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 According to the health impairment process of job demands-resources (JD-R) 
theory, job demands deplete employees’ energy, leading to high exhaustion. This, in 

turn, results in reduced job performance and negative work attitudes (e.g., turnover 
intentions). In this study, we draw on recent developments in JD-R theory, which 
emphasize that -next to job and personal resources- other types of resources (e.g., 
conditions) also help employees cope with job demands thus, buffering their 
unfavorable consequences. We propose that job tenure can be such a resource. 
Although job tenure has been recognized as a key human capital resource, empirical 
evidence on its role is still scarce. Hence, we hypothesize that increases in job 
demands (i.e., workload, work-home interference, qualitative and quantitative job 
insecurity) over time relate to higher exhaustion and consequently, to lower job 
performance and higher turnover intentions, and that job tenure buffers these 
indirect effects. A total of 195 employees working in Greece participated in two 

measurement waves across an interval of approximately one year [Time 1 (T1): n = 
806; Time 2 (T2): n = 485]. As expected, increases in workload/ work-home 
interference/ qualitative job insecurity related negatively to job performance at T2 
and positively to turnover intentions at T2 via increased exhaustion at T2, but only 
for employees with lower job tenure. These results contribute to JD-R theory by 
emphasizing the critical role of job tenure as a resource that helps employees 
effectively manage job demands and protect themselves from their unfavorable 
consequences. Findings are also important for organizational practice because they 
suggest that interventions aimed at optimizing the levels of job demands are 
particularly relevant for less experienced employees. 
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In an era of dynamic workplace changes that usually result in increasing job demands, resources are key to not 

just surviving but also thriving in one’s job (Demerouti & Bakker, 2023). Across Europe, employees in 28 of 35 

countries report medium to high levels of work-related exhaustion due to high job demands (Schaufeli, 2018), 

underscoring the need to identify factors that help mitigate these effects. According to the health impairment 

process of job demands-resources (JD-R) theory (Bakker et al., 2023; Demerouti et al., 2001; Demerouti & Bakker, 

2023), systematic exposure to high job demands (e.g., workload) depletes employees’ energy, leading to 

exhaustion and consequently, poorer job performance and negative work attitudes (e.g., turnover intentions). 

Yet, consistent with the buffering proposition of JD-R theory, high levels of job and personal resources help 

employees manage these demands and reduce their negative consequences. Recent developments in JD-R theory 

(Demerouti & Bakker, 2023) extend this to resources from other domains, such as the organization or employees’ 

home, which also aid in managing job demands effectively and buffer their negative effects. This aligns with 

conservation of resources (COR) theory (Hobfoll, 1989) which identifies four types of resources -objects, energies, 
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conditions and personal resources- that help individuals cope with stressors. Notably, conditions, such as job 

tenure, remain underexplored, despite their value and relevance for employees. 

Job tenure has been recognized as a resource that may help employees deal effectively with their job demands 

(e.g., Bradley, 2007; Shirom et al., 2008). According to career construction theory (Savickas, 2005; Savickas & 

Porfeli, 2012), career adaptability resources (e.g., human capital) are considered self-regulation strengths that 

help navigate complex work-related challenges. In this context, job tenure has been argued to be a key human 

capital resource that promotes career adaptability by providing employees with the experience, skills and 

knowledge needed to handle job demands specific to a given role (Rudolph et al., 2017). However, empirical 

evidence on its role as a resource that mitigates the unfavorable consequences of job demands is scarce. Shirom 

et al. (2008) meta-analyzed 30 (mainly cross-sectional) studies but failed to support the buffering role of job 

tenure on the negative relationship between job stressors (i.e., role conflict and role ambiguity) and job 

performance. Similarly, Bradley (2007) in his longitudinal study among experienced and starting teachers in 

Australia did not support the moderating role of tenure either on the job demands-stress or the job demands-

intention to quit relationships perhaps due to treating tenure as a categorical variable. More recently, job tenure 

was found to buffer the positive effects of overload and insecurity on burnout in a cross-sectional study among 

call-center employees (van der Westhuizen & Bezuidenhout, 2017), as well as the daily stressors-cognitive 

performance relationship in a diary study among nurses (Joshi et al., 2023). The weak support regarding the 

buffering role of job tenure may stem from the cross-sectional nature of previous studies. This is an important 

gap because cross-sectional studies fail to capture the developmental nature of job tenure as a resource in the 

adaptation process. Job tenure is not a static but a dynamic concept that evolves within employees (Katz, 1990). 

Hence, to fully understand its role as a buffer it is important to assess its effects over time. 

To address this gap and gain further insights regarding the role of job tenure, in the current study, we 

employ a two-wave design that allows accounting for the developmental nature of job tenure as a workplace 

resource. Drawing on JD-R theory (Bakker & Demerouti, 2023; Demerouti & Bakker, 2023), we argue that job 

tenure serves as a valuable workplace resource, since long-tenured employees accumulate knowledge, skills, and 

experience specific to their roles (Ng & Feldman, 2013). These assets help them manage increasing job demands 

(i.e., workload, work-home interference, qualitative and quantitative job insecurity) more effectively, buffering 

their unfavorable consequences for employee exhaustion and consequently, job performance and turnover 

intentions over time. Figure 1 presents the hypothesized model. 

By addressing these study aims, we make two significant contributions to the literature. First, we extend JD-

R theory (Demerouti & Bakker, 2023) by proposing that, in addition to job, organizational, and personal 

resources, conditions, such as job tenure, serve as buffers on the health impairment process. In this way, we 

expand the nomological network of workplace resources by broadening the range of potential factors that can 

alleviate stressors and enhance well-being in the workplace. By considering additional resource types, we provide 

a more comprehensive understanding of how various factors related to work can help address the adverse 

consequences of job demands and protect employee health and performance. Second, we contribute to the 

literature on job tenure by arguing that its role as a protective resource should be captured as demands evolve 

over time. This approach recognizes that job tenure is not a fixed attribute but progresses as employees gain 

experience, build expertise, and adapt to their roles. This longitudinal perspective offers a more nuanced 

understanding of the adaptive role of job tenure as a workplace resource. 

The health impairment process of JD-R theory 

JD-R theory (Bakker et al., 2023; Demerouti & Bakker, 2023; Demerouti et al., 2001) categorizes workplace 

characteristics into two categories: job demands and job resources. Job demands (e.g., workload, work-home 

interference) are elements of the physical, psychosocial and organizational work environment that require 
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substantial energy investment, leading to physical and psychological strain (e.g., exhaustion). Job resources (e.g., 

autonomy, support) are those aspects of the job that facilitate goal achievement, stimulate learning and personal 

development, and help employees regulate their job demands. According to the theory’s health impairment 

process, prolonged exposure to excessive job demands forces employees to exert more effort than they can 

sustain, depleting their physical, emotional, and cognitive resources (Demerouti et al, 2001). This exhaustion 

ultimately leads to reduced job performance and negative work attitudes. 

