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SAMMENDRAG

Som en positiv antitese til det mer velkjente konseptet utbrenthet, har arbeidsengasjement blitt
stadig mer i fokus i forskning pa arbeidshelse. Empiriske funn tyder pa at det & fremme
engasjement pa arbeidsplassen farer til en rekke positive utfall, bade for den ansatte og for
organisasjonen, blant annet at sykepleiere gnsker a forbli i jobbene sine. Videre fgrer dette til
stabilitet av sykepleierbemanningen pa arbeidsplassen, noe som kan veere av stor betydning
med henblikk pa store nedskjeringer i helsetjenesten i mange land i de seneste ar. Som den
sterste gruppen i helsetjenesten, har dette gatt ut over sykepleiere i form av kutt i
sykepleierstillinger og gkt arbeidspress, hvor vi i tillegg ser en gkende tendens til at stadig

flere sykepleiere gnsker a slutte i jobbene sine.

Det fins mye empirisk kunnskap om organisatoriske faktorer som kan pavirke
arbeidsengasjement eller mangel pa sadant. Det er derimot lite forskning pa hvordan
personlige faktorer pavirker arbeidsengasjement og hvorfor det er sann at enkelte er veldig
engasjerte i jobben sin, hvor andre som jobber under samme arbeidsforhold er mindre
engasjerte. | denne masteroppgaven er det fokus pa personlighet og mestringsstrategier som

personlige faktorer.

Masteroppgaven bestar av to artikler. Den farste er en teoriartikkel som presenterer
konseptene arbeidsengasjement, personlighet og mestring, samt tilhgrende teori. Conservation
of Resource theory forklarer dynamikken mellom individets opprettholdelse, tilegnelse eller
tap av ressurser, og helseutfall dette kan gi. Videre skisserer Job Demands-Resorce theory at
bade jobbressurser og personlige ressurser pavirker arbeidsengasjement. | tillegg blir
Temperament and Character Theory og Stress and Coping Theory forklart henholdsvis i
forhold til personlighet og mestring. Med dette som teoretisk bakgrunn blir sykepleieres

personlige ressursers relasjon til arbeidsengasjement diskutert.

Den andre artikkelen presenterer en empirisk kvantitativ studie. Dette er en longitudinell
studie, utfart i Norge, hvor sykepleieres personlighetstype og mestringsstrategier undersgkes i
forhold til arbeidsengasjement. Nar det kommer til personlighet, viste resultatene at bade
utholdende/iherdige sykepleiere og de med lav selvtillit opplevde lite engasjement. I forhold
til mestringsstrategier var defensiv mestring og selvbebreidelse negativ assosiert til
arbeidsengasjement, mens akkomodasjon og det & sgke statte hadde en positiv innvirkning pa

arbeidsengasjement. Artikkelen er tenkt skrevet til tidsskriftet Journal of Advanced Nursing.



SUMMARY

The positive antithesis to the well-known concept of burnout, namely work engagement, has
been a popular topic under consideration in recent occupational health studies. Empirical
findings indicate that promotion of work engagement leads to several positive job and
personal outcomes, such as strengthened intensions to stay in the job as a nurse, subsequently
supporting nurse workforce stability. This may be of great importance due to the major cuts in
health services in many countries in recent years. As the largest group in health care, this has
affected nurses by cuts in nursing positions and increased job demands. In addition, there is

an increasing tendency that nurses to want to quit their jobs.

A lot of empirical knowledge about organizational factors that can affect work engagement,
or lack of such, exists by now. However, there is few studies examining the influence of
personal factors on work engagement in general, as well among nurses, and why some
employees report high levels of work engagement whereas others working in the same
environment do not. In this master thesis there is focus on personality and coping strategies as
personal factors.

This master thesis consists of two articles. The first article is a theory article which presents
the concepts of work engagement, personality and coping, as well as related theory. The
Conservation of Resource theory explains the dynamics between the individual's

maintenance, acquisition or loss of resources, and health outcomes. Further, the Job Demands-
Resource theory outlines that both job resources and personal resources positively affect work
engagement. In addition, the Temperament and Character Theory and the Stress and Coping
Theory are explained in relation to personality and coping, respectively. With this as
theoretical background, nurses’ personal resources’ relation to work engagement are

discussed.

The second article presents an empirical quantitative study. This is a longitudinal study where
personality traits and coping strategies among nurses are examined in relation to their work
engagement. Findings showed that nurses with a persistent personality and those with a lack
of self-esteem scored low on work engagement. Further, the results showed that nurses that
seek support in stressful situations at work, and those who cope in an accommodative way,
reported higher engagement, whereas self-blame and defensive coping were negatively related
to work engagement among nurses. This empirical article has been written according to

guidelines of the Journal of Advanced Nursing.



Contents

Article #1

Personal resources and work engagement among nurses

Abstract
Introduction
Work engagement
Measuring work engagement
The Conservation of Resources theory
The Job Demand-Resource theory
Personal resources and work engagement
Coping strategies
Personality traits
Discussion
Personal resources among nurses and work engagement
Coping strategies and work engagement among nurses
Personality traits and work engagement among nurses
Conclusion

References

T T T

10
12
13
13
13
15
16
17



Contents

Article # 2

Personal resources and work engagement: a longitudinal study among nurses

Abstract
Introduction
Background
Work engagement
Resources and work engagement
Coping strategies and work engagement
Personality traits and work engagement
The study
Aims
Design
Participants and data collection
Measurements
Ethical considerations
Data analysis
Results
Coping strategies
Personality traits
Discussion
Limitations
Conclusion

References

.28
28
p. 29

p. 30

p. 32
p. 32
p. 32
p. 33
p. 33
p. 35
p. 35
p. 36
p. 37
p. 39
p. 41
p. 44
p. 45

p. 46




List of figures, tables, and appendices

Article # 1:

Figure 1:

Article # 2:

Table 1:

Table 2:

Table 3:

Appendices

Appendix 1:

Appendix 2:

Appendix 3:

The Job Demand-Resource theory

Means, standard deviations, Chronbach’s alphas (o)
and Pearson’s r correlations for the study variables

Hierarchical multiple regression analyzes:
synchronous and lagged effects of coping strategies
on work engagement (vigor and dedication) among
nurses

Hierarchical multiple regression analyzes: synchronous
and lagged effects of personality variables on work
engagement (vigor and dedication) among nurses

The questionnaire and letters to the sample
in the first survey (in Norwegian)

The Oldenburg Burnout Inventory

Seek support, accommodation, self-blame,
defense, persistence, and lack of self-esteem scales

p. 36

p. 38

p. 40

p. 53
p.71

p. 74



Article # 1

Personal resources and work engagement

dmong nNurses

Abstract

Due to the global ever-increasing shortfall of nurses, promotion of work engagement is
important to support nurse workforce stability and to retain safe health care services of good
quality. The changes in the world of work have resulted in a need for employees with a great
pool of personal resources. Indeed, personal resources have proven to be beneficial in relation
to work engagement, both theoretically and empirically. In this article, the Conservation of
Resources theory has been used to explain how resources in general can promote positive
health outcomes (e.g. work engagement). Further, the Job Demands-Resource theory is
included in the article to demonstrate how nurses’ personal resources can contribute to a
motivational process and work engagement, as well as positive organizational outcomes.
Personal resources refer often to coping strategies and personality traits. Thus, it is discussed
how these types of personal resources can promote work engagement among nurses.

This article’s research questions are:
1) What is work engagement?
2) Can personal resources have an influence on work engagement among nurses?

3) Which personal resources can be relevant in the nursing profession?



Introduction

A shortage of nursing staff has globally affected health services in the last couple of years
(Bargagliotti, 2012), and seem to threaten nations health services’ quality and justifiability
(O’Brien-Pallas et al., 2001). One reason for this nurse shortfall might be attributed the
rapidly increasing number of elderly people worldwide (UnitedNations, 2013), making a
growing request for health services in the population and more complex and chronic diseases
needs to be taken care of. Secondly, the workforce of nurses is decreasing for reasons such as
few educated nurses available (Oulton, 2006) in addition to high rates of turnover among
nurses (Roche, Duffield, Homer, Buchan, & Dimitrelis, 2015). However, evidence indicates
that promotion of work engagement seem to buffer work stress and support nurse workforce
stability (Van Bogaert, Wouters, Willems, Mondelaers, & Clarke, 2013) as the more engaged
nurses is in their work, the greater is their desire to remain in their jobs (Leiter & Maslach,
2009).

Although it is identified several organizational factors and stressors that can decrease
work engagement among nurses, for example staff shortage, high workload, excessive
administrational duties and low salaries (Van der Colff & Rothmann, 2009), unfortunately
these are factors that has proven to be difficult to change because of economical and
organizational prerequisites in health care institutions. Without undermining the importance
of working towards changing these negative organizational factors and stressors, this indicates
a need to promote work engagement among nurses within the economic and organizational
framework that we face in the healthcare system. Moreover, it has been argued that it is
important to look at both organizational conditions and employees' personal differences to
establish an adequate understanding of work engagement (Macey & Schneider, 2008) and that
there is yet little empirical knowledge about the influence of personal differences on
engagement among nurses (Garrosa, Moreno-Jiménez, Rodriguez-Mufioz, & Rodriguez-
Carvajal, 2011). Nevertheless, most work engagement studies have tended to focus on job and
organizational resources (Bakker & Demerouti, 2008; Freeney & Tiernan, 2009; Jenaro,
Flores, Orgaz, & Cruz, 2011; Maslach & Leiter, 1997). Thus, it might be highly beneficial to
society to call more academic attention to personal factors in relation to nurse engagement.

