michel et al., 2010). Further, our findings support the often-untested 

assumption of the job demands-resources model, showing that greater job demands leads to 

greater burnout (i.e., exhaustion and cynicism-and-inefficacy) through strain. Though this 

pathway has been theorized before (e.g., Schaufeli, 2017), to our knowledge, we are the first to 

test and find empirical support for this relation. Consistent with previous research (e.g., 

Baeriswyl et al., 2016; Montgomery et al., 2006; Peeters et al., 2005), we also found support for 

the role of work-life conflict as an important mediator between job demands and burnout. Thus, 

our findings support the stress pathway of the job demands-resources model.  

Our findings were much more complex for job resources, suggesting that perhaps the 

motivation pathway of the job demands-resources model is not as parsimonious as it appears. 

Overall, we found that having greater job resources – regardless of type – led to higher well-

being outcomes for workers, which is consistent with previous research (Hu et al., 2011; Mache 

et al., 2016). However, these effects were not identical across all types of job resources. The 

most robust effects were found for general job resources (vs. supportive and stimulating job 

resources), which were more predictive of outcomes. Consistent with our hypotheses, workers 

with more (vs. less) general job resources reported higher job satisfaction (H3) and lower work-

life conflict (H4), as well as lower strain and cynicism-and-inefficacy. Perhaps because general 

job resources were, by operationalization, the ones that workers found most helpful and relevant, 

they were the ones that have the greatest impact on workers’ well-being and ill-being.  

Consistent with our hypothesis (H3), workers with more (vs. less) supportive job 

resources reported experiencing higher job satisfaction, but this failed to predict their experience 

of work-life conflict (H4). Finally, as predicted (H8), workers with more (vs. less) stimulating 

job resources felt less cynicism-and-inefficacy towards their work, however, no unique effect 
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was found for job satisfaction (H3). Perhaps due to the altered nature of work during the 

pandemic, supportive and stimulating job resources were less relevant at this time. For example, 

perhaps virtual coworker support is not as useful and predictive of outcomes as in-person 

coworker support. Thus, it appears that the different types of job resources do not predict the 

same outcomes for workers.  

In line with the job demands-resources model (e.g., Schaufeli, 2017) and previous 

research (e.g., Karanika-Murray et al., 2015), we found evidence that job resources leads to 

greater job satisfaction through the experience of greater work engagement. Though the job 

demands-resources model (Schaufeli, 2017) would suggest that the pathway from workers’ job 

resources to greater work engagement and subsequent job satisfaction should be consistent 

across all types of job resources, we did not find this to be the case. Support for this pathway was 

found when job resources were operationalized as stimulating job resources and supportive job 

resources, but not as general job resources. We argue that, although some of the general job 

resources mentioned by workers (e.g., technology, equipment) are highly valued during the 

pandemic and help them accomplish their work and reduce their ill-being, perhaps they do not 

increase their work engagement. Rather, job resources that offer opportunities for meaningful 

work (i.e., stimulating job resources) or that provide connection and emotional and instrumental 

support (i.e., supportive job resources), may be what motivates and engages workers. Our 

findings suggest important considerations for the job demands-resources model. Different types 

of job resources may lead to workers’ well-being, but these different types of job resources will 

have differential outcomes.  

We did not find clear evidence that job resources protect workers from job demands and 

negative outcomes, which is inconsistent with theory (e.g., the stress-buffering hypothesis, 
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Cohen & Wills, 1985; the job demands-resources model, Bakker et al., 2011), and some previous 

research (e.g., Bakker et al., 2011; Gu & Wang, 2019). However, the buffering effect of job 

resources on job demands and negative outcomes is not clearly found in the literature, with some 

research showing a lack of support for this notion (e.g., Viotti & Converso, 2016). Further, 

previous research conducted during the COVID-19 pandemic also show a lack of support for this 

buffering effect. Indeed, supervisor support and coworker support failed to protect against the 

effect of work demands on burnout (Jay, 2021) and social support and problem-focused coping 

failed to buffer the effects of workload on exhaustion (Woranetipo & Chavanovanich, 2021).  

In line with research showing a lack of support for the buffering effects of job resources 

on job demands during the pandemic, we did not find support for our hypothesis (H5, H6), that 

general and supportive job resources would protect workers from job demands’ effects on work-

life conflict or strain. Perhaps job demands and ill-being were too distressing for workers, and 

job resources were insufficient on their own to counteract their negative effects. Indeed, in 

research supporting the buffering effect of job resources on job demands and negative outcomes 

(Gu & Wang, 2019), workers’ job demands were found to be lower on average (M = 3.92, SD = 

1.36)11 than in our study (M = 4.92, SD = 1.26). These results suggest that workers’ job demands 

may be greater, or perceived as greater, during the pandemic. However, previous research (Gu & 

Wang, 2019) showed workers’ job resources (i.e., supervisor support) to be higher on average (M 

= 4.40, SD = 1.11) than our study’s measure of general job resources (M = 3.81, SD = 1.38), but 

not our measure of supportive job resources (M = 5.46, SD = .94). These results suggest that, 

 

11 Means from Gu and Wang (2019) were on a five-point scale. In order to ease comparisons with our study’s 

results, values were converted to a seven-point scale.  
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perhaps, the job resources that are most helpful to workers (i.e., general job resources) are not 

high enough to protect them against the negative impacts of job demands, whereas other types of 

resources that are more available to workers (e.g., supportive and stimulating job resources) are 

less protective of workers during times of great stress such as a global pandemic.  

Our exploratory findings offer further insights into how some job resources may protect 

workers against job demands, and some may not. Perhaps it is the case that not all job resources 

are equally helpful to manage workers’ job demands, or perhaps, different occupations deem 

some job resources more salient than others. Workers’ most frequently reported job demands 

were workload, job tasks, and time pressure. However, not all job resources are equally helpful 

to manage these job demands. For example, having power in the organization as one’s most 

available job resource is unlikely to be the most helpful, as power cannot directly address the 

work that needs to be completed. It may even be detrimental, as power may come with even 

greater duties and responsibilities. Further, coworker and supervisor support, if only emotionally 

supportive in nature, may also not be particularly helpful to manage issues of workload. In 

contrast, having time and ample support staff as available job resources would be much more 

helpful, as they can directly help to reduce the job demands at hand. Thus, it appears that not all 

job resources will be helpful in managing job demands. As such, job resources should be 

examined or considered in relation to complementary job demands in order to produce the 

greatest protective effects. 

5.1.2 Implications For The Dual Nature Of Work Engagement 

Our findings add to scholarship on the dual nature of work engagement. On the one hand, 

we found that workers who feel more energetic about, dedicated towards, and absorbed in their 

work (i.e., higher work engagement) also feel more satisfied with their job, which is consistent 
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with our hypothesis (H3) and in line with previous research (e.g., Kašpárková et al., 2018). On 

the other hand, we found that these workers who are higher in work engagement experience 

more of their work interfering with their life. This finding builds upon research showing that 

workers’ higher work engagement can lead to greater work-family conflict because workers stay 

late and perform duties and tasks outside their regular work role (Halbesleben et al., 2009; Lee et 

al., 2021). In addition, we found that highly engaged workers also experience more cynicism-

and-inefficacy, which is contrary to previous research (e.g., Hu et al., 2011). During non-

pandemic times, feeling vigor, dedication, and being absorbed in one’s work should be 

negatively associated with workers feeling cynical and detached from their work; however, this 

was not the case in our study. What might account for workers’ work engagement leading to 

their experience of more cynicism and inefficacy?  

Perhaps due to the pandemic’s hardships and unrelenting challenges, workers’ strong 

work engagement backfired. Rather than bolstering workers against the pandemic’s hardships 

and helping them feel positive towards their work and job, perhaps workers’ high work 

engagement negatively affected their attitudes towards work. For example, overburdened 

healthcare workers could have felt that their efforts and engagement towards their work were lost 

amid the staggering demands (e.g., increasing patient loads) facing the healthcare system. As 

such, they may have felt more detached from their work and less impactful (i.e., cynical and 

inefficacious). Further, other workers may have experienced issues due to the pandemic, such as 

obstacles to care, customer service, ability to source product, and many others, potentially 

leading them to feel more cynical about the meaning, purpose, or impact of their work, and 

ineffective at their jobs. Given these findings, it appears that greater work engagement leads to 
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both well-being and ill-being outcomes for workers and adds support to growing research 

exploring the dark side of work engagement (Halbesleben et al., 2009; Sonnentag, 2011).  

5.1.3 Implications For Job Involvement And Work Engagement 

We hypothesized (H9) but did not find support for the previously unexplored notion that 

workers’ levels of job involvement would act as a moderator of the work engagement to work-

life conflict relation. Perhaps it is not how involved a worker is in their job that pushes a person’s 

work engagement to such a point that it begins to negatively affect their home life (i.e., they 

experience work-life conflict). It may be the case that workers’ work engagement will lead to 

their experience of work-life conflict when their work is personally meaningful, motivated by a 

desire to help others, and stemming from a summons from an external source (i.e., this work is 

their vocation or “calling;” Duffy et al., 2012). It may also be the case that workers’ work 

engagement will lead to their experience of work-life conflict when workers love their job (i.e., 

feel passion for their work, commitment to their organization, and have close relationships with 

people at work; Kelloway et al., 2010). Thus, among workers who view their work as a vocation 

(or who love their job), greater work engagement may lead to greater work-life conflict, as they 

will be driven to devote themselves to their work to fulfill their purpose, calling, or passion, even 

to the detriment of their personal life. Future research should examine such potential moderators.  

Though we did not find evidence that job involvement and work engagement interacted 

to produce work-life conflict (H9), unexpectedly, we found evidence of this interaction for 

exhaustion, and cynicism-and-inefficacy. To our knowledge, these effects have not been 

demonstrated in previous research. We reason that the interactive effects of job involvement and 

work engagement were found for exhaustion and cynicism-and-inefficacy perhaps because they 

are all within the work-domain. As such, job involvement and work engagement may be better 
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predictors of work-related outcomes. In contrast, work-life conflict also accounts for the life-

domain aspect inherent in the construct. Perhaps work-domain-specific constructs, such as job 

involvement and work engagement, do not have as much predictive ability of constructs such as 

work-life conflict, compared to constructs that span both work and home domains (e.g., grit, 

perfectionism). Thus, future research should examine the interaction of job involvement and 

work engagement on work-domain-specific constructs.  

5.1.4 Implications For Stimulating Job Resources 

We followed up on previous qualitative findings by Lee et al., (2021), suggesting that 

greater stimulating job resources would lead workers to experience greater exhaustion through 

greater work engagement and subsequent work-life conflict. As hypothesized (H7), the 

individual paths of the mediation were in the direction we expected. However, the indirect effect 

was not found to be significant, thus we did not find support for our hypothesis. Given that we 

found evidence of the individual paths, but did not find a significant indirect effect, we may not 

have had sufficient power to conduct this analysis. In addition, perhaps because the previous 

research that this hypothesis was based upon was conducted with academic physicians from a top 

teaching hospital in Canada, our broader sample tempered our findings, and we were unable to 

find evidence of this phenomenon. Thus, it may be the case that this phenomenon is strongest for 

specific types of workers (e.g., those who are likely to have many stimulating job resources).12 

An alternate possibility to explain the finding is that, given the context of the COVID-19 

pandemic, constructs such as stimulating job resources may be lower than usual, as many 

 

12 Exploratory analyses were conducted examining this mediation among the faculty sample and the mixed sample, 

respectively. Among both samples, the indirect effect was non-significant.  
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workers are anxious about pandemic-related issues or illness, not in their typical workplaces, or 

even performing regular work duties. However, our study shows that workers are experiencing 

moderate-to-high levels of stimulating job resources (M = 5.61, SD = .80), whereas previous 

research (Gu & Wang, 2019) found workers to have lower stimulating job resources (i.e., 

perceived meaning of work; M = 4.77, SD = 1.44). These results suggest that lower stimulating 

job resources is not driving this result. It may also be the case that this prediction is difficult to 

test during such a time as a global pandemic. Future research should retest these predictions 

when the demands of the pandemic have subsided.  

5.2 Strengths of the Current Research 

 There are a number of methodological strengths of the current research. A strength of the 

current study is that we engaged in a quantitative replication and extension of a qualitative study 

(Lee et al., 2021) using a triangulation of methods. Another strength is that our study 

predominantly used published and previously validated scales (e.g., The Time-Based Work-

Interference-With-Family scale; Carlson et al., 2000), which have been tested for measurement 

error, internal consistency, and validity (Kimberlin & Winterstein, 2008). Further, we were able 

to make inferences about workers’ experiences since the onset of the pandemic, as instructions 

for each measure were adapted to reflect the pandemic context of the study. For example, when 

answering questions related to supervisor support, we asked participants to reflect on their 

experiences, “since the beginning of the COVID-19 related disruptions.” Finally, we removed 

the data of participants who failed the majority of our attention check items, and/or failed any of 

our conscientiousness check items, which helped to increase the quality of our data.  

There were also strengths regarding our study’s sample. The current study had a large 

sample size (N = 693), which provided us with adequate power, given a priori power analyses, to 
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test our analyses. Interestingly, despite the fact that our participants were recruited from four 

diverse groups (i.e., faculty, MTurk, snowball sample, veterinarians) using different sampling 

methodologies (i.e., snowball and MTurk), preliminary analyses suggest that the different 

samples experience the phenomena examined in the study in relatively similar ways. Thus, our 

study’s findings may reflect the experiences of a variety of workers and be generalizable to the 

pandemic experiences of other American and Canadian workers. 

 Our study introduces idiographic measures of general job demands and general job 

resources, which increased our ability to predict- and provided insight to aid in our interpretation 

of relevant outcomes. Use of these measures is a strength of the study as they allowed us to 

compare workers’ levels of overall demands and resources across any context, occupation, or 

situation, because each person can think of whichever demands and resources are most relevant 

for them when answering about their level of demands and resources. Thus, we were able to 

determine which job demands and resources were most impactful for workers during the 

COVID-19 pandemic. In contrast, traditional measures of single constructs (e.g., coworker 

support) might have predictive validity issues. This may be because they have less predictive 

validity for workers in contexts where that job resource is less relevant (e.g., low collaborative 

environments), and be a much better predictor for workers in contexts where this job resource is 

more relevant (e.g., high collaborative environments). Taken together, our idiographic measures 

are a strength of the study because they are highly relevant to each participant, strengthening our 

predictive ability. 

5.3 Limitations and Future Directions 

There are a few limitations of the current study. The first limitation is the study’s cross-

sectional design. Though this approach gives us a “snapshot” into what the workers were 
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experiencing at the time of survey administration (July-August 2020) and allowed us to measure 

and compare many variables simultaneously, we were unable to determine any causal effects. 

For example, we are unable to state if having more stimulating job resources causes workers to 

have less feelings of cynicism-and-inefficacy regarding their work, or if feeling cynical and 

inefficacious about work causes workers to report less stimulating job resources. As such, future 

research should employ a longitudinal design to be able to determine the causal mechanisms of 

job demands and job resources on well-being and ill-being outcomes.  

A second limitation stemming from our cross-sectional design is potential common 

method variance, which may have implications for the strength of some of our correlations. For 

example, job demands and strain are correlated at r = .67, whereas previous cross-sectional 

research found job demands and stress/strain correlated at r = .44 (Mudrak et al., 2018) and r = 

.15 (Brough et al., 2013). It is possible that our idiographic measure of job demands is a better 

predictor of outcomes; as such, the correlation between job demands and strain is stronger than 

previous studies. We also found strain and exhaustion correlated at r = .69, whereas cross-

sectional research has found strain (operationalized as mental fatigue) and exhaustion correlated 

at r = .52 (Demerouti et al., 2002). Our finding that strain and exhaustion are highly correlated 

provides empirical support for the notion that exhaustion is a form of strain (e.g., Bakker & 

Demerouti, 2018). However, other research suggests that strain and exhaustion are distinct (e.g., 

Bakker et al., 2004). The lack of clarity surrounding the conceptual distinctiveness of strain and 

exhaustion suggests a need for more work in this area to disentangle the constructs theoretically. 

Taken together, it is possible that our strong correlations are due to common method variance, 

which may be inflating the correlations between these related constructs (Podaskoff et al., 2003). 

As such, the strength of these correlations is called into question as to whether they are “true” or 
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inflated. However, the fact that we were able to detect multiple interactions reveals that common 

method variance was unlikely to be a major problem (Chang et al., 2010).  

A third limitation is our ability to attract and retain participants. The survey included 

many measures, making the survey lengthy and time-consuming. Thus, participants may have 

suffered from fatigue while completing the survey and dropped out as a result. Indeed, 78 

participants were removed due to non-completion of key measures, and 62 were removed due to 

failed conscientiousness check items, which were at the end of the survey. In addition, we may 

not have collected data from those who are less exhausted, strained, and experiencing work-life 

conflict. Indeed, on average, workers reported moderate levels of exhaustion (M = 4.72, SD = 

1.37), strain (M = 4.69, SD = 1.34), and work-life conflict (M = 4.64, SD =1.60). These results 

indicate that the lower distribution of results (i.e., those who are lower in ill-being) are less 

represented in our study than those higher in the distribution (i.e., those who are moderate to 

high in ill-being). Thus, perhaps some of our effects for ill-being outcomes are overestimated, as 

we’re missing the people who are experiencing the least negative effects of the pandemic.  

A fourth limitation is that we required participants to be full-time workers. Thus, the 

experiences of those who have been let go or who have voluntarily turned over is not captured. 

Reports are emerging regarding The Great Resignation, during which many workers are leaving 

their organizations due to stress, mental health issues, among others (e.g., Cook, 2021). Indeed, it 

is estimated that 20 million US workers quit between April and August 2021 – which is 60% 

higher than the same period in 2020 (Dill, 2021), and nearly 20% of Canadians resigned due to 

work stress (Leung, 2021). It may be the case that those who were most strained and exhausted 

are those who chose to leave their jobs. As such, we may have issues of range restriction on 

some of our constructs, such as job demands, work-life conflict, strain, exhaustion, and 
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cynicism-and-inefficacy. Thus, our results may be confined to those who are not experiencing 

the greatest burdens (e.g., not experiencing the most strain or exhaustion), as they have already 

left their occupations.  

A fifth limitation is that we did not examine certain demographic data in relation to our 

study. Though we collected various participant demographics (e.g., gender, age of children, work 

location, marital status, parental status, identification as a visible ethic minority, indigeneity, 

disability status), we only examined effects of gender, work location, and parental status on our 

variables of interest (also, see Appendix X). Other demographic variables were not examined, as 

they were beyond the scope of the current study. It may be the case that other demographic 

variables, such as age of children, occupation, and other life circumstances (e.g., eldercare 

responsibilities), have effects for workers’ outcomes. Indeed, research conducted in 2021 showed 

effects of parental status and age of youngest child on work-life conflict (e.g., Schieman et al., 

2021). Workers whose youngest child was between the ages of 6 and 12 experienced the same 

level of work-life conflict during the pandemic as pre-pandemic, whereas workers who did not 

have children experienced a decrease in their work-life conflict (Schieman et al., 2021). Further, 

other research shows that parents, in particular parents with only young (i.e., school-aged) 

children, were most likely to express concerns about balancing their work with their caregiving 

responsibilities and child(ren)’s school, as compared to parents with older children (Statistics 

Canada, 2020). Finally, it is possible that gender may have had a larger effect on our results if we 

had examined life-interfering-with-work conflict, given that women’s share of household and 

childcare responsibilities is often greater than men’s (e.g., Moyser & Burlock, 2018). Future 

research should examine, in greater depth, the sociodemographic and employment characteristics 

that may contribute to workers’ experiences of work-life conflict and other outcomes (e.g., 
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burnout). Further, these demographic variables may affect which job demands and job resources 

are important to workers and impact their effect on workers’ ill-being and well-being. Thus, 

future research should also examine whether different groups report different job demands and 

job resources as salient to them, for example, do Indigenous workers report the same general job 

resources as non-Indigenous workers?  

5.4 Practical Implications 

Our study has important implications for researchers who wish to examine job demands 

and resources using self-report survey methodology. First, our exploratory analyses show that 

workers are experiencing some different job demands and job resources than are typically 

measured in the existing literature (e.g., Crawford et al., 2010). For instance, though uncommon 

in the existing literature, many workers emphasized telework as a job demand, which makes a 

great deal of sense when considered within the context of the pandemic. Given that many 

workers began working from home, aspects of teleworking, including too much screen time, 

have become a major issue for workers. In addition, a few job resources that were mentioned 

(e.g., sufficient technology) are also not commonly found in the literature, but are consistent with 

the definition of job resources, as aspects of the job that help with work goals, reduce job 

demands, and/or stimulate personal growth (Bakker & Demerouti, 2017). During the pandemic, 

resources such as technology were critically important for remote workers who relied on stable 

and reliable technology and internet access. These findings suggest that existing survey research 

may be missing key contributors (i.e., job demands and job resources), particularly during the 

pandemic, to workers’ well-being and ill-being.  

Second, our findings showed that general job resources predicted more outcomes than 

other measures of job resources (i.e., stimulating and supportive job resources). This result 
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suggests that the use of only traditionally examined job resources and measures of such (e.g., 

coworker support) may be limiting researchers’ abilities to predict outcomes and understand the 

demands and resources that are most affecting workers. Taken together, we recommend that 

researchers and organizations use idiographic measures of job demands and resources with open-

ended responses, in addition to traditional measures, as we did, to better predict well-being and 

ill-being outcomes, and to reflect the nuances of different types of work, workers, and 

workplaces. Organizations can also use these methods to determine the most pertinent job 

demands and resources for their employees and the ones that would be best to act upon to 

produce desirable outcomes (e.g., increase well-being, decrease ill-being). For example, if 

employees identify having opportunities to informally connect with coworkers as an important 

job resource that increases their well-being, an organization could help create and fund a group 

that plans social gatherings for coworkers to meet, connect, and relax together.  

Third, our findings suggest that workers who are more engaged in their work report 

experiencing greater well-being, as well as greater ill-being, which paints a complex and difficult 

picture for organizations. Indeed, these workers reported greater job satisfaction (i.e., well-

being), and work-life conflict and cynicism-and-inefficacy (i.e., ill-being). To combat the 

negative effects of work engagement and retain its positive effects, we recommend that 

organizations promote balance for highly engaged workers. Organizations can resist or actively 

reject work cultures that celebrate overwork and perpetuate long or late work hours. Rather, they 

can encourage life outside of work, for example by creating activities or team-building groups 

that can be engaged in after work hours, or organizations can enforce policies that ensure 

employees are not contacted outside of work hours. As well, organizations or teams can celebrate 

non-work milestones, such as weddings and pets. Organizations can also create family-friendly 
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work policies and encourage workers to use them, so that they may embrace both their work and 

home lives and use them to enrich each other (i.e., work-family enrichment or integration). 

Finally, organizations can acknowledge the difficult situation that highly engaged workers are in 

– that they may love and want to devote themselves to their job so much, that they are burning 

themselves out. As highlighted by Gruman & Saks (2019), organizations may benefit from their 

highly engaged workers’ performance, and still protect and promote their well-being.  

Fourth, in addition to the promotion of balance for workers, we recommend that 

organizations encourage rest and relaxation for their employees. In times of great and prolonged 

stress (e.g., a global pandemic), people require periods of recovery to rest and recoup (e.g., the 

effort recovery model; Meijman & Mulder, 1998). As such, workers who are suffering from high 

job demands and burdens from the pandemic may benefit greatly from being able to detach from 

work and engage in self-care. For an organization, promotion of detachment, rest, and recovery 

may look like encouraging workers to enforce clear boundaries of time, effort, energy around 

work (e.g., workers will only respond to work calls during work hours) or encouraging all 

workers to use their vacation days each year.  