Figure 1 The theoretical model and the design of the study. T1 = Time 1; T2 = Time 2. 

 
In line with JD-R theory’s health impairment process (Bakker et al., 2023; Demerouti et al., 2021), in our 

longitudinal study, we propose that when employees experience increases in their job demands over time, they 

are more likely to feel exhausted and consequently, exhibit reduced job performance (i.e., the accomplishment of 

tasks within the employee’s job description; Murphy, 1989) and increased turnover intentions (i.e., employees’ 

willingness to leave their job in the future; Tett & Meyer, 1993). Put differently, increases in job demands will 

relate indirectly to reduced performance and increased turnover intentions through increased exhaustion. We 

focus on four key job demands: workload (i.e., the amount of work that must be completed and how hard and 

fast employees need to work; Frone, 1998), work-home interference (i.e., when the demands of the job negatively 

impact employees’ life outside work; Greenhaus & Beutell, 1985), qualitative job insecurity (i.e., uncertainty about 

maintaining one’s job continuity) and quantitative job insecurity (i.e., uncertainty about maintaining the quality 

of one’s job; Hellgren et al., 1999). These demands have been considered amongst the most relevant for 

employees, particularly in dynamic environments (Demerouti & Bakker, 2023). The question that arises, 

however, is whether employees exposed to high levels of job demands are inevitably doomed to experience health 

impairments and consequently, performance decline and negative job attitudes. The answer to this question is 

that it depends on the available resources.  

Job tenure as a resource that buffers the health impairment process 

According to the buffering proposition of JD-R theory (Bakker et al., 2023), when abundant, job and personal 

resources enable employees to manage job demands effectively, thereby mitigating their negative consequences. 

However, not only job and personal but also organizational and home resources buffer the unfavorable outcomes 

of job demands on the health impairment process (Demerouti & Bakker, 2023). In line with this proposition, 

previous research showed that various types of job resources (e.g., autonomy, feedback, opportunities for 
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development) buffer the positive relationship between job demands (e.g., workload, emotional demands, work-

home interference) and exhaustion both in cross-sectional (Bakker et al., 2005; Xanthopoulou et al., 2007) and 

longitudinal studies (De Jonge & Dormann, 2006). Also, the meta-analysis of Gonzalez-Mulé et al. (2021) revealed 

that the two most studied job resources -job control and social support- generally buffer the effect of job demands 

despite the weak strength of these effects. In a similar vein, personal resources (e.g., compassion satisfaction, 

Tremblay & Messervey, 2011; self-efficacy, Dicke et al., 2018; or curiosity; Hernández-Hurtado et al., 2025) were 

found to help employees deal effectively with their job demands, preventing high levels of exhaustion. Further, 

workplace social capital as an organizational resource was found to mitigate the positive relationship between 

job insecurity and distress (Inoue et al., 2016). In this study, we contribute to the expanded definition of 

workplace resources within the JD-R theory (Demerouti & Bakker, 2023) by proposing that conditions such as 

job tenure (Hobfoll, 1989) can also mitigate the negative effects of job demands. 

According to Ng and Feldman (2013), job tenure is defined as ‘the length of time in one position’ (p. 306). 

This differs from organizational tenure, which refers to how long employees work in the same organization. For 

the purposes of the present study, we consider job tenure as a more relevant workplace resource than 

organizational tenure. This is because different job roles (even within the same organization) may involve varying 

tasks and (levels of) job demands. Employees with long organizational tenure but short job tenure may not 

necessarily be well-equipped to handle the different demands of a new position. In contrast, those employees 

with long job tenure, even if they have relatively short organizational tenure, may have the necessary experience 

to deal effectively with the challenges of the specific job position.  

In line with career construction theory (Savickas & Porfeli, 2012), which defines career adaptability 

resources as self-regulation strengths for managing work-related challenges, job tenure emerges as a critical 

human capital resource. Accordingly, such resources may promote adaptation through self-regulation by 

enhancing concern about the future at work (which makes employees more proactive), job control (which makes 

employees more responsible, self-disciplined, and persistent), curiosity (that makes employees explore future 

scenarios), and confidence to pursue aspirations. Combined with the accumulated skills, expertise, and contextual 

knowledge necessary to handle the specific demands of their roles (Rudolph et al., 2017), these self-regulatory 

capacities enable employees with longer tenure to manage high demands with less energy expenditure thus, 

mitigating their consequences. In this way, job tenure contributes to an employee’s ability to manage role-specific 

responsibilities, navigate workplace complexities, and develop efficient problem-solving strategies (Bradley, 

2007). Through accumulated experience in a specific position, employees with longer job tenure become more 

adept at managing workload pressures, or uncertainties related to qualitative and quantitative insecurity because 

they develop coping strategies to manage these demands (Bradley, 2007; Joshi et al., 2023; van der Westhuizen 

& Bezuidenhout, 2017). Interestingly, the meta-analysis of Ng and Feldman (2010) showed that older employees 

experience lower job insecurity but only when they also have tenure of at least nine years and above. This 

experiential learning process gained through job tenure strengthens employees’ ability to cope with high job 

demands, weakening the health impairment process (Bakker et al., 2023). To conclude, job tenure serves as a 

valuable form of human capital, fostering job-specific expertise that enables employees to meet work demands 

with greater confidence and efficiency. As such, it buffers the positive impact of increased job demands on 

exhaustion, and via exhaustion on reduced performance and increased turnover intentions. 

Based on the buffering assumption of JD-R theory (Bakker et al., 2023) and the arguments supported by 

career construction theory (Savickas & Porfeli, 2012) regarding the role of job tenure as an important workplace 

resource, we hypothesize: 

Hypothesis 1: The indirect negative relationship between increases in job demands and job performance via 

increased exhaustion will be stronger for employees with lower job tenure and weaker for employees with higher 

job tenure. 
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Hypothesis 2: The indirect positive relationship between increases in job demands and turnover intentions via 

increased exhaustion will be stronger for employees with lower job tenure and weaker for employees with higher 

job tenure. 