In addition, the recent emerging positive psychology is emphasizing the importance
that positive psychological strengths and capacities can have on human functioning (Peterson
& Seligman, 2004; Schaufeli & Bakker, 2004; Seligman & Csikszentmihalyi, 2014). The

positive psychology orientation refers to the positive aspects of personal resources. Therefore,



interventions aimed at improving nurse engagement may be more effective if they include
enhancing nurses’ personal resources rather than just decreasing environmental stressors and
organizational factors (Garrosa, Moreno-Jimenez, Liang, & Gonzalez, 2008; Peterson &
Seligman, 2004).

Research questions:
1) What is work engagement?
2) Can personal resources have an influence on work engagement among nurses?

3) Which personal resources can be relevant in the nursing profession?

Work engagement

As with many other psychological concepts, the meaning of work engagement may seem
clear at first glance and easy to recognize in practice, but yet difficult to define. The
distinction between work engagement and other concepts can appear to be blurred. According
to Schaufeli and Bakker (2010), examples of alternative terms could be involvement,
commitment, passion, enthusiasm, absorption, focused effort and energy. In business, big
consultancy firms have conceptualized engagement by combining and relabeling other
existing notions such as commitment, satisfaction, involvement, motivation and extra-role
performance (Schaufeli, 2013). However, this approach is used internally within these kinds
of organizations and is thus not peer reviewed and lacks transparency. In academia, there is a
need for a distinct and less unambiguous definition of work engagement which is transparent
and verifiable. Several academic definitions of work engagement exist. Some of the most
well-known definitions will briefly be presented below.

William Kahn (1990) is regarded as the first scholar that defined engagement at work.
Based on empirical findings and recognized theory in psychology, sociology and group
theory, he developed a theoretical framework for personal engagement in the work context.
Kahn (1990) defined it as; «harnessing of organization members’ selves to their work roles; in
engagement, people employ and express themselves physically, cognitively, and emotionally
during role performances» (p. 694). According to Kahn, there is a dynamic interaction
between the employee and his/her job role, where the job role itself acts as a driving force
leading to the individuals’ willingness to invest personal energy (physically, cognitively,
emotionally and mentally) in the job. Kahn’s first empirical article about work engagement

was published as early as 1900 (i.e. Kahn, 1990). Nevertheless, it took almost a decade before
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other scholars focused on this new and positive concept of occupational health.

In line with the increasing trend of positive psychology during the 90's and early
2000’s (see: Seligman & Csikszentmihalyi, 2014), interest in work engagement among
academics also increased. In contrast to previous occupational health studies, where the
negative aspect of work (i.e. burnout) had been the most prominent topic under consideration
(Bakker & Demerouti, 2008), this new trend of examination of the positive aspect of work
(i.e. engagement) permitted a more holistic view of the employee. This also implies a
movement beyond the traditional pathology perspective towards understanding and
improvement of healthy functioning, i.e. the positive psychology emergence (Seligman &
Csikszentmihalyi, 2014). Additionally, the increased interest of engagement in the turn of the
21% century can be related to the changes in world of work and business in the last decades.
As David Ulrich, a leading expert in human resources management, has stated; “Employee
contribution becomes a critical business issue because in trying to produce more output with
less employee input, companies have no choice but to try to engage not only the body but the
mind of every employee” (1997, p. 125). Thus, the individual employee's capability matters
more now than it did in the past, and the employee’s psychological capital, including their
motivation, is ever-increasingly taxed by organizations. As Schaufeli (2013) points out; this is
exactly what work engagement is about.

Unlike those who suffer from burnout, engaged employees have a sense of energetic
and effective connection with their work, and look upon their work as challenging rather than
stressful and demanding. Two different but related schools of thought picked up the interest of
the concept of work engagement. Both consider work engagement as a positive, work-related
state of well-being or fulfillment from a burnout-antithesis perspective. According to Maslach
and Leiter (1997), work engagement is characterized by energy, involvement, and efficacy.
Moreover, these authors argue that engagement and burnout are the positive and negative
endpoints of the same continuum. Thus, this means that highly engaged employees are
inevitably low on burnout, and vice versa. Accordingly, work engagement is seen as a
motivational concept where the employee feels personal commitment to reach work goals and
put personal energy and enthusiasm into their work.

The alternative view considers work engagement as an independent, distinct concept
that is negatively related to burn out. In recent years, this seems to be the most preferred view
of engagement in academia. According to Schaufeli, Salanova, Gonzalez-Roma and Bakker
work engagement is described as ... a positive, fulfilling, work-related state of mind that is
characterized by vigor, dedication, and absorption” (2002, p. 74). Vigor is characterized by
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high levels of energy and mental resilience while working and the willingness to invest effort
in one’s work, even when faced with difficulties; dedication is characterized by a sense of
significance, enthusiasm, inspiration, pride, and challenge at work; and absorption refers to
being fully concentrated and happily engrossed in one’s work, whereby time passes quickly,
and one has difficulties with detaching oneself from work. Although Schaufeli et al. (2002)
agrees with the burnout-antithesis approach, they see work engagement and burnout as
distinct and independent constructs that is negatively relate to each other, rather than opposite

ends of the same continuum.

Measuring work engagement

Although Kahn (1990) presented a comprehensive theoretical model of personal engagement
in the work context, he did not propose an operationalization of the construct. After a few
years, however, The Maslach Burnout Inventory (MBI: Maslach, Jackson, & Leiter, 1996)
was developed. This measurement instrument is based on the view of Maslach and Leiter
(1997) as described above. By implication, engagement in this view is assessed by the
opposite pattern of scores on the three MBI-burnout dimensions. That is, according to these
authors, low scores on exhaustion and cynicism, and high scores on efficacy are indicative for
engagement.

However, the MBI have been criticized to be somewhat inadequate for measuring
work engagement, since all items in each burnout subscale are framed in the same direction
(Demerouti, Mostert, & Bakker, 2010). Thus, the MBI is highly suitable to assess burnout, but
not necessarily good enough to assess work engagement. Additionally, this makes it difficult
to study engagement’s relationship with burnout empirically since both concepts are
considered to be opposite poles of a continuum that is covered by one single instrument,
namely the MBI. Indeed, several studies have shown that work engagement and burnout
should be considered as distinct concepts that ought to be measured independently (for an
overview, see: Schaufeli, 2012). Therefore, Schaufeli et al. (2002) developed the Utrecht
Work Engagement Scale (UWES) which operationalize engagement as an independent three-
dimensional construct of vigor, dedication and absorption.

Although the UWES might provide a better operationalization of work engagement
than the MBI, it has been criticized because all subscales are framed positively and, therefore,

might be inferior to scales including items framed in both directions (Bakker, 2008).



Consequently, the Oldenburg Burnout Inventory (OLBI: Demerouti & Bakker, 2008) might
be a more suitable instrument measuring engagement. Originally, the OLBI was developed to
assess burnout, but since the inventory includes both positively and negatively phrased items
where both ends are represented, it is also considered suitable to assess work engagement
(Gonzéalez-Roma, Schaufeli, Bakker, & Lloret, 2006). Methodologically speaking, when
measuring engagement, the negatively framed items are therefore recoded in the opposite
direction. Recent studies suggest operationalization of work engagement as only a two-
dimension concept of vigor and dedication, as absorption is to be comprehended as a
consequence of engagement, rather than an dimension of it (e.g. Gonzalez-Roma et al., 2006).
Thus, absorption is not included as a dimension of work engagement in the OLBI.
Accordingly, vigor and dedication are considered direct opposites of the exhaustion and
cynicism, respectively, where the vigor-exhaustion continuum is labelled energy and the
dedication-cynicism is labelled identification. In other words, engaged employees are high in
energy and have a strong identification with their job, whereas employees that are burnt out
are low in energy and have a poor identification to their job.

The Conservation of Resources Theory

In an attempt to explain human behavior in stressful situations, Stevan Hobfoll developed the
Conservation of Resources (COR: 1989, 1998) theory. This theory has also been used in
several other settings, such as in research om job burnout and people facing traumatic events
as war and natural catastrophes (Salanova, Schaufeli, Xanthopoulou, & Bakker, 2010).
Additionally, COR theory has been applied broadly in the occupational health literature
(Gorgievski & Hobfoll, 2008; Hobfoll, 2011), and recently in work engagement studies (i.e.,
see Airila et al., 2014; Bakker & Xanthopoulou, 2013; Innstrand, 2016). The basis of the
Conservation of Resources theory is that people strive to obtain, maintain and create resources
that they value (Hobfoll, 1989). Hence, resources in the Conservation of Resources theory are
linked to the process of creating or maintaining survival and well-being.

Hobfoll considers resources as “those entities that either are centrally valued in their
own right (e.g. self-esteem, close attachments, health and inner peace), or act as means to
obtain centrally valued ends (e.g. money, social support, and credit) (2002, p. 307). These
resources are either; objects (such as shelter and clothing); personal characteristics (individual

traits and coping skills); conditions (such as social relationships, status at work and good



health); or, energy resources that can be exchanged for other resources (including time,
money and knowledge) (Alvaro et al., 2010; Hobfoll, 1989). The COR theory argues that
individuals with more resources are better positioned for resource gains, whereas individuals
with fewer resources are more likely to experience resource losses (Whitman, Halbesleben, &
Holmes, 2014). Gain spirals arise when individuals possess a large amount of resources,
resulting in great chances for the individual to obtain more resources and prevent resource
loss in stressful situations. Thus, high levels of work-related well-being (i.e. work
engagement) could foster the acquisition of additional job resources, leading to a gain spiral
and further positive health outcomes for the individual.