5.5 Conclusion 

 The findings of the current study offer a glimpse into workers’ experiences during the 

COVID-19 pandemic. It appears that workers are suffering through a number of job demands, 

including their regular job tasks and workload, as well as new job demands due to the pandemic, 

such as telework. As a result of these demands, workers are experiencing greater ill-being, such 

as greater work-life conflict, strain, and burnout, and less job satisfaction. Workers’ job 

resources such as coworkers and access to technology support well-being, as indicated by greater 

job satisfaction, and lower work-life conflict, strain, and cynicism-and-inefficacy. However, job 
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resources aren’t enough to combat or protect workers against job demands’ effects on ill-being. 

Disturbingly, even workers who are feeling energetic, dedicated to, and absorbed in their work 

(i.e., higher in work engagement) are experiencing some negative effects. While they are higher 

in job satisfaction, they are also feeling more cynical and inefficacious towards their jobs. It 

appears that the pandemic has placed inordinate burdens on workers’ well-being. To help, we 

recommend a focus on detachment from work and a promotion of balance between work and 

home, so that workers may adequately recover from their demands and stressors, are protected in 

the future from experiences of ill-being, and may experience greater well-being.  
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Tables 

Table 1. Demographics of sample (N = 693) 

Characteristic Frequency Percentage 
Gender 

 Men 390 56.3% 
 Women 290 41.8% 
 Gender not listed  3 .4% 
 Did not disclose 10 1.4% 

Age Range 20 – 74 years old (M = 38.8, SD = 11.2) 
Relationship Status 

 Single, never married 112 16.2% 
 Married 482 69.6% 
 Other (e.g., Divorced, Separated, Status not 

listed) 
92 13.3% 

 Did not disclose 7 1.0% 
Children  

 Have children 462 66.7% 
 Do not have children 228 32.9% 
 Did not disclose 3 .4% 

Number of Children 0 to 6 children (M = 1.18, SD = 1.05) 
Ages of Children 0 to 40 years old (M = 11.30, SD = 8.06) 
Dependent Care Needs (Other than Children) 
 Yes, engages in other dependent care  164 23.7% 
 No, does not engage in other dependent 

care 
439 63.3% 

 Did not disclose 90 13.0% 
Work Location  

 Mostly or entirely from home  419 60.5% 
 Equally from home and job location  68 9.8% 
 Mostly or entirely from job location  205 29.6% 
 Did not disclose 1 .1% 

Occupation13 
 Professional  364 52.5% 
 Management  115 16.6% 
 Technical/skilled trades  68 9.8% 
 Intermediate  23 3.3% 
 Labour 1 .1% 

 

13 Occupations were coded using the National Occupational Classification (NOC) system 

(https://www.canada.ca/en/immigration-refugees-citizenship/services/immigrate-canada/express-

entry/eligibility/find-national-occupation-code.html) 



 

 106 

Supervisory Responsibilities14 
 Yes, has supervisory responsibilities 328 47.3% 
 No, does not have supervisory 

responsibilities 
149 21.5% 

 Did not disclose 23 3.3% 
Sector 

 Not-for-profit 13 1.9% 
 Public 330 47.6% 
 Private 316 45.6% 
 Other 1 .1% 
 Did not disclose 33 4.8% 

Tenure 1 to 55 years (M = 8.85, SD = 7.88) 
 

  

 

14 This data was not collected for the faculty sample 
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Table 2. Intercorrelations among job resource measures. 

Constructs Correlation 

Supervisor support and coworker support r(665) = .46, 95% CI[.40, .52], p < .001 

General job resources and coworker support r(665) = .06, 95% CI[-.01, .14], p = .11 

General job resources and supervisor support r(665) = .08, 95% CI[.01, .16], p = .03 
General job resources and supportive job 
resources 

r(668) = .08, 95% CI[.01, .08], p = .03 

Stimulating job resources and general job 
resources 

r(668) = -.01, 95% CI[-.08, .07], p = .85 

Stimulating job resources and supportive job 
resources 

r(668) = .37, 95% CI[.30, .37], p < .001 
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Table 3. Means, standard deviations, and correlations with confidence intervals 

Variable     Mean      SD 1 2 3 4 5 6 7 8 9 10 11 
              
1. Job Demands 4.92 1.26  (.86)                    
                           
2. Gen. Job 
Resources 3.81 1.38 -.52** (.75)a                   

      [-.57, -.46]                    
                           
3. Sup. Job 
Resources 5.46 0.94 .13** .06  (.85)                

      [.06, .21] [-.01, .14]                  
                           
4. Stim. Job 
Resources 5.61 0.80 .17** -.00 .37**  (.84)              

      [.09, .24] [-.08, .08] [.31, .44]                
                           
5. JobInv 4.58 1.01 .31** -.17** .26** .43** (.82)             

      [.24, .38] [-.25, -.10] [.19, .33] [.37, .49]              
                           
6. WorkEng 4.85 1.09 .11** -.05 .36** .42** .52**  (.89)          

      [.03, .18] [-.13, .03] [.29, .42] [.36, .48] [.47, .58]            
                           
7. Strain 4.69 1.34 .67** -.41** .10* .06 .18** .08*  (.79)        

      [.63, .71] [-.48, -.35] [.02, .17] [-.01, .14] [.11, .25] [.01, .16]          

                           
8. W-L Conflict  4.64 1.60 .63** -.44** .13** .13** .38** .27** .53**  (.86)      

      [.58, .67] [-.50, -.38] [.05, .20] [.05, .20] [.31, .45] [.20, .34] [.47, .58]        
                           
9. Exhaustion 4.72 1.37 .71** -.42** .10* .13** .29** .13** .69** .65**  (.85)    

      [.67, .75] [-.48, -.35] [.02, .17] [.06, .21] [.22, .36] [.05, .20] [.65, .73] [.60, .69]      
                           
10. Cynicism-
and-Inefficacy 3.92 1.59 .54** -.40** .09* -.13** .15** .22** .57** .56** .61**  (.94)  

      [.48, .59] [-.46, -.33] [.02, .17] [-.21, -.06] [.08, .23] [.15, .29] [.52, .62] [.50, .61] [.56, .66]    
                           
11. Job 
Satisfaction 5.12 1.50 -.10* .20** .40** .33** .34** .59** -.16** .04 -.13** -.04 ---b 

      [-.17, -.02] [.13, .28] [.33, .46] [.26, .40] [.27, .40] [.54, .64] [-.24, -.09] [-.03, .12] [-.20, -.05] [-.12, .04]  
                          

Note. N = 665. * indicates p < .05. ** indicates p < .01. Values in square brackets indicate the 95% confidence interval for each correlation. Values in 
parentheses indicate Cronbach’s alphas. a Values reported for two-item measures are inter-item correlations. b Reliabilities are not reported for single-item 
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measures. Gen. Job Resources = general job resources; Sup. Job Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = 
job involvement; WorkEng = work engagement; W-L conflict = work-life conflict. All variables were measured on a 7-point Likert scale.  
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Table 4. Hierarchical regression analysis with work-life conflict as the outcome variable 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample -0.09 0.07 -0.23 0.05 .003   -0.28*** 0.06 -0.39 -0.16 .017   -0.27*** 0.06 -0.38 -0.15 .016 
Step 2                
 Job Demands         0.69*** 0.05  0.60  0.77 .185    0.66*** 0.05  0.57  0.75 .166 
 Gen. Job Resources        -0.15*** 0.04 -0.23 -0.08 .012   -0.13** 0.04 -0.21 -0.06 .009 
 Sup. Job Resources         0.01 0.05 -0.10  0.11 .000    0.02 0.05 -0.09  0.12 .000 
 Stim. Job Resources        -0.09 0.07 -0.22  0.05 .001   -0.06 0.07 -0.20  0.08 .001 
 JobInv         0.27*** 0.06  0.15  0.38 .017    0.27*** 0.06  0.16  0.39 .016 
 WorkEng         0.14* 0.06  0.03  0.25 .005    0.16** 0.06  0.05  0.27 .006 
Step 3                
 JD x Gen. JR              0.07** 0.03  0.02 0.12 .006 
 JD x Sup. JR             -0.03 0.04 -0.10 0.05 .000 
 JD x Stim. JR              0.07 0.05 -0.02 0.17 .002 
  JobInv x WorkEng              0.04 0.04 -0.03 0.11 .001 
Model R2  .003     .490***     .499*     
Model △R2          .488         .008     

Note. N = 658. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement.  
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Table 5. Hierarchical regression analysis with strain as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample 0.13* 0.06 0.01 0.25 .007   -0.07 0.05 -0.17  0.03 .002   -0.06 0.05 -0.16  0.04 .001 
Step 2                
 Job Demands         0.69*** 0.04  0.61  0.76 .262    0.67*** 0.04  0.60 0.75 .243 
 Gen. Job Resources        -0.09** 0.03 -0.15 -0.02 .006   -0.08* 0.03 -0.15 -0.02 .005 
 Sup. Job Resources         0.05 0.05 -0.05  0.14 .001    0.04 0.05 -0.05  0.13 .001 
 Stim. Job Resources        -0.07 0.06 -0.18  0.05 .001   -0.06 0.06 -0.18  0.06 .001 
 JobInv        -0.04 0.05 -0.13  0.06 .000   -0.01 0.05 -0.11  0.09 .000 
 WorkEng         0.01 0.05 -0.08  0.11 .000    0.02 0.05 -0.07  0.12 .000 
Step 3                
 JD x Gen. JR              0.00 0.02 -0.04  0.05 .000 
 JD x Sup. JR             -0.02 0.03 -0.09  0.04 .000 
 JD x Stim. JRa              0.09 0.04  0.01  0.18 .004 
  JobInv x WorkEng              0.05 0.03 -0.01  0.11 .002 
Model R2  .007*       .460***        .468***     
Model △R2         .453        .008     

Note. N = 658. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. a Bonferroni correction applied 
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Table 6. Hierarchical regression analysis with job satisfaction as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample -0.39*** 0.06 -0.52 -0.27 .053   -0.12* 0.06 -0.23 -0.01 .004    -0.12* 0.06 -0.23 -0.01 .003 
Step 2                
 Job Demands        -0.12** 0.04 -0.21 -0.04 .007    -0.12** 0.04 -0.21 -0.04 .006 
 Gen. Job Resources         0.19*** 0.04  0.12  0.26 .021     0.21*** 0.04  0.14  0.29 .026 
 Sup. Job Resources         0.31*** 0.05  0.21  0.42 .030     0.33*** 0.05  0.23  0.43 .033 
 Stim. Job Resources         0.11 0.07 -0.02  0.25 .002     0.14* 0.07  0.01  0.28 .004 
 JobInv         0.13* 0.06  0.02  0.24 .004     0.09 0.06 -0.03  0.20 .002 
 WorkEng         0.62*** 0.06  0.52  0.73 .108     0.60*** 0.06  0.49  0.71 .097 
Step 3                
 JD x Gen. JR               0.04 0.02 -0.01  0.09 .002 
 JD x Sup. JRa               0.09 0.04  0.02  0.16 .004 
 JD x Stim. JR               0.02 0.05 -0.08  0.11 .000 
  JobInv x WorkEnga              -0.08 0.03 -0.15 -0.01 .004 
Model R2  .053***        .465***          .477**     
Model △R2          .411          .013     

Note. N = 660. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. a Bonferroni correction applied 
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Table 7. Hierarchical regression analysis with exhaustion as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample 0.09 0.06 -0.03 0.21 .004   -0.18*** 0.05 -0.28 -0.09 .010   -0.16** 0.05 -0.26 -0.07 .008 
Step 2                
 Job Demands         0.75*** 0.04  0.67  0.82 .296    0.71*** 0.04  0.64  0.79 .257 
 Gen. Job Resources        -0.05 0.03 -0.12  0.01 .002   -0.05 0.03 -0.11  0.02 .001 
 Sup. Job Resources        -0.03 0.04 -0.12  0.06 .000   -0.03 0.04 -0.12  0.05 .000 
 Stim. Job Resources         0.04 0.06 -0.07  0.15 .000    0.05 0.06 -0.06  0.16 .000 
 JobInv         0.13** 0.05  0.03  0.22 .005    0.18*** 0.05  0.09  0.28 .010 
 WorkEng        -0.04 0.05 -0.13  0.05 .001   -0.03 0.05 -0.12  0.07 .000 
Step 3                
 JD x Gen. JR              0.03 0.02 -0.01  0.07 .001 
 JD x Sup. JR              0.03 0.03 -0.03  0.10 .001 
 JD x Stim. JR              0.06 0.04 -0.01  0.14 .002 
  JobInv x WorkEng              0.12*** 0.03  0.06  0.17 .011 
Model R2  .004       .527***        .546***     
Model △R2         .524        .019     

Note. N = 660. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. 
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Table 8. Hierarchical regression analysis with cynicism-and-inefficacy as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample -0.53*** 0.07 -0.66 -0.40 .087  -0.61*** 0.06 -0.72 -0.49 .083  -0.59*** 0.06 -0.70 -0.48 .078 
Step 2                
 Job Demands        0.72*** 0.04 0.64 0.81 .206   0.69*** 0.04 0.60 0.77 .178 
 Gen. Job Resources       -0.13*** 0.04 -0.21 -0.06 .010  -0.12** 0.04 -0.20 -0.05 .008 
 Sup. Job Resources        0.08 0.05 -0.02 0.18 .002   0.08 0.05 -0.02 0.18 .002 
 Stim. Job Resources       -0.47*** 0.07 -0.60 -0.33 .035  -0.45*** 0.07 -0.59 -0.32 .033 
 JobInv       -0.01 0.06 -0.12 0.10 .000   0.04 0.06 -0.07 0.16 .000 
 WorkEng        0.19*** 0.06 0.09 0.30 .009   0.22*** 0.06 0.11 0.32 .011 
Step 3                
 JD x Gen. JR             0.04 0.02 -0.01 0.09 .002 
 JD x Sup. JR             0.02 0.04 -0.06 0.09 .000 
 JD x Stim. JR             0.06 0.05 -0.04 0.15 .001 
  JobInv x WorkEng             0.11** 0.03 0.04 0.18 .008 
Model R2  .087***      .515***       .528**     
Model △R2        .428       .013     

Note. N = 660. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. 
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Table 9. Hierarchical regression analysis with group difference covariates and work-life conflict as the outcome variable 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample    -0.08 0.08 -0.23 0.07 0.002    -0.27*** 0.06 -0.39 -0.14 0.014    -0.26*** 0.06 -0.38 -0.14 0.013 
 Gender     0.11 0.06 -0.02 0.23 0.004 0.06 0.05 -0.03 0.15 0.001 0.06 0.05 -0.03 0.15 0.001 
 Parental Status    0.38*** 0.07 0.25 0.51 0.047   0.15** 0.05 0.05 0.25 0.007    0.17** 0.05 0.07 0.27 0.008 
 Work Location -0.12** 0.04 -0.20 -0.03 0.011    -0.06 0.03 -0.12 0.00 0.003     -0.06 0.03 -0.12 0.00 0.003 
Step 2                
 Job Demands       0.68*** 0.05 0.59 0.76 0.179   0.65*** 0.05 0.56 0.74 0.158 
 Gen. Job Resources      -0.14*** 0.04 -0.22 -0.07 0.011 -0.12** 0.04 -0.20 -0.05 0.008 
 Sup. Job Resources        -0.01 0.05 -0.12 0.10 0.000     0.00 0.06 -0.11 0.10 0.000 
 Stim. Job Resources        -0.09 0.07 -0.23 0.05 0.001    -0.06 0.07 -0.20 0.08 0.001 
 JobInv       0.28*** 0.06 0.17 0.40 0.019    0.30*** 0.06 0.18 0.42 0.019 
 WorkEng         0.12* 0.06 0.00 0.23 0.003 0.14* 0.06 0.03 0.25 0.004 
Step 3                
 JD x Gen. JR              0.07** 0.03 0.02 0.12 0.006 
 JD x Sup. JR               -0.06 0.04 -0.14 0.02 0.002 
 JD x Stim. JR            0.09 0.05 -0.01 0.19 0.003 
  JobInv x WorkEng            0.06 0.04 -0.01 0.13 0.002 
Model R2  .060***     .505***     .516**     
Model △R2          .445         .011     

Note. N = 643. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement.  
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Table 10. Hierarchical regression analysis with group difference covariates and strain as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample 0.10 0.07 -0.03 0.23 0.004 -0.09 0.06 -0.20 0.02 0.002 -0.09 0.05 -0.19 0.02 0.002 
 Gender    0.17** 0.05 0.06 0.27 0.015     0.12** 0.04 0.04 0.20 0.008     0.12** 0.04 0.05 0.20 0.008 
 Parental Status 0.11 0.06 0.00 0.22 0.006 -0.06 0.04 -0.15 0.02 0.002 -0.06 0.04 -0.14 0.03 0.001 
 Work Location    -0.06 0.04 -0.13 0.02 0.003 -0.03 0.03 -0.08 0.03 0.001 -0.02 0.03 -0.08 0.03 0.001 
Step 2                
 Job Demands          0.70*** 0.04 0.62 0.77 0.269      0.68*** 0.04 0.61 0.76 0.246 
 Gen. Job Resources       -0.09** 0.03 -0.16 -0.03 0.006  -0.08* 0.03 -0.14 -0.01 0.004 
 Sup. Job Resources      0.07 0.05 -0.02 0.16 0.002  0.07 0.05 -0.03 0.16 0.002 
 Stim. Job Resources         -0.07 0.06 -0.19 0.05 0.001     -0.05 0.06 -0.18 0.07 0.001 
 JobInv         -0.04 0.05 -0.14 0.06 0.001     -0.02 0.05 -0.12 0.09 0.000 
 WorkEng          0.01 0.05 -0.09 0.11 0.000      0.02 0.05 -0.08 0.12 0.000 
Step 3                
 JD x Gen. JR            0.02 0.02 -0.03 0.06 0.000 
 JD x Sup. JR           -0.03 0.03 -0.09 0.04 0.000 
 JD x Stim. JRa            0.13 0.04 0.04 0.21 0.007 
  JobInv x WorkEng            0.05 0.03 -0.02 0.11 0.002 
Model R2  .026**     .475***     .485*     
Model △R2          .449     .011     

Note. N = 643. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. a Bonferroni correction applied 
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Table 11. Hierarchical regression analysis with group difference covariates and job satisfaction as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample  -0.29*** 0.07 -0.43 -0.16 0.025 -0.10 0.06 -0.22 0.02 0.002 -0.10 0.06 -0.22 0.02 0.002 
 Gender   -0.05 0.06 -0.17 0.06 0.001 -0.03 0.05 -0.12 0.06 0.000 -0.02 0.05 -0.11 0.06 0.000 
 Parental Status 0.21** 0.06 0.09 0.33 0.017 0.09 0.05 -0.01 0.19 0.003  0.07 0.05 -0.03 0.17 0.002 
 Work Location   -0.12** 0.04 -0.19 -0.04 0.012 -0.03 0.03 -0.09 0.03 0.001 -0.03 0.03 -0.09 0.04 0.001 
Step 2                
 Job Demands        -0.13** 0.04 -0.21 -0.04 0.007 -0.13** 0.04 -0.22 -0.04 0.007 
 Gen. Job Resources       0.19*** 0.04 0.12 0.26 0.022    0.21*** 0.04 0.14 0.29 0.026 
 Sup. Job Resources       0.29*** 0.05 0.18 0.39 0.025    0.31*** 0.05 0.21 0.41 0.029 
 Stim. Job Resources         0.12 0.07 -0.02 0.25 0.003 0.15* 0.07 0.01 0.28 0.004 
 JobInv         0.15** 0.06 0.04 0.26 0.006     0.10 0.06 -0.01 0.22 0.003 
 WorkEng      0.61*** 0.06 0.50 0.72 0.100    0.59*** 0.06 0.48 0.71 0.095 
Step 3                
 JD x Gen. JR           0.04 0.02 -0.01 0.09 0.002 
 JD x Sup. JRa           0.07 0.04 -0.01 0.15 0.003 
 JD x Stim. JR           0.02 0.05 -0.07 0.12 0.000 
  JobInv x WorkEnga              -0.07 0.04 -0.14 -0.01 0.004 
Model R2  .074***     .454***     .464*     
Model △R2          .380         .010     

Note. N = 644. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. a Bonferroni correction applied 
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Table 12. Hierarchical regression analysis with group difference covariates and exhaustion as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample 0.09 0.07 -0.04 0.22 0.003  -0.16** 0.05 -0.27 -0.06 0.007 -0.15** 0.05 -0.25 -0.04 0.006 
 Gender 0.10 0.06 -0.01 0.21 0.005 0.05 0.04 -0.03 0.13 0.001     0.05 0.04 -0.03 0.12 0.001 
 Parental Status   0.18** 0.06 0.06 0.29 0.014 0.00 0.04 -0.08 0.08 0.000     0.00 0.04 -0.08 0.09 0.000 
 Work Location -0.08* 0.04 -0.15 0.00 0.006     -0.04 0.03 -0.09 0.02 0.001    -0.04 0.03 -0.09 0.01 0.002 
Step 2                
 Job Demands         0.75*** 0.04 0.68 0.82 0.298    0.71*** 0.04 0.64 0.78 0.254 
 Gen. Job Resources         -0.05 0.03 -0.11 0.02 0.002    -0.04 0.03 -0.10 0.03 0.001 
 Sup. Job Resources         -0.03 0.05 -0.12 0.06 0.000    -0.03 0.05 -0.12 0.05 0.000 
 Stim. Job Resources          0.04 0.06 -0.08 0.16 0.000     0.05 0.06 -0.06 0.17 0.001 
 JobInv      0.12* 0.05 0.03 0.22 0.005    0.18*** 0.05 0.09 0.28 0.010 
 WorkEng         -0.03 0.05 -0.12 0.07 0.000    -0.01 0.05 -0.11 0.08 0.000 
Step 3                
 JD x Gen. JR           0.03 0.02 -0.01 0.07 0.001 
 JD x Sup. JR           0.03 0.03 -0.04 0.09 0.000 
 JD x Stim. JRa           0.08 0.04 0.00 0.16 0.003 
  JobInv x WorkEng               0.13*** 0.03 0.07 0.18 0.013 
Model R2  .025**     .530***     .552***     
Model △R2          .505        .022     

Note. N = 644. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement. a Bonferroni correction applied 
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Table 13. Hierarchical regression analysis with group difference covariates and cynicism-and-inefficacy as the outcome variable. 