Method 

Participants 

Eight hundred and six employed individuals participated in Time 1 (T1), and 485 in Time 2 (T2). One hundred 

and ninety-five employees participated in both measurements, forming the sample of the present study. To 

account for potential selection bias resulting from sample attrition, we compared employees who remained in 

the panel (N = 195) with those who dropped out (N = 611) on their baseline scores of the study variables. Results 

of multivariate analyses of variance revealed that the two samples did not differ in any of the examined variables 

at T1 [workload: F(1, 776) = .29, p = .59; work-home interference:  F(1, 776) = .01, p = .94; quantitative job 

insecurity:  F(1, 776) = .25, p = .62; qualitative job insecurity: F(1, 776) = 2.89, p = .09; job tenure: F(1, 776) = 

.13, p = .83; exhaustion: F(1, 776) = .75, p = .39; job performance: F(1, 776) = .05, p = .83; turnover intentions: 

F(1, 776) = .87, p = .35]. These results suggest that selection bias was not a threat in this study.  

In the final sample (N = 195), fifty-six percent of participants identified themselves as female and 42% as 

male, while their mean age was 39.31 (SD = 8.84) years. Participants were highly educated, with 18.5% holding 

a university degree and 70% having completed a Master's degree. Most participants (73%) had an indefinite 

duration contract, and 16% had a permanent contract. Eighty-two percent of participants were working in the 

private sector, 15% in the public sector and 3.6% were self-employed. Participants were mainly employed in the 

service sector (48.2%), followed by commerce (15%) and industry (12.8%) sectors. Participants’ average tenure 

in their current job was 5.47 (SD = 6.52) years. Finally, 45.6% reported having a supervisory role.  

Measures 

All variables were assessed at both measurement points. To test the moderating role of job tenure, we used T2 

scores to account for the protective role of the additional tenure gained during the study. This is aligned with the 

nature of tenure that is a coping resource that develops over time. Using job tenure scores from T1 would ignore 

the potential adaptation process that occurs throughout the study period. Therefore, accounting for this period 

in the assessment of tenure enhances its validity for the study purposes. 

Job demands. Workload was assessed with the four-item scale used by Bakker et al. (2003). An example item 

was: ‘Do you have too much work to do?’ (T1: ω = .88; T2: ω = .88). Work-home interference was assessed with 

three items capturing negative work-home interference from the scale developed by Geurts et al. (2005), such as 

‘How often do you find it difficult to fulfill your domestic obligations because you are constantly thinking about 

your work?’ (T1: ω = .85; T2: ω = .90). Workload and work-home interference items were assessed on a five-

point scale ranging from (1) = never to (5) = always. Quantitative job insecurity was assessed with the four-item 

Job Insecurity Scale of Vander Elst et al. (2014). Example items are: ‘Chances are, I will soon lose my job’ and ‘I 

am sure I can keep my job’ (reversed). Responses were coded so that high scores were indicative of high 

quantitative job insecurity. The scale was reliable at both measurement points (T1: ω = .86; T2: ω = .84). 

Qualitative job insecurity was measured with the respective four-item scale developed by Fischmann et al. (2022). 

An example item was: “I think my job will change for the worse” (a =.86). (T1: ω = .86; T2: ω = .86). The job 

insecurity items were evaluated based on a 5-point scale ranging from (1) = fully disagree to (5) = fully agree. 

Both job insecurity scales were adapted in Greek by Tsounis et al. (2025).  

Job Tenure (T2) was assessed with the following question ‘How many years have you been working in your 

current position?’ 
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Exhaustion was assessed with three items from the Greek adaptation (Demerouti et al., 2003) of the exhaustion 

subscale of the Oldenburg Burnout Inventory (Demerouti et al., 2010). Items (e.g., ‘During my work, I often feel 

emotionally drained’) were rated on a four-point scale ranging from (1) = strongly agree to (4) = strongly 

disagree. Responses were coded so that high scores were indicative of high levels of exhaustion. The scale was 

reliable at both measurement points (T1: ω = .80; T2: ω = .80). 

Job Performance was assessed with the following item based on the definition of job performance by Murphy 

(1989): ‘Think about a typical workday and indicate the percentage (%) of tasks you have completed in relation 

to what you need or wish to accomplish. If you achieve everything you intend to, indicate 100%. If not, provide 

an approximate percentage.’ The test-retest reliability coefficient was r = .39, p < .01 (see Table 1). 

Turnover Intentions were assessed with three items adapted from the scale developed by VanVeldhoven and 

Meijman (1994). Example items were: ‘I sometimes think about changing jobs/ I believe that in one year, I will 

still have the job I have now (reversed). Items were scored on a 5-point scale ranging from (1) = I fully disagree 

to (5) = I fully agree. Responses were coded so that higher scores indicated higher turnover intentions. The scale 

was reliable at both measurement points (T1: ω = .87; T2: ω = .87). 

Procedure 

Data were collected as part of an annual study on employee well-being in Greece, coordinated by the authors. 

The aim of this research is to track employee well-being over time and examine how various work-related and 

individual characteristics contribute to it. The first wave of data collection took place in 2022. For the current 

study, we used data from 2022 (T1) and 2023 (T2). At T1, data collection took place from March to May 2022, 

and at T2 from May to November 2023. Employees in Greece were recruited online through various professional 

fora and social media platforms. Also, they were encouraged to share the invitation with their professional 

networks. Potential participants were informed about the study aims and scope and were reassured about the 

confidentiality of their responses. Employees interested in participating were asked to spend 10 minutes to 

complete an online questionnaire. They were also informed about the longitudinal nature of the study and were 

invited to provide their email address, if they wished to participate in future study waves. Email addresses were 

used exclusively to match participants’ data across the different waves and were replaced with unique 

identification codes in the datasets used for analysis, ensuring participant anonymity. The present study fulfils 

all criteria of low or minimum risk studies as defined by the Research Ethics Committee of the institution of the 

first author, and hence, could be conducted without prior ethical approval. 

Analytical strategy 

To test the study hypotheses, we performed moderated mediation analyses with Model 7 of PROCESS in SPSS 

(Hayes, 2018) for each job demand. Model 7 estimates moderated-mediation models, where the moderator 

determines the first stage of the mediation (i.e., the relationship between the independent variables and the 

mediator). Moderated mediation effects were tested using 5.000 bootstrap samples and 95% bias-corrected 

confidence intervals (CIs) around the indirect effects. Effects are considered significant when the CIs do not 

contain zero. Variables comprising the interaction terms were centered around the sample mean. To capture 

changes in the four job demands over time, we used standardized residual scores. These residual scores were 

calculated through four regression analyses (one for each job demand), where the T2 score was regressed on the 

T1 score (Smith & Beaton, 2008). Positive residual scores indicate an increase, while negative scores indicate a 

decrease in the respective demand, over time. In the analyses, we used raw scores for the mediator (i.e., 

exhaustion) and outcomes (i.e., job performance, turnover intentions) at T2, controlling for these variables at T1. 
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Results 

Descriptive statistics 

Table 1 presents means, standard deviations and correlations between the study variables.  

