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ABSTRACT

In human resource management and regarding employee mental health in the workplace, job burnout, and
work stressors are fundamental issues as they affect not only the employees' wellness but also the
organization's sustainability as a whole. Embedded in the Conservation of Resources theory and the
Effort—Recovery model of working time, this quantitative study aims to answer questions of how recovery
experience and emotional contagion affect the effect of work stressors on job burnout. In putting our
hypotheses to the test, we targeted a sample of 305 corporate employees from different industry sectors
in Nigeria. The results showed that work stressors led to an increase in job burnout. The results also
showed that work stressors and recovery experience were correlated in such a way that work stressor
caused recovery experience, which, in turn, enhanced the work-stressor-job burnout relationship. In this
study, work stressor had no relationship or influence with emotional contagion; consequently, there was
no mediation effect of emotional contagion between work stressors and job burnout. On the other hand,
there was a direct relationship between emotional contagion and job burnout, although no relationship
existed between the recovery experience and job burnout. These findings are in accordance with the
Conservation of Resources theory and the Effort-Recovery model, thereby increasing understanding of
job burnout as experienced by workers in organizations as a result of work demands. This will be beneficial

to the organization whose intention is to reduce employees” burnout and their welfare.
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Work-related stress has always been on the rise and is negatively affecting workers’ health,
leading to exhaustion, lack of motivation, and burnout. Reasons could be a lack of support,
unfair treatment, long hours, and excessive workload (Maslach & Leiter 2022; Tamunomiebi
& Mezeh, 2021). However, this persistent issue is very problematic for organizations as well
since unmanageable stress levels can lead to low productivity and poor morale (Calin et al.,
2022; Eda-Valsania et al., 2022; Govindaras et al., 2023; Turato et al., 2022). Therefore, to
improve such issues and their outcomes, leaders and organizations must be aware of the
significance of effective treatment of stress and employees’ well-being.

In recent years, there have been increasing reports of work stress and burnout in the
workforce. This has, of course, raised serious concerns considering the negative effects of work
stress and burnout on employees in the workplace (Hayes et al., 2021; Peasley et al., 2020). It
is appropriate, if not more correct, to understand workplace burnout as the effects suffered by
individuals who interact at work as the former states an ultimate catastrophe in the
psychosomatic of people (Salama et al., 2022). Contestably one of the most common issues
that has attracted much international concern in organizational psychology and human resource
management are problems of job exhaustion syndrome or burnout (Dorta-Afonso et al., 2023;
Kelly & Hearld, 2020; Mikikangas et al., 2021). The reason for burnout can be work-related
body stressors, resulting from extended periods at work, leading to emotional distress, negative
feelings, and feeling profoundly unfulfilled (Ungur et al., 2024). Stress can be derived from
environmental factors as well as from internal expectations, both of which can result in physical
distress or pain (Arnold & Fletcher, 2021). Such stressors encompass excessive job demands,
long working hours, inadequate managerial support as well as perceptions of inequity. The
interrelationship of these stress factors creates pressure for employers and employees, which
has dire consequences for the employees and the organization at large (Elshaer et al., 2024;
Saleem et al., 2024).

As frameworks for understanding stress responses, the Resources Conservation Theory
(Hobfoll, 1989) along with the Effort-Recovery Model (Meijman & Mulder 1998) are relevant
in explaining the mechanisms of emotional contagion and recovery experiences in reducing
job burnout. Also, the ‘Conservation Of Resources’ (COR) theory has been subsumed within a
family of general stress theories which explain why certain circumstances are stressful and the
pattern of persons’ behaviors during such significantly stressful events (Hobfoll, 1988, 1989,
Hobfoll & Lilly, 1993). It is plausible that it can assist in understanding the disparities and the
commonalities in the experience of traumatic stress and that from other major stressors, daily
irritative stresses, and minor hassles. If the reason is that it is genuinely beneficial, then it can
also help in the suitable education of policies and practices that aim at helping those who have
suffered through traumatic stress. Focusing on work stressors, the COR model holds the view
that there is a specific reaction triggered by the demand it seeks to load onto employees. When
employees are faced with heavy workloads or lack of support, they may feel that their resources
are threatened, which in turn increases their stress levels, ultimately leading to burnout.

The theory has been extensively used and tested in the area of occupational stress, and it has
been established that individuals having no control and support or having a barren landscape
of resources are prone to burnout (Park et al., 2020; Peasley et al., 2020). This helps the firms
to remarkably determine the activities which can increase the level of resources and, therefore,
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the welfare of the employees (Meijman & Mulder, 1998). The E-R model defines the process
by which the staff's recollection of certain experiences serves as a pause in a deprivation that
is undergoing. Reconstruction is defined as a process during which a person's operative systems
that were utilized in stressful conditions get deactivated, with the result that disturbing tasks
are performed at some ‘normal’ level (Meijman & Mulder 1998), and allows the recovery of
altered levels of mood or preparatory actions (Lyall et al., 2021).

Even though there is an increase in the literature on work stress and burnout, there is still a
distinct lack of research base with regard to certain specific mediating factors that might have
a bearing on this relationship (Brady et al., 2023; Noor et al., 2024; Ryan et al., 2023). Earlier
studies, for instance, have emphasized levels of different psychological factors like self-
efficacy and hope (Rajeswari & Prakasha, 2024; Szczes$niak et al., 2024), but not enough on
recovery experiences and emotional contagion as mediators. Recovery experiences are
activities that enable the employee to recover from the stress that is caused by the workload,
while emotional contagion is where emotions are shared across different people interacting in
a workplace (Anitha et al., 2024; Kujanpdd & Olafsen, 2024). Both aspects are important in
determining how employees react towards stressors and more; they may also impact how
burnout is experienced.