On the other hand, stress occur at three scenarios: (1) when the individual is at risk of
losing resources, (2) when the individual actually loses resources, or (3) when the individual
has consumed large amounts of resources, without having recovered corresponding amount of
resources thus becomes negative (Gorgievski & Hobfoll, 2008). The process of loss spirals
arises when individuals possess few resources, potentially resulting in inhibition of
conservation of resources. As such, when an individual does not have access to a sufficient
quantity of resources, as when an individual lacks the personal characteristics to deal with the
demands at work, it is assumed to hinder conservation of resources and gain spirals, and
furthermore, even cause loss of resources, possibly resulting in negative health outcomes and

decreased work engagement.

The Job Demand-Resources Theory

The job demand-resources (JD-R) theory (Bakker & Demerouti, 2014, 2017; Demeroulti,
Bakker, Nachreiner, & Schaufeli, 2001) is one of the most-often used theories to explain work
engagement (Garrosa et al., 2011). During the past 15 years, the model has resulted in a
theory that predicts all types of occupational well-being, as well as a range of employee
behaviors and organizational outcomes. The main tenet of the JD-R theory is that job
demands and job resources independently contributes to one of two processes of employee
well-being; job demands initiate a health-impairment process which leads to negative health
outcomes (including burnout), whereas job resources initiate a motivational process which
contribute positively to work engagement. An important extension of the original JD-R model
is the inclusion of personal resources (Demerouti et al., 2001). As Figure 1 outlines, personal
resources play a similar role as job resources in the JD-R theory, contributing to the
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Figure 1: A demonstration of the extension of the original JD-R model where personal
resources was included (Demerouti et al., 2001), and later continued to the theory.

motivational process and work engagement. The JD-R theory is flexible and universal, where
all job characteristics may be included as either job demands or job resources. Thus, the
theory can be applied to all types of work conditions and be tailored to the specific profession
under consideration (Bakker, Demerouti, & Sanz-Vergel, 2014).

Job demands refer to those physical, psychological, social, or organizational aspects of
the job that require sustained physical and/or psychological effort and are therefore associated
with certain physiological and/or psychological costs (Bakker, Demerouti, & Euwema, 2005;
Demerouti et al., 2001). Examples are a workload, complex tasks, and conflicts. In contrast,
job resources refer to those physical, psychological, social, or organizational aspects of the
job that are: (a) functional in achieving work goals; (b) reduce job demands and the associated
physiological and psychological costs; or (c) stimulate personal growth, learning, and
development (Bakker, 2011). Hence, resources are not only necessary to deal with job
demands, but they are also important in their own right. Examples of job resources are
autonomy, social support, performance feedback, opportunities for knowledge development
(Bakker & Demerouti, 2008), task variety, task significance, and transformational leadership
(Christian, Garza, & Slaughter, 2011). Further, personal resources refer to aspects of the self

that are linked to resilience and refer to individuals’ sense of their ability to successfully



control and impact upon their environment (Hobfoll, Johnson, Ennis, & Jackson, 2003), e.g.
extraversion (Langelaan, Bakker, Van Doornen, & Schaufeli, 2006), optimism, self-efficacy,
self-esteem (Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007, 2009), and resilience
(Mékikangas, Feldt, Kinnunen, & Mauno, 2013).

The JD-R theory suggest that job and personal resources are instrumental in that they
arm employees with the means it takes to cope with the job demands (Bakker & Demerouti,
2018) and are thus assumed to buffer job demands. that work engagement is most likely to
occur when workers are confronted with high job demands, and at the same time have
sufficient job and personal resources available to deal with these challenges (Bakker & Sanz-
Vergel, 2013; Tadi¢, Bakker, & Oerlemans, 2015). Indeed, previous studies support this
suggestion (e.g. Bakker, Hakanen, Demerouti, & Xanthopoulou, 2007; Hakanen, Bakker, &
Demerouti, 2005) and it is consistent with Hobfoll’s (2001) argumentation that all types of
tangible or psychological resources gain importance and become particularly useful when
needed.

Furthermore, even though originally it was the overall goal of the theory, the JD-R
theory does not only predict employee well-being. The theory also to predict job performance,
i.e. employee behavior and organizational outcomes, as absenteeism, productivity and
financial results, through employee well-being. That means that, through work engagement,
the motivational process has a positive impact on job performance, whereas the health
impairment process, through job strain (including burnout), has a negative impact on job

performance.

Personal resources and work engagement

It is an intriguing question why some employees report high levels of work engagement
whereas others working in the same environment do not. As Lazarus and Folkman (1984)
argues, people and groups differ in their sensitivity and vulnerability to environmental
demands and pressures, as well as in their reactions and interpretations to them. Personal
resources seem to contribute to stress tolerance as people invest in personal resources to avoid
loss and maximize gain (Hobfoll, 1989). Moreover, as purposed by the JD-R theory, personal
resources are also important in their own right because they reflect self-beliefs about control
over one’s work environment. Therefore, it might be of high interest to study the role of

personal resources in engagement (Bermejo-Toro, Prieto-Ursla, & Hernandez, 2016).



Although research evidence for the JD-R model is accumulating and some previous
studies have shown that employees are higher in work engagement when they have higher
levels of personal resources (e.g. Langelaan et al., 2006; Makikangas et al., 2013; Naudé &
Rothmann, 2006; Xanthopoulou et al., 2007, 2009), the role of personal resources in work
engagement is not yet well understood (Demerouti & Bakker, 2011). Work engagement have
been associated with personal resources such as optimism, high degree of self-efficacy and
confidence (Bakker, Schaufeli, Leiter, & Taris, 2008) and other personality and temperament
factors (Langelaan et al., 2006). Still, research on organizational factors overshadowed
research on the influence of personal resources on work engagement (Jenaro et al., 2011). As
a response to this, one of the current trends in the work engagement literature is to examine
this topic empirically (e.g. Alessandri, Consiglio, Luthans, & Borgogni, 2018; Caniéls,
Semeijn, & Renders, 2018). As outlined by the COR theory, personal characteristics resources

refer to coping strategies and individual/personality traits (Hobfoll, 1989).

Coping strategies

If we turn back to stress research, Lazarus and Folkman (1984) argued that people suffer from
stress when they believe they lack the resources to deal with difficult events. They also noted
the complex interaction between individuals and their environment and emphasized the role
of cognitive processes and individual characteristics (such as appraisal and coping) that may
affect the outcome of potentially stressful events. Thus, in a work situation, it could be
assumed that people would not suffer from stress but rather potentially achieve work
engagement when they do believe they are able to successfully control and impact upon their
environment (i.e. personal resources). This is supported by recent empirical evidence which
indicates that employees’ beliefs about their personal resources seems to be important
determinants of work engagement (Alessandri et al., 2018). Further, findings in the study of
Caniéls et al. (2018) supports Lazarus and Folkman’s notion of the complex interaction
between individual characteristics (personal resources) and job resources (environmental
conditions) and demonstrates its influence on work engagement and positive job outcomes.
Therefore, based on these assumptions, coping strategies that are adaptive and effective might
act as personal resources that contribute to the motivational process and enhance work
engagement.

According to Lazarus and Folkman’s (1984) transactional theory of stress and coping,
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the definition of coping is as followed: "constantly changing cognitive and behavioral efforts
two manage specific external and/or internal demands that are appraised as taxing or
exceeding the resources of the person” (p. 141). Within this theory, coping strategies aim to
either directly managing the threat or stressor itself (problem-focused coping), or regulate
emotions arising from a stressful encounter (emotion-focused coping) (Lazarus & Folkman,
1984). Coping may involve aspects of both minimization, avoidance, toleration and
acceptance of a given stressful situation, as well as attempts to master stressful conditions
(Lazarus & Folkman, 1984).

In general, most studies have shown that problem-focused coping generally are
associated with positive effects, whereas emotion-focused is often considered to be
maladaptive and ineffective (e.g. Graven et al., 2014). However, according to Lazarus and
Folkman (1984) coping strategies is basically neither inherently effective or ineffective. The
effectiveness of coping is rather dependent on how well the coping strategy corresponds to the
individual’s appraisals and the situational conditions. Thus, the effectiveness of a coping
strategy depends on the complex interplay between the coping strategy, its fit to the situation
and the environmental context. Consequently, the relation between coping and work
engagement would most likely not only depend on the coping strategies itself, but also depend
on different job characteristics and, therefore, which profession that is under consideration.

Based on Lazarus and Folkman’s (1984) transactional theory of stress and coping,
measurement of coping is operationalized by the Ways of Coping Checklist (WCCL: Aldwin,
Folkman, Schaefer, Coyne, & Lazarus, 1980; Falkum, OIff, & Aasland, 1997; Folkman, 2013;
Vitaliano, Russo, Carr, Maiuro, & Becker, 1985). This survey contains items both measuring
problem-focused coping and emotion-focused coping. The Norwegian version of the WCCL
(Falkum et al., 1997) contains operationalization of six coping factors; defense, seek support,

self-blame, action, accommodation and positive thinking.

Personality traits

An individual’s personality profile may play an important role in work engagement as
beneficial personal traits can serve as a tool to mobilize job resources (Macey & Schneider,
2008). Personality have been defined in several ways, for example; as a sum of stable and
habitual patterns of behavior that are characteristic of an individual (Maddi, 1989); or, as
individuals’ dynamic organization of their psychobiological systems that moderate adaption
to a changing environment (Cloninger, Svrakic, & Przybeck, 1993). Hence, personality traits
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can be seen as stable individual differences in of how people behave, perceive, relate to and
think about oneself, other people and the world as a whole (Cloninger, 1998)

Cloninger’s dimensional psychobiological model of personality (see Cloninger, 1987,
Cloninger, Przybeck, Svrakic, & Wetzel, 1994; Cloninger et al., 1993) takes into account both
normal and abnormal variation in two components of personality, named temperament and
character. Temperament traits refer to individual differences in our basic automatic response
to emotional stimuli, such as fear, anger and attachment (Cloninger, 1998). These components
of personality are considered moderately heritable and moderately stable through life
(Goldsmith et al., 1987). On the other hand, character traits include individual differences in
self-object relationships and our voluntarily goals and values, which people learn, develop
and mature in a step-wise matter from birth and through life (Cloninger, 1998). Thus,
temperament refers to the emotional predispositions we are born with, whilst character is what
we intentionally make of our self as we mature through the course of life.