Before testing the study hypotheses, we examined the fit of our measurement model. We performed 

confirmatory factor analyses (CFAs) with the AMOS software (Arbuckle, 2012) separately for T1 and T2. 

Specifically, we tested the fit of the hypothesized six-factor model (job performance and job tenure were not 

included because each was assessed with one item only) and compare it with alternative models. Results showed 

that the six-factor model (where workload, work-home interference, quantitative job insecurity, qualitative job 

insecurity, exhaustion and turnover intentions represented unique latent variables manifested by their respective 

items) fit well to the data (χ2 = 399.25, df = 174, χ2/df = 2.30, CFI = .90, RMSEA = .08, AIC = 555.25). Also, the 

six-factor model fit better than alternative five-factor models [i.e., a model where qualitative and quantitative 

job insecurity items were merged in one factor (χ2 = 618.15, df = 179, χ2/df = 3.45, CFI = .80, RMSEA = .11, AIC 

= 764.15), and a model where exhaustion and turnover intention items were modeled in one factor (χ2 = 564.74, 

df = 179, χ2/df = 3.16, CFI =.83 , RMSEA =.11, AIC= 710.74)], a three-factor model, where all job demands items 

loaded on a single factor (χ2 = 1274.72, df = 186, χ2/df = 6.85, CFI =.52 , RMSEA =.17, AIC= 1406.72), and a one-

factor model (χ2 = 1564.64, df = 189, χ2/df = 8.31, CFI = .40, RMSEA = .19, AIC = 1695.64). 

Similar analyses were performed for T2 data. Results showed that the six-factor model fit well to the data 

(χ2 = 400.63, df = 174, χ2/df = 2.30, CFI = .91, RMSEA = .08, AIC = 556.63) and better than alternative five-factor 

models [i.e., a model where qualitative and quantitative job insecurity items were merged in one factor (χ2 = 

603.74, df = 179, χ2/df = 3.37, CFI = .82, RMSEA = .11, AIC = 749.74), and a model where exhaustion and turnover 

intention items were merged in one factor (χ2 = 582.16, df = 179, χ2/df = 3.25, CFI = .83, RMSEA = .11, AIC = 

728.16)], a three-factor model, where all items assessing job demands loaded on a single factor (χ2 = 1387.51, df 

= 186, χ2/df = 7.46, CFI =.50 , RMSEA =.18, AIC= 1519.51), and a one-factor model (χ2 = 1699.91, df = 189, χ2/df 

= 8.99, CFI = .37, RMSEA = .20, AIC = 1825.91). 

Next, we performed multigroup CFAs to test for factorial invariance across the two measurement points 

(Vandenberg & Lance, 2000). First, we assessed configural invariance, which indicates whether the same factor 

structure exists across the two time points. To do so, we fit the proposed six-factor multigroup model to the data, 

with time (T1, T2) as the grouping variable. No constraints were imposed to this model. Next, we tested for 

metric invariance, which indicates whether participants respond to the items in the same way across the two 

time points. In this model, we constrained factor loadings to be equivalent across the two time points. Results 

showed that the unconstrained model fit the data well across the two time points (χ2 = 799.88, df = 348, χ2/df = 

2.30, CFI = .904, RMSEA = .058, AIC = 1111.88), suggesting that the proposed measurement model best 

represented the data across time. The model that was used to test for metric invariance also fit well to the data 

(χ2 = 818.84, df = 363, χ2/df = 2.26, CFI = .903, RMSEA = .057, AIC = 1100.84) and the CFI and RMSEA difference 

showed that the additional constraints imposed in this model did not improve its fit significantly [Δχ2(15) = 18.96, 

p =.22, ΔCFI = .001, ΔRMSEA = .001). These results suggest that participants responded to the scale items in a 

similar way at T1 and T2, confirming measurement invariance across time. 

Hypothesis testing 

According to Hypothesis 1 the indirect negative relationship between increases in job demands (i.e., workload, 

work-home interference, quantitative and qualitative job insecurity) and job performance via increased 

exhaustion was expected to be stronger for employees with lower tenure and weaker for employees with higher 

tenure. Results regarding Hypothesis 1 are presented in Table 2. Changes in all job demands interacted 

significantly with T2 job tenure in explaining T2 exhaustion. Simple slopes tests showed that increases in 
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workload, quantitative and qualitative job insecurity related positively to T2 exhaustion but only for employees 

with lower levels of job tenure. Also, changes in work-home interference interacted with T2 job tenure suggesting 

that increases in work-home interference related positively to exhaustion for both lower and higher levels of job 

tenure. However, this positive effect was stronger for employees with lower levels of job tenure (estimate = .36, 

SE = .05, p < .001, LLCI = .27, ULCI = .46), and weaker for employees with higher levels of job tenure (estimate 

= .16, SE = .06, p < .01, LLCI = .04, ULCI = .27). Similar findings appear in Table 3 as well, as part of testing 

Hypothesis 2. All in all, these findings suggest that T2 job tenure buffers the positive relationship between 

changes in job demands and T2 exhaustion. The additional variance explained in T2 exhaustion by these 

interaction effects varied from ΔR2  = 1.6% (for workload) to 3.5% (for qualitative job insecurity) across the 

different analyses. 

As concerns the hypothesized moderated-mediation effects of Hypothesis 1, results showed (see Table 2) 

that increases in workload, work-home interference, and qualitative job insecurity related negatively and 

indirectly to T2 job performance via reduced T2 exhaustion, only for employees with lower job tenure (workload: 

estimate = -1.64, SE = .54, LLCI = -2.80, ULCI = -.67; work-home interference: estimate = -1.62, SE = .71, LLCI 

= -3.15, ULCI = -.32; qualitative job insecurity: estimate = -1.65, SE = .60, LLCI = -2.93, ULCI = -.58), while the 

indirect effects were non-significant for employees with higher levels of job tenure (workload: estimate = -.42, 

SE = .41, LLCI = -1.36, ULCI = .27; work-home interference: estimate = -.70, SE = .45, LLCI = -1.70, ULCI = .06; 

qualitative job insecurity: estimate = -.27, SE = .31, LLCI = -.95, ULCI = .31). As concerns the indirect effect of 

quantitative job insecurity to T2 job performance via T2 exhaustion results showed that this indirect effect was 

non-significant for both lower (estimate = -.77, SE = .47, LLCI = -1.84, ULCI = .01) and higher (estimate = .39, 

SE = .39, LLCI = -.31, ULCI = 1.27) levels of T2 job tenure. Hence, Hypothesis 1 was supported for workload, 

work-home interference and qualitative job insecurity and rejected for quantitative job insecurity. The variance 

explained in T2 job performance varied from .23% to 25% in these analyses. 