This research based on the mediating role of recovery experience and emotional contagion
in the relationship between work stressors and professional burnout among Nigerian corporate
workers, has implications for organizational psychology and human resource management. By
including recovery experiences among the mediating variables, the research demonstrates that
the view of burnout can be extended beyond only the traditional direct relations between
stressors and burnout. It emphasizes the significance of recovery in minimizing the negative
impact of work stressors, thereby adding to the body of knowledge on employee welfare and
recovery management in organizations. Moreover, the use of emotional theory offers an
original angle into understanding the role that emotions at the workplace have on individual
involvement in burnout, claiming that employees are exposed to their stressors and those of
their peers. This point deepens the discussion concerning the emotional aspect of health in the
workplace and its relation to the phenomenon of burnout. Moreover, this study examines the
relationship between specific work stressors like work overload, critical and unhelpful
supervisors, and injustice with recovery and emotional contagion theory. This multi-faceted
view focuses on how such mediating variables as recovery and emotional contagion are
influenced by each of these stressors and, in turn, affect burnout.

The results suggest that organizations aiming at lessening the burnout of their employees
can employ targeted strategies that improve recovery practices and the positive emotional
climate. Equally, this study raises the research design bar in areas such as studies through the
application of very basic quantitative methods. This pre-empts future studies’ attempts to
develop new and better methodologies to examine such intricate psychological variables in an
organizational environment. Moreover, building on the identified gaps, this study aims to
investigate how recovery experiences and emotional contagion mediate the relationship
between work stressors and job burnout among corporate employees in Nigeria. By mapping
out these mediating variables, the study seeks to better understand the mechanisms of employee
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burnout and offer suggestions related to specific strategies that improve the working
environment.

Literature Review and Hypothesis

Work Stressor and Job Burnout
Work-related stress is regarded as one of the great risks to the health of employees globally

(Cooke & Hastings, 2024). Stress can be understood as a force exerted on an individual by
management (Scott et al., 2024). Job stress has been viewed as incapability, poor emotional
response mechanisms, an overload, emote to job contexts, and a dependant nature (Shang et
al., 2023). Occupational stress indicates the ineptness to overcome the challenge or pressure
sound stemming from the job due to poor congruence between the employee’s capacity and the
physical and mental demands the job entails (Singh et al., 2020). Work stress arises from both
solitary and collective sources (Heidari et al., 2024; Salama et al., 2022) and effects of various
aspects of work such as counterproductive work behavior (Hermansyah et al., 2024). The
internal causes relate to how a person thinks and perceives himself. These do harm to the
individual and are acquisitive in nature. They depend on how one perceives the external stimuli
that come from other people and the environment. Even where there is no considerable threat
in the external environment, a person can feel endangered by some people or situations and get
tired.

There are many external factors within an organization that can negatively affect the
performance of a worker; they include internal policies or factors such as working conditions,
management style and level of control, job security, and workload (Arndt et al., 2022;
Hermansyah et al., 2024). However, it is noted that at some times, the situations that necessitate
fulfillment of the desired behavior may be stressful to any of the employees. Supervisors and
managers sometimes have social control over subordinates (Schwarzer & Reuter, 2023).
Stringent psychosocial risks due to stress have many forms. Some of them include job
insecurity, integrating more work tasks, and the conflicts faced in balancing work and family
(Ramaci et al., 2021). Employees are susceptible to stress caused by external factors which
include high demands at work, job insecurity, and heavy workloads (Wielers et al., 2022)
which in interaction with internal determinants such as features and individual components of
the self-actualization can culminate in feelings of burnout (Voitenko, 2020).

Burnout is a response to stress that develops in persons who have significant and prolonged
contact with other individuals, such as students, clients, or guests (Abubakar et al., 2022). It
occurs when individuals feel an overwhelming obsession to complete many tasks, exaggerated
by tight deadlines, multiple projects, and numerous meetings. Stress, at times, is not something
people will be able to avoid, but everyone has their limits.

The work-related stress that leads to burnout is quite common in all sectors. The work that
an employee or employer provides gets reduced along with the turnover rate of employees
because of this stressful”* work-related environment. The potential shrink in productivity and
performance owing to burnout is concerning. Bakker and de Vries (2021) describe burnout as
a form of emotional depletion that comes from being tightly engaged in work but lacking the
commitment and motivation towards it, especially in young volunteers. Indeed, there is work-
related mental fatigue along with stress, and the interplay between the two is associated with
job culture and gung-ho work-related emotions. As a severe form of stress, chronic stress has
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both occupational and emotional components. Wu (2020) and Wu et al. (2021) highlight job
burnout in their research and stress that it is one of the top causes of work-related stress.

According to Sun et al. (2022) and Li et al. (2021), there exists a link between job burnout
and work stress and from this, it is evident that jobs in the health sector are highly stressful.
The work environment is so bad that, together with occupational history, interpersonal
relations, work duties, and excessive work, contribute to occupational stress in the health sector.
Other researchers on violence at work suggested that work stress was a dominant factor in
burnout among educators (Agyapong et al., 2022). They concentrated more on education
burnout syndrome and stress impact on teachers, and job stress is associated with burnout.
About work-related stress leading to job burnout, employees in five-star hotels stated that this
has happened to them even when they are not working too hard but only experiencing work
stress (Wen et al., 2020). They clarified that they feel tired because of unsatisfied work
requirements. Many employees indicated that exposure to the stressors left them employees
feeling burned out. There is a positive correlation between general work stress and career
burnout.