    Model 1 Model 2 Model 3 
      95% CI       95% CI       95% CI   

    B SE LL UL sr2 B SE LL UL sr2 B SE LL UL sr2 
Step 1                

 Sample   -0.54*** 0.07 -0.68 -0.39 0.073 -0.61 0.06 -0.73 -0.49 0.074   -0.60*** 0.06 -0.72 -0.48 0.070 
 Gender    -0.06 0.06 -0.18 0.06 0.002 -0.10 0.05 -0.19 -0.01 0.004    -0.10* 0.05 -0.19 -0.01 0.004 
 Parental Status     0.32*** 0.06 0.19 0.44 0.033   0.12 0.05 0.02 0.22 0.004  0.13* 0.05 0.03 0.22 0.005 
 Work Location    -0.07 0.04 -0.15 0.02 0.003 -0.03 0.03 -0.09 0.04 0.000    -0.03 0.03 -0.09 0.03 0.001 
Step 2                
 Job Demands        0.72*** 0.04 0.64 0.81 0.205   0.69*** 0.04 0.60 0.77 0.175 
 Gen. Job Resources         -0.13** 0.04 -0.20 -0.05 0.008 -0.11** 0.04 -0.19 -0.04 0.006 
 Sup. Job Resources          0.06 0.05 -0.04 0.17 0.001     0.06 0.05 -0.04 0.17 0.001 
 Stim. Job Resources       -0.44*** 0.07 -0.57 -0.30 0.030  -0.42*** 0.07 -0.56 -0.29 0.028 
 JobInv         -0.02 0.06 -0.13 0.09 0.000     0.03 0.06 -0.08 0.15 0.000 
 WorkEng        0.18** 0.06 0.07 0.29 0.008    0.20*** 0.06 0.09 0.31 0.009 
Step 3                
 JD x Gen. JR           0.04 0.02 -0.01 0.09 0.002 
 JD x Sup. JR           0.00 0.04 -0.07 0.08 0.000 
 JD x Stim. JR           0.07 0.05 -0.02 0.17 0.002 
  JobInv x WorkEng              0.11** 0.04 0.05 0.18 0.008 
Model R2  .133***     .528***     .541**     
Model △R2          .394         .013     

Note. N = 644. * p < 0.05; ** p < 0.01; *** p < 0.001. B represents unstandardized regression weights; SE represents standard error; LL and UL indicate the lower 
and upper limits of a 95% confidence interval, respectively; sr2 represents the partial variance explained. Gen. Job Resources = general job resources; Supp. Job 
Resources = supportive job resources; Stim. Job Resources = stimulating job resources; JobInv = job involvement; WorkEng = work engagement; JD x Gen. JR 
= job demands x general job resources; JD x Sup. JR = job demands x supportive job resources; JD x Stim. JR = job demands x stimulating job resources; JobInv 
x WorkEng = job involvement x work engagement.  
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Figures 

 

 

Figure 1. The job demands-resources model (Schaufeli, 2017). 
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Figure 2. A summary depiction of the study’s hypotheses, which are tested with multiple regression.
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Figure 3. Interaction between level of job demands and general job resources on work-life 

conflict (H5). 
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Figure 4. Interaction between level of work engagement and job involvement on exhaustion. 
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Figure 5. Interaction between level of work engagement and job involvement on cynicism-and-

inefficacy. 
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Figure 6. Parallel mediation model with general job resources to job satisfaction, mediated by 

work-life conflict, strain, and work engagement (H3). 
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Figure 7. Parallel mediation model with supportive job resources to job satisfaction, mediated 

by work-life conflict, strain, and work engagement (H3).  
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Figure 8. Parallel mediation model with stimulating job resources to job satisfaction, mediated 

by work-life conflict, strain, and work engagement (H3). 
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Figure 9. Serial mediation model with stimulating job resources to exhaustion mediated through 

(a) work engagement and work-life conflict (H7), and (b) strain.  
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Figure 10. Parallel mediation model with job demands to exhaustion, mediated by work-life 

conflict (H2), strain (H1), and work engagement.  
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Figure 11. Parallel mediation model with job demands to cynicism-and-inefficacy, mediated by 

work-life conflict, strain (H1), and work engagement.  

  

Cynicism-
and-Inefficacy 
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Figure 12. Parallel mediation model with general job resources to job satisfaction, controlling 

for sample, gender, parental status, and work location, and mediated by work-life conflict, 

strain, and work engagement (H3). 

  



 

 

132 

 

 

Figure 13. Parallel mediation model with supportive job resources to job satisfaction, 

controlling for sample, gender, parental status, and work location, and mediated by work-life 

conflict, strain, and work engagement (H3).  
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Figure 14. Parallel mediation model with stimulating job resources to job satisfaction, 

controlling for sample, gender, parental status, and work location, and mediated by work-life 

conflict, strain, and work engagement (H3).  
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Figure 15. Serial mediation model with stimulating job resources to exhaustion mediated 

through (a) work engagement and work-life conflict (H7), and (b) strain, and controlling for 

sample, gender, parental status, and work location.  
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Figure 16. Parallel mediation model with job demands to exhaustion, controlling for sample, 

gender, parental status, and work location, and mediated by work-life conflict (H2), strain (H1), 

and work engagement. 
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Figure 17. Parallel mediation model with job demands to cynicism-and-inefficacy, controlling 

for sample, gender, parental status, and work location, and mediated by work-life conflict, strain 

(H1), and work engagement. 
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Appendix A 

Job Involvement by Sample 

SAMPLE M (JOB INVOLVEMENT, Range 1-7) 
MTurk 4.61 

Faculty 4.70 

Snowball 3.78 

Veterinarians 4.83 

 

 

ANOVA Results 
 

Variable Means (SD) ANOVA Results MTurk Faculty Snowball Veterinarians 
Job 
Involvementabc 

4.60  

(.90) 

4.70 

(1.12) 

3.78 

(1.08) 

4.83  

(1.08) 
F(3) = 12.72, p<.001 

a
 Significant difference between MTurk and Snowball 

b
 Significant difference between Faculty and Snowball 

c
 Significant difference between Snowball and Veterinarians  
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Appendix B 

Sample Size Analyses 

Hypothesis 1 

Greater job demands will predict greater exhaustion, cynicism and inefficacy and these 

relations will be mediated by strain. As per best practice for mediation models (e.g., Schoemann 

et al., 2017; Thoemmes et al., 2010), we conducted a Monte Carlo simulation sample size 

analysis using an online R-based application (Schoemann et al., 2017).  

Job Demands to Strain to Exhaustion. For path X à M (i.e., job demands to strain), we 

input r = .15, as we calculated this to be the lower-bound 95% confidence interval for r = .34, as 

found in Smoktunowicz et al., 2017). For path X à Y (i.e., job demands to exhaustion), we input 

r = .41, as this was calculated to be the lower-bound 95% confidence interval for r = .45, as 

found in Peeters et al., (2005). Lastly, for path M à Y (i.e., strain to exhaustion), we input r = 

.25, as this was calculated to be the lower-bound 95% confidence interval for r = .32, as found in 

Lepine et al., 2004). Standard deviation values for X (i.e., job demands), were retrieved from 

Peeters et al., (2005), and M (i.e., strain) and Y (i.e., exhaustion) were retrieved from Lepine et 

al., (2004). The Monte Carlo simulation yielded N = 376 to achieve a power of .8 for our 

mediation model.  

Job Demands to Strain to Cynicism. We used the same values as above for path X à M 

(i.e., job demands to strain). For path X à Y (i.e., job demands to cynicism), we input r = .52, as 

this was calculated to be the lower-bound 95% confidence interval for r = .58, as found in Yao et 

al., 2015). For path M à Y (i.e., strain to cynicism), we input r = .65, as this was calculated to 

be the lower-bound 95% confidence interval for r = .73, as found in Koçoğlu (2014). Standard 

deviation values for X (i.e., job demands) were retrieved from Yao et al. (2015), M (i.e., strain) 
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were retrieved from Smoktunowicz et al. (2017), and Y (i.e., cynicism) were retrieved from 

Koçoğlu (2014). The Monte Carlo simulation yielded N = 353 to achieve a power of .8 for our 

mediation model.  

Job Demands to Strain to Inefficacy. We used the same values as above for path X à M 

(i.e., job demands to strain). For path X à Y (i.e., job demands to inefficacy), we input r = .17, 

as this was calculated to be the lower-bound 95% confidence interval for r = .25, as found in Yao 

et al., 2015). For path M à Y (i.e., strain to inefficacy), we input r = .22, as this was calculated 

to be the lower-bound 95% confidence interval for r = .32, as found in Xu & Yang (2018). 

Standard deviation values for X (i.e., job demands) were retrieved from Yao et al. (2015), and M 

(i.e., strain) and Y (i.e., inefficacy) were retrieved from Xu and Yang (2018). The Monte Carlo 

simulation yielded N = 385 to achieve a power of .8 for our mediation model.  

Hypothesis 2 

Greater job demands will positively predict exhaustion and this relation will be mediated 

by work-life conflict. As per best practice for mediation models (e.g., Schoemann et al., 2017; 

Thoemmes et al., 2010), we conducted a Monte Carlo simulation sample size analysis using an 

online R-based application (Schoemann et al., 2017). For path X à M (i.e., job demands to 

work-life conflict), we input r = .34, as we calculated this to be the lower-bound 95% confidence 

interval for r = .39, as found in Peeters et al., (2005). For path X à Y (i.e., job demands to 

exhaustion), we input r = .41, as this was calculated to be the lower-bound 95% confidence 

interval for r = .45, as found in Peeters et al., (2005). Lastly, for path M à Y (i.e., work-life 

conflict to exhaustion), we input r = .46, as this was calculated to be the lower-bound 95% 

confidence interval for r = .50, as found in Peeters et al., (2005). Standard deviation values for X 

(i.e., job demands), M (i.e., work-home interference) and Y (i.e., exhaustion) were retrieved from 
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Peeters et al., (2005). The Monte Carlo simulation yielded N = 51 to achieve a power of .8 for 

our mediation model.  

Hypothesis 3 

Greater job resources will predict greater job satisfaction and this relation will be 

mediated by work engagement. We conducted a Monte Carlo simulation sample size analysis 

using an online R-based application (Schoemann et al., 2017). For path X à M (i.e., job 

resources to work engagement), we input r = .41, as we calculated this to be the lower-bound 

95% confidence interval for r = .53, as found in Xanthopoulou et al. (2009). For path X à Y 

(i.e., job resources to job satisfaction), we input r = .23, as this was calculated to be the lower-

bound 95% confidence interval for r = .29, as found in Baeriswyl et al. (2016). Lastly, for path 

M à Y (i.e., work engagement to job satisfaction), we input r = .60, as this was calculated to be 

the lower-bound 95% confidence interval for r = .64, as found in Alarcon and Lyons (2011). 

Standard deviation values for X (i.e., job resources), M (i.e., work engagement) were retrieved 

from Xanthopoulou et al. (2009), and Y (i.e., exhaustion) were retrieved from Baeriswyl et al. 

(2016). The Monte Carlo simulation yielded N = 45 to achieve a power of .8 for our mediation 

model.  

Hypothesis 4 

Greater supportive job resources will negatively predict work-life conflict. We used R 

and RStudio to run safeguard power analyses. We input r  = -.24, as we calculated this to be the 

lower-bound 95% confidence interval for r = -.15, as found in van Daalen et al., (2006). The 

power analysis yielded an N = 133 to achieve a power of .8.  
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Hypothesis 5 

Job demands and supportive job resources will interact to produce work-life conflict. We 

used G*Power software to conduct sample size analysis for the interaction between job demands 

and supportive job resources with an estimated effect size of r = .16, as we could not find a 

correlations for these paths, and r = .16 is considered the median effect size for studies in 

industrial-organizational psychology (Bosco et al., 2015). The power analysis yielded an N = 374 

to achieve a power of .8. 

Hypothesis 6 

Job demands and supportive job resources will interact to produce strain. We used 

G*Power software to conduct sample size analysis for the interaction between job demands and 

supportive job resources with an estimated effect size of r  = .16, as per Bosco et al. (2015). The 

power analysis yielded an N = 345 to achieve a power of .8. 

Hypothesis 7 

Greater stimulating job resources should positively predict work engagement, and 

subsequently predict greater work interfering with life conflict and subsequently greater 

exhaustion. We conducted a Monte Carlo simulation sample size analysis using an online R-

based application (Schoemann et al., 2017). For path X à M1 (i.e., stimulating job resources to 

work engagement), path X à M2 (i.e., stimulating job resources to work-life conflict), and path 

X to Y (i.e., stimulating job resources to exhaustion), we input r = .16, as per Bosco et al. (2015). 

For path M1 à M2 (i.e., work engagement to work-life conflict), we input r = .43, as we 

calculated this to be the lower-bound 95% confidence interval for r = .50, as found in 

Halbesleben et al. (2009). For path M1 à Y (i.e., work engagement to exhaustion), we input r = -

.48, as we calculated this to Berthelsen (2018). Finally, for path M2 à Y (i.e., work-life conflict 
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to exhaustion), we input r = .08, as we calculated this to be the lower-bound 95% confidence 

interval for r = .22, as found in Schaufeli et al., (2009). Standard deviation values for X (i.e., 

stimulating job resources) was set at 1.00 (the default setting on the application). Standard 

deviations for M1 (i.e., work engagement) was retrieved from Halbesleben et al., (2009). 

Standard deviations for M2 (i.e., work-life conflict) and Y (i.e., exhaustion) were retrieved from 

Schaufeli et al., (2009). The Monte Carlo simulation yielded N = 309 to achieve a power of .8 for 

our serial mediation model. 

Hypothesis 8 

Greater stimulating job resources should predict lower cynicism and inefficacy. We used 

R and RStudio to run safeguard power analyses. We input r  = .16, as per Bosco et al. (2015). 

The power analysis yielded an N = 404 to achieve a power of .8.  

Hypothesis 9 

Job involvement will moderate the relation between work engagement and work-life 

conflict. We used G*Power software to conduct sample size analysis for the interaction between 

job demands and supportive job resources with an estimated effect size of r  = .16, as per Bosco 

et al. (2015). The power analysis yielded an N = 375 to achieve a power of .8. 
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Appendix C 

Recruitment Email to [Insert name of College/Department] faculty at the [University].  

You are invited to participate in a study of [University] faculty’s work-life conflict and well-

being in light of the many changes to work and home lives caused by the novel coronavirus 

(COVID-19). This research is not being directed by or at the behest of the [University]; the 

research project is conducted by Dr. Leanne Son Hing (Associate Professor, Department of 

Psychology) and Rebecca Lee (MA), as part of Rebecca Lee’s dissertation research. 

 

A goal of the research is to examine how the demands faculty face, both from work and non-

work life (e.g., family), may have changed in type and in degree due to COVID-19, and how this 

may affect work-life conflict. We will also investigate the resources people have from work and 

from home that are serving faculty most effectively at this time. Finally, we want to gain an in-

depth understanding of current levels of faculty’s stress, work-engagement, burnout, and 

productivity.  

 

The data in any future publications, and conference presentations will be reported at a level of 

aggregation where individuals are not identifiable. 

 

We will share a summary report of main findings with the Dean of [Insert name of College], as 

[Insert name of Dean] is interested in research on faculty wellness. Deans will not be aware of 

who participated and who did not, and they will not have access to any datasets. The report to 

Deans will present findings at a level of aggregation where individuals and departments are not 

identifiable. We hope that by sharing these reports, that Deans will become more aware of the 

issues faculty face. However, the University, the College, and your Department are not obligated 

to act based on the results of this research.] 

 
If you are interested in participating in the study, please click on the following link [insert URL]. 

The link will take you to an online survey that will take approximately 30 minutes to complete. 

Your decision take part in this research is voluntary and will not affect your employment in any 

way. 

 

If you have any questions about this study, feel free to contact Dr. Leanne Son Hing 

(sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca) directly.   

 

Thank you, 

Dr. Leanne Son Hing & Rebecca Lee 
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Appendix D 

Reminder Recruitment Email to be sent to faculty members at the [University] 

Reminder: You are invited to participate in a study of [University] faculty’s work-life conflict 

and well-being in light of the many changes to work and home lives caused by the novel 

coronavirus (COVID-19). This research is not being directed by or at the behest of the 

[University]; the research project is conducted by Dr. Leanne Son Hing (Associate Professor, 

Department of Psychology) and Rebecca Lee (MA), as part of Rebecca Lee’s dissertation 

research. 

 

A goal of the research is to examine how the demands faculty face, both from work and non-

work life (e.g., family), may have changed in type and in degree due to COVID-19, and how this 

may affect work-life conflict. We will also investigate the resources people have from work and 

from home that are serving faculty most effectively at this time. Finally, we want to gain an in-

depth understanding of current levels of faculty’s stress, work-engagement, burnout, and 

productivity.  

 

If you are interested in participating in the study, please click on the following link [insert URL]. 

The link will take you to an online survey that will take approximately 30 minutes to complete. 

The questions asked will be related to the issues mentioned below.  

 

Thank you for your time, 

Dr. Leanne Son Hing & Rebecca Lee 

 

 

 

Please see the original email below: 

 

You are invited to participate in a study of [University] faculty’s work-life conflict and well-

being in light of the many changes to work and home lives caused by the novel coronavirus 

(COVID-19). This research is not being directed by or at the behest of the [University]; the 

research project is conducted by Dr. Leanne Son Hing (Associate Professor, Department of 

Psychology) and Rebecca Lee (MA), as part of Rebecca Lee’s dissertation research. 

 

A goal of the research is to examine how the demands faculty face, both from work and non-

work life (e.g., family), may have changed in type and in degree due to COVID-19, and how this 

may affect work-life conflict. We will also investigate the resources people have from work and 

from home that are serving them most effectively at this time. Finally, we want to gain an in-

depth understanding of current levels of faculty’s stress, work-engagement, burnout, and 

productivity.  

 

The data in any future publications, and conference presentations will be reported at a level of 

aggregation where individuals are not identifiable. 
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We will share a summary report of main findings with the Dean of [Insert name of College], as 

[Insert name of Dean] is interested in research on faculty wellness. Deans will not be aware of 

who participated and who did not, and they will not have access to any datasets. The report to 

Deans will present findings at a level of aggregation where individuals and departments are not 

identifiable. We hope that by sharing these reports, that Deans will become more aware of the 

issues faculty face. However, the University, the College, and your Department are not obligated 

to act based on the results of this research.] 

 
If you are interested in participating in the study, please click on the following link [insert URL]. 

The link will take you to an online survey that will take approximately 30 minutes to complete. 

Your decision take part in this research is voluntary and will not affect your employment in any 

way. 

 

If you have any questions about this study, feel free to contact Dr. Leanne Son Hing 

(sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca) directly.   

 

Thank you. 

 

Dr. Leanne Son Hing & Rebecca Lee 
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Appendix E 

Recruitment Email/Message (Snowball sample) 

My name is Rebecca Lee, I am a PhD student in Industrial-Organizational Psychology at the 

University of Guelph. I am recruiting participants for my PhD dissertation research. My research 

is examining work-life conflict and well-being. In light of recent changes due to the novel 

coronavirus (COVID-19) that may be causing changes to your work and/or home lives, a goal of 

the research is to examine how the demands workers face, both from work and non-work life 

(e.g., family), may have changed in type and in degree, and how this may affect work-life 

conflict. We will also investigate the resources people have from work and from home that are 

serving people most effectively at this time. Finally, we want to gain an in-depth understanding 

of current levels of workers’ stress, work-engagement, burnout, and productivity.  

 

I am looking for participants who: 

1) Are employed full-time 

2) Are over 18 years of age 

3) Proficient in English 

4) Are residents of Canada or the United States of America 

 

The study consists of one online survey that should take approximately 30 minutes to complete. 
If you are interested in participating in the study, please click on the following link [insert URL], 

which will take you to the survey. The questions asked will be related to the issues mentioned 

above.  

 

Please feel free to share study details among your networks by copying and pasting this post. 

 

If you have any questions about this study, feel free to contact Dr. Leanne Son Hing 

(sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca) directly.   

Thank you. 
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Appendix F 

Recruitment Message (Veterinary sample) 

Message to be posted to [Veterinary Association] eNewsletter 
 
You are invited to participate in a research study of Canadian veterinarians’ work-life conflict 

and well-being in light of the many changes to work and home lives caused by the novel 

coronavirus (COVID-19).  

 

A goal of the research is to examine how the demands that veterinarians face, both from work 

and non-work life (e.g., family), may have changed in type and in degree, and how this may 

affect work-life conflict. We will also investigate the resources people have from work and from 

home that are serving veterinarians most effectively at this time. Finally, we want to gain an in-

depth understanding of current levels of veterinarians’ stress, work-engagement, burnout, and 

productivity.  

 

The study is being led by Dr. Leanne Son Hing and Rebecca Lee from the University of Guelph. 

Dr. Son Hing is an Associate Professor of Industrial-Organizational (I-O) psychology, and 

Rebecca is a PhD candidate in the I-O psychology program and is conducting this study as part 

of her dissertation research. 

 

If you are interested in participating in the study, please click on the following link [insert URL]. 

The link will take you to an online survey that will take approximately 30 minutes to complete. 

The questions asked will be related to the issues mentioned above.  

 

Your contribution to this study is important, as it will inform the [Veterinary Association] about 

gaps in veterinarians’ wellness and inform future planning. Your decision to take part in this 

research study is anonymous and will not affect your employment in any way.  

 

If you have any questions about this study, feel free to contact Dr. Leanne Son Hing 

(sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca) directly.   

 

Thank you. 

 

 

 

  



 

 

148 

Appendix G 

Consent Form (Faculty sample) 

  

INFORMATION LETTER 

   
You are invited to participate in a research project conducted by Dr. Leanne Son Hing 
(Associate Professor, Department of Psychology) and Rebecca Lee, as part of her 
dissertation research at the University of Guelph. This research is not being directed by or at 

the behest of the [University]. The purpose of this letter is to provide you with information to 

help you make an informed decision on participating in this research.  

  

If you are a full-time faculty member of the [University] and proficient in English, please 
consider taking part in this research study. Full-time faculty members be: Full Professors, 
Associate Professors, or Assistant Professors.  
 
Purpose of the Study 
You are invited to participate in a study of [University] faculty’s work-life conflict and well-

being in light of the many changes to work and home lives caused by the novel coronavirus 

(COVID-19).  

 

A goal of the research is to examine how the demands faculty face, both from work and non-

work life (e.g., family), may have changed in type and in degree due to COVID-19, and how this 

may affect work-life conflict. We will also investigate the resources people have from work and 

from home that are serving faculty most effectively at this time. Finally, we want to gain an in-

depth understanding of current levels of faculty’s stress, work-engagement, burnout, and 

productivity.  

 

The data in any future publications and conference presentations will be reported at a level of 

aggregation where individuals are not identifiable. 

 

We will share a summary report of main findings with the Dean of [Insert name of College], as 

[Insert name of Dean] is interested in research on faculty wellness. Deans will not be aware of 

who participated and who did not, and they will not have access to any datasets. The report to 

Deans will present findings at a level of aggregation where individuals and departments are not 

identifiable. We hope that by sharing these reports, that Deans will become more aware of the 

issues faculty face. However, the University, the College, and your Department are not obligated 

to act based on the results of this research.] 

 

Procedure 

For this study you will be asked to complete one online survey. The survey will ask you to 
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report about your current work experiences as a faculty member of the [University] and we will 

collect demographics information. The survey should take approximately 30 minutes to 

complete. But please feel free to take as much time as you need. 

Participation & Confidentiality 
Your participation in this study is completely voluntary. Your decision to take part in this 

research study will not affect your employment in any way. You will not be asked to provide 

your name and your data will be kept private. You may choose to skip any questions and/or 

withdraw from this survey at any time by closing your browser. Once you have submitted the 

survey, you will not be able to withdraw your data, as there is no way to identify which answers 

are yours. Please note that confidentiality cannot be guaranteed when data are in transit over the 

internet. 
 

Only Rebecca Lee will have access to the data set with the demographic information. Dr. 

Son Hing will only have access to deidentified data. University leadership and Dr. Son Hing will 

not know who chose to participate and who did not. Faculty will not be asked about their 

department; thus no one will be able to associate the data of an individual to their department. 

Data generated will be used in Rebecca Lee’s PhD dissertation research, as well as future 

publications, conference presentations, and reports. Quantitative findings will always be 

presented at the aggregate level. There are a number of open-ended questions in the survey that 

you are invited to answer. Direct quotes from your responses may be included in future reports 

and publications, however, no identifying information will be made available or appear in any 

publications.  

 
Potential Risks  
The researchers do not foresee any major risks to you for participating in this study. However, 

faculty may worry that their data will be identifiable to Dr. Son Hing or to University leadership 

(e.g., Chair, Dean), particularly if a report is being sent to them. Faculty may also be self-

conscious about their responses and/or worry about a reprimand by leadership if they think their 

data is identifiable. If you feel uncomfortable disclosing any information, please skip any 

questions you would prefer not to answer or stop participating in the study at any time. Further, 

as noted in the Participation and Confidentiality section above, only Rebecca Lee will have 

access to identifiable data and all data will be reported at the aggregate level.  

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/ 

3. And/or consult with your Employee and Family Assistance Program (EFAP), which can 

offer services and support. 

 

Potential Benefits  
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There are no immediate benefits from participating in this study. However, the findings will 

provide a better understanding of faculty’s well-being and ill-being.  
 
If you would like a summary of the results, please email researcher Rebecca Lee 

(rlee01@uoguelph.ca) to request a report. 