According to Hypothesis 2, it was expected that the indirect positive relationship between increases in job 

demands and turnover intentions via increased exhaustion will be stronger for employees with lower tenure and 

weaker for employees with higher tenure. As shown in Table 3, changes in workload, work-home interference, 

and qualitative job insecurity related negatively and indirectly to T2 turnover intentions via reduced T2 

exhaustion, only for employees with lower job tenure (workload: estimate = .19, SE = .05, LLCI = .10, ULCI = 

.30; work-home interference: estimate = .20, SE = .06 , LLCI = .10, ULCI = .33; qualitative job insecurity: estimate 

= .12, SE = .04, LLCI = .04, ULCI = .22), while the indirect effects were non-significant for employees with higher 

levels of job tenure workload: estimate = .06, SE = .04, LLCI = -.01, ULCI = .15; work-home interference: estimate 

= .08, SE = .05, LLCI = -.004, ULCI = .18; qualitative job insecurity: estimate = .01, SE = .02, LLCI = -.03, ULCI 

= .07). As concerns the indirect effect of quantitative job insecurity to T2 turnover intention via T2 exhaustion, 

results showed that this effect was non-significant for both lower (estimate = .07, SE = .04, LLCI = -.003, ULCI 

= .15) and higher (estimate = -.03, SE = .04, LLCI = -.11, ULCI = .03) levels of T2 job tenure. Hence, Hypothesis 

2 was accepted for workload, work-home interference and qualitative job insecurity and rejected for quantitative 

job insecurity. The variance explained in T2 turnover intentetions varied from .25% to 34% in these analyses. 

Overall, the hypothesized moderated-mediation effects depicted in Figure 1 were supported for all job demands, 

with the exception of quantitative job insecurity.  

It is noteworthy that in two out of four analyses in Table 2 and in one analysis in Table 3, T2 job tenure was 

positively related to exhaustion. However, this effect should be considered an artifact because it was not 

supported by the correlational analyses (Table 1; r = .04, p > .05). 
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Table 1. Means, standard deviations and correlations between the study variables (N = 195)  

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 

1. Workload T1 3.74 .82 -                  

2. WHI T1 2.68 .91 .37** -                 

3. Quantitative JI T1 2.20 .82 19** .16* -                

4. Qualitative JI T1 3.04 .86 .21** .30** .47** -               

5. Exhaustion T1  2.79 .72 .30** .59** .17* .43** -              

6. Job Performance T1a 77.01 15.03 -.11 -.38** -.23** -.20** -.27** -             

7. Turnover Intent. T1 2.68 1.19 .14 .21** .31** .44** .47** -.20** -            

8. Job Tenure T2 5.47 6.52 -.05 -.02 .04 .03 -.11 .07 -.25** -           

9. Workload T2 3.63 .87 .53** .24** .09 .06 .10 -.09 -.01 .07 -          

10. WHI T2 2.56 1.01 .29** .55** .18* .26** .34** -.20** .14 .05 .48** -         

11. Quantitative JI T2 2.08 .75 .03 .01 .51* .29** .03 -.10 .10 .11 .04 .19** -        

12. Qualitative JI T2 2.95 .88 .02 .19** .23** .50** .21** -.10 .14* .06 .15* .35** .51** -       

13. Exhaustion T2 2.71 .72 .18* .34** .11 .32** .53** -.19** .21** .04 .33** .51** .07 .40** -      

14. Job Performance T2a 77.51 14.02 -.17* -.19** -.14 -.11 -.19** .39** -.16* .10 -.24** -.37** -.11 -.23** -.36** -     

15. Turnover Int. T2 2.49 1.14 .07 .13 .07 .20** .26** -.14 .34** -.09 .05 .23** .23** .43** .41** -.35** -    

16. ΔWorkload .00 1.00 .00 .05 -.01 -.06 -.07 -.03 -.09 .11 .85** .38** .03 .17* .28** -.17* .01 -   

17. ΔWHI .00 1.00 .10 .00 .11 .11 .02 -.10 .03 .07 .41** .83** .22** .29** .40** -.31** .19** .43** -  

18. Δ Quantitative JI .00 1.00 -.08 -.09 .00 .05 -.07 .02 -.07 .11 -.00 .12 .86** .46** .02 -.04 .22** .04 .20** - 

19. Δ Qualitative JI .00 1.00 -.11 .05 -.01 .00 -.01 .00 -.09 .06 .14 .26** .43** .87** .27** -.20** .38** .23** .27** .50** 

Note. WHI = Work-Home Interference; Δ refers to changes in job demands from T1 to T2; T1 = Time 1; T2 = Time 2; a assessed in percentage; * p < .05; **p < .01.   
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Table 2. Results (Unstandardized Estimates) of Moderated Mediation Analyses using PROCESS (Model 7): T1-T2 
Changes in Job Demands Relate to T2 Job Performance via Reduced T2 Exhaustion and the Moderating Role of T2 

Job Tenure (N = 195) 

 T2 Exhaustion T2 Job Performance 

 Coeffic. SE LLCI/ULCI Coeffic. SE LLCI/ULCI 

Constant 1.28*** .31 .66/1.90 64.96*** 7.18 50.80/79.11 

Exhaustion T1 .55*** .06 .43/.67 1.32 1.57 -1.77/4.41 

Job Performance T1 -.00 .00 -.00/.00 .32*** .06 .20/.44 

ΔWorkload .19*** .04 .10/.27 -1.01 .97 -2.92/.90 

Job Tenure T2 .08 .04 -.01/.17    

Δ Workload x Job Tenure T2 -.12* .05 -.22/-.01    

Exhaustion T2    -5.81** 1.59 -8.95/-2.67 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .28*** .05 .18/.38 -1.64 .54 -2.80/-.67 

+1SD of Job Tenure T2 .07 .08 -.08/.23 -.42 .41 -1.36/.27 

       

Constant 1.42*** .30 .83/2.00 63.19*** 7.17 49.04/77.34 

Exhaustion T1 .51*** .06 .40/.62 .77 1.54 -2.27/3.81 

Job Performance T1 -.00 .00 -.00/.00 .32*** .06 .19/.44 

Δ WHI .27*** .04 .19/.35 -2.53* 1.02 -4.54/-.52 

Job Tenure T2 .09* .04 .01/.17    

Δ WHI x Job Tenure T2 -.11** .04 -.19/-.04    

Exhaustion T2    -4.46** 1.65 -7.72/-1.19 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .36*** .05 .27/.46 -1.62 .71 -3.15/-.32 

+1SD of Job Tenure T2 .16** .06 .04/.27 -.70 .45 -1.70/.06 

       