The relationship between job stressors and burnout can be seen from the perspective of the
COR theory (Akirmak & Ayla, 2021). The COR theory argues that human beings aspire to
acquire and uphold or to hold and defend personal characteristics, contexts, and energies which
would facilitate their survival in a job environment (Bon & Shire, 2022). As per the COR
theory, physical, cognitive, or emotional expenditure towards overcoming exposure to high-
end job demands is a work stressor. Under such circumstances, if the pressure to meet the
expectations of the workplace is resorted to autonomously not possessing the physical and
mental necessary relevant resources in addition to resources available at the workplace, then
high burnout can be a phenomenon that would afflict people (Hsieh et al., 2021; Otto et al.,
2021). Therefore, in line with the empirical evidence already stated and this particular area-
focus on the COR theory, we sought to replicate this association between high job stressors and
the level of burnout.

Work Stressor and Recovery Experience
According to Yin et al. (2023) and Zhang et al. (2024), work-associated stressors can result in

poor mental health and other challenges to employees, such as lack of support from
management, heavy workloads, or extra long work hours. These stressors will these times
encourage people to become terribly worn out emotionally, become less enthusiastic about their
work overall, and at worst, be entirely consumed by their workloads. Luckily, each employee
has some form of recovery level or other establishment that can help them deal with this
emotional and physical stress. Recovery experiences include gaining strength and equilibrium
through various activities and mental shifts designed to combat stress.

Some key aspects of recovery experiences, as identified, include inclining oneself away
from work, relaxation, and leisure, affecting mastery and control of the time squished in
between (Song et al., 2021). It has been demonstrated that recovery experiences constitute an
important bridge between the value of the demand resource and the rest and well-being
(Czakert & Beger, 2024). Recovery is composed of psychologically moving away from work,
relaxation, being in control, and engaging in master experiences carved out of leisure time
(Trzebiatowski, 2024). Santuzzi and Barber (2018) noted that psychological detachment, which
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is the perceived physical and mental separation from work, could provide a buffer to the
negative impact of work stressors on the strain reaction and general dependability. Relaxation
decreases sympathetic activation, which could assist in coping with stress in a better way and
also generate a positive effect (Drigas & Mitsea, 2021). Mastery experiences have to do with
the activities that people do off the job, which are socially and physically engaging, like taking
a class in a new language or engaging in a hobby, which was found to reduce tiredness (Ouyang
et al., 2019). Engaging in preferable leisure activities that promote the recovery process and
hence have the potential to enhance well-being and action regulation according to The E-R
model (Newman et al., 2014).

An organization should maintain a healthy work culture, work freedom, and encourage their
employees to engage in activities that focus on relaxation and psychological establishment. The
work environment has a stress-alleviating ability along with the enhancement of concentration
and effectiveness; therefore, active recovery occurs due to the provision of proper non-work-
related breaks. As Bennett et al. (2023) assert, there is a continual struggle against trade-offs.
They also emphasize that dependencies like excessive workload associated with various issues
tend to stop people from effectively recovering. Such dependencies further initiate continual
and undesired invasive thoughts directed towards work issues, allowing employees to seek
answers for these issues at hand, which ultimately leads to the self-defeating mental approach.
In such cases, it is unnatural to expect an enhanced presence of motivational factors that enable
an employee to work efficiently. Losing a balance of work and self-care leads to social strain
concurrently creating a gradual mistrust in notions aimed at increasing employee motivation.
According to the E-R model, the presence of work-related stressors in constant sufficient
amounts tends to situations where employees regard work issues as a more frequent hindrance
to their well-being (Bennett et al., 2023).

Studies show that a good recovery experience helps achieve life satisfaction and even
contributes to mental health - something necessary when it comes to overcoming work stress
(Song et al., 2021; Yang & Jo, 2022). A perfect example would include engaging in free time
activities such as sports, reading, or meeting friends. This lets the mind and body recover
immensely from stress and does not put one under any threat of ‘burnout’ (Muhamad
Nasharudin et al., 2020). There are also instances where employees employ themselves in
recovery methods that help them master control over a situation, for instance, learning a new
skill or adjusting their timetable, making them strong enough to address challenges at work
like theirs. Therefore, improving the company’s recovery experiences promotes improved
individual well-being at the same time enhances job performance and satisfaction levels
(Rodriguez-Mufioz et al., 2018). When organizations are aware of how recovery experiences
act when one is under stress at work, they are then able to create programs that encourage and
give room for employees to recover and heal.

The last several research, which used diverse study designs and samples from different
occupational groups, confirmed a positive relationship between work stressors and the need to
recover after work (Sciotto & Pace, 2022; Sonnentag, 2018; Sonnentag & Fritz, 2015). For
instance, research conducted using samples from educators confirmed that work stressors were
significant predictors of the need for recovery experience (Gu et al., 2020). It was also reported
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that psychological work demands have a higher impact on the need for recovery experience
than physical work demands (Pace & Sciotto, 2021).