 
Compensation for Participation 
You will not be paid to be part of this study.  

 

Ethics & Contact Information 
You are not waiving any legal claims, rights or remedies because of your participation in this 

research study. This project has been reviewed by the Research Ethics Board for compliance 

with federal guidelines for research involving human participants. 

 

If you have questions regarding your rights and welfare as a research participant in this study 

(REB# 20-04-016), please contact: Manager, Research Ethics; University of Guelph; 

reb@uoguelph.ca; (519) 824-4120 (ext. 56606) 

 
If you have any questions or concerns about the research, please feel free to contact: 

Dr. Leanne Son Hing 

Associate Professor 

Dept. of Psychology 

University of Guelph 

Guelph, ON  N1G 2W1 

sonhing@uoguelph.ca  

Rebecca Lee, M.A. 

Doctoral Researcher 

Dept. of Psychology 

University of Guelph 

Guelph, ON N1G 2W1 

rlee01@uoguelph.ca 

 

 
CONSENT OF RESEARCH PARTICIPANT 
 
If you wish to participate in this study, please click the “I agree to participate” button below. If 

you do not wish to participate, please click the “I decline to participate” button below. 

 

Please keep a copy of this consent form for your records. You may print this page. 

 
Do you agree to participate in this study? 
 
 
 

 

 

 

 
  

I agree to participate 

I decline to participate 

PRINT FORM 
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Appendix H 

Consent Form (MTurk sample) 

 

 

INFORMATION LETTER 
 

You are invited to participate in a research project conducted by Rebecca Lee and Dr. 
Leanne Son Hing at the University of Guelph.  The results of this study will contribute to 

Rebecca Lee’s PhD thesis research. The purpose of this letter is to provide you with information 

to help you make an informed decision on participating in this research.  

 

Purpose of the Study  
You are invited to participate in a study of workers’ work-life conflict and well-being in light of 

the many changes to work and home lives caused by the novel coronavirus (COVID-19).  

 

A goal of the research is to examine how the demands workers face, both from work and non-

work life (e.g., family), may have changed in type and in degree, and how this may affect work-

life conflict, stress, work engagement, burnout, and productivity. We will also investigate the 

resources people have, from work and from home, that are serving workers most effectively at 

this time.  

 
Inclusion Criteria 
The researchers wish to be inclusive in their recruitment process. Participants need to: 

- Agree to participate 

- Be at least 18 years of age 

- Currently have a full-time job 

- Be a resident of Canada or the United States of America  

- Be proficient in English 

- Be either a Canadian or US citizen or resident of Canada or the United States of America 

for a minimum of two years. 

 

Procedure 

For this study you will be asked to complete one online survey. The survey will ask you to 

report about your current work experiences, including your experiences of well-being (e.g., work 

engagement, job satisfaction), ill-being (e.g., stress, work-life conflict, burnout), job and life 

resources, and job and life demands. We will also collect demographics information. The survey 

should take approximately 30 minutes to complete. But please feel free to take as much time as 

you need. 

 

Participation & Confidentiality 
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Your participation in this study is completely voluntary. Your decision to take part in this 

research study will not affect your employment in any way. You will not be asked to provide 

your name and your data will be kept private. You may choose to skip any questions and/or 

withdraw from this survey at any time by closing your browser. Once you have submitted the 

survey, you will not be able to withdraw your data, as there is no way to identify which answers 

are yours. Please note that confidentiality cannot be guaranteed when data are in transit over the 

internet. 
 

Data generated will be used in Rebecca Lee’s PhD dissertation research, as well as future 

publications, conference presentations, and reports. Quantitative findings will always be 

presented at the aggregate level. No identifying information will be made available or appear in 

any publications.  

 
Potential Risks 
The researchers do not foresee any major risks to you for participating in this study. If you feel 

uncomfortable disclosing any information, please skip any questions you would prefer not to 

answer or stop participating in the study at any time. 

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

4. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

5. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/ 

6. And/or consult with your Employee and Family Assistance Program (EFAP), which can 

offer services and support. 

 
Potential Benefits  
There are no immediate benefits from participating in this study except that you will be able to 

reflect on and potentially gain a greater understanding of your job and life demands, job and life 

resources, well-being and ill-being.  

 

If you would like a summary of the results, please email researcher Rebecca Lee 

(rlee01@uoguelph.ca) to request a report.  

 
Compensation for Participation 
You will be compensated $1.50 USD for completing the survey for a total of $1.50 for 

approximately 30 minutes of work. 

 

Ethics and Contact Information 
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You are not waiving any legal claims, rights or remedies because of your participation in this 

research study. This project has been reviewed by the Research Ethics Board for compliance 

with federal guidelines for research involving human participants. 

 

If you have questions regarding your rights and welfare as a research participant in this study 

(REB# 20-04-016), please contact: Manager, Research Ethics; University of Guelph; 

reb@uoguelph.ca; (519) 824-4120 (ext. 56606) 

 

If you have any questions or concerns about the research, please feel free to contact: 

Dr. Leanne Son Hing 

Associate Professor 

Dept. of Psychology 

University of Guelph 

Guelph, ON  N1G 2W1 

sonhing@uoguelph.ca 

Rebecca Lee, M.A. 

Doctoral Researcher 

Dept. of Psychology 

University of Guelph 

Guelph, ON N1G 2W1 

rlee01@uoguelph.ca 

 
CONSENT OF RESEARCH PARTICIPANT 
 
If you wish to participate in this study, please click the “I agree to participate” button below. If 

you do not wish to participate, please click the “I decline to participate” button below. 

 

Please keep a copy of this consent form for your records. You may print this page. 

 
Do you agree to participate in this study? 
 
 
 

 

 

 

 
 

 
 

 
 

 

  

I agree to participate 

I decline to participate 

PRINT FORM 
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Appendix I 

Consent Form (Snowball sample) 

 

INFORMATION LETTER 

 

You are invited to participate in a research project conducted by Rebecca Lee and Dr. 
Leanne Son Hing at the University of Guelph.  The results of this study will contribute to 

Rebecca Lee’s PhD thesis research. The purpose of this letter is to provide you with information 

to help you make an informed decision on participating in this research.  

 

Purpose of the Study 
You are invited to participate in a study of workers’ work-life conflict and well-being in light of 

the many changes to work and home lives caused by the novel coronavirus (COVID-19).  

 

A goal of the research is to examine how the demands workers face, both from work and non-

work life (e.g., family), may have changed in type and in degree, and how this may affect work-

life conflict, stress, work engagement, burnout, and productivity. We will also investigate the 

resources people have, from work and from home, that are serving workers most effectively at 

this time.  

 

Inclusion Criteria: 
- You must agree to participate 

- You must be at least 18 years of age 

- You must currently have a full-time job 

- You must be proficient in English 

- You must be a resident of Canada or the United States of America 
 

Procedure 

For this study you will be asked to complete one online survey. The survey will ask you to 

report about your current work experiences, including your experiences of well-being (e.g., work 

engagement, job satisfaction), ill-being (e.g., stress, work-life conflict, burnout), job and life 

resources, and job and life demands. We will also collect demographics information. The survey 

should take approximately 30 minutes to complete. But please feel free to take as much time as 

you need. 

 
Participation & Confidentiality 
Your participation in this study is completely voluntary. Your decision to take part in this 

research study will not affect your employment in any way. You will not be asked to provide 

your name and your data will be kept private. You may choose to skip any questions and/or 

withdraw from this survey at any time by closing your browser. Once you have submitted the 
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survey, you will not be able to withdraw your data, as there is no way to identify which answers 

are yours. Please note that confidentiality cannot be guaranteed when data are in transit over the 

internet. 
 

Data generated will be used in Rebecca Lee’s PhD dissertation research, as well as future 

publications, conference presentations, and reports. Quantitative findings will always be 

presented at the aggregate level. No identifying information will be made available or appear in 

any publications.  

 

Potential Risks 
The researchers do not foresee any major risks to you for participating in this study. If you feel 

uncomfortable disclosing any information, please skip any questions you would prefer not to 

answer or stop participating in the study at any time. 

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

7. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

8. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/ 

9. And/or consult with your Employee and Family Assistance Program (EFAP), which can 

offer services and support. 

 

Potential Benefits  
There are no immediate benefits from participating in this study except that you will gain a better 

understanding of how psychological research is conducted and a greater understanding of your 

job demands, job resources, well-being and ill-being.  

 

If you would like a summary of the results, please email researcher Rebecca Lee 

(rlee01@uoguelph.ca) to request a report.  

 
Compensation for Participation 
You will not be paid to be part of this study.  

 

Ethics and Contact Information 
You are not waiving any legal claims, rights or remedies because of your participation in this 

research study. This project has been reviewed by the Research Ethics Board for compliance 

with federal guidelines for research involving human participants. 

 
If you have questions regarding your rights and welfare as a research participant in this study 

(REB# 20-04-016), please contact: Manager, Research Ethics; University of Guelph; 

reb@uoguelph.ca; (519) 824-4120 (ext. 56606) 
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If you have any questions or concerns about the research, please feel free to contact: 

Dr. Leanne Son Hing 

Associate Professor 

Dept. of Psychology 

University of Guelph 

Guelph, ON  N1G 2W1 

sonhing@uoguelph.ca 

Rebecca Lee, M.A. 

Doctoral Researcher 

Dept. of Psychology 

University of Guelph 

Guelph, ON N1G 2W1 

rlee01@uoguelph.ca 

 
 
CONSENT OF RESEARCH PARTICIPANT 
 
If you wish to participate in this study, please click the “I agree to participate” button below. If 

you do not wish to participate, please click the “I decline to participate” button below. 

 

Please keep a copy of this consent form for your records. You may print this page. 

 
Do you agree to participate in this study? 
 
 
 

 

 

 

 
 

 
 

 
  

I agree to participate 

I decline to participate 

PRINT FORM 
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Appendix J 

Consent Form (Veterinary sample) 

  

INFORMATION LETTER 

   
You are invited to participate in a research project conducted by Rebecca Lee and Dr. 
Leanne Son Hing at the University of Guelph. The results of this study will contribute to 

Rebecca Lee’s PhD thesis research. The purpose of this letter is to provide you with information 

to help you make an informed decision on participating in this research.   
 

If you are a veterinarian, member of the [Veterinary Association], and proficient in English 
or French, please consider taking part in this research study.  
 
Purpose of the Study 
You are invited to participate in a study of workers’ work-life conflict and well-being in light of 

the many changes to work and home lives caused by the novel coronavirus (COVID-19).  

 

A goal of the research is to examine how the demands workers face, both from work and non-

work life (e.g., family), may have changed in type and in degree, and how this may affect work-

life conflict, stress, work engagement, burnout, and productivity. We will also investigate the 

resources people have, from work and from home, that are serving workers most effectively at 

this time. 

 
Procedure 

For this study you will be asked to complete one online survey. The surveys will ask you to 

report about your current work experiences as a veterinarian and member of the [Veterinary 

Association], including your experiences of well-being (e.g., work engagement, job satisfaction), 

ill-being (e.g., stress, work-life conflict, burnout), job and life resources, and job and life 

demands. We will also collect demographics information. The survey should take approximately 

30 minutes to complete. But please feel free to take as much time as you need.  

 

Participation & Confidentiality 
Your participation in this study is completely voluntary. Your decision to take part in this 

research study will not affect your employment in any way. You will not be asked to provide 

your name and your data will be kept private. You may choose to skip any questions and/or 

withdraw from this survey at any time by closing your browser. Once you have submitted the 

survey, you will not be able to withdraw your data, as there is no way to identify which answers 

are yours. Please note that confidentiality cannot be guaranteed when data are in transit over the 

internet. 
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Only the University of Guelph research team will see your data. [Veterinary Association] 

leadership will not know who chose to participate and who did not; they will also not have 

access to any datasets. Data generated will be used in Rebecca Lee’s PhD dissertation research, 

as well as future publications, conference presentations, and a report to [Veterinary Association] 

leadership. Quantitative findings will always be presented at the aggregate level. There are a 

number of open-ended questions in the survey that you are invited to answer. Direct quotes from 

your responses may be included in future reports and publications, however, no identifying 

information will be made available or appear in any publications.  

 
Potential Risks  
The researchers do not foresee any major risks to you for participating in this study. If you feel 

uncomfortable disclosing any information, please skip any questions you would prefer not to 

answer or stop participating in the study at any time. 

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/ 

3. And/or consult with your Employee and Family Assistance Program (EFAP), which can 

offer services and support. 

 

Potential Benefits  
There are no immediate benefits from participating in this study. However, we hope the findings 

will provide a better understanding of veterinarians’ well-being and ill-being. In addition, the 

findings will also help to inform leadership at the [Veterinary Association] regarding challenges 

to their members’ well-being and contributors to members’ ill-being.  

 

If you would like a summary of the results, please email researcher Rebecca Lee 

(rlee01@uoguelph.ca) to request a report. 

 
Compensation for Participation 
You will not be paid to be part of this study.  

 

Ethics & Contact Information 
You are not waiving any legal claims, rights or remedies because of your participation in this 

research study. This project has been reviewed by the Research Ethics Board for compliance 

with federal guidelines for research involving human participants. 
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If you have questions regarding your rights and welfare as a research participant in this study 

(REB# 20-04-016), please contact: Manager, Research Ethics; University of Guelph; 

reb@uoguelph.ca; (519) 824-4120 (ext. 56606) 

 
If you have any questions or concerns about the research, please feel free to contact: 

Dr. Leanne Son Hing 

Associate Professor 

Dept. of Psychology 

University of Guelph 

Guelph, ON  N1G 2W1 

sonhing@uoguelph.ca 

Rebecca Lee 

Doctoral Researcher 

Dept. of Psychology 

University of Guelph 

Guelph, ON N1G 2W1 

rlee01@uoguelph.ca 

 
 
CONSENT OF RESEARCH PARTICIPANT 
 
If you wish to participate in this study, please click the “I agree to participate” button below. If 

you do not wish to participate, please click the “I decline to participate” button below. 

 

Please keep a copy of this consent form for your records. You may print this page. 

 
Do you agree to participate in this study? 
 
 
 

 

 

 

 
 

 
 

  

I agree to participate 

I decline to participate 

PRINT FORM 
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Appendix K 

Debriefing Form (Faculty sample) 

 

 

 

Thank you for your participation in our study investigating [University] faculty’s work-life 

conflict and well-being in light of the many changes to work and home lives caused by the novel 

coronavirus (COVID-19). This research is not being directed by or at the behest of the 

[University]; the research project is conducted by Dr. Leanne Son Hing (Associate Professor, 

Department of Psychology) and Rebecca Lee (MA), as part of Rebecca Lee’s dissertation 

research. 

 

The aim of the current research is to examine faculty’s level of work-life conflict and how this 

stems from their level of job demands and life demands. We expect that, compared with normal 

circumstances, many—but not all—faculty will have seen their levels of job demands increase 

vastly in light of the circumstances surrounding COVID-19. Further, we expect that life demands 

will have increased overall. In particular, we predict that female faculty, particularly those in 

heterosexual relationships with school-aged children, will have heightened childcare, caregiving, 

and domestic demands as a result of COVID-19, and therefore will experience the greatest levels 

of work-life conflict. This is because women’s domestic work outweighs men’s on average, even 

today (Moyser & Burlock, 2018; U.S. Bureau of Labor Statistics, 2018). We predict that all 

faculty who experience greater work-life conflict will experience greater stress, burnout, work-

family guilt, and reduced feelings of productivity. Finally, we will investigate what resources 

faculty are finding helpful at this time. We predict that, among people with greater job and life 

resources, the negative effects from job and life demands on people’s work-life conflict, stress, 

burnout, and productivity will be mitigated. 

 

We ensure your privacy in our treatment of your responses. The data in any future publications, 

and conference presentations will be reported at a level of aggregation where individuals are not 

identifiable.  

 

We will share a summary report of main findings with the Dean of [Insert name of College], as 

[Insert name of Dean] is interested in research on faculty wellness. Deans will not be aware of 

who participated and who did not, and they will not have access to any datasets. The report to 

Deans will present findings at a level of aggregation where individuals and departments are not 

identifiable. We hope that by sharing these reports, that Deans will become more aware of the 

issues faculty face. However, the University, the College, and your Department are not obligated 

to act based on the results of this research.] 

 

Faculty may worry that their data will be identifiable to Dr. Son Hing or to University leadership 

(e.g., Chair, Dean), particularly if a report is being sent to them. Faculty may also be self-
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conscious about their responses and/or worry about a reprimand by leadership if they think their 

data is identifiable. Only Rebecca Lee will have access to the data set with the demographic 
information. Dr. Son Hing will only have access to deidentified data. University leadership and 

Dr. Son Hing will not know who chose to participate and who did not. Faculty will not be asked 

about their department; thus no one will be able to associate the data of an individual to their 

department. Data generated will be used in Rebecca Lee’s PhD dissertation research, as well as 

future publications, conference presentations, and reports. Quantitative findings will always be 

presented at the aggregate level. 

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/  

3. And/or consult with your Employee and Family Assistance Program (EFAP) which can 

offer services and support. 

 

We encourage you to print a copy of this debrief form for your records.  

If you have any further questions about the study, please contact researchers, Dr. Leanne Son 

Hing (sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca). If you have questions 

about your rights as a subject in a study or concerns with ethics issues related to this research, 

please contact: Manager, Research Ethics; University of Guelph; reb@uoguelph.ca; (519) 824-

4120 (ext. 56606) 
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Appendix L 

Debriefing Form (MTurk sample) 

 
 

 

 

Thank you for your participation in our study investigating workers’ work-life conflict and well-

being in light of the many changes to work and home lives caused by the novel coronavirus 

(COVID-19).  

 

The aim of the current research is to examine workers’ level of work-life conflict and how this 

stems from their level of job demands and life demands. We expect that for some workers, levels 

of job demands have increased vastly; however, for others, levels of job demands may have 

remained constant or even lessened in light of the circumstances surrounding COVID-19. In 

contrast, we expect that everyone’s life demands will have increased. In particular, we predict 

that women, particularly those in heterosexual relationships with school-aged children, will have 

heightened childcare, caregiving, and domestic demands as a result of COVID-19, and therefore 

will experience the greatest levels of work-life conflict. This is because women’s domestic work 

outweighs men’s on average, even today (Moyser & Burlock, 2018; U.S. Bureau of Labor 

Statistics, 2018). We predict that workers who experience greater work-life conflict will 

experience greater stress, burnout, work-family guilt, and reduced productivity. Finally, we will 

investigate what resources people are finding helpful at this time. We predict that, among people 

with greater job and life resources, the negative effects from job and life demands on people’s 

work-life conflict, stress, burnout, and productivity will be mitigated. 

 

We ensure privacy in our treatment of your responses. Results at the aggregate level will be 

available in future publications, however, no identifying information will be made available or 

appear in any publications. Following completion of the research study, the survey data will be 

stored in a password-protected file and may be used in future studies to answer similar research 

questions.  

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/  
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3. And/or consult with your Employee and Family Assistance Program (EFAP) which can 

offer services and support. 

 

We encourage you to print a copy of this debrief form for your records.  

If you have any further questions about the study, please contact researchers, Dr. Leanne Son 

Hing (sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca). If you have questions 

about your rights as a subject in a study or concerns with ethics issues related to this research, 

please contact the University of Guelph Research Ethics Board (reb@uoguelph.ca) 
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Appendix M 

Debriefing Form (Snowball sample) 

 

 

 

Thank you for your participation in our study investigating workers’ work-life conflict and well-

being in light of the many changes to work and home lives caused by the novel coronavirus 

(COVID-19).  

 

The aim of the current research is to examine workers’ level of work-life conflict and how this 

stems from their level of job demands and life demands. We expect that for some workers, levels 

of job demands have increased vastly; however, for others, levels of job demands may have 

remained constant or even lessened in light of the circumstances surrounding COVID-19. In 

contrast, we expect that everyone’s life demands will have increased. In particular, we predict 

that women, particularly those in heterosexual relationships with school-aged children, will have 

heightened childcare, caregiving, and domestic demands as a result of COVID-19, and therefore 

will experience the greatest levels of work-life conflict. This is because women’s domestic work 

outweighs men’s on average, even today (Moyser & Burlock, 2018; U.S. Bureau of Labor 

Statistics, 2018). We predict that workers who experience greater work-life conflict will 

experience greater stress, burnout, work-family guilt, and reduced productivity. Finally, we will 

investigate what resources people are finding helpful at this time. We predict that, among people 

with greater job and life resources, the negative effects from job and life demands on people’s 

work-life conflict, stress, burnout, and productivity will be mitigated. 

 

We ensure privacy in our treatment of your responses. Results at the aggregate level will be 

available in future publications, however, no identifying information will be made available or 

appear in any publications. Following completion of the research study, the survey data will be 

stored in a password-protected file and may be used in future studies to answer similar research 

questions.  

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  

2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/  

3. And/or consult with your Employee and Family Assistance Program (EFAP) which can 

offer services and support. 
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We encourage you to print a copy of this debrief form for your records.  

 

If you have any further questions about the study, please contact researchers, Dr. Leanne Son 

Hing (sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca). If you have questions 

about your rights as a subject in a study or concerns with ethics issues related to this research, 

please contact the University of Guelph Research Ethics Board (reb@uoguelph.ca) 
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Appendix N 

Debriefing Form (Veterinary sample) 

 

 

Thank you for your participation in our study investigating [Veterinary Association] 

veterinarians’ work-life conflict and well-being in light of the many changes to work and home 

lives caused by the novel coronavirus (COVID-19).  

 

The aim of the current research is to examine workers’ level of work-life conflict and how this 

stems from their level of job demands and life demands. We expect that for some workers, levels 

of job demands have increased vastly; however, for others, levels of job demands may have 

remained constant or even lessened in light of the circumstances surrounding COVID-19. In 

contrast, we expect that everyone’s life demands will have increased. In particular, we predict 

that women, particularly those in heterosexual relationships with school-aged children, will have 

heightened childcare, caregiving, and domestic demands as a result of COVID-19, and therefore 

will experience the greatest levels of work-life conflict. This is because women’s domestic work 

outweighs men’s on average, even today (Moyser & Burlock, 2018; U.S. Bureau of Labor 

Statistics, 2018). We predict that workers who experience greater work-life conflict will 

experience greater stress, burnout, work-family guilt, and reduced productivity. Finally, we will 

investigate what resources people are finding helpful at this time. We predict that, among people 

with greater job and life resources, the negative effects from job and life demands on people’s 

work-life conflict, stress, burnout, and productivity will be mitigated. 

 

We ensure privacy in our treatment of your responses. [Veterinary Association] leadership will 

not know who chose to participate and who did not. We will share the findings with [Veterinary 

Association] leadership, as they are interested in research on veterinarians’ wellness. No 

identifying information will be made available or appear in any publications. Aggregated results 

of the study will be presented in a report to [Veterinary Association] leadership at a level that 

protects the identities of participants The [Veterinary Association] is not obligated to act based 

on the results of this research.  

 

Following completion of the research study, the survey data will be stored in a password-

protected file and may be used in future studies to answer similar research questions. 

 

For some people, answering questions about COVID-19-related job and home stressors can 

make them somewhat anxious. If you feel increased stress or anxiety as a result of taking this 

survey, here are some resources that may be of help to you:  

 

1. Work-Life Balance in the Time of COVID-19 

https://siop.inloop.com/en/article/15627/work-family-balance-struggles-in-the-time-of  
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2. Stress Coping and Management  

https://psychology.iresearchnet.com/industrial-organizational-psychology/job-

satisfaction/stress-coping-and-management/  

And/or consult with your Employee and Family Assistance Program (EFAP) which can offer 

services and support. 

 

We encourage you to print a copy of this debrief form for your records.  