Constant 1.43*** .34 .78/2.10 65.35*** 7.20 51.15/79.54 

Exhaustion T1 .51*** .06 .39/.64 1.67 1.52 -1.33/4.67 

Job Performance T1 -.00 .00 -.01/.00 .32*** .06 .20/.45 

Δ Quantitative Job Insecurity (JI) .04 .04 -.05/.13 -.43 .90 -2.21/1.35 

Job Tenure T2 .10* .05 .01/.19    

Δ Quantitative JI x Job Tenure T2 -.10* .04 -.19/-.01    

Exhaustion T2    -6.38*** -4.30 -9.30/-3.46 
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Table 2. (Continued)   

 T2 Exhaustion T2 Job Performance 

 Coeffic. SE LLCI/ULCI Coeffic. SE LLCI/ULCI 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .12* .06 .004/.24 -.77 .47 -1.84/.01 

+1SD of Job Tenure T2 -.06 .06 -.18/.06 .39 .39 -.31/1.27 

       

Constant 1.44*** .31 .82/2.05 63.81*** 7.16 49.68/77.93 

Exhaustion T1 .63*** .06 .41/.64 1.22 1.52 -1.78/4.22 

Job Performance T1 -.00 .00 -.01/.00 .32*** .06 .20/.45 

Δ Qualitative JI .19*** .04 .11/.27 -1.82 .94 -3.67/.04 

Job Tenure T2 .07 .04 -.01/.16    

Δ Qualitative JI x Job Tenure T2 -.14** .04 -.23/-.05    

Exhaustion T2    -5.41*** 1.56 -8.48/-2.34 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .30*** .05 .20/.40 -1.65 .60 -2.93/-.58 

+1SD of Job Tenure T2 .05 .06 -.07/.17 -.27 .31 -.95/.31 

Note. WHI = Work-Home Interference; Δ = Changes from T1 to T2; T1 = Time 1; T2 = Time 2; LLCI = lower limit 

confidence interval 95%; ULCI = upper limit confidence interval 95% (bias-corrected bootstrap confidence 

intervals); * p < .05, ** p < .01, *** p < .001. 

Table 3. Results (Unstandardized Estimates) of Moderated Mediation Analyses using Process (Model 7): T1-T2 

Changes in Job Demands Relate to T2 Turnover Intentions via Reduced T2 Exhaustion and the Moderating Role of 

T2 Job Tenure (N = 195) 

 T2 Exhaustion T2 Turnover Intentions 

 Coeffic. SE LLCI/ULCI Coeffic. SE LLCI/ULCI 

Constant 1.12*** .17 .79/1.45 .39 .33 -.26/1.03 

Exhaustion T1 .57*** .06 .44/.70 -.18 .15 -.45/.08 

Turnover Intentions T1 .00 .04 -.07/.08 .29*** .07 .16/.43 

ΔWorkload .19*** .04 .11/.28 -.10 .08 -.25/.06 

Job Tenure T2 .07 .04 -.02/.15    

Δ Workload x Job Tenure T2 -.11* .05 -.20/-.01    

Exhaustion T2    .67*** .13 .43/.92 
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Table 3. (Continued)   

 T2 Exhaustion T2 Turnover Intentions 

 Coeffic. SE LLCI/ULCI Coeffic. SE LLCI/ULCI 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .28*** .05 .18/.38 .19 .05 .10/.30 

+1SD of Job Tenure T2 .08 .07 -.06/.23 .06 .04 -.01/.15 

       

Constant 1.23*** .16 .91/1.54 .47 .34 -.19/1.14 

Exhaustion T1 .55*** .06 .42/.67 -.12 .14 -.39/.15 

Turnover Intentions T1 -.01 .04 -.09/.06 .29*** .07 .16/.43 

Δ WHI .26*** .04 .19/.34 .04 .08 -.12/.20 

Job Tenure T2 .08 .04 -.01/.16    

Δ WHI x Job Tenure T2 -.11** .04 -.19/-.03    

Exhaustion T2    .58*** .13 .31/.84 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .35*** .05 .26/.45 .20 .06 .10/.33 

+1SD of Job Tenure T2 .15** .06 .04/.26 .08 .05 -.004/.18 

       

Constant 1.21*** .18 .86/.156 .39 .32 -.23/1.01 

Exhaustion T1 .54*** .07 .40/.67 -.11 .13 -.36/.14 

Turnover Intentions T1 .00 .04 -.08/.09 .31*** .07 .17/.44 

Δ Quantitative Job Insecurity 
(JI) 

.04 .04 -.05/.13 .27*** .07 .13/.41 

Job Tenure T2 .09* .05 .0004/.18    

Δ Quantitative JI x Job Tenure 
T2 

-.09* .04 -.18/-.01    

Exhaustion T2    .58*** .12 .36/.81 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .12* .06 .003/.24 .07 .04 -.003/.15 

+1SD of Job Tenure T2 -.05 .06 -.17/.07 -.03 .04 -.11/.03 

       

Constant 1.16*** .17 .83/1.49 .65* .31 .04/1.26 

Exhaustion T1 .54*** .06 .41/.67 -.05 .12 -.29/.19 
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Table 3. (Continued)       

 T2 Exhaustion T2 Turnover Intentions 

 Coeffic. SE LLCI/ULCI Coeffic. SE LLCI/ULCI 

Turnover Intentions T1 .02 .04 -.06/.10 .32 .06 .20/.45 

Δ Qualitative JI .18*** .04 .10/.26 .39*** .07 .25/.53 

Job Tenure T2 .07 .04 -.01/.15    

Δ Qualitative JI x Job Tenure T2 -.15** .04 -.23/-.06    

Exhaustion T2    .41*** .12 .18/.64 

 Conditional Effects Conditional Indirect Effects 

-1SD of Job Tenure T2 .31*** .05 .20/.41 .12 .04 .04/.22 

+1SD of Job Tenure T2 .04 .06 -.09/.16 .01 .02 -.03/.07 

Note. WHI = Work-Home Interference; Δ = Changes from T1 to T2; T1 = Time 1; T2 = Time 2; LLCI = lower limit 

confidence interval 95%; ULCI = upper limit confidence interval 95% (bias-corrected bootstrap confidence 

intervals); * p < .05, ** p < .01, *** p < .001. 