Work Stressor and Emotional Contagion
Emotional Contagion (EC) occurs in the workplace when people tend to copy the emotions of

their counterparts without even realizing it (Hatfield et al., 1993). A stressful work environment
or the general pressure at work including too much work, pressing tasks, and lack of
management, can worsen the emotional atmosphere; when one or more of these pressures are
felt by employees, they may turn anxious or irritated. People close to these employees who are
under stress start to notice their emotional expressions and imitate their behavior, which spreads
negativity around the workplace (Hatfield & Rapson, 1998). This phenomenon provides insight
into the extent to which work overloads draw stress that enables the spread of encompassed
negative feelings and hence leads to low levels of morale in employees. This research focuses
on how an individual absorbs the emotions from social interactions that happen at work. In
particular, we look into how nonsupportive supervisors and tight deadlines impact taking in
various wholesome emotions like happiness and anger.

Emotional contagion is indeed predicted by work-related stress, according to Petitta et al.
(2023). Workplace stressors, according to COR research, have the potential to affect emotional
contagion in workplaces (Xerri et al., 2023). As Jabeen et al. (2022) have elucidated, COR
theory suggests that people work hard to acquire, secure, and defend a number of resources
including time, energy, and social support. Employees who face work-related stressors like
high volume of work, close deadlines, or uncooperative supervisors view them as risks to their
resources, as Bolliger et al. (2022) mention. This perspective potentially produces emotional
challenges and fatigue, which, in turn, affect the interactions of employees with one another.
For instance, an employee who just had too much to take on or is simply stressed is likely to
show feelings like annoyance or nervousness. Such feelings are each ‘caught’ by a colleague
by emotional contagion, and the feeling grows in the rest of the team, culminating in a negative
atmosphere among the team.

In studies with different study designs work stressors were found to be related to the need
for emotional contagion. Blanco-Donoso et al. (2021), Jia and Cheng (2021), and Prikhidko et
al. (2020) provide evidence for the effect. For example, a study confirmed that work stressors
were significant predictors of the need for emotional contagion (Grande et al., 2024).

Recovery Experience and Job Burnout
It has been proven that there is a measurable negative impact on work burnout due to effective

recovery activities (Song et al., 2021; Singh et al., 2016). Employees with better recovery
activity participation seem to suffer lower levels of emotional exhaustion and
depersonalization, which characterize burnout (Kilroy et al., 2020; Toker & Melamed, 2017).
Also, recovery experiences can enhance the quality of life (QOL) as they provide a sense of
achievement that enhances an individual’s well-being. For example, nurses who had a high
recovery experience managed to buffer the harmful effect of work stress on their health and
job satisfaction (Chen et al., 2019). Hence, an organizational culture that promotes the recovery
experiences of employees should suffice for companies that intend to contain employee
burnout rates and improve their well-being. Work and life balance programs, availability of
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leisure resources, and the promotion of psychological distance are some of the measures that
can help enhance employees' recovery experiences. In the context of job burnout, the Effort-
Recovery (E-R) model identifies the effect of recovery experiences on workplace burnout by
emphasizing the sequential nature of work and the critical need for recovery after each phase
of high investment.

In the E-R model, employees expend psychological and physical resources when work
demands are too high, resulting in fatigue and strain. Leaving this resource deteriorated and
unrecovered leads to circumscribed health including occupational burnout (Meijman &
Mulder, 1998). Recovery experiences are a prerequisite for resourcing employees to perform
at the pre-stressor level.

A study conducted by Sonnentag and Fritz (2015) found that recovery experience may be
fibbed as a job demand that can somehow minimize the feeling of burnout from job
dependency. There is a reciprocal exchange between feeling and caring; stressful events require
the patient to heal through time or alternatives. Increased detachment through task-oriented
orientation assists in decreased tension; however, far too much detachment and the change may
alter the set-out goal. At the same time, the period from recovery to work can form irreversible
moves under burnout if not ideal. Sonnentag et al. (2017) also address workplace recovery and
Occupational burnout positively. The study by Chen et al. (2020) also stated that improving the
recovery experience will minimize the adverse effects of chronic fatigue.

Emotional Contagion and Job Burnout
There are active workplace situations worth discussing in some detail regarding the

implications of emotional contagion. For example, it has been observed that the spreading of
negative emotions, such as anger, leads to sleep problems and stress-related illness, which then,
in turn, increases the feeling of burnout experienced among individuals (Petitta & Naughton,
2015). On the contrary, positive emotions such as sharing joy and enthusiasm at the workplace
constitute positive forms of emotional contagion, increasing the possibility of a supportive
work environment and reducing the adverse effects of potential stressors (Kumar, 2021).
Taking into consideration the lack of positive interaction in most high-stress environments, it
is logical that the focus for these organizations should be on finding out the emotional
interactions that result in individuals feeling burnt out.

It has become apparent that organizations are now making attempts to understand how
people relate to each other to minimize the negative impact on the work environment and avoid
staff burnout (Barsade et al., 2018). The COR theory would argue that this cheating depression
would be mediated through the emotionally depleting resources that employees hold (Hobfoll
et al., 2018). According to the COR theory, people seek to insulate themselves against loss by
acquiring, retaining, or defending resources, such as time, energy, or even social assets (Hobfoll
& Freedy, 2017). With the said transfer of depression or sadness through interpersonal
interaction, which is stress-induced, employees’ resources become depleted and this is because
they are confronted with an outpour of aggression from colleagues (Bakker & de Vries, 2021).
As aresult, as the factors of depression and sadness are broadened among employees, the strain
levels become heightened, with the result being scissors and sleepiness, anger, and exhaustion
(Elfenbein, 2014; Moreno-Jiménez et al., 2023).