Cloninger’s dimensional psychobiological model of personality is operationalized by
the Temperament and Character Inventory (TCI: Cloninger et al., 1994). TCI elaborate four
dimensions of temperament and three dimensions of character (Bréandstréom et al., 1998). The
temperament dimensions are novelty seeking, harm avoidance, reward dependence, and
persistence. The character dimensions are self-directedness, cooperativeness, and self-
transcendence. For every dimension, a number of subscales are elaborated to measure facets
of the main trait. Several studies have confirmed the validity of Cloninger’s model and its
utility for understanding human behaviour and mental health. For instance, empirical findings
support the notion of that the temperament dimensions are more or less heritable (e.g.
Stallings, Hewitt, Cloninger, Heath, & Eaves, 1996) and that each dimension, as well as
combinations of them, have been associated with several clinical syndromes of mental health
(Cloninger et al., 1994; Ebstein et al., 1996; Svrakic, Whitehead, Przybeck, & Cloninger,
1993).

Individual differences in sensitivity and vulnerability to environmental demands and
pressures at work might derive from peoples different individual temperaments (Deguchi et
al., 2016). Thus, it could be assumed that employees’ differences in temperament traits play
an important in their experience of work engagement. However, temperament traits have

received little attention in occupational health research (Deguchi et al., 2016).
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Discussion

Personal resources among nurses and work engagement

The focus of this article is personal resources among nurses and its relation to nurse
engagement. The nursing profession is considered to be inherently stressful and an above-
average risk group regarding work stress (Demerouti, Bakker, Nachreiner, & Schaufeli,
2000). However, events that are perceived as stressful by some individuals may be perceived
as either not stressful or minimally stressful by others (Ingram & Luxton, 2005). Therefore, it
can be assumed that some nurses experience high levels of work engagement whereas other
nurses working in the same environment do not. Additionally, this might indicate that
individual differences in sensitivity and vulnerability to environmental demands and pressures
at work most likely exist also among nurses.

As mentioned in the introduction, nurse shortage is a well-known fact, as well as
increasing demands in health care. Hence, the ever-increasing importance of nurses” human
and psychological capital. Personal resources’ relation to work engagement and positive
personal and organizational outcomes is outlined by both JD-R and COR theory. Thus, to
promote proper health care services, high patient safety and good occupational health among
nurses, as well as prevent nurse turnover and absence, it might be of great importance for
health care institutions to focus on nurses’ differences in personal resources and its relation to

their work engagement.

Coping strategies and work engagement among nurses

In previous coping research, coping often is explored in relation to negative factors such as
stress, illness and disease (e.g. Compas et al., 2017; Guardino & Dunkel Schetter, 2014;
Harvey, Gehrman, & Espie, 2014; Richardson, Schiiz, Sanderson, Scott, & Schiz, 2017). This
pattern is also prominent in occupational health studies; there is little empirical knowledge of
coping strategies’ association to work engagement, as previous studies mainly focus on
coping in relation to occupational stress and burnout (e.g. Chan & Hui, 1995; McTiernan &
McDonald, 2015; Plana, Fabregat, & Biscarri-Gassio, 2002; Thornton, 1992). However, one
of the few studies exploring nurses’ coping strategies in relation to work engagement have
shown that problem-focused coping as approach coping and seeking emotional/social support
predicted high work engagement, whereas emotion-focused coping as avoidance and focus on

and ventilation of emotions decreased nurses work engagement (Van der Colff & Rothmann,
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2009). In addition, positive reappraisal (see: Folkman, Lazarus, Dunkel-Schetter, DeLongis,
& Gruen, 1986), which could be classified as problem-focused coping, have been identified as
one of the most used coping strategies among nurses (Lambert, Lambert, Petrini, Li, & Zhang,
2007).

Problem-focused coping include strategies which act as means to directly manage the
threat or stressor itself (Lazarus & Folkman, 1984). In other words, problem-focused coping
is to directly deal with the problem without putting too much emotion in it. To a high extent,
nurses use themselves as work tools (both physically and mentally) in interaction with
patients. If they still manage to keep an emotional and professional distance when faced with
a stressor or problem and approach it in a pragmatic and expedient way (i.e. problem-focused
coping) nurses thus might be more likely to achieve work engagement and positive job
outcomes. Conversely, emotion-focused coping may be maladaptive because they focus on
the source of distress and thus exacerbate it, or because they put off dealing with the problem
(Carver, Scheier, & Weintraub, 1989).

However, nursing is a very versatile profession and therefore there are many places
where a nurse can work. These different workplaces might differ a lot in their work
environment and might include different demands and challenges for the employee to handle.
For example, nurses working in a nursing home can have physically challenging jobs (e.g.
heavy lifting etc.), whilst nurses working in a children hospital ward can often be faced with
emotionally challenges at work (e.g. treating seriously ill children). In addition, although it is
not so frequent, there are some nurses that work in an office, for example nurses that work in
insurance companies or nurses having an administrative position where they have minimal or
no patient contact. As mentioned earlier, the effectiveness of coping does not entirely depend
on the stressor itself, but also the context (i.e. the working environment) (Lazarus & Folkman,
1984). Therefore, these differences in work environments for nurses might have an impact on
their coping strategies’ relation to work engagement.

Additionally, according to Lazarus and Folkman’s (1984) transactional theory of stress
and coping, the effectiveness of coping does also depend on the individual’s appraisal of the
situation and. Further, the COR theory described resources (e.g. personal resources) as largely
socioculturally framed rather than individualistic (Hobfoll, 1998). Hence, most perceptions
are seen as common among members who share a cultural niche. Thus, there might also be
cross-cultural differences in the effectiveness of coping (i.e. personal resources) among nurses
and in its relation to nurse engagement.

Due to the fact that there seemingly are few studies exploring coping strategies in
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relation to nurses’ engagement, further research is needed to disclose which coping strategies

that predict work engagement among nurses.

Personality traits and work engagement among nurses

Several previous studies have shown that personality trait resources are positively related to
work engagement. For instance, Mékikangas et al. (2013) found that of the Big Five
personality factors, emotional stability, extraversion, and conscientiousness were related to
higher work engagement. Of lower-order personality factors, low neuroticism (Langelaan et
al., 2006), self-efficacy, optimism and self-esteem (Xanthopoulou et al., 2007, 2009) have
also been positively associated to work engagement. Among nurses, studies have shown that
hardy personality, optimism (Garrosa et al., 2011), lower social dysfunction (Jenaro et al.,
2011), high levels of core self-evaluations and proactive personality (Yan, Su, Wen, & Luo,
2017) have a positive relation to nurse engagement.

Proactive personality refers to the dispositional tendency to engage in proactive
behavior in a variety of situations (Bateman & Crant, 1993). Individuals with a proactive
personality identify opportunities, take action, and preserve until they bring about meaningful
change (Crant, 1995). Thus, nurses with a proactive personality might be more inclined to
increase their job resources (e.g. ask for feedback and support for colleagues and leaders) and
job challenges (e.g. seek out opportunities for development, look for new tasks, and volunteer
for projects) (Bakker, Tims, & Derks, 2012). In this way, nurses are able to adjust their job
demands and mobilize their job resources, subsequently resulting in higher work engagement.

Optimism has been described as an activity related to goal attainment, positive
expectations, and self-regulation (Scheier & Carver, 1985). Makikangas and colleagues
argues that optimistic individuals “... expect things to go well and accept setbacks and
failures as normal” (2013, p. 134). Thus, nurses with a personality highly characterized by
optimism could have a basic positively interpretation of their environment and an overall
positive appraisal of the future. Consequently, optimistic nurses might be better equipped to
enhance work engagement as they are likely to display confidence in that, despite difficult
obstacles, they will still persist in achieving their goals.

Nevertheless, reviewing the literature, the empirical knowledge of personality trait
resources’ relation to nurse engagement seems still to be scarce and deficient. To fill this gap

of knowledge and achieve a more complete understanding of the mechanisms behind the
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positive effect of personal resources’ relation to nurse engagement, further research on this

topic is necessary.

Conclusion

Within the economic and organizational framework that is in the healthcare system,
promoting nurse workforce stability is important to retain justifiable health care services and
reduce costs in health care to the minimum. Hence the great need for more knowledge about
personal resources’ association to nurse engagement. Personality traits and coping strategies
are theoretically suggested to be personal resources that can contribute to occupational well-
being and positive job performance. Indeed, there are some studies supporting this notion; for
instance, problem-focused coping and personality traits as hardy personality, optimism, core
self-evaluations and proactive personality have shown a significant relation to nurse
engagement. Nevertheless, there is still a lack of knowledge about the mechanisms that makes

personal resources contribute to work engagement among nurses.
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Article # 2

Personal resources and work
engagement: a longitudinal study among
nurses

TILLER, KRISTIN HAUGSKOTT

Abstract

Aims: To examine the association between nurses’ personal resources and their work engagement. The
personal resources under consideration were four coping strategies (seek support, accommodation,

self-blame and defense) and two narrow personality traits (persistence and lack of self-esteem).
Design: A two-wave longitudinal panel study.

Background: The global shortfall of nurses threatens the quality of health care. Nurses need to be
engaged in their work to stay in their jobs Personal resources seem to facilitate nurse engagement and

support nurse workforce stability.

Methods: Data were collected from a representative sample of Norwegian nurses with a self-reported

survey. Hierarchical regression analysis was conducted to test the hypotheses.