 

If you have any further questions about the study, please contact researchers, Dr. Leanne Son 

Hing (sonhing@uoguelph.ca) or Rebecca Lee (rlee01@uoguelph.ca). If you have questions 

about your rights as a subject in a study or concerns with ethics issues related to this research, 

please contact the University of Guelph Research Ethics Board (reb@uoguelph.ca) 
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Appendix O 

Survey for Faculty Sample 

College 
 
1. What college do you work in? 

o College of Arts 

o College of Biological Science 

o [X] School of Business and Economics  

o College of Engineering and Physical Sciences  

o College of Social and Applied Human Sciences  

o Ontario Agricultural College  

o Ontario Veterinary College  

 

Rank  
 

2. What is your current rank? 

o Lecturer 

o Adjunct Professor 

o Assistant Professor   

o Associate Professor  

o Full Professor 

o Professor Emeritus/Emerita  
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Gender 
 

3. What is your gender? 

o Woman 

o Man 

o My gender identity is not listed above:   

 

________________________________________________ 

o Prefer not to disclose 

 

Age  
 

4. How old are you: 

________________________________________________________________ 

 

 

Children. 
 

5. Do you have any children? 

o Yes 

o No 

 

Display This Question: 
If: Do you have any children? = Yes 
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Number of Children. 
 

5a. How many children do you have? 

o 1   

o 2 

o 3 

o 4  

o 5  

o 6   

o 7  

o 8  

o 9  

o 10  

 

Display This Question: 
If: How many children do you have? = >0 
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Age of Child(ren) 
 

5ab. How old are your children (in years)? 

o Child 1's Age  ________________________________________________ 

o Child 2's Age ________________________________________________ 

o Child 3's Age  ________________________________________________ 

o Child 4's Age  ________________________________________________ 

o Child 5's Age  ________________________________________________ 

o Child 6's Age  ________________________________________________ 

o Child 7's Age  ________________________________________________ 

o Child 8's Age  ________________________________________________ 

o Child 9's Age  ________________________________________________ 

o Child 10's Age   ________________________________________________ 

 

Display This Question: 
If: Do you have any children? = Yes 

 

Child(ren)’s School Attendance. 
 

5b. Is your child/children currently attending school? 

o Yes   

o No 

 

Display This Question: 
If: Is your child/children currently attending school? = Yes 
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Type of Child(ren)’s Schooling. 
 

5c. How is your child/children currently being schooled? 

o Physically at their school  

o At home (e.g., virtual)   

 

Sexual Orientation. 
 

6. Which of these commonly used terms would you use to describe your sexual orientation? 

o Heterosexual   

o Gay  

o Lesbian   

o Bisexual   

o Queer 

o My sexual orientation is not listed above:  

________________________________________________ 

o Prefer not to disclose  
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Relationship Status. 
 

7. My current relationship status is: 

▢ Single, never married   

▢ Married  

▢ Cohabitating  

▢ Divorced   

▢ Separated   

▢ My relationship status is not listed here:   

________________________________________________ 

 

Gender of Partner. 
 

8. What is your partner/spouse's gender? 

o Woman  

o Man 

o Gender identity is not listed here: 

________________________________________________ 

o My partners’ genders are (please separate by commas):  

________________________________________________ 

o Prefer not to disclose  
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Work Location. 
 
9. Where are you currently working? 

 
Working 

from home  

Mostly 

working from 

home, 

sometimes 

from job 

location  

Working 

equally from 

home and job 

location  

Mostly 

working from 

job location, 

sometimes 

from home  

Working 

from job 

location  

I am 

currently:   o  o  o  o  o  
 
General Job Demands 
 

10. Job demands are aspects of the work context that require ongoing mental, emotional, or 

physical effort.  

Some typical job demands might include: physical labour, interpersonal conflicts, poor 

supervision, time pressure, and pressure to complete work tasks quickly. 

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

 

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many job 
demands.   

o  o  o  o  o  o  o  
Nowadays, 

my level 

of job 
demands 

is too high.   

o  o  o  o  o  o  o  
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When responding to the questions above, what job demands were you primarily thinking of? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

11.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
demands 

I face 

now is:   

o  o  o  o  o  o  o  o  o  

 

 

Since the beginning of the COVID-19 pandemic, there may be specific job demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 
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frequent interruptions, poor working space, teleworking). What job demands are you finding to 

be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

 

 

General Life Demands.  
 
12. Life demands are aspects of your life—outside of work—that require ongoing mental, 

emotional, or physical effort.  

Some typical life demands you face may include: elder care responsibilities, childcare 
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responsibilities, health problems, or marital conflict.  Please indicate the degree to which you 

agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many 

demands 

in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

my level 

of life 
demands 

is too high.   

o  o  o  o  o  o  o  
 

When responding to the questions above, what life demands were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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13.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

life 
demands 

I now 

face is:    

o  o  o  o  o  o  o  o  o  

 

Since the beginning of the COVID-19 pandemic, there may be specific life demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 

childcare, marital conflict, fear of getting sick, loss of income). What life demands are you 

finding to be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

General Job Resources. 
 

14. Job resources are aspects of the work context that help people meet their personal and work-

related needs.  

Some typical work resources you have may include: time, decision-making power, equipment, 
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quality supervision, coworker support, information, or having a sufficient budget. Please indicate 

the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

work.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
work, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

Please 

choose 

“Strongly 

agree” for 

this 

question, 

as this is 

an 

attention 

check.   

o  o  o  o  o  o  o  
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When responding to the questions above, what job resources were you primarily thinking 

about? Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

15.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
resources 

I have 

now is:   

o  o  o  o  o  o  o  o  o  

 

Since the beginning of the COVID-19 pandemic, there may be specific job resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., supportive 
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supervisor, schedule flexibility, ability to work from home). What job resources are most 

helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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General Life Resources. 
 
16. Life resources are aspects of your life—outside of work—that help you to meet your 

personal and home-related needs.  

Some typical life resources you have may include: supportive friends, a supportive partner and/or 

family, religious community, and stable income.  

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
non-work 

life, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

 

When responding to the questions above, what life resources were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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17. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

resources 

I have in 

my non-
work life 
now is:   

o  o  o  o  o  o  o  o  o  

 

Since the beginning of the COVID-19 pandemic, there may be specific life resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., reliable internet 

connection, strong community, access to nature, safe transportation, stable income). What life 
resources are most helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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Open Ended Question. 
 
18. In thinking about the previous questions about your job and life demands, and your job and 

life resources, please feel free to describe any relevant issues in more detail in the space provided 

below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 

 

Work Hours 
 
19. Nowadays, how many hours a week do you work at your workplace? 

________________________________________________________________ 

 

 

20. Nowadays, how many hours a week do you do you work for your job at home?  

________________________________________________________________ 
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21. Nowadays, in an average work week, what percentage of your time do you spend on: 

 

 

 

0
% 

 

10
% 

 

20
% 

 

30
% 

 

40
% 

 

50
% 

 

60
% 

 

70
% 

 

80
% 

 

90
% 

 

100
% 

Teaching 

(course-

related only) 
o  o  o  o  o  o  o  o  o  o  o  

Supervision 

(undergraduat

e and graduate 

students) 

o  o  o  o  o  o  o  o  o  o  o  
Research 

(other than 

supervision 

activities)  

o  o  o  o  o  o  o  o  o  o  o  
Service  o  o  o  o  o  o  o  o  o  o  o  

 

 

Supervisor Support.  
 

22. For the following questions, please think about your experience of these issues since the 
beginning of COVID-19 related disruptions.  
Think about your supervisor or the leader (i.e., who you report to, who oversees your work, who 
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has authority over you) in your workplace that affects your work life the most, and respond to the 

following questions about them. 

 

 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My 

supervisor 

or leader 

is 

concerned 

about the 

welfare of 

those 

under 

them.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

pays 

attention 

to what 

you are 

saying.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is helpful 

in getting 

the job 

done.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is 

successful 

in getting 

people to 

work 

together.   

o  o  o  o  o  o  o  
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Coworker Support. 
 
23. For the following questions, please think about your experience of these issues nowadays. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

People I 

work with 

are 

competent 

in doing 

their jobs.   

o  o  o  o  o  o  o  

People I 

work with 

are 

helpful in 

getting 

the job 

done.   

o  o  o  o  o  o  o  

People I 

work with 

take a 

personal 

interest in 

me.   

o  o  o  o  o  o  o  
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Job Involvement. 
 
24. For the following questions, please think about how you feel about these issues nowadays. 
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Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The most 

important 

things 

that 

happen to 

me 

involve 

my 

present 

job.   

o  o  o  o  o  o  o  

To me, 

my job is 

only a 

small part 

of who I 

am.   

o  o  o  o  o  o  o  

I am very 

much 

involved 

personally 

in my job.   

o  o  o  o  o  o  o  
I live, eat, 

and 

breathe 

my job.   

o  o  o  o  o  o  o  
Most of 

my 

interests 

are 

centered 

around 

my job.   

o  o  o  o  o  o  o  
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This is an 

attention 

check 

question, 

please 

choose 

“Strongly 

disagree”.   

o  o  o  o  o  o  o  

I have 

very 

strong ties 

with my 

present 

job which 

would be 

very 

difficult 

to break.   

o  o  o  o  o  o  o  

Usually, I 

feel 

detached 

from my 

job.   

o  o  o  o  o  o  o  
Most of 

my 

personal 

life goals 

are job-

oriented.   

o  o  o  o  o  o  o  

I consider 

my job to 

be very 

central to 

my 

existence.   

o  o  o  o  o  o  o  

I like to 

be 

absorbed 

in my job 

most of 

the time.   

o  o  o  o  o  o  o  
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Stimulating Job Resources 
 

25. Nowadays, to what extent do you agree that… 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Your work requires 

you to use a number 

of complex or high-

level skills?   

o  o  o  o  o  o  o  
Your job requires 

you to utilize a 

variety of different 

skills in order to 

complete the work?   

o  o  o  o  o  o  o  
Your job requires 

unique ideas or 

solutions to 

problems?   

o  o  o  o  o  o  o  
You are able to 

grow and learn from 

your job?   
o  o  o  o  o  o  o  

Respond with 

“Neither disagree 

nor agree.”   
o  o  o  o  o  o  o  

Your interactions 

with those you 

serve (e.g.,  
students, clients, 

families, customers, 

etc.) are 

meaningful?   

o  o  o  o  o  o  o  

You truly help your 

students/colleagues?   o  o  o  o  o  o  o  
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In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below:  

________________________________________________________________ 

 

You spend a lot of 

time on things that 

are truly important 

in your job?   

o  o  o  o  o  o  o  
Your work is 

significant or 

important?   
o  o  o  o  o  o  o  

The results of your 

work are likely to 

significantly affect 

the lives of other 

people?   

o  o  o  o  o  o  o  
You contribute to 

knowledge, 

products, or 

services that 

enhance human 

well-being and/or 

the environment?   

o  o  o  o  o  o  o  
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Workload. 
 

26. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. How often… 

 

 

Never 

1  

 

Rarely 

2  

 

Occasionally 

3  

 

Sometimes 

4  

 

Frequently 

5  

 

Usually 

6  

 

Always 

7  

Do you 

find that 

you are 

behind in 

your 

work 

activities?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with the 

pace of 

work?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with 

work 

pressure?   

o  o  o  o  o  o  o  
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Work Engagement. 
 

27. For the following questions, please think about how you feel about these issues nowadays. 

 

 

Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

When 

working, I 

feel 

bursting 

with 

energy.   

o  o  o  o  o  o  o  

When 

working, I 

feel strong 

and 

vigorous.   

o  o  o  o  o  o  o  
I am 

enthusiastic 

about my 

job.   

o  o  o  o  o  o  o  
My job 

inspires 

me.   
o  o  o  o  o  o  o  

I am 

immersed 

in my 

work.   

o  o  o  o  o  o  o  
I get 

carried 

away when 

I am 

working.   

o  o  o  o  o  o  o  
 

 

 



 

 

195 

Time-Based Work-life Conflict 
 

28. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My work keeps 

me from my 

home/family 

activities more 

than I would 

like.   

o  o  o  o  o  o  o  

The time I 

must devote to 

my job keeps 

me from 

participating 

equally in 

household 

responsibilities 

and activities.   

o  o  o  o  o  o  o  

I have to miss 

home/family 

activities due 

to the amount 

of time I must 

spend on work 

responsibilities.   

o  o  o  o  o  o  o  
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Work-life Conflict During COVID.  
 

29.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that work 
interferes 
with my 
family 
and the 
rest of 

my life is:   

o  o  o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict. 
 

30. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The time I 

spend on 

family 

responsibilities 

often interfere 

with my work 

responsibilities.   

o  o  o  o  o  o  o  

The time I 

spend with my 

family often 

causes me not 

to spend time 

on work 

activities that 

could be 

helpful to my 

career.   

o  o  o  o  o  o  o  

Attention 

check item, 

choose 

response two.   

o  o  o  o  o  o  o  
I have to miss 

work activities 

due to the 

amount of time 

I must spend 

on family 

responsibilities.   

o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict during COVID.  
 
31. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that my 

family 
and other 
aspects of 

my life 
interferes 
with my 
work is:   

o  o  o  o  o  o  o  o  o  

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Strain. 
 
32. Since the beginning of COVID-19 related disruptions, how often have you… 

 

 

Never 

1  

 

Almost 

never 

2  

 

 3  

 

Sometimes 

4  

 

 5  

 

Fairly 

Often 

6  

 

Very 

Often 

7  

Felt that 

you were 

unable to 

control the 

important 

things in 

your life?   

o  o  o  o  o  o  o  

Felt 

nervous 

and 

“stressed?”   

o  o  o  o  o  o  o  
Felt 

confident 

about your 

ability to 

handle 

your 

personal 

problems?   

o  o  o  o  o  o  o  

Felt things 

were going 

your way?   
o  o  o  o  o  o  o  

Felt 

difficulties 

were 

piling up 

so high 

that you 

could not 

overcome 

them?   

o  o  o  o  o  o  o  

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Work-Family Guilt.  

33. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Not 

applicable 

N/A  

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

I regret not 

being around 

for my family 

as much as I 

would like to.   

o  o  o  o  o  o  o  o  

I feel bad 

because I 

frequently 

have to take 

time away 

from my 

family to deal 

with issues 

happening at 

work.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not 

showing as 

much interest 

to my 

spouse/partner 

as I wish.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not being 

able to take 

care of my 

child(ren) as 

well as I 

would like to.   

o  o  o  o  o  o  o  o  
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In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Burnout. 
 

34. For the following questions, please think about how often you feel this way about your work 

nowadays. 
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Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

I find it hard 

to relax after a 

day’s work.   
o  o  o  o  o  o  o  

I feel drained 

when I finish 

work.   
o  o  o  o  o  o  o  

When I finish 

work, I feel so 

tired I can’t 

do anything 

else.   

o  o  o  o  o  o  o  
Please select 

response 

option three .   
o  o  o  o  o  o  o  

It’s getting 

increasingly 

difficult for 

me to get up 

for work in 

the morning.   

o  o  o  o  o  o  o  

I have become 

less interested 

and 

enthusiastic 

about my job.   

o  o  o  o  o  o  o  
I feel 

increasingly 

less involved 

in the work I 

do.   

o  o  o  o  o  o  o  
I doubt the 

significance 

of my work.   
o  o  o  o  o  o  o  
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I can’t really 

see the value 

and 

importance of 

my work.   

o  o  o  o  o  o  o  
At work, I 

think I’m 

inefficient 

when it comes 

to solving 

problems.   

o  o  o  o  o  o  o  

In my 

opinion, I’m 

inefficient in 

my job.   

o  o  o  o  o  o  o  
Other people 

say I’m 

inefficient in 

my work.   

o  o  o  o  o  o  o  
I don’t feel 

confident 

about 

accomplishing 

my work 

efficiently.   

o  o  o  o  o  o  o  
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Job Satisfaction. 
 

35. 

 

 

Very 

dissatisfied 

1  

 

Moderately 

dissatisfied 

2  

 

Slightly 

dissatisfied  

3  

 

Neither 

dissatisfied 

nor 

satisfied  

4  

 

Slightly 

satisfied 

5  

 

Moderately 

satisfied 

6  

 

Very 

satisfied 

7  

Nowadays, 

how do 

you feel 

about your 

job as a 

whole?   

o  o  o  o  o  o  o  

 

In thinking about the question above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Productivity. 
 

36. Think about your worst level of efficiency ever and your best possible efficiency at work. 

 

 

Worst 

ever 

1  

2  3  4  5  6  7  8  9  

 

Best 

possible 

10  

Since the 
beginning 

of COVID-
19 related 

disruptions, 
please rate 

how 

efficient you 

feel you are, 

compared 

with your 

worst ever 

and best 

possible 

efficiency.   

o  o  o  o  o  o  o  o  o  o  

 

37. Since the beginning of COVID-19 related disruptions, have you submitted any peer-

reviewed journal articles? 

o Yes, as a main author 

o Yes, as a co-author 

o No   

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 
 

[Open-Ended Questions were presented here, see Appendix O]. 
 



 

 

207 

Housework Hours.  
 

38. Nowadays, approximately how many hours of housework do you do (e.g., laundry, cooking) 

per week? 

________________________________________________________________ 

 

 

Dependents’ Special Needs. 
 

39. Do any of your dependents have special needs (e.g., disabilities, health issues)?  

o Yes  

o No  

o N/A (Not applicable)   

 

 

Hours of Dependent Care. 
 
40. Nowadays, how many hours of care or help do you provide to dependent relatives (e.g., 

elderly parents, relatives other than your children) per week?  

________________________________________________________________ 

 

 

Disability. 
 

41. Do you identify as a person living with a disability (e.g., physical, cognitive, or 

psychological)? 

o Yes   

o No   

o Prefer not to disclose   
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Indigeneity. 
  

42. Do you identify as an Indigenous person? 

o Yes   

o No   

o Prefer not to disclose   

 

 
Visible Ethnic Minority Identity.  
 
43. Do you identify as a visible ethnic minority? 

o Yes  

o No  

o Prefer not to disclose  

 

Tenure. 
 
44. How long have you been employed as a faculty member at the [University] (in years)? 

▼ 1 ... 70 

 

Sabbatical.  
 
45. Have you recently completed or are you about to be on sabbatical? 

o Yes (2019-2020) 

o Yes (2020-2021) 

o No 

o Prefer not to disclose 

 

Income. 

 

46. What is your gross annual income (before expenses, taxes, etc)? 

________________________________________________________________ 
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Conscientiousness Checks.  
 

Lastly, it is vital to our study that we only include responses from people that devoted their full 

attention to this study. Otherwise, the data could be unreliable and the researchers’ effort and the 

time of other participants could be wasted. 

 

47. In your honest opinion, should we use your data in our analyses in this study? 

o Yes    

o No    

o Other (please explain):   ________________________________________________ 

 

 

48.  How much of your attention was focused on answering the questions in this study? 

o Almost no attention 

o Very little of my attention    

o Some of my attention    

o Most of my attention 

o My full attention   

 

 

49. Please tell us whether you answered honestly and accurately. 

I responded to the survey questions accurately and honestly. 

o Strongly disagree 

o Somewhat disagree    

o Neither disagree nor agree  

o Somewhat agree 

o Strongly agree  
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Appendix P 

Survey for Mturk and Snowball Samples 

Gender 
 

1. What is your gender? 

o Woman 

o Man 

o My gender identity is not listed above:   

 

________________________________________________ 

o Prefer not to disclose 

 

Age  
 

2. How old are you: 

________________________________________________________________ 

 

 

Children. 
 

3. Do you have any children? 

o Yes 

o No 

 

Display This Question: 
If: Do you have any children? = Yes 
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Number of Children. 
 

3a. How many children do you have? 

o 1   

o 2 

o 3 

o 4  

o 5  

o 6   

o 7  

o 8  

o 9  

o 10  

 

Display This Question: 
If: How many children do you have? = >0 
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Age of Child(ren) 
 

3ab. How old are your children (in years)? 

o Child 1's Age  ________________________________________________ 

o Child 2's Age ________________________________________________ 

o Child 3's Age  ________________________________________________ 

o Child 4's Age  ________________________________________________ 

o Child 5's Age  ________________________________________________ 

o Child 6's Age  ________________________________________________ 

o Child 7's Age  ________________________________________________ 

o Child 8's Age  ________________________________________________ 

o Child 9's Age  ________________________________________________ 

o Child 10's Age   ________________________________________________ 

 

 

Display This Question: 
If: Do you have any children? = Yes 

 

Child(ren)’s School Attendance. 
 

3b. Is your child/children currently attending school? 

o Yes   

o No 

 

 

Display This Question: 
If: Is your child/children currently attending school? = Yes 
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Type of Child(ren)’s Schooling. 
 

3c. How is your child/children currently being schooled? 

o Physically at their school  

o At home (e.g., virtual)   

 

 

Visible Ethnic Minority Identity.  
 
4. Do you identify as a visible ethnic minority? 

o Yes  

o No  

o Prefer not to disclose  

 

Sexual Orientation. 
 

5. Which of these commonly used terms would you use to describe your sexual orientation? 

o Heterosexual   

o Gay  

o Lesbian   

o Bisexual   

o Queer 

o My sexual orientation is not listed above:  

________________________________________________ 

o Prefer not to disclose  
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Relationship Status. 
 

6. My current relationship status is: 

▢ Single, never married   

▢ Married  

▢ Cohabitating  

▢ Divorced   

▢ Separated   

▢ My relationship status is not listed here:   

________________________________________________ 

 

Gender of Partner. 
 

7. What is your partner/spouse's gender? 

o Woman  

o Man 

o Gender identity is not listed here: 

________________________________________________ 

o My partners’ genders are (please separate by commas):  

________________________________________________ 

o Prefer not to disclose  

 

 

Occupation. 
 

8. What is your occupation? 

________________________________________________ 
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Employment. 
 

9. What is your current employment status? 

o Employed full-time    

o Employed part-time  

o Unemployed   

o Self-employed    

o Prefer not to disclose    

 

 

Work Location. 
 
10. Where are you currently working? 

 
Working 

from home  

Mostly 

working from 

home, 

sometimes 

from job 

location  

Working 

equally from 

home and job 

location  

Mostly 

working from 

job location, 

sometimes 

from home  

Working 

from job 

location  

I am 

currently:   o  o  o  o  o  
 

 

General Job Demands 
 

11. Job demands are aspects of the work context that require ongoing mental, emotional, or 

physical effort.  

Some typical job demands might include: physical labour, interpersonal conflicts, poor 
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supervision, time pressure, and pressure to complete work tasks quickly. 

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

 

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many job 
demands.   

o  o  o  o  o  o  o  
Nowadays, 

my level 

of job 
demands 

is too high.   

o  o  o  o  o  o  o  
 

When responding to the questions above, what job demands were you primarily thinking of? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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12.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
demands 

I face 

now is:   

o  o  o  o  o  o  o  o  o  

 

 

Since the beginning of the COVID-19 pandemic, there may be specific job demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 

frequent interruptions, poor working space, teleworking). What job demands are you finding to 

be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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General Life Demands.  
 
13. Life demands are aspects of your life—outside of work—that require ongoing mental, 

emotional, or physical effort.  

Some typical life demands you face may include: elder care responsibilities, childcare 

responsibilities, health problems, or marital conflict.  Please indicate the degree to which you 

agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many 

demands 

in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

my level 

of life 
demands 

is too high.   

o  o  o  o  o  o  o  
 

When responding to the questions above, what life demands were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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14.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

life 
demands 

I now 

face is:    

o  o  o  o  o  o  o  o  o  

 

Since the beginning of the COVID-19 pandemic, there may be specific life demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 

childcare, marital conflict, fear of getting sick, loss of income). What life demands are you 

finding to be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

General Job Resources. 
 

15. Job resources are aspects of the work context that help people meet their personal and work-

related needs.  