16 Fidelis Ejeh Abba

Recent research conducted in the healthcare context by Petitta et al. (2017) posited that the
contagion of anger may serve as a job demand that mediates an increase in levels of
occupational burnout, whereas the contagion of joy may serve as a job resource that is inversely
related with the level of burnout. Accordingly, with the aid of interaction theories, it can be
argued that the contagion of positive emotions (e.g., joy) may serve as a job resource by
synchronizing opportunities, social bonding, and cooperation while removing neutral or
negative affective states (Petitta et al., 2020). On the contrary, together with some other
negative emotions, the contagion of anger has much to say with respect to occupational stress
and, therefore, creates processes that contribute to the weariness of employees or, as it is called
- occupational burnout (Petitta et al., 2020). Available literature suggests that working together
brings people stress, frustration, and exhaustion, which can be described as collective emotions
(Zagenczyk et al., 2020). This cycle of sharing emotions, absorbing and reflecting negative
emotions of other people raises the women’s depressive rate and increases emotional depletion,
which Chun et al. (2022) revealed. Several literatures support these findings that women bear
the brunt of stress and carry a greater emotional load than men, especially regarding workplace
conditions. Many authors have shown that the emotion of joy and the emotion of anger in
interactions create the concept of work-related burnout in one crossover to the other (Clarkson
et al., 2024; Moylan, 2019; Tutar & Ay, 2024).

Mediating Role of Recovery Experience and Emotional Contagion
The Conservation of Resources (COR) and Effort-recovery (E-R) models help to explain how

work stressors affect burnout from a job through emotional recovery and emotional pressure.
Stressors at work can be disabled through effective employment of recovery activities
including taking breaks, leisure activities, and mindfulness exercises, which help to relieve the
feeling of stress and provide emotional. As stated by Riedl et al. (2024), Kujanpéa and Olafsen
(2024), and Selander et al. (2024), workshops can help relieve workplace stress. The E-R
approach encourages this; however, the emphasis is on autofocus recovery after stress lines
that need to be put after aggressions and disturbances. Not allowing proper recovery in between
intervals creates fatigue. At best, without focusing on closing sight, a tarp would take care of
that, removing other needs to obstruct it; using such triggering behavior as a tool for putting
out the stress might not allow for effective coping even for some time. Thus, this study suggests
that the need for recovery and emotional contagion will moderate the effect of stressors on job
burnout.

In particular, job stressors are considered to have a positive correlation with the need for
recovery experience (Sonnentag & Kruel, 2020; Wach et al., 2021) and emotional contagion
(Meredith et al., 2020; Taube et al., 2024) and high need for recovery experience and emotional
contagion, in turn, is projected to be related to higher levels of burnout. The findings from the
literature suggest that recovery experiences function as mediators between certain work
characteristics and the well-being outcome measures (Headrick et al., 2023; Kinnunen & Feldt,
2013; Sianoja et al., 2018; Yang & Jo, 2022). In the same way, findings from the literature
suggest that emotional contagion also serves as a mediator in the relationship between work
characteristics and well-being outcomes (Chen et al., 2019; Paganin et al., 2023; Petitta et al.,
2020). More specifically, it was demonstrated that the psychological detachment from work
was more strongly related to fatigue than any other recovery experience, which further supports
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the belief that effective recovery strategies promote employee well-being (Singh et al., 2016).
Also, Maslach and Leiter's (2016) study indicated that as employees take in negative emotions
from peers, the chances of them getting burned out increase, thus meandering the motion of
emotion in high-pressure sites even more.

Figure 1
Conceptual Model of the role of Recovery Experience and Emotion Contagion in the relationship between
Perceived Stress and Job Burnout

Recovery Experience

Emotional Contagion
H4
H2

H3
H5

Job Burnout

\ 4

Work Stressor —————— H1

As presented in Figure 1, the dependent variable was Job burnout. Work stressors were taken
as the independent variable or predictor, while the mediating variables were recovery
experience and emotional contagion. Based on the preceding literature review and conceptual
model (Figure 1), we assumed the following:

H1: Work stressor significantly impact job burnout

H2: Work stressor significantly impact recovery experience

H3: Work stressor significantly impact emotional contagion

H4: Recovery experience significantly impacts job burnout

H5: Emotional contagion significantly impacts job burnout

H6: Recovery experience significantly and positively mediates the relationship between work
stress and employees’ job burnout.

H7: Emotional contagion significantly and positively mediates the relationship between work
stress and employees’ job burnout.

Method
Sample

In this study, a cross-sectional survey was conducted through convenience sampling and
targeted professionally working people in various fields. For this particular research, it was
intended that the respondents would be recruited through social networks such as Facebook
and Instagram, and later on, other respondents were obtained by snowballing with the primary
criteria for inclusion being corporate employment, snowballing. The data was collected using
the Google form application. The questionnaire was launched on 2nd August 2024 and was
closed on respect out 5th 2024. This study had three hundred and five professionals as the
respondents. As the English language is spoken in the region of the study, the questionnaire
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was prepared in English. Then, a consent form was sent to the participants to solicit their
consent to participate in the research and ensure anonymity and voluntary involvement in the
study.

Measurement

Work stressor was constructed by adapting the Copenhagen psychosocial questionnaire
(kristensen et al., 2006). We followed the pattern developed in this study, where 34 items were
worked out. Its primary focus is to address the assessment of the “stressful” factors of working
situations: a: working conditions that are unfavorable (where an item example is “Your job
requires you to work very fast.”) and b: employment insecurity (“Are you worried about getting
fired?”). All the items have the five-point Likert-type response format except for the job
insecurity subscale, which has a dichotomous response format of yes/no. For this research, only
the subscale of adverse working conditions was used. The Cronbach Alpha for work stressor is
.863 and within the acceptable threshold of above .70 (Kennedy, 2022).