Results: The most surprising finding was the significant synchronous and long-term negative
relationship between persistence and vigor. The rest of the independent variables showed the
following associations: seek support and accommodation was positively associated, whereas self-
blame, defense and lack of self-esteem were negatively related to work engagement among nurses.
Some of the longitudinal analyzes did not reach significant levels. Possible explanations for this are

discussed.

Conclusion: Finding in this study supports the notion that personal resources play an important role in
nurses’ work engagement. Further, the results could emphasize the need for periodically screening of
personal resources among the nurse staff, which can give a good indication on which kind of
interventions that might be appropriate promote their work engagement. Further research is needed to
be able to draw conclusions regarding the independent variables relation to work engagement among

nurses.

Key words: work engagement, nurses, nursing, personal resources, coping, personality
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Introduction

In line with the emerging field of positive psychology (see Seligman & Csikszentmihalyi,
2014), occupational health scholars have been increasingly interested in work engagement,
which is considered the positive antithesis of the more familiar and investigated term, named
burnout (Maslach, Schaufeli, & Leiter, 2001; Schaufeli, Salanova, Gonzalez-Roma, &
Bakker, 2002; Truss, Shantz, Soane, Alfes, & Delbridge, 2013). Applying positive
psychology principles to the workplace is proving to be beneficial for employees, as evidence
indicates that work engagement reduces depressive symptoms and anxiety (Innstrand,
Langballe, & Falkum, 2012) and increases overall life satisfaction and well-being (Hakanen
& Schaufeli, 2012), subsequently giving ‘healthy’ employees. Furthermore, work engagement
has been associated with several positive organizational outcomes, like more effectiveness
and better results at the work place (Bakker, Schaufeli, Leiter, & Taris, 2008), better quality
of patient care (Van Bogaert, Wouters, Willems, Mondelaers, & Clarke, 2013), and lower
turnover intentions among nurses (Schaufeli & Bakker, 2004).

This might be of great importance for human resources management in health
institutions, due to the cut-backs and increasing pressure and demands on the health care
system in many nations (United Nations, 2013). As the biggest professional group in health
care, nurses represent an important group in this matter. A shortage of nursing staff has
globally affected health services in the last couple of years (Bargagliotti, 2012). In Norway,
for example, recent findings show that 20 % out of newly educated nurses leaves their jobs in
health care within 10 years (Statistics Norway, 2017) and, overall, it is estimated a shortfall of
at least 25.000 nurses in 2030 (Texmon & Stglen, 2009). The nursing profession is considered
to be inherently stressful and an above-average risk group regarding work stress (Demerouti,
Bakker, Nachreiner, & Schaufeli, 2000), where staff shortage has been identified as the most
severe stressor (Van der Colff & Rothmann, 2009). In turn, work stress could lead to several
negative outcomes, including absenteeism and turnover among nurses (Vahey, Aiken, Sloane,
Clarke, & Vargas, 2004), consequently making this a vicious circle of lack of staff resources.
However, promotion of work engagement seems to buffer work stress and support nurse
workforce stability (Van Bogaert et al., 2013).

There is little empirical knowledge about the influence of personal resources on
engagement among nurses (Garrosa, Moreno-Jiménez, Rodriguez-Mufioz, & Rodriguez-
Carvajal, 2011). However, it has been argued that it is important to look at both organizational

conditions and employees' personal factors to establish an adequate understanding of work
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engagement (Macey & Schneider, 2008). Thus, to examine nurses’ personal resources’
relation to their engagement could be of great advantage to improve health services’ stability,
quality and justifiability. Additionally, it has been identified a lack of lagged designs within
the work engagement research that can contribute with causal explanations (Christian, Garza,
& Slaughter, 2011), as well as a lack of studies of a wide range of narrow personal factors in
relation to work engagement (Halbesleben, 2010). Studying broad instead of narrow personal
factors may conceal important relationships when predicting work engagement. Furthermore,
whereas previous occupational health studies have largely emphasized stress and negative
aspects of work (Bakker et al., 2008), we have examined the positive side of work, namely
work engagement, which is in line with the growth of positive psychology (Seligman &
Csikszentmihalyi, 2014).

This study aimed to longitudinally examine nurses narrow personal factors’ (coping
strategies and personality) relation to their engagement. Due to the scarcity of empirical
research on this subject, this knowledge can add to the literature, make implications for HRM
and leaders in health institutions, contribute to further theory building, and preparation of new

hypotheses of work engagement.

Background

Work engagement

The most used definition of work engagement describes it as “a positive, fulfilling, work-
related state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli et
al., 2002, p. 74). Recent studies, however, suggests operationalization of work engagement as
only a two-dimensional concept of vigor and dedication, as absorption is to be comprehended
as a consequence of engagement, rather than a dimension of it (e.g. Gonzalez-Rom4,
Schaufeli, Bakker, & Lloret, 2006). Vigor is characterized by high levels of energy and
mental resilience while working and the willingness to invest effort in one’s work, even when
faced with difficulties, whereas dedication is characterized by a sense of significance,
enthusiasm, inspiration, pride, and challenge at work (Schaufeli & Bakker, 2004). In short,
engaged employees experience a sense of energetic and enthusiastic attitude towards their

work tasks. Moreover, they see themselves capable of dealing with the demands in their job.
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Personal resources and work engagement

The importance of resources in relation to work engagement is well theoretically anchored.
The Conservation of Resources (COR: 1989, 1998) theory demonstrates how people is both
endeavoring and have an inherent impetus towards creating, preserving, protecting and
building resources that they value. According to COR theory, resources are defined as “...
those objects, personal characteristics, conditions, or energies that are valued by the individual
or that serve as a means for attainment of these objects, personal characteristics, conditions, or
energies” (Hobfoll, 1989, p. 516). Further, the theory describes the process of gain spirals,
which arises when individuals possess a large amount of resources, resulting in great chances
for the individual to obtain more resources and prevent resource loss in stressful situations.
Conversely, the process of loss spirals arises when individuals possess few resources,
potentially resulting in inhibition of conservation of resources. In this way, the COR theory
suggests that extreme diminution of resources causes burnout (Hobfoll & Shirom, 2001),
whereas work engagement might be regarded as a resource surplus.

The Job Demands-Resources (JD-R: Bakker & Demerouti, 2007, 2014, 2017) theory
can be seen as a complement to the more general COR theory (Hakanen, Perhoniemi, &
Toppinen-Tanner, 2008). By the interaction of job characteristics (i.e. demands and resources)
and personal resources, the JD-R theory models how employee well-being and job
performance may be produced; job demands triggers a health impairment process (i.e.
burnout), whereas job and personal resources promote a motivational process (i.e. work
engagement), especially when job demands are high. The inclusion of personal resources in
the JD-R theory is one important extensions of the theory (Demerouti, Bakker, Nachreiner, &
Schaufeli, 2001). Personal resources can be defined as aspects of the self that are linked to
resilience and refer to individuals’ sense of their ability to successfully control and impact
upon their environment (Hobfoll, Johnson, Ennis, & Jackson, 2003).

Previous studies suggest that personal resources positively affect the way in which
nurses interact with their working environment and facilitate nurse engagement (Bakker &
Sanz-Vergel, 2013; Garrosa et al., 2011). As Sonnentag, Dormann, and Demerouti (2010)
argue, individuals need to feel that they possess the energetic, affective and cognitive
potential (i.e. personal resources) required to deal with their work tasks. Thus, based on the
notion of gain and loss spirals purposed by the COR theory (Hobfoll, 1989) and personal
resources’ contribution to the development of employee well-being in the JD-R theory

(Bakker & Demerouti, 2007), it is assumed that nurses who have access to a large repertoire
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of personal resources might be more resistant to adverse work conditions and would be more
likely to benefit from job resources, and in that way be better equipped to achieve work
engagement. Conversely, it is assumed that nurses who lacks personal resources will have
lower chances to achieve work engagement.

As outlined by the COR theory, personal characteristics resources refer to individual
(or personality) traits and coping strategies (Hobfoll, 1989). In the present study, six coping
strategies and two personality traits thought to play an important role in the work engagement

process among nurses is included to represent personal differences.

Coping strategies and work engagement

To understand why the outcome of given working conditions vary from person to person,
coping can be an essential predictor, as people differ in their resources, experiences,
motivation, preferences, and skills for coping (Folkman, 2013a). In this study, coping is
conceptualized from the transactional approach to stress by Lazarus and Folkman (1984) and
refers to the cognitive and behavioral strategies used to manage, avoid or control situations
that could be regarded as particularly stressful (problem-focused coping) and the attendant
emotions (emotion-focused coping). In this study, effective coping strategies is thus
considered as personal resources, not only buffering stress, but also predicting work
engagement. Ineffective coping strategies, however, are assumed to facilitate the process of
loss spirals as described by the COR theory (Hobfoll, 1989), and decrease work engagement.
In a given situation, some coping strategies are helpful, while others are not (Folkman,
2013a). Findings in a cross-sectional study among nurses (Van der Colff & Rothmann, 2009)
showed that approach coping and seeking emotional/social support increased work
engagement, whereas avoidance, and focus on and ventilation of emotions decreased
engagement. Furthermore, positive reappraisal (see: Folkman, Lazarus, Dunkel-Schetter,
DeLongis, & Gruen, 1986), a construct conceptually very similar to accommodation, have
been identified as one of the most commonly used coping strategies by nurses (Lambert et al.,
2004; Lambert, Lambert, Petrini, Li, & Zhang, 2007). In the present study, the following
coping strategies were considered as effective and were hypothesized to have a positive
relationship to work engagement: seek support — inclination to express emotions and seek
support in stressful situations and; accommodation — acceptance and tolerance of ambiguity,

endurance and open reflection upon goals (Falkum, OIff, & Aasland, 1997). Conversely, the
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following coping strategies were considered ineffective and were hypothesized to have a
negative relationship to work engagement: self-blame — generally self-criticism, and; defense
— defensive strategies like denial, regression and repression, fantasies and avoidant self-
comfort (Falkum et al., 1997).