Some typical work resources you have may include: time, decision-making power, equipment, 
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quality supervision, coworker support, information, or having a sufficient budget. Please indicate 

the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

work.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
work, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

Please 

choose 

“Strongly 

agree” for 

this 

question, 

as this is 

an 

attention 

check.   

o  o  o  o  o  o  o  
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When responding to the questions above, what job resources were you primarily thinking 

about? Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

16.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
resources 

I have 

now is:   

o  o  o  o  o  o  o  o  o  

 

 

 

 

 

 

Since the beginning of the COVID-19 pandemic, there may be specific job resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., supportive 
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supervisor, schedule flexibility, ability to work from home). What job resources are most 

helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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General Life Resources. 
 
17. Life resources are aspects of your life—outside of work—that help you to meet your 

personal and home-related needs.  

Some typical life resources you have may include: supportive friends, a supportive partner and/or 

family, religious community, and stable income.  

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
non-work 

life, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

 

When responding to the questions above, what life resources were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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18. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

resources 

I have in 

my non-
work life 
now is:   

o  o  o  o  o  o  o  o  o  

 

 

Since the beginning of the COVID-19 pandemic, there may be specific life resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., reliable internet 

connection, strong community, access to nature, safe transportation, stable income). What life 
resources are most helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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Open Ended Question. 
 
19. In thinking about the previous questions about your job and life demands, and your job and 

life resources, please feel free to describe any relevant issues in more detail in the space provided 

below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 

 

Work Hours 
 
20. Nowadays, how many hours a week do you work at your workplace? 

________________________________________________________________ 

 

 

 

21. Nowadays, how many hours a week do you do you work for your job at home?  

________________________________________________________________ 

 

 

 

22. Nowadays, how many hours of overtime do you work per month? 

________________________________________________________________ 

 

Supervisor Support.  
 

23. For the following questions, please think about your experience of these issues since the 
beginning of COVID-19 related disruptions.  
Think about your supervisor or the leader (i.e., who you report to, who oversees your work, who 
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has authority over you) in your workplace that affects your work life the most, and respond to the 

following questions about them. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My 

supervisor 

or leader 

is 

concerned 

about the 

welfare of 

those 

under 

them.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

pays 

attention 

to what 

you are 

saying.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is helpful 

in getting 

the job 

done.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is 

successful 

in getting 

people to 

work 

together.   

o  o  o  o  o  o  o  

 

 

Coworker Support. 
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24. For the following questions, please think about your experience of these issues nowadays. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

People I 

work with 

are 

competent 

in doing 

their jobs.   

o  o  o  o  o  o  o  

People I 

work with 

are 

helpful in 

getting 

the job 

done.   

o  o  o  o  o  o  o  

People I 

work with 

take a 

personal 

interest in 

me.   

o  o  o  o  o  o  o  
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Job Involvement. 
 
25. For the following questions, plese think about how you feel about these issues nowadays. 
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Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The most 

important 

things 

that 

happen to 

me 

involve 

my 

present 

job.   

o  o  o  o  o  o  o  

To me, 

my job is 

only a 

small part 

of who I 

am.   

o  o  o  o  o  o  o  

I am very 

much 

involved 

personally 

in my job.   

o  o  o  o  o  o  o  
I live, eat, 

and 

breathe 

my job.   

o  o  o  o  o  o  o  
Most of 

my 

interests 

are 

centered 

around 

my job.   

o  o  o  o  o  o  o  
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This is an 

attention 

check 

question, 

please 

choose 

“Strongly 

disagree”.   

o  o  o  o  o  o  o  

I have 

very 

strong ties 

with my 

present 

job which 

would be 

very 

difficult 

to break.   

o  o  o  o  o  o  o  

Usually, I 

feel 

detached 

from my 

job.   

o  o  o  o  o  o  o  
Most of 

my 

personal 

life goals 

are job-

oriented.   

o  o  o  o  o  o  o  

I consider 

my job to 

be very 

central to 

my 

existence.   

o  o  o  o  o  o  o  

I like to 

be 

absorbed 

in my job 

most of 

the time.   

o  o  o  o  o  o  o  
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Stimulating Job Resources 
 

26. Nowadays, to what extent do you agree that… 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Your work 

requires you to 

use a number of 

complex or high-

level skills?   

o  o  o  o  o  o  o  
Your job requires 

you to utilize a 

variety of 

different skills in 

order to complete 

the work?   

o  o  o  o  o  o  o  

Your job requires 

unique ideas or 

solutions to 

problems?   

o  o  o  o  o  o  o  
You are able to 

grow and learn 

from your job?   
o  o  o  o  o  o  o  

Respond with 

“Neither disagree 

nor agree.”   
o  o  o  o  o  o  o  

Your interactions 

with those you 

serve (e.g., 

clients, families, 

customers, etc.) 

are meaningful?   

o  o  o  o  o  o  o  
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In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below:  

________________________________________________________________ 

 

You truly help 

your 

customers/clients?   
o  o  o  o  o  o  o  

You spend a lot of 

time on things 

that are truly 

important in your 

job?   

o  o  o  o  o  o  o  
Your work is 

significant or 

important?   
o  o  o  o  o  o  o  

The results of 

your work are 

likely to 

significantly 

affect the lives of 

other people?   

o  o  o  o  o  o  o  

You contribute to 

knowledge, 

products, or 

services that 

enhance human 

well-being and/or 

the environment?   

o  o  o  o  o  o  o  



 

 

233 

Workload. 
 

27. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. How often… 

 

 

Never 

1  

 

Rarely 

2  

 

Occasionally 

3  

 

Sometimes 

4  

 

Frequently 

5  

 

Usually 

6  

 

Always 

7  

Do you 

find that 

you are 

behind in 

your 

work 

activities?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with the 

pace of 

work?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with 

work 

pressure?   

o  o  o  o  o  o  o  
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Work Engagement. 
 

28. For the following questions, please think about how you feel about these issues nowadays. 

 

 

Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

When 

working, I 

feel 

bursting 

with 

energy.   

o  o  o  o  o  o  o  

When 

working, I 

feel strong 

and 

vigorous.   

o  o  o  o  o  o  o  
I am 

enthusiastic 

about my 

job.   

o  o  o  o  o  o  o  
My job 

inspires 

me.   
o  o  o  o  o  o  o  

I am 

immersed 

in my 

work.   

o  o  o  o  o  o  o  
I get 

carried 

away when 

I am 

working.   

o  o  o  o  o  o  o  
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Time-Based Work-life Conflict 
 

29. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My work keeps 

me from my 

home/family 

activities more 

than I would 

like.   

o  o  o  o  o  o  o  

The time I 

must devote to 

my job keeps 

me from 

participating 

equally in 

household 

responsibilities 

and activities.   

o  o  o  o  o  o  o  

I have to miss 

home/family 

activities due 

to the amount 

of time I must 

spend on work 

responsibilities.   

o  o  o  o  o  o  o  
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Work-life Conflict During COVID.  
 

30.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that work 
interferes 
with my 
family 
and the 
rest of 

my life is:   

o  o  o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict. 
 

31. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The time I 

spend on 

family 

responsibilities 

often interfere 

with my work 

responsibilities.   

o  o  o  o  o  o  o  

The time I 

spend with my 

family often 

causes me not 

to spend time 

on work 

activities that 

could be 

helpful to my 

career.   

o  o  o  o  o  o  o  

Attention 

check item, 

choose 

response two.   

o  o  o  o  o  o  o  
I have to miss 

work activities 

due to the 

amount of time 

I must spend 

on family 

responsibilities.   

o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict during COVID.  
 
32. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that my 

family 
and other 
aspects of 

my life 
interferes 
with my 
work is:   

o  o  o  o  o  o  o  o  o  

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Strain. 
 
33. Since the beginning of COVID-19 related disruptions, how often have you… 

 

 

Never 

1  

 

Almost 

never 

2  

 

 3  

 

Sometimes 

4  

 

 5  

 

Fairly 

Often 

6  

 

Very 

Often 

7  

Felt that 

you were 

unable to 

control the 

important 

things in 

your life?   

o  o  o  o  o  o  o  

Felt 

nervous 

and 

“stressed?”   

o  o  o  o  o  o  o  
Felt 

confident 

about your 

ability to 

handle 

your 

personal 

problems?   

o  o  o  o  o  o  o  

Felt things 

were going 

your way?   
o  o  o  o  o  o  o  

Felt 

difficulties 

were 

piling up 

so high 

that you 

could not 

overcome 

them?   

o  o  o  o  o  o  o  

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Work-Family Guilt.  

34. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 
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Not 

applicabl

e 

N/A  

 

Strongl

y 

disagre

e 

1  

 

Disagre

e 

2  

 

Slightl

y 

disagre

e 

3  

 

Neither 

disagre

e nor 

agree 

4  

 

Slightl

y agree 

5  

 

Agre

e 

6  

 

Strongl

y agree 

7  

I regret not 

being around 

for my 

family as 

much as I 

would like 

to.   

o  o  o  o  o  o  o  o  

I feel bad 

because I 

frequently 

have to take 

time away 

from my 

family to 

deal with 

issues 

happening at 

work.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not 

showing as 

much interest 

to my 

spouse/partn

er as I wish.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not being 

able to take 

care of my 

child(ren) as 

well as I 

would like 

to.   

o  o  o  o  o  o  o  o  

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Burnout. 
 

35. For the following questions, please think about how often you feel this way about your work 

nowadays. 
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Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

I find it hard 

to relax after a 

day’s work.   
o  o  o  o  o  o  o  

I feel drained 

when I finish 

work.   
o  o  o  o  o  o  o  

When I finish 

work, I feel so 

tired I can’t 

do anything 

else.   

o  o  o  o  o  o  o  
Please select 

response 

option three.   
o  o  o  o  o  o  o  

It’s getting 

increasingly 

difficult for 

me to get up 

for work in 

the morning.   

o  o  o  o  o  o  o  

I have become 

less interested 

and 

enthusiastic 

about my job.   

o  o  o  o  o  o  o  
I feel 

increasingly 

less involved 

in the work I 

do.   

o  o  o  o  o  o  o  
I doubt the 

significance 

of my work.   
o  o  o  o  o  o  o  
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I can’t really 

see the value 

and 

importance of 

my work.   

o  o  o  o  o  o  o  
At work, I 

think I’m 

inefficient 

when it comes 

to solving 

problems.   

o  o  o  o  o  o  o  

In my 

opinion, I’m 

inefficient in 

my job.   

o  o  o  o  o  o  o  
Other people 

say I’m 

inefficient in 

my work.   

o  o  o  o  o  o  o  
I don’t feel 

confident 

about 

accomplishing 

my work 

efficiently.   

o  o  o  o  o  o  o  
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Job Satisfaction. 
 

36. 

 

 

Very 

dissatisfie

d 

1  

 

Moderatel

y 

dissatisfie

d 

2  

 

Slightly 

dissatisfie

d  

3  

 

Neither 

dissatisfie

d nor 

satisfied  

4  

 

Slightl

y 

satisfie

d 

5  

 

Moderatel

y satisfied 

6  

 

Very 

satisfie

d 

7  

Nowaday

s, how do 

you feel 

about 

your job 

as a 

whole?   

o  o  o  o  o  o  o  

 

In thinking about the question above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Productivity. 

 

37.Think about your worst level of efficiency ever and your best possible efficiency at work. 

 

 

Worst 

ever 

1  

2  3  4  5  6  7  8  9  

 

Best 

possible 

10  

Since the 
beginning 

of COVID-
19 related 

disruptions, 
please rate 

how 

efficient you 

feel you are, 

compared 

with your 

worst ever 

and best 

possible 

efficiency.   

o  o  o  o  o  o  o  o  o  o  

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 

 

Housework Hours.  
 

38. Nowadays, approximately how many hours of housework do you do (e.g., laundry, cooking) 

per week? 

________________________________________________________________ 
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Dependents’ Special Needs. 
 

39. Do any of your dependents have special needs (e.g., disabilities, health issues)?  

o Yes  

o No  

o N/A (Not applicable)   

 

 

Hours of Dependent Care. 
 
40. Nowadays, how many hours of care or help do you provide to dependent relatives (e.g., 

elderly parents, relatives other than your children) per week?  

________________________________________________________________ 

 

 

Disability. 
 

41. Do you identify as a person living with a disability (e.g., physical, cognitive, or 

psychological)? 

o Yes   

o No   

o Prefer not to disclose   

 

 

Indigeneity. 
  

42. Do you identify as an Indigenous person? 

o Yes   

o No   

o Prefer not to disclose   

 

Country. 
43. What country do you reside in? 
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o United States of America 

o Canada 

 

Display This Question: 
If: What country do you reside in? = United States of America 

 

US State. 
43a. If you reside in the United States of America, which state do you reside in? 

▼ Alabama ... Wyoming 

 

Display This Question: 
If: What country do you reside in? = Canada 

 
Canadian Province/Territory. 
43b. If you reside in Canada, which province or territory do you reside in? 

▼ Alberta ... Yukon  
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Level of Education. 
 

44. What is the highest level of education you have attained? 

o Some high school  

o Completed high school  

o Some college/university 

o Apprenticeship training and trades   

o Completed college/university 

o Some graduate education   

o Completed graduate education  

o Professional degree (e.g., M.D., J.D.)  

o Prefer not to disclose  

 
Display This Question: 

If What is your current employment status? = Employed full-time 
 

Sector. 
45. In what sector are you currently employed? 

o Not-for-profit   

o Public   

o Private   

o Other (please specify): ________________________________________________ 

 

Display This Question: 
If What is your current employment status? = Employed full-time 
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Industry.  
46. In what industry are you currently employed? 

________________________________________________________________ 

 

Display This Question: 
If What is your current employment status? = Employed full-time 

 

Tenure. 
47. How long have you been employed in your current job/organization (in years)? 

▼ 1 ... 70  

 

Display This Question: 
If What is your current employment status? = Employed full-time 

 

Supervisory Responsibilities. 
48. Do you have any supervisory responsibilities in your current position? 

o Yes  

o No  

 
Income. 

 

49. What is your gross annual income (before expenses, taxes, etc)? 

________________________________________________________________ 

 

Conscientiousness Checks.  
 

Lastly, it is vital to our study that we only include responses from people that devoted their full 

attention to this study. Otherwise, the data could be unreliable and the researchers’ effort and the 

time of other participants could be wasted. 
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50. In your honest opinion, should we use your data in our analyses in this study? 

o Yes    

o No    

o Other (please explain):   ________________________________________________ 

 

 

51.  How much of your attention was focused on answering the questions in this study? 

o Almost no attention 

o Very little of my attention    

o Some of my attention    

o Most of my attention 

o My full attention   

 

 

52. Please tell us whether you answered honestly and accurately. 

I responded to the survey questions accurately and honestly. 

o Strongly disagree 

o Somewhat disagree    

o Neither disagree nor agree  

o Somewhat agree 

o Strongly agree  
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Appendix Q 

Survey for Veterinary Sample 

Gender 
 

1. What is your gender? 

o Woman 

o Man 

o My gender identity is not listed above:   

 

________________________________________________ 

o Prefer not to disclose 

 

Age  
 

2. How old are you: 

________________________________________________________________ 

 

 

Children. 
 

3. Do you have any children? 

o Yes 

o No 

 

Display This Question: 
If: Do you have any children? = Yes 
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Number of Children. 
 

3a. How many children do you have? 

o 1   

o 2 

o 3 

o 4  

o 5  

o 6   

o 7  

o 8  

o 9  

o 10  

 

Display This Question: 
If: How many children do you have? = >0 
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Age of Child(ren) 
 

3ab. How old are your children (in years)? 

o Child 1's Age  ________________________________________________ 

o Child 2's Age ________________________________________________ 

o Child 3's Age  ________________________________________________ 

o Child 4's Age  ________________________________________________ 

o Child 5's Age  ________________________________________________ 

o Child 6's Age  ________________________________________________ 

o Child 7's Age  ________________________________________________ 

o Child 8's Age  ________________________________________________ 

o Child 9's Age  ________________________________________________ 

o Child 10's Age   ________________________________________________ 

 

 

Display This Question: 
If: Do you have any children? = Yes 

 

Child(ren)’s School Attendance. 
 

3b. Is your child/children currently attending school? 

o Yes   

o No 

 

 

Display This Question: 
If: Is your child/children currently attending school? = Yes 
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Type of Child(ren)’s Schooling. 
 

3c. How is your child/children currently being schooled? 

o Physically at their school  

o At home (e.g., virtual)   

 

Sexual Orientation. 
 

4. Which of these commonly used terms would you use to describe your sexual orientation? 

o Heterosexual   

o Gay  

o Lesbian   

o Bisexual   

o Queer 

o My sexual orientation is not listed above:  

________________________________________________ 

o Prefer not to disclose  
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Relationship Status. 
 

5. My current relationship status is: 

▢ Single, never married   

▢ Married  

▢ Cohabitating  

▢ Divorced   

▢ Separated   

▢ My relationship status is not listed here:   

________________________________________________ 

 

Gender of Partner. 
 

6. What is your partner/spouse's gender? 

o Woman  

o Man 

o Gender identity is not listed here: 

________________________________________________ 

o My partners’ genders are (please separate by commas):  

________________________________________________ 

o Prefer not to disclose  

 
 
Registered Veterinarian 
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7. Are you a registered veterinarian with the [Veterinary Association]? 

o Yes 

o No  

 

Work Location. 
 
10. Where are you currently working? 

 
Working 

from home  

Mostly 

working from 

home, 

sometimes 

from job 

location  

Working 

equally from 

home and job 

location  

Mostly 

working from 

job location, 

sometimes 

from home  

Working 

from job 

location  

I am 

currently:   o  o  o  o  o  
 

 

General Job Demands 
 

11. Job demands are aspects of the work context that require ongoing mental, emotional, or 

physical effort.  

Some typical job demands might include: physical labour, interpersonal conflicts, poor 

supervision, time pressure, and pressure to complete work tasks quickly. 

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

 

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many job 
demands.   

o  o  o  o  o  o  o  
Nowadays, 

my level 

of job 
demands 

is too high.   

o  o  o  o  o  o  o  
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When responding to the questions above, what job demands were you primarily thinking of? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

12.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
demands 

I face 

now is:   

o  o  o  o  o  o  o  o  o  

 

 

Since the beginning of the COVID-19 pandemic, there may be specific job demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 
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frequent interruptions, poor working space, teleworking). What job demands are you finding to 

be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

 

 

General Life Demands.  
 
13. Life demands are aspects of your life—outside of work—that require ongoing mental, 

emotional, or physical effort.  

Some typical life demands you face may include: elder care responsibilities, childcare 
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responsibilities, health problems, or marital conflict.  Please indicate the degree to which you 

agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I face 

many 

demands 

in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

my level 

of life 
demands 

is too high.   

o  o  o  o  o  o  o  
 

When responding to the questions above, what life demands were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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14.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

life 
demands 

I now 

face is:    

o  o  o  o  o  o  o  o  o  

 

Since the beginning of the COVID-19 pandemic, there may be specific life demands that you 

are finding to be particularly difficult or hindering, given pandemic-related disruptions (e.g., 

childcare, marital conflict, fear of getting sick, loss of income). What life demands are you 

finding to be most draining nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

General Job Resources. 
 

15. Job resources are aspects of the work context that help people meet their personal and work-

related needs.  

Some typical work resources you have may include: time, decision-making power, equipment, 
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quality supervision, coworker support, information, or having a sufficient budget. Please indicate 

the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

work.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
work, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

Please 

choose 

“Strongly 

agree” for 

this 

question, 

as this is 

an 

attention 

check.   

o  o  o  o  o  o  o  
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When responding to the questions above, what job resources were you primarily thinking 

about? Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 

 

 

16.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

job 
resources 

I have 

now is:   

o  o  o  o  o  o  o  o  o  

 

 

 

 

 

 

Since the beginning of the COVID-19 pandemic, there may be specific job resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., supportive 
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supervisor, schedule flexibility, ability to work from home). What job resources are most 

helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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General Life Resources. 
 
17. Life resources are aspects of your life—outside of work—that help you to meet your 

personal and home-related needs.  

Some typical life resources you have may include: supportive friends, a supportive partner and/or 

family, religious community, and stable income.  

Please indicate the degree to which you agree or disagree with each statement using this scale: 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Nowadays, 

I have 

many 

resources 

that help 

me in my 

non-work 
life.   

o  o  o  o  o  o  o  

Nowadays, 

to help me 

in my 
non-work 

life, my 

level of 

resources 

is too low.   

o  o  o  o  o  o  o  

 

When responding to the questions above, what life resources were you primarily thinking about? 

Please list in order of importance. 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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18. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

the 

amount of 

resources 

I have in 

my non-
work life 
now is:   

o  o  o  o  o  o  o  o  o  

 

 

 

Since the beginning of the COVID-19 pandemic, there may be specific life resources that you 

are finding to be particularly helpful, given pandemic-related disruptions (e.g., reliable internet 

connection, strong community, access to nature, safe transportation, stable income). What life 
resources are most helpful nowadays? Please list in order of importance: 

o 1   ________________________________________________ 

o 2   ________________________________________________ 

o 3   ________________________________________________ 

o 4   ________________________________________________ 

o 5   ________________________________________________ 

o 6   ________________________________________________ 
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Open Ended Question. 
 
19. In thinking about the previous questions about your job and life demands, and your job and 

life resources, please feel free to describe any relevant issues in more detail in the space provided 

below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 

 

Work Hours 
 
20. Nowadays, how many hours a week do you work at your workplace? 

________________________________________________________________ 

 

 

 

21. Nowadays, how many hours a week do you do you work for your job at home?  

________________________________________________________________ 

 

 

 

22. Nowadays, how many hours of overtime do you work per month? 

________________________________________________________________ 

 

Supervisor Support.  
 

23. For the following questions, please think about your experience of these issues since the 
beginning of COVID-19 related disruptions.  
Think about your supervisor or the leader (i.e., who you report to, who oversees your work, who 
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has authority over you) in your workplace that affects your work life the most, and respond to the 

following questions about them. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My 

supervisor 

or leader 

is 

concerned 

about the 

welfare of 

those 

under 

them.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

pays 

attention 

to what 

you are 

saying.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is helpful 

in getting 

the job 

done.   

o  o  o  o  o  o  o  

My 

supervisor 

or leader 

is 

successful 

in getting 

people to 

work 

together.   

o  o  o  o  o  o  o  

 

 

Coworker Support. 
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24. For the following questions, please think about your experience of these issues nowadays. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

People I 

work with 

are 

competent 

in doing 

their jobs.   

o  o  o  o  o  o  o  

People I 

work with 

are 

helpful in 

getting 

the job 

done.   

o  o  o  o  o  o  o  

People I 

work with 

take a 

personal 

interest in 

me.   

o  o  o  o  o  o  o  
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Job Involvement. 
 
25. For the following questions, please think about how you feel about these issues nowadays. 
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Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The most 

important 

things 

that 

happen to 

me 

involve 

my 

present 

job.   

o  o  o  o  o  o  o  

To me, 

my job is 

only a 

small part 

of who I 

am.   

o  o  o  o  o  o  o  

I am very 

much 

involved 

personally 

in my job.   

o  o  o  o  o  o  o  
I live, eat, 

and 

breathe 

my job.   

o  o  o  o  o  o  o  
Most of 

my 

interests 

are 

centered 

around 

my job.   

o  o  o  o  o  o  o  
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This is an 

attention 

check 

question, 

please 

choose 

“Strongly 

disagree”.   

o  o  o  o  o  o  o  

I have 

very 

strong ties 

with my 

present 

job which 

would be 

very 

difficult 

to break.   

o  o  o  o  o  o  o  

Usually, I 

feel 

detached 

from my 

job.   

o  o  o  o  o  o  o  
Most of 

my 

personal 

life goals 

are job-

oriented.   

o  o  o  o  o  o  o  

I consider 

my job to 

be very 

central to 

my 

existence.   

o  o  o  o  o  o  o  

I like to 

be 

absorbed 

in my job 

most of 

the time.   

o  o  o  o  o  o  o  
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Stimulating Job Resources 
 

26. Nowadays, to what extent do you agree that… 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

Your work 

requires you to 

use a number of 

complex or high-

level skills?   

o  o  o  o  o  o  o  
Your job requires 

you to utilize a 

variety of 

different skills in 

order to complete 

the work?   

o  o  o  o  o  o  o  

Your job requires 

unique ideas or 

solutions to 

problems?   

o  o  o  o  o  o  o  
You are able to 

grow and learn 

from your job?   
o  o  o  o  o  o  o  

Respond with 

“Neither disagree 

nor agree.”   
o  o  o  o  o  o  o  

Your interactions 

with those you 

serve (e.g., 

clients, families, 

customers, etc.) 

are meaningful?   

o  o  o  o  o  o  o  
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In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below:  

________________________________________________________________ 

 

You truly help 

your 

customers/clients?   
o  o  o  o  o  o  o  

You spend a lot of 

time on things 

that are truly 

important in your 

job?   

o  o  o  o  o  o  o  
Your work is 

significant or 

important?   
o  o  o  o  o  o  o  

The results of 

your work are 

likely to 

significantly 

affect the lives of 

other people?   

o  o  o  o  o  o  o  

You contribute to 

knowledge, 

products, or 

services that 

enhance human 

well-being and/or 

the environment?   

o  o  o  o  o  o  o  
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Workload. 
 

27. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. How often… 

 

 

Never 

1  

 

Rarely 

2  

 

Occasionally 

3  

 

Sometimes 

4  

 

Frequently 

5  

 

Usually 

6  

 

Always 

7  

Do you 

find that 

you are 

behind in 

your 

work 

activities?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with the 

pace of 

work?   

o  o  o  o  o  o  o  

Do you 

have 

problems 

with 

work 

pressure?   

o  o  o  o  o  o  o  

 



 

 

276 

Work Engagement. 
 

28. For the following questions, please think about how you feel about these issues nowadays. 

 

 

Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

When 

working, I 

feel 

bursting 

with 

energy.   

o  o  o  o  o  o  o  

When 

working, I 

feel strong 

and 

vigorous.   

o  o  o  o  o  o  o  
I am 

enthusiastic 

about my 

job.   

o  o  o  o  o  o  o  
My job 

inspires 

me.   
o  o  o  o  o  o  o  

I am 

immersed 

in my 

work.   

o  o  o  o  o  o  o  
I get 

carried 

away when 

I am 

working.   

o  o  o  o  o  o  o  
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Time-Based Work-life Conflict 
 

29. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

My work keeps 

me from my 

home/family 

activities more 

than I would 

like.   

o  o  o  o  o  o  o  

The time I 

must devote to 

my job keeps 

me from 

participating 

equally in 

household 

responsibilities 

and activities.   

o  o  o  o  o  o  o  

I have to miss 

home/family 

activities due 

to the amount 

of time I must 

spend on work 

responsibilities.   

o  o  o  o  o  o  o  
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Work-life Conflict During COVID.  
 

30.  

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that work 
interferes 
with my 
family 
and the 
rest of 

my life is:   

o  o  o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict. 
 

31. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 

 

 

Strongly 

disagree 

1  

 

Disagree 

2  

 

Slightly 

disagree 

3  

 

Neither 

disagree 

nor 

agree 

4  

 

Slightly 

agree 

5  

 

Agree 

6  

 

Strongly 

agree 

7  

The time I 

spend on 

family 

responsibilities 

often interfere 

with my work 

responsibilities.   

o  o  o  o  o  o  o  

The time I 

spend with my 

family often 

causes me not 

to spend time 

on work 

activities that 

could be 

helpful to my 

career.   

o  o  o  o  o  o  o  

Attention 

check item, 

choose 

response two.   

o  o  o  o  o  o  o  
I have to miss 

work activities 

due to the 

amount of time 

I must spend 

on family 

responsibilities.   

o  o  o  o  o  o  o  
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Life-Interfering-With-Work Conflict during COVID.  
 
32. 

 

 

Much 

lower 

than 

usual 

1  

 

 2  

 

Somewhat 

lower 

than usual 

3  

 

 4  

 

The 

same 

as 

usual 

5  

 

 6  

 

Somewhat 

higher 

than usual 

7  

 

 8  

 

Much 

higher 

than 

usual 

9  

Compared 

with 

before the 

COVID-

19 

pandemic, 

nowadays, 

the 

amount 

that my 

family 
and other 
aspects of 

my life 
interferes 
with my 
work is:   

o  o  o  o  o  o  o  o  o  

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Strain. 
 
33. Since the beginning of COVID-19 related disruptions, how often have you… 

 

 

Never 

1  

 

Almost 

never 

2  

 

 3  

 

Sometimes 

4  

 

 5  

 

Fairly 

Often 

6  

 

Very 

Often 

7  

Felt that 

you were 

unable to 

control the 

important 

things in 

your life?   

o  o  o  o  o  o  o  

Felt 

nervous 

and 

“stressed?”   

o  o  o  o  o  o  o  
Felt 

confident 

about your 

ability to 

handle 

your 

personal 

problems?   

o  o  o  o  o  o  o  

Felt things 

were going 

your way?   
o  o  o  o  o  o  o  

Felt 

difficulties 

were 

piling up 

so high 

that you 

could not 

overcome 

them?   

o  o  o  o  o  o  o  

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Work-Family Guilt.  

34. Please think about your experience of these issues since the beginning of COVID-19 
related disruptions. 
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Not 

applicabl

e 

N/A  

 

Strongl

y 

disagre

e 

1  

 

Disagre

e 

2  

 

Slightl

y 

disagre

e 

3  

 

Neither 

disagre

e nor 

agree 

4  

 

Slightl

y agree 

5  

 

Agre

e 

6  

 

Strongl

y agree 

7  

I regret not 

being around 

for my 

family as 

much as I 

would like 

to.   

o  o  o  o  o  o  o  o  

I feel bad 

because I 

frequently 

have to take 

time away 

from my 

family to 

deal with 

issues 

happening at 

work.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not 

showing as 

much interest 

to my 

spouse/partn

er as I wish.   

o  o  o  o  o  o  o  o  

I feel guilty 

for not being 

able to take 

care of my 

child(ren) as 

well as I 

would like 

to.   

o  o  o  o  o  o  o  o  

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 
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Burnout. 
 

35. For the following questions, please think about how often you feel this way about your work 

nowadays. 
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Never 

1  

 

Almost 

never 

2  

 

Rarely 

3  

 

Sometimes 

4  

 

Often 

5  

 

Very 

often 

6  

 

Always 

7  

I find it hard 

to relax after a 

day’s work.   
o  o  o  o  o  o  o  

I feel drained 

when I finish 

work.   
o  o  o  o  o  o  o  

When I finish 

work, I feel so 

tired I can’t 

do anything 

else.   

o  o  o  o  o  o  o  
Please select 

response 

option three .   
o  o  o  o  o  o  o  

It’s getting 

increasingly 

difficult for 

me to get up 

for work in 

the morning.   

o  o  o  o  o  o  o  

I have become 

less interested 

and 

enthusiastic 

about my job.   

o  o  o  o  o  o  o  
I feel 

increasingly 

less involved 

in the work I 

do.   

o  o  o  o  o  o  o  
I doubt the 

significance 

of my work.   
o  o  o  o  o  o  o  
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I can’t really 

see the value 

and 

importance of 

my work.   

o  o  o  o  o  o  o  
At work, I 

think I’m 

inefficient 

when it comes 

to solving 

problems.   

o  o  o  o  o  o  o  

In my 

opinion, I’m 

inefficient in 

my job.   

o  o  o  o  o  o  o  
Other people 

say I’m 

inefficient in 

my work.   

o  o  o  o  o  o  o  
I don’t feel 

confident 

about 

accomplishing 

my work 

efficiently.   

o  o  o  o  o  o  o  
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Job Satisfaction. 
 

36. 

 

 

Very 

dissatisfie

d 

1  

 

Moderatel

y 

dissatisfie

d 

2  

 

Slightly 

dissatisfie

d  

3  

 

Neither 

dissatisfie

d nor 

satisfied  

4  

 

Slightl

y 

satisfie

d 

5  

 

Moderatel

y satisfied 

6  

 

Very 

satisfie

d 

7  

Nowaday

s, how do 

you feel 

about 

your job 

as a 

whole?   

o  o  o  o  o  o  o  

 

In thinking about the question above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 

 



 

 

288 

Productivity. 

 

37.Think about your worst level of efficiency ever and your best possible efficiency at work. 

 

 

Worst 

ever 

1  

2  3  4  5  6  7  8  9  

 

Best 

possible 

10  

Since the 
beginning 

of COVID-
19 related 

disruptions, 
please rate 

how 

efficient you 

feel you are, 

compared 

with your 

worst ever 

and best 

possible 

efficiency.   

o  o  o  o  o  o  o  o  o  o  

 

 

In thinking about the questions above, please feel free to describe any relevant issues in more 

detail in the space provided below: 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 

 

[Open-Ended Question was presented here, see Appendix P]. 
 
 
Housework Hours.  
 

38. Nowadays, approximately how many hours of housework do you do (e.g., laundry, cooking) 

per week? 

________________________________________________________________ 
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Dependents’ Special Needs. 
 

39. Do any of your dependents have special needs (e.g., disabilities, health issues)?  

o Yes  

o No  

o N/A (Not applicable)   

 

 

Hours of Dependent Care. 
 
40. Nowadays, how many hours of care or help do you provide to dependent relatives (e.g., 

elderly parents, relatives other than your children) per week?  

________________________________________________________________ 

 

 

Disability. 
 

41. Do you identify as a person living with a disability (e.g., physical, cognitive, or 

psychological)? 

o Yes   

o No   

o Prefer not to disclose   

 

 

Indigeneity. 
  

42. Do you identify as an Indigenous person? 

o Yes   

o No   

o Prefer not to disclose   
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Visible Ethnic Minority Identity.  
 
43. Do you identify as a visible ethnic minority? 

o Yes  

o No  

o Prefer not to disclose  

 

Canadian Province/Territory. 
44. Which Canadian province or territory do you reside in? 

▼ Alberta ... Yukon  

 

Level of Education. 
 

45. What is the highest level of education you have attained? 

o Some high school  

o Completed high school  

o Some college/university 

o Apprenticeship training and trades   

o Completed college/university 

o Some graduate education   

o Completed graduate education  

o Professional degree (e.g., M.D., J.D.)  

o Prefer not to disclose  
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Employment. 
 

46. What is your current employment status? 

o Employed full-time    

o Employed part-time  

o Unemployed   

o Self-employed    

o Prefer not to disclose    

 
Display This Question: 

If What is your current employment status? = Employed full-time 
 
Setting. 
 

47. In what kind of setting do you work (e.g., clinic, animal hospital)? 

________________________________________________________________ 

 

Display This Question: 
If What is your current employment status? = Employed full-time 

 

Tenure. 
48. How long have you been employed in your current job/organization (in years)? 

▼ 1 ... 70  

 

Display This Question: 
If What is your current employment status? = Employed full-time 
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Supervisory Responsibilities. 
49. Do you have any supervisory responsibilities in your current position? 

o Yes  

o No  

 
Income. 

 

50. What is your gross annual income (before expenses, taxes, etc)? 

________________________________________________________________ 

 

Conscientiousness Checks.  
 

Lastly, it is vital to our study that we only include responses from people that devoted their full 

attention to this study. Otherwise, the data could be unreliable and the researchers’ effort and the 

time of other participants could be wasted. 

 

51. In your honest opinion, should we use your data in our analyses in this study? 

o Yes    

o No    

o Other (please explain):   ________________________________________________ 

 

 

52.  How much of your attention was focused on answering the questions in this study? 

o Almost no attention 

o Very little of my attention    

o Some of my attention    

o Most of my attention 

o My full attention   
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53. Please tell us whether you answered honestly and accurately. 

I responded to the survey questions accurately and honestly. 

o Strongly disagree 

o Somewhat disagree    

o Neither disagree nor agree  

o Somewhat agree 

o Strongly agree  
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Appendix R 

Open-Ended Questions (Faculty sample) 

After the survey is complete (after Work-Related Experiences) but before demographics 
 
1. In general, what are the challenges that you face that make it difficult for you to be as 

successful as you would like to be in: 

 

a. Research  

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 

b. Teaching 

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 

 

c. Service  

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 

 

2. In general, what could the University do to help you to be more successful/meet your goals in 

regard to: 

 

a. Research  

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 

b. Teaching 

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 

 

c. Service 
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______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 

 
3. Please suggest anything else that the Department/College/University could do in the future 

that could positively affect your well-being and reduce your stress in general. 

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 
 
4. Given all of the changes that you may be experiencing related to COVID-19, are there any 

particular challenges that you’ve faced (with respect to research, teaching, or service), any 

ways the University could help you meet your research, teaching, or service goals, and/or any 

ways the University could positively affect your well-being and reduce your stress, that you 

would like to note? 

 

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
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Appendix S 

Open-Ended Question (Veterinary sample) 

After the survey is complete (after Work-Related Experiences) but before demographics 
 
1. Please suggest anything that the [Veterinary Association] could do in the future that could 

positively affect your well-being and reduce your stress. 

______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
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Appendix T 

Confirmatory Factor Analysis (CFA) for Job Demands 

To explore whether general job demands and workload could be aggregated, we 

examined their intercorrelation, r(669) = .59, 95% CI[.54, .64], p < .001, and conducted a one-

factor confirmatory factor analysis (CFA). According to fit indices, comparative fit index (CFI), 

standardized root mean square residual (SRMR), the model showed good model fit, CFI = .91, 

SRMR = .07, χ2 = 159.65, df = 5, p < .001. However, according to root mean square error of 

approximation (RMSEA), the model showed poor fit, RMSEA = .21. Given the high RMSEA, 

we examined the model’s modification indices, suggesting allowing two items’ errors (jd1, jd2) 

to correlate, modification index = 135.48. As recommended by Kenny (2020) and Brown (2015), 

we only allowed the errors to correlate for items that are similarly worded, presented together in 

the survey, and from the same construct (general job demands). Thus, this measurement 

adjustment does not have a substantive impact on the constructs. After allowing the two items’ 

errors to correlate, our model (Model 1) improved: CFI = .99, SRMR = .02, RMSEA = .07 (95% 

CI[.04, .11], χ2 = 18.05, df = 4, p = .001.  

We conducted a CFA on an alternative two-factor model, Model 2 (job demands and 

workload are separate factors) and to compare whether the modified one-factor model had 

improved fit over the two-factor model. Results reveal that Model 2’s fit indices are identical to 

that of Model 1, CFI = .99, SRMR = .02, RMSEA = .07 (95% CI[.04, .11], χ2 = 18.05, df = 4, p = 

.001. The modified one-factor model (Model 1) was used to remain consistent with previous 

theorizing, our hypotheses, and to be parsimonious in our analyses.  

Items whose error terms were 
allowed to correlate 

Modification 
index 

Construct 

jd1 + jd2 135.48 General job demands 
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Appendix U 

Confirmatory Factor Analysis (CFA) for Job Resources 

Stimulating job resources with general job resources and supportive job resources 

 The same predictions were made for general job resources, coworker support, and 

supervisor support. To explore whether they could be aggregated, we examined their 

intercorrelations: general job resources and coworker support, r(665) = .06, 95% CI[-.01, .14], p 

= .11, general job resources and supervisor support, r(665) = .08, 95% CI[.01, .16], p = .03, 

supervisor support and coworker support, r(665) = .46, 95% CI[.40, .52], p < .001. Given these 

intercorrelations, it appears that general job resources should not be aggregated with supervisor 

support or coworker support. However, given the moderate correlation between supervisor 

support and coworker support and given that these are both supportive job resources, we decided 

to test these constructs as an aggregate called, supportive job resources.  

 Differential predictions were made for stimulating job resources than for general job 

resources, and supportive job resources. To explore whether these constructs were independent,  

we examined their intercorrelations: stimulating job resources and general job resources, r(668) 

= -.01, 95% CI[-.08, .07], p = .85, stimulating job resources and supportive job resources, r(668) 

= .37, 95% CI[.30, .37], p < .001, and general job resources and supportive job resources, r(668) 

= .08, 95% CI[.01, .08], p = .03. Given the low to moderate correlations among stimulating job 

resources with other job resource constructs, coupled with the differential predictions, 

stimulating job resources was kept as an independent construct.   

A confirmatory factor analysis, examining a three-factor model (general job resources, 

supportive job resources (i.e., coworker support and supervisor support), and stimulating job 

resources) was run. According to fit indices, the model had poor fit: CFI = .81, SRMR = .09, 
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RMSEA = .10. We examined the model’s modification indices, suggesting allowing a number of 

items’ errors to correlate, please see table below. As recommended by Kenny (2020) and Brown 

(2015), we allowed the errors to correlate as the items are similarly worded, presented together in 

the survey, and are from the same construct. Thus, these measurement adjustments do not have a 

substantive impact on the constructs. After allowing the items’ errors to correlate, our model 

(Model 1) improved and now shows good fit indices: CFI = .91, SRMR = .07, RMSEA = .07 

(95% CI[.07, .08], χ2 = 644.57, df = 143, p < .001.  

We conducted CFAs on two alternative models: Model 2 was a two-factor model (facet 

1: general job resources, coworker support, and supervisor support, facet 2: stimulating job 

resources), and Model 3 was a four-factor model (general job resources, coworker support, 

supervisor support, and stimulating job resources were all separate facets). Model 2’s fit indices 

showed CFI = .71, SRMR = .10, RMSEA = .12 (95% CI[.12, .13], χ2 = 1755.69, df = 151, p < 

.001, indicating poor model fit. A comparison of Model 1 and Model 2 revealed that Model 1 

exhibited better model fit than Model 2 (Δχ28 = 1111.10, p < .001). Model 3’s fit indices showed 

CFI = .86, SRMR = .07, RMSEA = .09 (95% CI[.08, .09], χ2 = 896.35, df = 147, p < .001, 

indicating mediocre model fit. A comparison of Model 1 and Model 3 revealed that Model 1 

exhibited better model fit than Model 3 (Δχ24 = 251.78, p < .001). Thus, Model 1 showed better 

fit than both alternative models. As such, Model 1 (the modified three-factor model) was used in 

our main analyses. 

Items whose error terms were 
allowed to correlate 

Modification 
index 

Construct 

cs1 + cs2 198.416 Coworker support 

sjr1 + sjr2 108.392 Stimulating job resources (Task/skill variety) 

sjr1 + sj3 75.682 Stimulating job resources (Task/skill variety) 

sjr 2 + sjr3 58.162 Stimulating job resources (Task/skill variety) 

cs2 + cs3 53.919 Coworker support 

cs1 + cs3 44.926 Coworker support 
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sjr9 + sjr11 37.188 Stimulating job resources 

(significance/impact of work) 

Stimulating job resources 

The measure of stimulating job resources was created for the current study using existing 

items from previously validated measures. As such, we conducted a conducted a confirmatory 

factor analysis examining a one-factor model to determine whether the items could be 

aggregated together and used in our analyses. The model showed acceptable fit, SRMR = .08; 

however, other fit indices showed poor fit: CFI = .83, RMSEA = .13. Given the low CFI and 

high RMSEA, we examined the model’s modification indices, suggesting allowing three similar 

items’ errors to correlate (sjr1, sjr2, sjr3), modification index = 205.27. As recommended by 

Kenny (2020) and Brown (2015), we only allowed the errors to correlate for items that are 

similarly worded, presented together in the survey, and from the same construct (skill variety). 

After allowing the three items’ errors to correlate, our model improved: CFI = .93, SRMR = .05, 

RMSEA = .09 (95% CI[.07, .10]. As such, we aggregated the items to form stimulating job 

resources, which had a high internal consistency, α = .84. See Appendix T.  

Items whose error terms were 
allowed to correlate 

Modification 
index 

Construct 

sjr1 + sjr2 93.579 Stimulating job resources (Task/skill variety) 

sjr1 + sj3 65.208 Stimulating job resources (Task/skill variety) 

sjr 2 + sjr3 46.484 Stimulating job resources (Task/skill variety) 

 

 

  



 

 

301 

Appendix V 

Confirmatory Factor Analysis (CFA) for Burnout 

Different predictions were made for exhaustion than for cynicism and inefficacy (which 

shared hypotheses). To explore whether cynicism and inefficacy could be aggregated, and 

whether they were independent from exhaustion, we examined their intercorrelations: cynicism 

and inefficacy, r(665) = .79, 95% CI[.76, .81], p < .001, exhaustion and cynicism, r(665) = .59, 

95% CI[.54, .64], p < .001, exhaustion and inefficacy, r(665) = .56, 95% CI[.51, .61], p < .001. 

Given the high correlation between cynicism and inefficacy and the differential predictions, we 

aggregated cynicism and inefficacy.  

Exhaustion with Cynicism-and-Inefficacy. Consistent with our hypotheses, we conducted a 

confirmatory factor analysis, examining a two-factor model (exhaustion, cynicism-and-

inefficacy). Some indices indicated good model fit, CFI = .91, SRMR = .05, whereas other 

indices indicated poor fit, RMSEA = .14. Given the high RMSEA, we examined the model’s 

modification indices, suggesting allowing a number of items’ errors to correlate, please see table 

below. We allowed the errors to correlate as the items are similarly worded, presented together in 

the survey, and are from the same construct. Thus, these measurement adjustments do not have a 

substantive impact on the constructs. After allowing the items’ errors to correlate, our model 

improved and shows good fit indices: CFI = .97, SRMR = .04, RMSEA = .08 (95% CI[.07, .09].  

Items whose error terms were 
allowed to correlate 

Modification 
index 

Construct 

bo10 + bo12 119.713 Inefficacy 

bo7 + bo8 118.756 Cynicism  

bo5 + bo6 80.643 Cynicism 

bo9 + bo10 70.801 Inefficacy 

bo10 + bo11 37.325 Inefficacy 

bo6 + bo7 18.736 Cynicism 
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Appendix W 

ANOVA results comparing MTurk sample, snowball sample, and veterinary sample on variables of interest.  

Variable 
Mean (SD) 

ANOVA Results 
MTurk Snowball Veterinarians 

Job demandsc 4.77 (1.28) 4.36 (1.22) 5.62 (1.37) F(2) = 5.67, p = .004 

General job resourcesa 3.74 (1.27) 4.71 (1.33) 4.04 (1.71) F(2) = 14.70, p < .001 

Supportive job resourcesa 5.50 (.80) 5.11 (1.24) 5.65 (.99) F(2) = 5.12, p = .006 

Stimulating job resourcesb 5.47 (.79) 5.59 (.97) 6.10 (.65) F(2) = 4.28, p = .014 

Job involvementac 4.61 (.90) 3.78 (1.08) 4.83 (1.08) F(2) = 19.31, p < .001 

Work engagementab 5.12 (1.00) 4.34 (1.19) 4.32 (.96) F(2) = 15.90, p < .001 

W-to-L Conflictac 4.80 (1.50) 3.54 (1.83) 5.59 (1.58) F(2) = 17.03, p < .001 

Strainc 4.63 (1.36) 4.29 (1.36) 5.36 (.70) F(2) = 3.41, p = .034 

Job Satisfactiona 5.41 (1.15) 4.62 (1.93) 4.69 (2.06) F(2) = 9.84, p < .001 

Exhaustionbc 4.69 (1.41) 4.29 (1.32) 5.72 (1.13) F(2) = 5.60, p = .004 

Cynicism/Inefficacyab 4.40 (1.59) 2.85 (1.10) 3.14 (1.02) F(2) = 26.45, p < .001 

a Significant difference between MTurk and Snowball 
b Significant difference between MTurk and Veterinarians 
c Significant difference between Snowball and Veterinarians 
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Appendix X 

T-test results comparing men vs. women on variables of interest.  