Recovery experiences were assessed with a preliminary Japanese Version of REQ which
was modified by Shimazu et al. (2012). The items of REQ can be grouped into four subscales
representing the four QE dimensions of recovery experience: Psychological detachment (4
items), Relaxation (4 items), Control (4 items), and Mastery (4 items). A five-point Likert scale
(1: do not agree at all; 5: fully agree) was used to rate all items. For each subscale, the total
number of respondents from each subscale was calculated and averaged to arrive at the average
score for each subscale for the data analysis. The Cronbach Alpha for recovery experiences is
.72 and within the acceptable threshold.

The study utilized the Emotional Contagion Scale, which relied on self-reporting measures
modified from Doherty’s (1997) work. The 15-item ECS measures the emotion contagion
susceptibility of an individual including three basic negative emotions: anger, fear, and sadness,
and two basic positive ones: love and happiness. There were two revisions made: first from 38
to 18 items (Doherty et al., 1995), and then the current one from 18 to 15 items (Doherty, 1997).
According to Doherty (1997), the ECS appears to have a one-dimensional structure based on
analysis by principal components and is a better fit than a two-factor solution obtained (positive
and negative affect). The Cronbach Alpha for emotional contagion is .708 and within the
acceptable threshold

The Job burnout scale measures work-related physical and psychological fatigue adapted
from the studies by Kristensen et al. (2005). It consisted of 7 items (e.g., “Do you find your job
emotionally exhausting?”’). The respondents were required to respond to them using the 5-point
Likert-type scale (from “almost not at all” to “to a great extent”). The Cronbach Alpha for job
burnout is .86 and within the acceptable threshold.

Data Analysis
All the analyses were carried out with the assistance of the Statistical Package for Social

Sciences (SPSS) version 27. There were no issues with missing data. All variables were tested
for normal distribution in terms of skewness and kurtosis, which were not greater than £2. The
assessment of the strengths of Pearson's correlations relied on Ratner's (2009) classification,
which indicates a weak correlation to be lower than .30, a moderate correlation between 0.3
and .70, and a strong correlation of more than .70.
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The demographic variables were also analyzed through their frequency distribution. To
assess the emotion mediating hypothesis and the recovery experience emotional contagion
mediating high positive effect, a multiple mediation model with three parallel mediators, Model
no 4, was tested with PROCESS Macro, version 4.3. We used 5000 bootstrap samples and 95%
confidence intervals to estimate the indirect effects.

Results

Demographics

Table 1 shows the summary of all the characteristics of the participants in the study. Most of
the participants in the survey were quite young, with 34% of the participants being under the
age of 30 and another 34% between the ages of 31 and 39. These two groups combined made
up a significant proportion of the sample size of 68%. While 40 to 50 years of age comprised
22% of the participants, those aged 51 and above only accounted for 10% of the participants.
With regard to gender balance, the sample had a slight male predominance, as 55% (167
participants) indicated being male, and 45% (138 participants) indicated being female. As for
the participants’ marital status, there were more married individuals (59%) than single (35%)
and divorced (6%) persons. Looking at the education level of the participants, the sample
appears to be quite well-educated. About 40% are holders of bachelor’s degrees, and 32% hold
master’s degree. 15% are diploma degree holders, while 13% are PhD degree holders. This
means that a larger percentage of the respondents have achieved higher education. Looking at
the number of years spent in their current places of work, close to half (48%) of the respondents
had worked for four to nine years. This points to a relatively well-established working group
that has worked at their current workplaces for some time.

18% of participants in this study have worked at their current organization for less than three
years, while 30% have been there for 10 to 20 years. Also, the percentage of participants that
have worked with the same employer for over twenty years is a small number of four percent.
As per the findings, seventy percent of the sample has six to fifteen years of work experience,
which makes the sample mature enough to provide working insights and challenges. According
to the sample, 23% have less than five years’ work experience, whereas 25% have 16 to 25
years’ experience. At two percent, very few of the sample have worked for over 25 years. It is
also worth noting that the participants worked in different industries. Most of the participants
came from the finance sector, at twenty-nine percent, followed by hospitality at 24% and real
estate at 19%. 18% of the participants came from the education sector, while ten percent came
from manufacturing, which had the least participants. Hence, findings from this study can be
placed within various working environments and can, therefore, be applied in relevant
industries.
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Table 1

Participant Characteristics

Frequency (%)

Age
Below 30 102(34%)
31-39 105(34%)
40-50 68(22%)
Above 51 30(10%)
Gender
Male 167(55%)
Female 138(45%)
Marital Status
Single 106(35%)
Married 181(59%)
Divorce 18(6%)
Level of Education
Diploma Degree 47(15%)
Bachelor’s Degree 122(40%)
Master’s Degree 96(32%)
PhD Degree 40(13%)
Years at Present Workplace
Less than 3 years 55(18%)
4-9years 147(48%)
10-20years 91(30%)
More than 20 years 12(4%)
Years of Work Experience
Less than 5 years 69(23%x)
6-15 years 152(50%)
16-25years 79(25%)
More than 25 years 5(2%)
Industry
Manufacturing 31(10%)
Education 56(18%)
Finance 87(29%)
Hospitality 72(24%)
Real Estate 59(19%)