Personality traits and work engagement

An individual’s personality profile may play an important role in work engagement as
beneficial personal traits can serve as a tool to mobilize job resources (Macey & Schneider,
2008). Personality can be defied as the dynamic organization within an individual of the
psychobiological systems that modulate adaption to a changing environment (Cloninger,
Svrakic, & Przybeck, 1993). Cloninger’s dimensional psychobiological model of personality
(see: Cloninger, 1998) takes into account both normal and abnormal variation in two
components of personality, named temperament and character. Two of the temperament traits
were included in the present study. The first one, labelled persistence, corresponds to a
tendency to maintain behaviors despite frustration and fatigue (Gana & Trouillet, 2003).
Moreover, persistent employees tend to be hard working and stable (Kose, 2003). According
to Cloninger (1994), a lower level of persistence manifests as low perseverance. Therefore,
higher levels of persistence could be expressed as high perseverance and work engagement.
Additionally, Mojsa-Kaja, Golonka, and Marek (2015) argues that persistence is negatively
related to burnout, which often is considered the negative antipode to engagement. Thus, in
this study, persistence is considered a personal resource that is expected to facilitate work
engagement.

The second personality trait used in this study, labelled lack of self-esteem, is a
temperament dimension reflecting a tendency to inhibit behavior when faced with new
situations (Gana & Trouillet, 2003). People with high scores in this dimension are described
as unassertive and shy, and their initiative is almost always inhibited by unfamiliar people or
situations (Fredrickson (2001). Furthermore, they have a low tolerance for uncertainty and
often feel tense and anxious, even when there is little to worry about, and therefore prefer to
stay quiet and inactive. In previous research, engagement has been positively associated to
high self-esteem (Mé&kikangas, Feldt, Kinnunen, & Mauno, 2013) and low neuroticism
(Langelaan, Bakker, Van Doornen, & Schaufeli, 2006). This corresponds to the process of

resource gain and loss spirals proposed by the COR-theory (Hobfoll, 1989). Dependent on the
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accessibility and effective management of resources, the cycle of using and replenishing
resources emerges. Therefore, it is assumed that an individual who possesses high levels of
self-esteem (i.e. a personal resource) becomes extra resistant to stressors and has great
chances for further resource gains, which in turn promotes positive health outcomes for the
individual. Conversely, when an individual does not have access to personal resources, as
when an individual lacks self-esteem, it is assumed to hinder conservation of resources and
gain spirals, and furthermore, even cause loss of resources, resulting in negative health
outcomes and decreased work engagement. Thus, it is hypothesized lack of self-esteem is

negatively related to work engagement in this study.

The study
Aims

The aim of this study was to examine cross-sectional and longitudinal associations between
coping strategies and personality traits, and work engagement among nurses. More

specifically, these hypotheses were tested:

Seek support is positively related to work engagement (H1).
Accommodation is positively related to work engagement (H2).
Self-blame is negatively related to work engagement (H3).
Defense is negatively related to work engagement (H4).

Persistence is positively related to work engagement (H5).

o gk~ wnF

Lack of self-esteem is negatively related to work engagement (H6).

Design

A two-wave longitudinal panel design was used to collect data, with a two-year time interval
between time 1 (T1) and time 2 (T2).

Participants and data collection

The study was administered by the Research Institute of the Norwegian Medical Association

and Statistics Norway (SN). From the central Norwegian registers of employees and
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employment, a representative national sample of eight different occupation groups was drawn.
In the present study, the aim was to investigate nurses; hence, the nurses’ response was
extracted and used in the statistical analysis. A random sample of 1000 nurses (500 female
nurses and 500 male nurses), including nurses, specially trained nurses and midwifes, working
in both public and private sector, were requested to participate by letter. The data collection
took place in 2003 and 2005. In both study phases, the questionnaire was sent to their home
address, along with a letter stating the goals of the survey, their right to withdraw and
ensuring participant confidentiality (see Appendix 1). The follow up questionnaire (T2) was

only sent out to the ones responding at T1, who were alive, and who were not hospitalized.

Measurements

Work engagement was operationalized by the Norwegian version of the 16-item Oldenburg
Burnout Inventory (OLBI: Demerouti & Bakker, 2008). Originally, the OLBI was developed
to assess burnout, but since the inventory includes both positively and negatively phrased
items where both ends are represented, it is also suitable to assess work engagement
(Gonzéalez-Roma et al., 2006). Since vigor and dedication is considered to be the core
dimensions of work engagement, absorption is not included in the OLBI (Gonzalez-Roma et
al., 2006). The OLBI covers not only affective aspects of vigor and dedication but also
physical and cognitive aspects, making it suitable to apply to every given occupation under
consideration (Demerouti & Bakker, 2008), including the nursing profession. Vigor is
operationalized by eight items, including “I manage strain at my work very well”. Dedication
is also operationalized by eight items, including “I find my work to be a positive challenge”.
The respondents were asked to report to what extent the following statements correspond with
their own experience the last month. A five-point response Likert scale ranging from “totally
disagree” 10 “totally agree” were used in both scales.

The factorial validity has been confirmed in several previous studies (e.g. Demerouti,
Bakker, Vardakou, & Kantas, 2003; J. R. B. Halbesleben & Demerouti, 2005), as well as the
reliability and invariance across time for the Norwegian version (Innstrand et al., 2012;
Langballe, Innstrand, Aasland, & Falkum, 2011). One item in the Norwegian version was
changed, but it did not seem to have any significant impact on the factor structure (see:
Innstrand et al., 2012).

Coping strategies were assessed by a selection of items from the Norwegian version of
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the Ways of Coping Checklist (WCCL: Falkum, OIff, & Aasland, 1997; Folkman, 2013). This
operationalization of coping is based on the transactional theory of stress and coping
developed by Lazarus and Folkman (1984). In the present study, two scales of problem-
focused coping factors; seek support (6 items, including “I ask a relative or friend I respect
for advice”), and; accommodation (9 items, including “I change or grow as a human being in
a good way ), and two emotion-focused scales; self-blame (5 items, including “I blame
myself”), and; defense (7 items, including " | refuse to believe it has happened ) were
applied. The respondents were asked to report in general terms to what extent a number of
statements of ways to cope were correct for them when confronted with really stressful
situations and strain, ranging from “Incorrect” to “Correct”.

The WCCL have been factored in a number of samples with different demographic
characteristic (e.g. Aldwin, Folkman, Schaefer, Coyne, & Lazarus, 1980; Falkum et al., 1997;
Folkman & Lazarus, 1986; Vitaliano, Russo, Carr, Maiuro, & Becker, 1985). There have been
made two modifications of the Norwegian WCCL (see: Falkum et al., 1997).

Personality traits. In the present study, the operationalization of personality traits was
based on Cloninger’s dimensional psychobiological model of personality (see Cloninger,
1987; Cloninger, Przybeck, Svrakic, & Wetzel, 1994; Cloninger et al., 1993). An excerpt of
the 226-item true-false questionnaire named Temperament and Character Inventory (TCI:
Cloninger et al., 1994), was used to assess persistence and lack of self-esteem. Persistence
was measured by 4 items, including “I'm usually so determined that I continue to work long
after others have given up . Lack of self-esteem was assessed by 9 items, including “Often it
seems that others do everything much better than me”. The respondents were asked to report
if the statements listed matched them or not, by either selecting “True” or “False”.

Originally, the lack of self-esteem dimension is named harm avoidance, and is
measured by 35 items in the TCI. In the present study, however, this dimension is measured
by a representative selection of items from the original scale and renamed ‘lack of self-
esteem’ based on the wording of the items. Previous researchers have found the TCI to be an
internally consistent and factor-analytically valid instrument (Bréndstrom et al., 1998; Sato et
al., 2001) and the psychometric properties have been extensively evaluated in both clinical and
normative samples (Cloninger et al., 1994).

Control variables. Since the number of working hours per week varied among the
subjects (SD = 7,5)., this was taken into account by statistically controlling for actual working

hours. Additionally, as in previous work engagement research (e.g. Schaufeli, Bakker, &
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Salanova, 2006; Shimazu & Schaufeli, 2009), the potential confounding factors of age and
gender was also controlled for.

Ethical considerations

As this was a questionnaire-based study with nursing staff and no patient involvement, there
was no requirement in Norway to seek ethics committee approval. Nevertheless, the study
complied with the Helsinki Declaration and achieved implied consent through voluntary,

anonymous return of surveys (World Medical Association, 2013).

Data analysis

The statistical analysis was conducted using SPSS (version 23.0). To assess the contribution
of the independent variables to the dependent variables, multiple hierarchic regression
analysis was carried out. The control variables were added in the first step in the regression
equations. The two-wave panel design enabled examination of both synchronous (i.e. cross-
sectional) and lagged (i.e. longitudinal) relationships. Synchronous effects refer to the effects
by which the dependent variable at T1 are regressed on the predictors at T1. This are
considered adequate evidence if the time the predictor needs to cause change is shorter than
the time lag of the investigation (Finkel, 1995). Lagged effects are the effects of the
independent variable at T1 on the dependent variable at T2. This is often considered as
evidence for causal relationships among variables (Taris, 2000). In this study, lagged effects
were computed two ways; both with and without adjusting for the dependent variable at T1.
Adjustment of the dependent variable at T1 helps eliminate regression to the mean effects
(Finkel, 1995). However, in some cases this could be a somewhat inappropriate approach, as
the effect of the baseline work engagement variables on the outcome work engagement
variables could be so strong that all other effects will be diminished (Vogt, Jenny, & Bauer,
2013). Thus, the relationship between the predictors and work engagement was regressed in
three ways; synchronous and longitudinal both with and without controlling for the T1
dependent variables.
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Results

In the first study phase, 681 of the 1000 nurses (68 %) whom was sent the questionnaire
replied. Of these, there were 342 women and 339 men. Overall, mean age were 41 years (SD
= 10,0), ranging from 23 to 69 years. In the second study phase (T2), 496 nurses of the
original sample of 681 (73 %) replied; 251 women (response rate 73 %) and 245 men
(response rate 72 %).