Variable 
Mean (SD) 

T-Test Results 
Men Women 

Job Demands 4.84 (1.26) 5.02 (1.26) t(668) = -1.84, p = .066 
General Job Resources 3.87 (1.38) 3.78 (1.39) t(667) = .84, p = .401 
Supportive Job Resources 5.48 (.91) 5.41 (1.01) t(658) = .96, p = .337 
Stimulating Job Resources 5.57 (.91) 5.64 (1.01) t(659) = -1.14, p = .256 
Job Involvement 4.84 (.82) 5.02 (.79) t(539.65) = .39, p = .695 
Work Engagement 4.92 (1.09) 4.72 (1.08) t(652) = 2.25, p = .025 
Work-to-Life Conflict 4.60 (1.61) 4.70 (1.57) t(649) = -.75, p = .451 
Strain 4.53 (1.41) 4.85 (1.20) t(635.16) = -3.13, p = .002 
Job Satisfaction 5.25 (1.37) 4.97 (1.61) t(538.25) = 2.30, p = .019 
Exhaustion 4.65 (1.41) 4.81 (1.29) t(652) = -1.50, p = .135 
Cynicism-and-Inefficacy 4.09 (1.63) 3.72 (1.49) t(625.84) = 2.97, p = .003 
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T-test results comparing parents vs. non-parents on variables of interest.  

Variable 
Mean  (SD) 

T-Test Results 
Non-Parents Parents 

Job Demands 4.61 (1.31) 5.07 (1.22) t(678) = -4.49, p <.001 
General Job Resources 4.13 (1.45) 3.69 (1.33) t(411.46) = 3.87, p <.001 
Supportive Job Resources 5.19 (1.07) 5.55 (.89) t(364.80) = -4.29, p <.001 
Stimulating Job Resources 5.47 (.89) 5.66 (.77) t(380.06) = -2.78, p = .006 
Job Involvement 4.43 (1.15) 4.64 (.93) t(351.50) = -2.40, p = .017 
Work Engagement 4.59 (1.10) 4.95 (1.07) t(661) = -3.96, p <.001 
Work-to-Life Conflict 4.18 (1.68) 4.85 (1.50) t(377.82) = -4.97, p <.001 
Strain 4.55 (1.29) 4.74 (1.36) t(660) = -1.65, p = .100 
Job Satisfaction 4.83 (1.64) 5.25 (1.41) t(366.17) = -3.17, p = .002 
Exhaustion 4.52 (1.37) 4.82 (1.36) t(661) = -2.68, p = .008 
Cynicism-and-Inefficacy 3.58 (1.42) 4.09 (1.63) t(477.65) = -4.09, p <.001 
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Correlation results of work location on variables of interest. 

Variable Work Location 
Job Demands r = .05, p = .200 
General Job Resources r = -.01, p = .815 
Supportive Job Resources r = -.09, p = .027 
Stimulating Job Resources r = .01, p = .740 
Job Involvement r = -.05, p = .192 
Work Engagement r = -.21, p < .001 
Work-to-Life Conflict r = -.10, p = .008 
Strain r = -.02, p = .703 
Job Satisfaction r = -.18, p < .001 
Exhaustion r = -.05, p = .229 
Cynicism-and-Inefficacy r = -.16, p < .001 
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Appendix Y 

Group Differences 

Gender Differences. Our preliminary analyses demonstrated that, in general, men and 

women were comparable in their experiences of job demands, job resources, and some aspects of 

well-being and ill-being. Specifically, men and women did not differ in their reported levels of 

job demands, job resources (i.e., general, simulating, or supportive), job involvement, work-life 

conflict, and exhaustion. These findings are consistent with previous pre-pandemic research 

showing that men and women do not differ in their experiences of job demands (McElwain et al., 

2005), job resources (e.g., work support; Geller & Hobfoll, 1994), and job involvement (Rani & 

Chaturvedula, 2018). However, research has not examined these relations (e.g., gender 

differences of job involvement) during the pandemic. The lack of significant gender differences 

in work-life conflict is in line with other findings from research conducted during the pandemic 

(Schieman et al., 2021), but contrasts with pre-pandemic research showing that women 

experience greater work-life conflict than men (e.g., McElwain et al., 2005). Thus, it may be the 

case that women’s work-life conflict has decreased and/or that men’s work-life conflict has 

increased during the pandemic. Moreover, our finding that men and women experience 

exhaustion equivalently differs from previous pre- and during-pandemic research, where women 

(vs. men) report greater exhaustion (Meyer et al., 2021; Purvanova & Muros, 2010). Although 

we found that men and women are similar in many of their workplace experiences, we also 

found a few notable differences.  

Our findings also showed that men reported more work engagement and job satisfaction 

compared with women. Research conducted during the pandemic supports this finding (Feng & 

Savani, 2020). However, findings from the pre-pandemic literature are inconclusive, with 
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research showing mixed results regarding gender differences in work engagement (Schaufeli et 

al., 2006) and other research showing no gender differences in job satisfaction (Batz-Barbarich et 

al., 2018). Furthermore, we found that women reported higher strain than men, which is 

consistent with other pandemic research (Li et al., 2021), but inconsistent with earlier pre-

pandemic research demonstrating that men and women do not differ in their levels of job stress 

(Geller & Hobfoll, 1994). It may be possible that women are feeling the effects of the 

pandemic’s hardships more so than men (e.g., due to taking on a larger share of housework and 

caregiving duties than men, e.g., Del Boca et al., 2020), and are consequently reporting greater 

strain, less work engagement, and job satisfaction. Further, in line with previous research, we 

found that men (vs. women) reported greater cynicism-and-inefficacy (Ahola et al., 2006; 

Purvanova & Muros, 2010). Perhaps this finding reflects a gender difference in workers’ work 

attitudes in response to stress; men may respond by feeling cynical and inefficacious about their 

jobs, whereas women may respond by feeling overwhelmed with their stressors (i.e., strain). 

Thus, it appears that, despite a few gender differences found in our study, men and women are 

largely reporting equivalent levels of antecedents to and experiences of well-being and ill-being. 

Parental Status Differences. In addition to gender differences, we also explored whether 

parents and non-parents differ in their experiences of our study variables. Overwhelmingly, our 

analyses show that parents and non-parents have different experiences of job characteristics and 

job attitudes. We found that parents (vs. non-parents) reported more negative work 

characteristics and attitudes (i.e., job demands, work-life conflict, exhaustion, and cynicism-and-

inefficacy) as well as more positive work characteristics and attitudes (i.e., supportive job 

resources, stimulating job resources, job involvement, work engagement, job satisfaction. That 

parents are experiencing greater ill-being than non-parents is inconsistent with pre-pandemic 
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research (e.g., Bragger et al., 2005), but consistent with findings from the pandemic literature 

(Huebener et al., 2021; Yerkes et al., 2020). That parents are experiencing both greater well-

being and ill-being mirrors a pattern of results from previous pre-pandemic research showing 

that parents experience greater negative and positive emotions than non-parents during 

housework and leisure time (Negraia & Augustine, 2020). However, our results suggest that 

these findings may also apply to paid work. Perhaps parents’ interactions with their family and 

child(ren) give them a more positive outlook on life, which may spill over to their work domain, 

allowing them to see the bright side of work. As a result, parents may perceive more positive 

work characteristics (e.g., greater stimulating job resources) and experience more positive work 

attitudes (e.g., greater job satisfaction). Nonetheless, it may also be the case that parents feel 

overwhelmed from juggling their home and work demands and are consequently more attuned to 

negative work characteristics (e.g., higher job demands), thereby experiencing more negative 

work attitudes (e.g., greater burnout). We also found that non-parents reported greater general 

job resources than parents. Perhaps this is because the job resources that are salient to non-

parents (e.g., paid overtime) are easier to come by (i.e., organizations can provide them more 

readily) than those that are salient to parents (e.g., flexible work schedules). In other words, it 

may be the case that organizations are set up to support non-parents more easily than parents.   

Effect of Work Location15. We also explored differences in workers’ experiences 

comparing those who conduct more of their work from home with those who work more from 

 

15 Work location was analyzed as a continuous variable, such that (-2) represented those who work entirely from 

their job location, (-1) represented those who work mostly from their job location, (0) represented those who work 

equally from their job and home, (1) represented those who work mostly from their home, and (2) represented those 

who work entirely from home.  
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their home. In general, workers’ work location did not affect their experience of job 

characteristics (e.g., job demands, job resources) or well-being outcomes. Indeed, workers’ 

location of work was not associated with job demands, general job resources, stimulating job 

resources, job involvement, strain or exhaustion. Research has also found no relations between 

remote working and job involvement (Lautsch et al., 2009) and stress (Staples, 2001). However, 

our findings are inconsistent with pre-pandemic research, which shows that remote workers have 

lower job demands than non-remote workers (Igbaria & Guimaraes, 1999), and that working 

remotely is associated with lower exhaustion (Sardeshmukh et al., 2012). Our findings are 

further inconsistent with qualitative research conducted during the pandemic which reveals that 

remote workers are reporting issues with higher job demands (i.e., workload), as well as 

increased job resources (e.g., autonomy) due to working from home (Wang et al., 2021). Our 

findings also show that workers who work more from home (and less from their job) reported 

lower supportive job resources, work engagement, and job satisfaction. These findings are in line 

with previous pre-pandemic research revealing that remote work is associated with lower 

supportive job resources (e.g., coworker support; Bell, 2019). However, other pre-pandemic 

research also shows that remote workers are higher in job satisfaction than non-remote workers 

(Igbaria & Guimaraes, 1999). Our findings are consistent with other research conducted during 

the pandemic, showing that workers are less satisfied with their work and less motivated than 

before the pandemic (Parker et al., 2020). It may be the case that workers are struggling with 

having less access to their coworkers and supervisors who often provide camaraderie and 

support. Further, switching to a new way of working (e.g., virtual) or having to manage COVID-

19 related issues at work (e.g., issues sourcing products) may have upset workers’ engagement 

and satisfaction with their work.  
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We also found that workers who work more from home reported lower work-life conflict. 

Previous pre-pandemic research shows no relation between remote work and work-life conflict 

(Lautsch et al., 2009), though research during the pandemic shows mixed findings (Environics 

Institute, 2021; Parker et al., 2020; Schieman et al., 2021). Perhaps remote workers’ lack of 

commute due to working from home has reduced their experience of work-life conflict. Finally, 

we found that workers who work more from their home (than from their job) experienced less 

cynicism-and-inefficacy. Our review of the literature did not reveal any studies examining 

remote work and cynicism or inefficacy. It may be possible that being able to do their jobs 

competently and safely from their homes helped workers feel less cynical about their jobs while 

feeling effective. Given these findings, future research should further examine demographic 

variables in relation to workers’ experiences of ill-being and well-being to determine if group 

differences exist, and to what extent some groups experiences well-being and ill-being more so 

than others. 

  



 

 

311 

Appendix Z 

Coding Guide – Job Demands 

LABEL EXPLANATION EXAMPLE 
1. Workload Mention of workload, high volume of work, an 

increase in work, meetings, etc, extra work, 
additional work, too much work or too many tasks 
 
Mentions lots of work (but isn’t just listing roles) 

More work staying open during covid, caseload, 
higher workload, more demands, too many 
meetings, an increase in emails 

2. Conflicting 
Demands 

Mentions work that interferes with completion of 
other work 

Prioritizing tasks, many things that need to be 
done, preparing for fall teaching has slowed 
productivity in research, maintaining a research 
agenda when time now lost to course prep, 
competing priorities 

3. Expectations for 
Performance 

Mentions of expectations for performance or 
productivity, quotas, keeping up with former 
expectations 

Work as accurately, targets, high innovation 
demands, punctuality checks, pressure to meet 
billable hours, work quality, pressure to complete 
tasks, quality of teaching and learning, expectation 
of being “happy,” always ON, expectations of 
clients, pressure to always be available online 

4. Work Hours Mention of extended or long work hours Work hours too long, long hours, hours worked, 
working more hours, extended work hour, amount 
of on call asked of me 

5. Schedule Mention of issues related to scheduling, timing of 
work 

Irregular timing, no time constraints, tight 
schedule, availability for meetings; virtual 
meetings with no breaks between, No relax time 

6. Time Pressure Mention of time pressure, deadlines, pressure to get 
work done in same/less time, needing to get work 
done quickly 

Pressure to complete work tasks quickly, time 
pressure, too many things not enough time, 
pressure from research deadlines 

7. Physical Labour Mention of physical work, physical labour, physical 
demands related to work 

Physical labour, sitting all day 
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8. Job Tasks Mention of regular roles, duties, responsibilities, 
tasks (i.e., no mention of increase of work) 
 
For FACULTY: Mention of just roles (e.g., service, 
teaching, research) or tasks (e.g., supervising) 

Sorting office supplies, projects, performing 
updates, getting forms signed, paperwork, 
meetings, emails 
 
 

9. Communication 
Issues 

Mention of communication issues, lack of 
communication or transfer of information, ambiguity 
in work or instructions,  

communication with students take much longer, 
poor communication, coworker communication, 
collaborate from home without collaboration tools 

10. Issues with 
Supervision 

Mention of a lack of, poor, or ineffective 
management/supervision 

Poor supervision, strict supervision, poor 
departmental leadership, lack of direct supervision 
due to WFH, lax supervision & advise, 
micromanagement/over-supervision 

11. Changing nature 
of work (e.g., 
Switch to Online) 
requiring new 
skills and learning 

Mention of work involving switching or adapting in- 
person work to online formats;  
Mention of shifting work, altered work, new 
requirements; qualifications 
Mention of needing to learn new skills, issues with 
skill or ability level, keeping up to date with 
knowledge, new tasks or projects 

Moving my undergrad course online for fall, 
remote teaching, online course prep, converting 
courses to alternate mode of delivery, adapting to 
online teaching, teaching online, meeting with 
customers virtually, New owner, shifting 
standards, new method of approach, 
responsibilities changing, changes to established 
strategy, Learning new technologies, skill level, 
education level, learning new skills very rapidly 
for remote teaching 

12. Working at home  Mention of working from home; Mention of having a 
poor working space, an ineffective work 
environment; Poor Work Space; Mention of issues 
balancing work and home, mention of conflicts 
between work and home  

work from home, working at home with kids; 
Distracting home environment, poor working 
space, research without office facility, inability to 
get away from the office; trying to think about 
getting all lecture pre-recorded in an inadequate 
space; Work life balance, personal and work life 
balance, work from home conflict, personal vs. 
work 

13. Telework telework, virtual work Mention of too much screen 
time, being on a computer too long; technology 
issues 

Remote working for everything, teleworking, 
Overexposure to screen, extremely increased 
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screen time; online meetings, technical issues 
hindering work, technology, low internet 

14. Interruptions Mention of having interruptions or disruptions that 
impede work, not having time/space for quiet or 
unimpeded work 

Frequent interruptions, distraction in work 
environment,  

15. Covid-related 
Physical Presence 
at Physical Work 
Environment 

Mention of work environment related to health and 
safety, PPE, the workplace itself (e.g., the building, 
facility), work conditions; Mention of working on 
location, needing to be physically present at work; 
Mention of demands that are specific to the COVID-
19 pandemic 
 
*Not about office space or work space 

Adhering to CDC guidelines, work environment, 
safety precautions, bad working place, trying to 
prevent spread to other patients, physical work 
environment, health and safety; Physical presence, 
face to face employee interaction, face to face 
meetings; Adhering to CDC guidelines, COVID-
19, trying to prevent spread [of COVID-19] to 
other patients, restricted (restrictions) to work 
continues, COVID-related admin demands, 
checking my temperature each day 

16. Delays caused by 
others 

Mention of factors that slow progress (e.g., 
rejection), impediments to work, inefficiencies, poor 
work by others  
 
*Not interruptions or distractions 

Poor work processes, significant disruption to 
research, stalled career development 

17. Socio-emotional 
work 

Mentions of interpersonal conflicts, issues related to 
maintaining relationships, engaging with others; 
Mention of providing emotional support or labour for 
others, managing others’ issues 

Interpersonal conflicts, client conflicts, social 
obligations with coworkers, getting along with co-
workers, less cooperation, relationships with 
people, difficult interpersonal communication at 
departmental level; helping colleagues who 
struggle, supporting graduate students through 
their extraordinary challenges, counselling 
students; trying to help all my clients 

18. Stress and 
Emotional 
Demands 

Mention of stress, tension, or mental health issues, 
Mention of lacking energy or motivation, feeling 
lonely and isolated 

Work stress, mental health, sleep problems due to 
stress, depression, anxiety, anxiousness, easily 
overwhelmed with changes at work, emotional 
stress, Emotional labour, emotional demands, 
emotional effort; Lack of motivation, poor 
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motivation, lower efficiency; Loss of face-to-face 
meeting opportunities, lack of contact with 
colleagues and students, lack of in-person contact 
with lab, isolation 

19. Mental Pressure Mention of pressure that is cognitive in nature, 
mention of increased mental/cognitive efforts 

Mental pressure, pressure, mental effort required is 
more, critical thinking 

20. Budget, Funding Mention of financial or economic issues, lack of 
budget or funding 

Economic conditions, company I work for is in 
poor financial situation due to covid, financial 
burden on lab, financial pressures as we lost 
money during covid 

21. Reduced work 
status and pay 

Mention of reduced work to part-time, loss of pay, 
loss of benefits, not making enough money, low pay, 
no raises 

Not making enough money, payment loss, ability 
to generate income, low income, short work hours, 
work more but no pay rise, low wages 

22. Less Work Mention of having less clientele/customers, less work 
to do 

Passenger flow is highly reduced, work loss, 
projects are less, loss of business 

23. Travel Mention of commuting, need to travel Commuting, commuting stresses, travel 
24. Instability 

Ambiguity, 
Insecurity 

instability of work, lack of role or task clarity Overhead on my time due to lack of provided 
information, too little useful information on online 
teaching, lack of information, job insecurity; 

25. Staffing Issues Mention of not having enough staff, issues with 
staffing, lack of human resources, turnover issues 

Insufficient staffing, less workers, junior workers, 
lack of senior faculty in my area, stepping in for 
faculty/staff on vacation, shortage of vets to help 
me; no administrative support, 

26. Lack of Resources Mention of lacking equipment, tools, resources, 
products 

Too little useful information on online teaching, 
lack of access to research teams, lack of product 
availability; no access to copier, scanner, printer; 
lack of things, less resource, stock shortages from 
suppliers, access to information needed 

27. Lack of Support Mention of a lack of support or help from others, 
stigma 
 
*Not about lack of staff or bodies to do the work 

Working without much help from colleagues, lack 
of support for doing all the extra things that are 
being asked, lack of mental health supports, WFH 
stigma from older generation 
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Appendix AA 

Coding Guide – Job Resources 

LABEL EXPLANATION SAMPLE 
1. Technology Mention of technology-related resources, such as 

computer/laptop, internet, VPN, software, phone 
Computer, phone, internet, IT (information 
technology), machine learning, Teams, Microsoft, 
zoom license 

2. Training, Learning 
& Development 

Mention of personal or professional development, 
ability to progress, training, webinars, workshops 

Training, webinars, career opportunities, personal 
development opportunities, professional 
development, instruction 

3. Information Mention of access to library, laboratory, articles, 
textbooks, literature 

Literature, manuals/references, material resources, 
access to files, access to physical documents, 
access to online journal resources, lab access, 
library, data, past projects, shared documents 

4. Equipment & 
Tools 

Mention of access to equipment, tools, general 
resources 
 
*Not access to Information 

Access to equipment, access to actual products, 
tools to do my job, printers, devices, tools to 
record, online tools, scanners 

5. Time Mention of time as a resource 
 
*Not time management 

Extra work prep time, time, available time, timing 

6. Communication Mention of being provided information from the 
organization (e.g., about how things are going to go, 
re: COVID), clear communication from organization, 
meetings (that facilitate communication) 

Information, meetings, clear communication, 
discussions with others, daily check-ins 

7. Role & 
Performance 
Clarity 

Mention of clear job roles and/or responsibilities, 
knowing how/what to do in job, information to do job; 
receiving feedback or quality checks 

Role clarity, framework to execute work, clarity 
regarding positions, adequate information given to 
help me perform in my job, Work reviews, 
performance-based feedback, quality check, 
quotas 

8. Support from 
Organization 

Mention of support or help to do job (general, 
especially when source is not clear) 

Support for adapting teaching to online, support 
for halt of research, support from University, my 
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*Not support from supervisors or managers or 
coworkers 
*Not tutorials or webinars or training 

work support, support, assistance, support from 
administrators, help from work, encouragement, 
recommendation from company, job security, 
CCS, tech support, mental health resources 

9. Supervisor/Mentor Mention of supportive supervisor, mentor, chair, 
owner, boss 

Supervisor, supportive supervisor, principal 
(boss), Mentorship, personal mentor, coaching, 
my mentors and friends, mentorship programs 

10. Coworkers Mention of supportive coworkers, team, colleagues 
 
*Not friends 

Good team, coworkers, colleagues (teachers) 

11. Support Staff Mention of admin support, staff, employees, human 
resources 

Additional support staff, manpower, human 
resources, more people, administrative support, 
number of workers, student support 
 
For faculty: TA support, researcher support, 
undergrad support, access to technicians 

12. Relationships, 
networking 

Mention of quality relationships, networking, 
referrals, friends, other employees, relationships with 
clients 
 
*Not coworkers, mentors, leaders 

Global networking, friends I can reach out to, 
access to network, good friendship, networking, 
internships, friends, networking & referrals, 
relationships, personal interactions, client, sales 
forces at companies we deal with, other 
employees, social support, strong community 

13. Power in 
Organization 

Mention of being in a position of authority or having 
power, ability to make decisions; power over others 

Power, Decision making power, authority, having 
sufficient power 

14. Autonomy and 
ability to the work 
and when 

Mention of autonomy at work, freedom, job crafting, 
flexibility, or ability to plan one’s work; ability to do 
job; Mention of ability to plan schedule, work hours; 
power over one’s own work; time management 

Not being micromanaged, autonomy, work 
flexibility; Ability to do my job, job in very easy 
work, good job, designing projects; Schedule 
flexibility, schedule, time management power 

15. Pay and Benefits Mention of pay, salary, income, money; Mention of 
insurance, benefits, bonuses, 401k, travel expenses, 
investments, shares in company,  

Continuous earnings, money, good level of 
income, good salary, high salary, salary; Benefits, 
bonus, hazard pay, travel allowances, insurance, 
healthcare, invested in share market, incentives, 
equity, medical insurance 
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16. Budget, Funding Mention of having a sufficient budget, funding, grant 
money, covered costs, stipend, money from 
organization for work costs (e.g., at home) 

Budget, departmental budget, 50percent of my 
internet costs are covered by work, additional 
resources/funding, funding support 

17. Safety Mention of personal protective equipment (PPE), safe 
work environment, safety, precautions (e.g., against 
COVID), cleanliness 

Face mask, PPE, wearing mask, sanitizer, soap, 
hand gloves, protective clothing when working, 
safety, strong procedures in place to protect us 

18. Positive Work 
Environment 

Mention of general work environment, work space, 
Mention of a calm work environment, quiet space to 
work; Mention of having a dedicated office space to 
work, facilities, a work space; Mention of having 
office equipment/set-up at home 

Space, work environment, Quiet room to work, 
calm place, quiet time and space to work, ability 
to focus in an uninterrupted work environment; 
Facilities, office, dedicated work space, location 
conducive to work, work environment; office desk 
at home, good company 

19. Work From Home Mention of ability to work from home, telework, 
telecommute 

Being able to work from home, ability to 
telecommute, work from home 

20. Perks Mention of having food and/or beverages; Mention of 
a company car, vehicle access, transportation; travel, 
vacation time 

Food & beverages, food, water; Mention of a 
company car, vehicle access, transportation; 
Ability to travel, travelling, international calls 

21. Personal 
Resources 

Mention of energy, personal skills, capabilities Personal resources, emotional energy, energy 

22. Less Workload Mention of less work, a reduced workload, reduced 
work responsibilities 

Very few walk-ins, no special orders, hours being 
cut, reductions in non-essential service 
commitments, reducing tasks, reduced e-mail 

 