Discussion 

The primary objective of this two-wave study among employees in Greece was to highlight the role of job tenure 

as a key workplace resource that may buffer the unfavorable consequences of job demands for employee health 

and performance. Guided by JD-R theory (Bakker et al., 2023; Demerouti & Bakker, 2023; Demerouti et al., 2001) 

and career construction theory (Savickas, 2005; Savickas & Porfeli, 2012), we hypothesized that increases in job 

demands (i.e., workload, work home interference, quantitative and qualitative job insecurity) would lead to 

higher levels of exhaustion which in turn, would decrease job performance and increase turnover intentions over 

time, particularly for employees with lower tenure. The results provided support for our hypotheses, showing 

that increases in workload, work-home interference and qualitative job insecurity related negatively to job 

performance at T2 and positively to turnover intentions at T2 via increased exhaustion at T2, but only for 

employees with lower job tenure. These findings underscore the critical role of job tenure as a resource that can 

help employees manage job demands more effectively, thereby protecting their health and performance. They 

also highlight the need for organizations to pay particular attention to employees with low job tenure when 

designing interventions aimed at optimizing job demands. 

The findings of this study contribute to JD-R theory (Bakker et al., 2023; Demerouti & Bakker, 2023) and the 

job tenure literature (Bradley, 2007; Shirom et al., 2008) in the following ways. First, we extend JD-R theory by 

positioning job tenure as a workplace resource that buffers the negative impact of job demands on exhaustion 

and consequently, job performance and turnover intentions. Our results indicate that job tenure fulfills a core 

function of resources (Demerouti et al., 2001) and should be considered as a workplace resource alongside job, 

personal and organizational resources (Demerouti & Bakker, 2023). In doing so, we expand the nomological 

network of JD-R theory, demonstrating that conditions such as job tenure can serve as a shield against the health 

impairment process. This perspective aligns with COR theory (Hobfoll, 1989), which recognizes job tenure as a 

crucial resource that helps employees build skills, expertise, and knowledge, and better manage workplace 

demands. Furthermore, our results support the buffering proposition of JD-R theory (Bakker et al., 2023; 

Demerouti & Bakker, 2023) by showing that job tenure annihilates the positive relationships between increasing 

workload, work-home interference, and qualitative job insecurity and exhaustion, which subsequently impact 
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job performance and turnover intentions. Moreover, by emphasizing the evolving nature of job tenure, our study 

underscores the importance of considering temporal aspects in resource accumulation and utilization. This 

perspective aligns with recent advancements in JD-R theory that advocate for a more nuanced understanding of 

how various resources interact to buffer the negative effects of job demands (Bakker et al., 2023; Demerouti & 

Bakker, 2023). 

However, our findings did not support the buffering role of job tenure for all job demands. Specifically, 

tenure, although it mitigated the effect of quantitative job insecurity (i.e., the uncertainty about one’s job 

continuity; Hellgren et al., 1999) on exhaustion, it did not buffer the indirect effects on performance and turnover 

intentions. This suggests that tenure alone may be insufficient to offset indirect impacts of demands rooted in 

societal factors. For example, broader labor market conditions, such as unemployment rates and economic 

instability, often determine whether jobs remain available (Malisauskaite et al., 2022). In such contexts, even 

employees with extensive tenure may feel vulnerable, as their accumulated experience and skills do little to secure 

their position if entire departments or organizations face downsizing. These findings highlight the need for a 

more holistic approach to understanding job insecurity, considering both micro-level factors (e.g., individual 

resources) and macro-level influences (e.g., economic conditions). To this end, future research could explore the 

interaction between job tenure and macro-level factors to provide a more comprehensive understanding of 

quantitative job insecurity and its implications. 

Second, our findings contribute to the job tenure literature (e.g., Rudolph et al., 2017) by supporting its 

buffering role in demanding work conditions. While job tenure has been linked to greater career adaptability, 

only a few cross-sectional studies provided evidence for its protective role (Joshi et al., 2023; van der Westhuizen 

& Bezuidenhout, 2017). Our findings extend this research by showing that longer job tenure equips employees 

with experience, skills, and knowledge needed to better handle high workloads, navigate declines in job quality, 

and maintain a healthier work-life balance. As a result, job tenure prevents high levels of exhaustion, which in 

turn protects employees from reduced job performance and increased turnover intentions. Our findings also 

validate career construction theory (Savickas & Porfeli, 2012) by showing that job tenure is a career adaptability 

resource that may promote self-regulation strengths such as concern for the future, control, curiosity and 

confidence. This helps employees manage high job demands effectively while regulating their energy which 

protects them from health impairments. A key strength of our study is that we accounted for the developmental 

nature of job tenure (Katz, 1980). Since job tenure accumulates over time, its protective effects are more likely 

to manifest in response to long-term job demands. By using a longitudinal approach, we demonstrate that job 

tenure is not a static attribute but evolves as employees gain experience, build expertise, and adapt to their roles. 

This perspective offers a better understanding of the adaptive role of job tenure, suggesting that its protective 

effects are more likely to manifest in response to long-term job demands. This approach addresses the limitations 

of prior research (Shirom et al., 2008; Joshi et al., 2023) and reinforces the role of job tenure as a resource that 

mitigates the health impairment process. 

Our findings also have important implications for organizational practice. First, the support for the buffering 

role of job tenure suggests that organizations should invest in continuous learning and professional development. 

By doing so, employees who (want to) remain in a specific job position for longer periods will have more 

opportunities to expand their human capital resources, enhancing their ability to manage workplace demands 

effectively and protect themselves from health impairments. However, and in line with JD-R theory (Demerouti 

& Bakker, 2023), organizations should not rely only on a specific resource but make sure that there is an 

abundance of different types of resources (e.g., job, organizational, conditions) in every job position because 

resources function synergistically. Second, our findings contribute to the discussion that concerns ‘for whom’ 

top-down job redesign interventions are most beneficial (Knight & Parker, 2021). Our results indicate that 

employees with longer tenure in a specific role have accumulated resources that help them navigate job demands, 
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reducing their negative impact. As a result, job redesign interventions may be less critical for them. However, 

those with lower job tenure lack these adaptive resources, making them more vulnerable to the adverse effects 

of increasing job demands. This suggests that job redesign interventions aimed at optimizing job demands and 

enhancing workplace resources should be prioritized for less experienced employees to better support their 

adaptation and well-being.  

Finally, it is important to note that although the additional variance explained by the interaction effects was 

relatively modest, as is often the case in field studies due to the difficulty of detecting theorized moderating effects 

(see McClelland & Judd, 1993), the variance explained by the moderated-mediation effects was far from 

negligible. Given that the supported effects were consistent and aligned with theoretical expectations, we believe 

that the modest variance explained by the interaction effects does not diminish the theoretical and practical value 

of the study findings. 

Unlike previous cross-sectional studies that have supported the buffering role of job tenure (Joshi et al., 

2023; van der Westhuizen & Bezuidenhout, 2017), this research employs a two-wave design. This is a significant 

methodological strength, as it aligns with the theoretical conceptualization of job tenure as a dynamic condition 

that evolves over time (Katz, 1980). Given this, its effects are more likely to be observed in processes that unfold 

over time. Another key strength of this study is the demonstration of measurement invariance across time. This 

ensures that our findings are valid and not influenced by measurement biases, further strengthening the 

conclusions that may be drawn by the study. 