Table 1 presents Pearson’s r correlations among the measures, means, standard
deviations and Chronbach’s alpha reliability values. All measure instruments used had an
acceptable alpha of 0.71 or higher, except for accommodation at T1 (. = 0.68) and T2 (a =
0.67). The test-retest values of the study variables were fairly high ranging from 0.51 to 0.65,
except for accommodation (R = 0.49). It is worth noting that the accommodation dimension
has previously been used in studies despite low reliability values (e.g. by Falkum, OIff, &
Aasland, 1997). All correlations were in the expected direction, apart from persistence, which
was negatively correlated to the work engagement variables. Further, all the independent
variables had a significant correlation to the work engagement variables, except from the
correlation between; accommodation at T1 and vigor and dedication at T2; accommodation at
T2 and vigor and dedication at T1 and vigor at T2; persistence at T1 and dedication at T1 and

T2; and, persistence at T2 and dedication at T1 and T2.

Table 1: Means (M), standard deviations (SD). Chronbach’s alphas (o) and Pearson’s r correlations for the study variables

Variable 1 2. 3. 4. 5. 6. 7. 8. 9. 10. 11. 12. 13. 14. 15. 16.
M SD a

1. VIG T1 3.30 75 87 | -

2. VIG T2 3.35 | .74 .88 S -

3.DED T1 3.70 78 87 52k | 27 | -

4, DED T2 3.74 76 87 33k 60** 53k |

5.SBT1 2.50 75 T3 | - 3THFR | - 2THR | S 23%K | - ]5%F | -

6.5B T2 2.51 73 T2 -33%E | A38%F | - 10%K | 30K | 624 | -

7.88 T1 3.42 67 71 27H% |19 20%F | 20%k | S 2THRE | 1T | -

8.8S T2 3.39 63 71 23%* 26%* 28%** 2908k | - 18%F | - 29%K 60%* | -

9.ACCT1 3.23 | .52 .68 10* -.01 .09* -.01 JA2%% 1 10% JA2%% .09 -

10. ACC T2 3.25 | .47 .67 .01 .06 .09 .09+ .07 A8+ | .06 .07 49%F | -

11.DEF T1 1.20 63 T2 | -33%k | 28k | - 32%E | 3]k 49k 3@EE |- 32%k | DT 13%% .05

12. DEF T2 1.96 | .61 T30 =3IFR | - 40%H | S 2T | 45kx | 35K | 5@%* | 25%F | -33% |06 BE S e

13. PER T1 .30 34 J6 | -22%% | - 20%% | 04 -.07 AR 12%F | - 08% S 13 1T 1T | 10% BELUN I

14. PER T2 1.32 35 76 | - 19%% | - 26%* 01 -.08 09 A6+ | - 10* - 15%E | 65*E | 18%* | 10* A7 65%% | -

15.LSET1 48 22 TT | -25%K | - 25%k |21 | - 16k 424k 37HR | - 22%k | - 23% 16%* 21%* 35%% 31k 16%* 21%k | -

16. LSE T2 132 ] .27 9| S30%E | S 38K | 23K | 24k | 53K | L60%F | - 14%F | - 10%F | 01 .07 ST 424 | 201 .07 S1EE | -

* . E%

p <.05; ¥#p <01

Note: T1: time one; T2: time two; VIG: vigor: DED; dedication; SB: self-blame: SS: seek support; ACC: accommodation; DEF: defense; PER; persistence:
LSE; lack of self-esteem
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Coping strategies

Table 2 shows the synchronous and longitudinal (with and without adjusting for the
dependent variables at T1) relationship between the coping variables and the work
engagement variables.

First, the synchronous equations: among the control variables, long working hours had
a negative relation to vigor, whereas; increasing age had a positive relationship to dedication,
and; gender was negatively related to dedication. In terms of the independent variables, seek
support and accommodation were positively related to vigor and dedication, supporting H1
and H2. Furthermore, self-blame and defense were negatively related to vigor and dedication,
which supports H3 and H4. The synchronous equation accounted for a significant proportion
of the work engagement variables.

Second, our longitudinal equations not adjusted for the dependent variables: the
control variables displayed the same relation to the dependent variables as in the synchronous
analysis. As for the independent variables, self-blame had a negative relation to vigor, but not
to dedication, which only partially supports H3. Defense was negatively related to both vigor
and dedication and therefore supports H4. H1 and H2 were not supported by these
longitudinal analyses. A significant amount of the variance of vigor and dedication was
accounted for in these equations.

Third, the longitudinal equations adjusted for the dependent variables at T1: of the
control variables, vigor (at T1) was positively related to vigor; gender was negatively
associated to dedication, and; dedication (at T1) had a positive association to dedication. H4
was only partially supported, as defense were negatively associated to dedication, but not to
vigor. None of the other independent variables had significant associations to the work
engagement variables, hence, H1, H2 and H3 were rejected in these equations. It was
accounted for a significant amount of variance of dedication in the longitudinal equation

adjusted for dedication at T1.
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Table 2: Hierarchical multiple regression analyzes: synchronous and lagged effects of coping strategies on work engagement (vigor and dedication) among nurses

Vigor T1 Dedication T1 Vigor T2 Dedication T2 Vigor T2¢ Dedication T2¢
B AR? B AR? B AR? B AR? B AR? B AR?
Control variables
Age -0.06 0.14%*** -0.07 0.13** -0.01 0.07
Gender 0.03 -0.26%** 0.04 -0.24*** 0.02 -0.12*
Working hours T1 -0.10** 0.07 -0.12** 0.04 -0.07 -0.01
(Dependent variable T1) 0.54*** 0.46***
0.09%*** 0.02* 0.07*** 0.33*** 0.30***
Coping strategies
Seek support T1 0.11* 0.16*** 0.05 0.08 -0.06 0.08
Accommodation T1 0.15*** 0.13** 0.02 0.01 -0.05 -0.06
Self-blame T1 -0.22%** -0.17*** -0.17** -0.10 -0.02 0.08
Defense T1 -0.23*** -0.18*** -0.19** -0.22*** -0.07 -0.14**
0.16*** 0.11%** 0.10*** 0.01 0.02*
R2?=0.20%** R2 = (.24*** R2=0.11%** R?=0.16%** R?2=0.33 R?=0.31*

*p<0.05; **p<0.01; *** p<0.001

Notes: ¢ indicates that it is adjusted for the dependent variable T1; B: the standardized coefficients from the final stage of the analysis; AR? R?change, which represents the
incremental proportion of variance accounted by the set of variables entered at that step; R2: adjusted R square; Working hours: actual working hours per week; Age: pr.

01.01.2004; Gender: 0 = woman, 1 = man; T1: time one; T2: time two
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Personality

Table 3 display the synchronous and longitudinal (with and without controlling for dependent
variable at T1) relationships between the personality variables and the work engagement
variables.

In the synchronous equations, the control variables had the following significant
relationship to work engagement: age were negatively related to vigor but were positively
related to dedication; gender was negatively associated to dedication, and; working hours had
a positive relationship to dedication. As for the independent variables, persistence had a
negative association to vigor, which rejects H5. However, H6 was supported, as lack of self-
esteem had a negative relation vigor and dedication. The synchronous equations accounted for
a significant amount of the work engagement variables.

In the longitudinal equations not controlling for the T1 dependent variables, the
control variables displayed relations to work engagement as in the synchronous equations,
except for working hours which had no significant relation to the dependent variables.
Persistence and lack of self-esteem were both negatively associated to the work engagement
variables, which rejects H5 but supports H6. These regression equations accounted for a
significant amount of variance in vigor and dedication.

When adjusting for the T1 dependent variables in our longitudinal analysis, vigor (at
T1) had a positive relation to vigor; age and dedication (at T1) was positively associated to
dedication, and; gender had a negative relation to dedication. H5 was not supported in this
regression model, as the hypothesized relationship did not reach statistical significance.
Nevertheless, H6 was partially supported, as lack of self-esteem showed a negative
association to vigor. It was accounted for a significant amount of variance of vigor at in the

longitudinal regression equation adjusted for vigor at T1.
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Table 3: Hierarchical multiple regression analyzes: synchronous and lagged effects of personality variables on work engagement (vigor and dedication) among nurses

Vigor T1 Dedication T1 Vigor T2 Dedication T2 Vigor T2¢ Dedication T2b®
B AR? B AR? B AR? B AR? B AR? B AR?
Control variables
Age -0.08* 0.10** -0.08* 0.13** -0.01 0.09*
Gender 0.03 -0.26%** 0.04 -0.23*** 0.02 -0.11*
Working hours T1 -0.03 0.10* -0.09 0.05 -0.07 0.01
(Dependent variable T1) 0.54*** 0.48***
0.01 0.08*** 0.02* 0.07*** 0.34%** 0.30***
Personality variables
Persistence T1 -0.18*** -0.05 -0.15** -0.08 -0.05 -0.05
Lack of self-esteem T1 -0.21*** -0.22%*** -0.24*** -0.17*** -0.12* -0.05
0.08*** 0.06*** 0.09%** 0.04%** 0.02* 0.01
R?2=0.08***  R?2=0.12*** R?=0.10%** R?=0.10%** R?=0.34* R?=0.29

*p < 0.05; ** p < 0.01; *** p < 0.001

Notes: ¢ indicates that it is controlled for the dependent variable T1; B: the standardized coefficients from the final stage of the analysis; AR?: R? change, which represents the
incremental proportion of variance accounted by the set of variables entered at that step; R%: adjusted R square; Working hours: actual working hours per week; Age: pr.