Descriptive and Correlation
Preliminary analyses showed that none of the variables considered exceeded the value of £2,

suggesting their normal distribution (Table 2). Correlational analysis reveals significant
relationships among the variables. Notably, Work stressor is also negatively correlated with job
burnout (r =-.22, p <.001). Work stressor shows a moderate positive correlation with recovery
experience (r = .45, p < .001) but has no significant correlation with emotional contagion,
indicating that work stresses are associated with the need for a greater recovery experience and
insignificant association with emotional contagion. Recovery experience has an insignificant
correlation with job burnout (r = -.40, p = .48). Emotional Contagion demonstrates a weak
negative correlation Job Burnout (» =-.13, p = .01), indicating that emotional dynamics in the
workplace may play a role in influencing recovery and burnout outcomes.
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Table 2
Descriptive and Correlations of the Study Variables
M SD Skewness  Kurtosis 1 2 3 4
Work 3.46 49 =71 .56 1
Stressor
Recovery 3.71 45 -.16 -.15 A5T7** 1
Experience (.000)
Emotional 3.36 .52 .02 -.62 .070 Jd61%* 1
Contagion (.221) (.005)
Job Burnout 3.72 74 -1.31 1.98 220%* -40 -.136* 1

(.000) (484)  (.010)

Note. Mean (M), standard deviation (SD), Note: **p < .01.

Hypothesis Testing
Table 3 presents the path coefficients from the structural equation modeling analysis,

illustrating the relationships among work stressor (WS), recovery experience (RE), emotional
contagion (EC), and job burnout (JB). The results indicate that the relationship between WS
and JB is significant, with a path coefficient of .31 (¢ = 5.05, p = .000), suggesting that higher
levels of WS are associated with increased JN. Additionally, the path from WS to RE is also
significant (B = .45, t = 8.94, p = .000), indicating that greater WS leads to enhanced RE.
Conversely, the path from work stressor to EC is not statistically significant (B =.07, ¢t = 1.22,
p =.22), leading to its rejection, suggesting that WS does not significantly influence EC among
participants. Furthermore, the analysis reveals that RE does not significantly predict JB ( = -
.04, t =-.70, p = .48), which also leads to its rejection. This finding implies that RE may not
play a crucial role in mitigating JB within this sample. However, EC shows a significant
negative relationship with JB (B =-.13,  =-2.39, p = .01), indicating that higher levels of EC
are associated with lower levels of JB. This suggests that positive emotional exchanges in the
workplace may help buffer against feelings of burnout. These findings highlight the complex
interplay between WS, RE, and EC and their impact on employee JB.

Table 3
Path Co-efficient
B t p Remark

WS-IB 31 5.05 .000 Supported
WS-RE 45 8.94 .000 Supported
WS-EC .07 1.22 221 Rejected
RE-JB -.04 -0.70 484 Rejected
EC-JB -.13 -2.39 .01 Supported

Table 4 presents the indirect effects of WS on JB through RE and EC. The analysis reveals
a significant indirect effect of WS on JB via RE, with an effect size of .125 (f = .04) and a
confidence interval ranging from .03 to .21, indicating that higher WS positively influences JB
through enhanced RE. This relationship is supported, suggesting that RE plays a mediating role
in the impact of WS on JB Conversely, the indirect effect of WS on JB through EC is not
significant (B = -.01, SE = .01), as indicated by the confidence interval spanning from -.04 to
.008, which includes zero; thus, this path is rejected. This finding implies that emotional
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contagion does not serve as a mediating factor in the relationship between WS and JB in this
study.

Table 4
Indirect Effect
Effect B(SE) Lower CI Upper CI Remark
WS-RE-JB 12 .04 21 .03 Supported
WS-EC-IB -.01 .01 -.04 .00 Rejected
Discussion

Hypothesis 1 demonstrates that it would be expected as the level of work stress increases due
to its positive and significant path coefficient about JB, then there is an increase in the level of
job burnout, a finding that is consistent with other studies that seek to understand the negative
effects of work stress on one’s health (Wen et al., 2020; Wu, 2020; Wu et al., 2021).

Also, Hypothesis 2 indicates the opposite conclusion concerning the WS and RE
relationships. This suggests that higher levels of work stress are better recovered after such
exposure. It has been evident in past research that stress can lead to some employees using
recovery as a strategy (Gu et al., 2020; Sciotto & Pace, 2022; Sonnentag, 2018; Sonnentag &
Fritz, 2015).

Hypothesis 3 indicates that emotional contagion clustering and work stress do result from
some level of discretion. This then means that work stress is not said to have a great set weight
in terms of control among the participants. This is opposite to previous research in which work
stress and emotional contagion correlate (Blanco-Donoso et al., 2021; Jia & Cheng, 2021;
Prikhidko et al., 2020). One plausible explanation for this non-significance would be because
it is argued that work stress, remaining on its own, does not significantly contribute to
emotional crying outbursts but rather other factors within the team like their emotional
perspective and work engagements do (Van Kleef & Fischer, 2016). Past research indicates that
in the presence of an able team, open sharing of emotions tends to bring forth powerful
collective emotions. However, this may not happen in cases of elevated stress levels when team
members are engrossed in their issues (Barsade et al., 2018).

Hypothesis 4 reveals that experience of recovery has no predictive power to burnout. Such
a result is in contrast with the idea which appears in a great number of literature that improved
recovery experiences directly reduce the levels of burnout (Kilroy et al., 2020; Song & Jeong,
2020; Toker & Melamed, 2017). This finding indicates that although recovery experience may
be affected by work stress, it is not sufficient in achieving a desirable outcome of eliminating
all stress, pointing out the probable requirement for more focused approaches to assist with
adequate recovery strategies and eliminate work burnout.