Nevertheless, this study also has certain limitations. First, although the longitudinal design is a key strength, 

fully testing the hypothesized mediating effects would ideally require three measurement points over time. While 

our analytical strategy (i.e., examining how T1-T2 changes in job demands relate to exhaustion at T2, and 

subsequently to job performance and turnover intentions at T2, while controlling for T1 levels of both the 

mediator and outcomes), partly mitigates this concern, future studies should replicate these findings using three-

wave designs to more accurately capture the causal relationships inherent in mediation hypotheses. Also, future 

longitudinal studies could employ advanced methodologies such as growth modeling to further investigate the 

dynamic nature of job tenure by testing (non)linear trajectories in job tenure and their outcomes over time. 

Second, as this study is part of a larger research project on workforce well-being in Greece, the measurement of 

certain variables was not ideal. In particular, job performance was self-assessed using a single item that measured 

the percentage of completed tasks on an average workday. This approach helped to keep the survey short and 

reduce respondent burden, allowing to attract more participants (Allen et al., 2022; Matthews et al., 2022). While 

our operationalization aligns with dominant definitions of job performance (Murphy, 1989) and overlaps with 

the highest loading items of established job performance scales (e.g., Goodman & Svyantek, 1999; Williams & 

Anderson, 1991), single-item measures are more prone to measurement error. The longitudinal nature of our 

study partly addresses this by demonstrating substantial test-retest reliability. A further limitation of our single-

item measure of job performance is that it does not capture different performance dimensions, such as task and 

contextual performance. Future studies should aim to replicate these findings using more comprehensive 

performance measures as well as other-ratings (e.g., supervisor, colleague) to provide a deeper understanding 

of how job tenure influences various aspects of job performance. Also, future studies should employ longitudinal 

designs with different time lags to better understand what the optimal time lag is that allows job tenure to exhibit 

stronger buffering effects (Dormann & Griffin, 2015). 

While we acknowledge that job tenure is an important workplace resource alongside other job, personal, 

and organizational resources (Demerouti & Bakker, 2023), this study specifically focused on the role of job tenure. 

Future research should explore the incremental validity of job tenure namely, examining whether it provides 

additional benefits beyond the effects of other workplace resources. Additionally, in line with recent 

developments in JD-R theory (Demerouti & Bakker, 2023), future studies should investigate whether job tenure 
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can compensate for the absence of other resources. Specifically, it would be valuable to examine whether job 

tenure continues to buffer the negative effects of job demands even in environments where other (for example, 

personal) resources are lacking.  

Job tenure is more than just time spent in a role -it is a powerful workplace resource that helps employees 

manage demanding work conditions and protect their well-being. Our two-wave study showed that tenure 

buffers the negative effects of increased job demands, reinforcing its importance for both theory and practice. 

For organizations, this means that job redesign efforts should focus on optimizing demands, particularly for 

employees with lower tenure, who may lack the experience and resources to cope effectively. Investing in tenure-

based redesign strategies can contribute to a healthier and more resilient workforce. 
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Σύμφωνα με τη διαδικασία επιδείνωσης της εργασιακής υγείας της θεωρίας 
εργασιακών απαιτήσεων-πόρων (ΕΑ-Π), η μακροχρόνια έκθεση σε υψηλά επίπεδα 
εργασιακών απαιτήσεων εξαντλεί την ενέργεια των ατόμων με αποτέλεσμα να 
εξασθενεί η υγεία τους και να εμφανίζουν μειωμένη εργασιακή απόδοση και 

αρνητικές εργασιακές στάσεις (π.χ., πρόθεση παραίτησης). Βάσει των πρόσφατων 
εξελίξεων της θεωρίας ΕΑ-Π, εκτός από τους εργασιακούς και τους προσωπικούς 
πόρους και άλλοι τύποι πόρων (π.χ., συνθήκες) βοηθούν τα άτομα να διαχειριστούν 
αποτελεσματικά τις εργασιακές απαιτήσεις, μετριάζοντας τις δυσμενείς τους 
επιπτώσεις. Στην έρευνα αυτή προτείνουμε ότι η προϋπηρεσία στην παρούσα 
εργασιακή θέση είναι ένας τέτοιος πόρος. Αν και η προϋπηρεσία έχει αναγνωριστεί 
ως βασικός πόρος του ανθρώπινου κεφαλαίου, τα εμπειρικά δεδομένα σχετικά με το 
ρόλο της είναι περιορισμένα. Σε αυτό το πλαίσιο, υποθέτουμε ότι η έκθεση σε υψηλά 
επίπεδα εργασιακών απαιτήσεων (φόρτος εργασίας, σύγκρουση εργασιακής-
προσωπικής ζωής, ποσοτική και ποιοτική εργασιακή ανασφάλεια) οδηγεί σε μείωση 
της εργασιακής απόδοσης και αύξηση της πρόθεσης παραίτησης μέσω της αύξησης 

της εξάντλησης και ότι οι έμμεσες αυτές σχέσεις είναι ασθενέστερες για τα άτομα με 
υψηλότερα επίπεδα προϋπηρεσίας. Για την εξέταση των υποθέσεων 
πραγματοποιήθηκε διαχρονική έρευνα με δύο μετρήσεις σε διάστημα περίπου ενός 
έτους. Συνολικά, 195 εργαζόμενα άτομα συμμετείχαν και στις δύο μετρήσεις (1η 
μέτρηση: n = 806, 2η μέτρηση: n = 485). Τα αποτελέσματα έδειξαν ότι η αύξηση του 
φόρτου, της σύγκρουσης εργασιακής προσωπικής-ζωής και της ποιοτικής εργασιακής 
ανασφάλειας συνδέεται αρνητικά με την εργασιακή απόδοση και θετικά με την 
πρόθεση παραίτησης ένα χρόνο μετά δια μέσου της αύξησης της εξάντλησης, όμως 
μόνο για τα άτομα με λιγότερη προϋπηρεσία. Τα αποτελέσματα ενισχύουν τη θεωρία 
ΕΑ-Π αναδεικνύοντας ότι η προϋπηρεσία είναι ένας σημαντικός πόρος. Επίσης, 
δηλώνουν ότι οι οργανωσιακές παρεμβάσεις που στοχεύουν στη βελτιστοποίηση των 

εργασιακών απαιτήσεων είναι ιδιαίτερα σημαντικές για τα άτομα με λιγότερα χρόνια 
προϋπηρεσίας. 
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