However, in hypothesis 5, we argue that emotional contagion is significantly and negatively
associated with job burnout, which means that positive emotions among colleagues can prevent
them from experiencing burnout. This is consistent with the COR theory in workplaces, which
suggests that engaging in negative social interactions can reduce buffering against stress
(Elfenbein, 2014; Moreno-Jiménez et al., 2023).



International Journal of Behavior Studies in Organizations 13 (2025)8-31 23

Hypothesis 6 indicates a mechanism by demonstrating the significant mediating effect of
recovery experience in the relationship between WS and JB, while at the same time, the
mediating effect of EC hypothesized in hypothesis 7 is not supported. This is consistent with
the E-R model, which also states that because these resources are needed to combat stress and
can be exhausted from work, efficient recovery is necessary to prevent stress (Kujanpdd &
Olafsen, 2024; Riedl et al., 2024; Selander et al., 2024). This lack of support for the mediating
role of emotional contagion is also consistent with the literature concerning the role of
emotional processes that are often multi-faceted in organizations and suggests that emotional
contagion is also related to stress, but other factors as well (Petitta et al., 2023). In general,
these findings suggest that work-related stressors and a working atmosphere with good moods
should be properly managed to improve employees’ overall welfare and decrease occurrences
of burnout.

Conclusion and Implication
To conclude this study, the results accentuate the intricate interplay between work stress,

recovery experience, emotional contagion, and job burnout. It is worth noting that the adverse
effects of Work Stress on employees' well-being are not only reinforced via its significant direct
effects on Job Burnout but also through its direct effects on Recovery Experience. The
endorsement of RE in this case as a substantial intervening variable in the relationship between
WS and JB implies that one of the most effective ways of curbing burnout is the development
of proper recovery tactics. In contrast, the refusal of EC as an intervening variable points out
the imperative necessity to deepen the understanding of the emotional mechanisms in the
teams, especially in highly demanding conditions.

The theoretical implications of this study, which combines COR theory and the Effort-
Recovery model, make it possible to understand the significance of work stressors on the well-
being and burn-out of employees. To prevent stress, the COR theory maintains that people will
try to gather, retain, and defend their resources, which are the means, ways, and capabilities for
living (Hobfoll, 1989). In this perspective, the findings show that those with high levels of
work stress tend to aggravate job burnout as it diminishes their available resources. Quite
noticeably, recovery experience was found to have mediating influences which seem to suggest
that when effective recovery strategies for depleted resources are put in place, the negative
impact that work stress causes on burnout can be significantly lessened. This agrees with the
resource conservation tenets of the COR theory and points out the role of organizations in
providing the necessary conditions for the recovery of employees.

Further, the E-R model emphasizes the need for recovery based on the frequency of intense
workload experienced at work. The model specifies that a worker’s determination to perform
well at the job will lead to load responses such as fatigue and stress, which will require adequate
recovery to become replenished on both the physiological and psychological levels (Meijman
& Mulder, 1998). This study also confirms the WS with JB mediated through RE, indirectly
which stresses both the need to manage sufficient recovery periods and opportunities for the
employees to avoid muscular fatigue and stress. This integration makes it clear that the concern
of managing workload should not be restricted to the employees' striving and efforts but should
include planning for sufficient rewards. In the end, this would enable the organization to
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increase its workforce endurance and general wellness together with work output and employee
well-being.

This study sheds light on the practical implications of integrating recovery strategies in the
working environment to deal with stressors at work and job burnout among employees.
Considering the crucial role intermediate factors have in the effect of work-related stress and
burnout, employers must focus on the facilitation of recovery. This can be done through
practices that encourage individuals to forget about work, such as flexible working
arrangements, regular work breaks, and promoting hobbies to employees. Organizations can
create a healthy balance between work and life by focusing on recovery, thereby making
employees strong-minded, resulting in less burnout and satisfaction and better output. The
above findings also imply that training regimens designed to increase recovery experience
should be integral to the training courses offered. This training would teach employees self-
help rhythms and strategies for relaxation and stress management, e.g., mindfulness,
progressive muscle relaxation, and planned periods of rest and inactivity. In addition, leaders
should relax these recovery measures. Employees should feel enabled to take a break away
from work and focus on their mental health, which is integrating relaxation into training
programs. Companies may foster a healthier workplace culture by managing both individual
employees and organizations by preventing the consequences of stress and encouraging
employee participation and well-being.

This research is limited by three factors. This means that one can only suggest relationships
among work stressors, recovery experiences, emotional contagion, and job burnout though they
may exhibit interrelations due to the cross-sectional designs of the study. It would be
worthwhile to pursue longitudinal studies to reinforce the causation and emphasize the focus
on changes in these variables over time. Second, the data were collected using self-report
measures that might increase desirability bias and affect the validity of the results. Therefore,
users of the results are strongly cautioned against misuse of the results. Finally, the study's
location focus (Nigeria) could make findings less applicable elsewhere because the nature and
sources of occupational stress may not be the same in all countries. For example, future studies
should examine individual differences in work and recovery experiences, such as work roles
or personality, that could help explain individual differences in stress and recovery efforts
among different employees. Another area for exploration could be the impact of organizational
culture on emotional contagion and recovery experiences; exploring the effects of various
leadership styles on these dynamics might additionally improve understanding of the well-
being of employees.
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