01.01.2004; Gender: 0 = woman, 1 = man; T1: time one; T2: time two
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Discussion

First, in the synchronous analysis, seek support was positively associated to vigor and
dedication. This is in line with Van der Colff and Rothmann (2009) cross-sectional study,
which showed that problem-focused coping, including seeking emotional/social support,
predicted high work engagement. As such, it might indicate that nurses who have a low
threshold to express feelings towards their colleagues and seek support in stressful situations
at work are more likely to achieve work engagement. The lagged effects of this association,
however, did not reach statistical significance. We also found that accommodation had a
positive relation to vigor and dedication cross-sectionally. This might indicate the nurses
which creates positive meanings of stressful encounters, focuses on personal growth, accepts
and tolerate ambiguity and openly reflect upon goals, accomplished higher levels of work
engagement. However, our analysis did not provide for significant longitudinal relationships
between these variables. We could not find any other studies investigating the relationship
between accommodation and work engagement. Therefore, further research is needed to
strengthen this finding. Nevertheless, it could provide a possible explanation of why positive
reappraisal (which can be seen as a type of accommodative coping) seems to be a coping
strategy nurses often resort to (Lambert et al., 2007). Overall, our results may indicate that
seek support and accommodation acts as personal resources for nurses which further act as
highly advantageous tools for succeeding in mastering the nursing role, subsequently resulting
in high work engagement.

Second, the emotion-focused coping strategies, self-blame and defense, were found to
decrease vigor and dedication in our synchronous analyses. These findings could indicate that
stress-resistant nurses less frequently use defensive strategies in handling their emotional
reactions to stress (Boey, 1998), and therefore, work engagement might decrease when using
these coping strategies. A possible explanation for this might be, as Carver, Scheier, and
Weintraub (1989) argues, that emotion-focused strategies could be maladaptive because they
focus on the source of distress and thus exacerbate it, or because they put off dealing with the
problem. Our findings are supported by previous research where emotion-focused coping as
avoidance and focus on and ventilation of emotions decreased nurses work engagement cross-
sectionally (Van der Colff & Rothmann, 2009). However, future research is needed to
confirm the incremental value of self-blame and defense in nurse work engagement. In the
present study, self-blame also had a negative longitudinal association to vigor when not

adjusting for the dependent variable, but not to dedication, nor to either vigor or dedication
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when adjusting for the dependent variable. Thus, it seems that nurses who tend to criticize
themselves and blame themselves for negative things that happen also experience less vigor
over time. In addition, we found that defense was negatively associated to both vigor and
dedication longitudinally, but not to vigor when adjusting for the dependent variable. We
found no studies confirming these longitudinal relationships. Nevertheless, it is in line with
the mechanisms of developing resource loss spirals outlined by the COR theory (Hobfoll,
1989), resulting in negative health outcomes and decreased work engagement.

Third, the negative synchronous and longitudinal association between persistence and
vigor were somewhat surprising. Persistence had no lagged or synchronous relation to
dedication, nor any longitudinal association to vigor when adjusting for the dependent
variable. Given that burnout is the conceptual antipode to work engagement and that
persistence is negatively associated to burnout (Mojsa-Kaja et al., 2015), our results do not
confirm the assumption of that persistence is positively related to work engagement. An
alternative explanation for this could be that persistent people might tend to overwork and
push themselves too hard while working, resulting in decreased vigor, especially over time.
As Maslach and Leiter (1997) argue, people do not begin a job feeling burnt out but that,
initially, they are fully engaged, feeling energetic, involved, ready to commit their time and
gain a great sense of achievement from their work. However, after some time of working hard
and persistent, it can be too much and one’s experience of vigor may decrease. Further
research is needed to disclose the relation between persistence and engagement.

Fourth, in line with our expectations, lack of self-esteem was cross-sectionally and
longitudinally associated with less vigor and dedication (however, not to dedication when
adjusting for the dependent variable), which is also consistent with the notion of resource loss
spirals proposed by the COR theory (Hobfoll, 1989). We found no studies investigating lack
of self-esteem (or harm avoidance) in association to work engagement, but high self-esteem
has previously found to be predicting work engagement (Mékikangas et al., 2013).

Regarding the control variables, age was negatively related to vigor but positively
related to dedication, both cross-sectionally and longitudinally. Thus, older nurses seem to be
less vigorous, but more dedicated then their younger colleagues. Our results show a more
nuanced image than other empirical studies where work engagement have been measured as a
one-dimensional construct; increases with age have previously bee associated with higher
work engagement (Schaufeli et al., 2006), including among medical-surgical nurses
(Simpson, 2009). It seems somewhat logical that nurses gradually lose that vigorous energy as
they get older, and that older nurses are more dedicated, maybe because those who are not
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already have quit their jobs, i.e. the healthy worker effect (see Eisen, Picciotto, & Robins,
2006; Karasek & Theorell, 1990).

Further, we found that increasing number of working hours per week had a negative
synchronous and longitudinal association to vigor, but positive relation to dedication cross-
sectionally. These findings are both supported and not supported by previous studies which
shows that increasing hours per work week increases work engagement in general among
nurses (Mauno, Ruokolainen, Kinnunen, & De Bloom, 2016; Simpson, 2009). Again, our
results give a more nuanced image, demonstrating that it is a difference between the two work
engagement dimensions, vigor and dedication, and that measuring it as a one-dimensional
construct may conceal important relationships when it comes to the prediction of work
engagement.

It was somewhat interesting that the male nurses in the present study experienced less
dedication than female nurses both cross-sectionally and longitudinally in all our regression
equations, as Schaufeli et al. (2006) found that levels of engagement did not seem to differ
systematically between both genders. However, the latter was in a sample that covered a
range of occupational groups, not including nurses. Whether or not this discrepancy of
findings is due to the profession as a nurse needs to be explored in future research.

Overall, our synchronous analyses provided more significant relationships than the
longitudinal ones did. A possible explanation for this might be that the time lag in this study is
shorter or longer than the underlying causal process for these variables, so that the antecedent
has not yet had sufficient time to affect the outcome variable (if too short time lag) or other
processes influencing the outcome variable has interfered (if too long time lag) (Taris, 2000).
Although general rules of thumb regarding the appropriate length of the time lag in
occupational health research do not exist (Taris & Kompier, 2014), the present findings
suggest that a two-year lag is possibly not an appropriate length for some of the variables
explored in this study. Further, our longitudinal analyses not adjusting for the dependent
variable provided more significant relationships than the longitudinal analyses where it was
adjusted for the dependent variable did. This might be due to that the work engagement
variables were highly stable across time, thereby absorbing much of the variance, leaving very
little for the independent variables to explain. This is a known stability effect also found in
other longitudinal occupational health studies (Schaufeli & Enzmann, 1998; Vogt et al.,
2013). Further research is needed to disclose the appropriate time lag and specific mechanism

in nurse work engagement.

43



Limitations

The strengths of this study are the longitudinal design and the use of a large representative
sample of both male and female nurses in Norway. However, there might be cultural as well
as organizational differences between the respondents in this study and nurses form other
countries. In Norway, health care is basically run by the public sector, which is not the case in
many other countries, such as the United States, where health care is basically driven by
private actors. Thus, health care services and working conditions for nurses might differ on
several aspects cross-nationally. However, the impact these differences may have on nurse
work engagement is unclear. Future research is needed to learn more about the impact of
cross-national differences in the organization of health care and its influence on nurse
engagement. Moreover, work engagement as measured by the OLBI does not include the
dimension of absorption. Although vigor and dedication are considered core dimensions of
engagement (Gonzélez-Roma et al., 2006), the present findings must be interpreted with the
disregard of absorption dimension in mind. Further, it should be noted that the study was
conducted in 2003 and 2005, which constitutes a relatively long period of time between the
data collection and now. However, an individuals’ personality, coping strategies and work
engagement is considered to be relatively stable over time (de Boo & Wicherts, 2009;
Kirchner, Forns, Amador, & Mufioz, 2010; Schaufeli et al., 2002; Small, Hertzog, Hultsch, &
Dixon, 2003; Sonnentag et al., 2010), and therefore it is reason to believe that our findings is

equally relevant today and that it has not affected validity of the results.
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Conclusion

Findings in this study provides knowledge on how to promote work engagement among nurse
staff that further contribute to; (1) health and well-being among nurses, and; (2) several
positive outcomes for the organization, including prevention of nurse turnover. Interventions
to give extra support to persistent nurses and those with a lack of self-esteem, as well as
nurses who are especially inclined to use self-blame and defense as coping strategies could
strengthen their psychological capital and increase their chances of achieving work
engagement. Thus, it could be necessary to periodically screen the work engagement status
among the nurse staff to initiate interventions where needed. Moreover, our findings could
indicate that it would be valuable to educate nurses in accommodative coping. It might also be
advantageous to promote a culture for seeking support from colleagues and leaders when
faced with difficult and stressful situations at work, as well as and a low threshold for helping
each other. Initiating interventions to enhance nurse work engagement in terms of this is
essential, as we need to promote nurse workforce stability to retain a justifiable health care
system in the future. However, to find appropriate intervention goals, future research on
narrow personal differences in relation to work engagement among nurses is warranted, as

this seems like an understudied area.
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Appendix 1

The questionnaire and letters to the participants in the first survey

Retrieved from:

https://www.ssbh.no/a/publikasjoner/pdf/notat 200448/notat 200448.pdf
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YRKE G ARBHIDSTIND

Lhvalget i dennea undersckelsan ar trukkat fre Statistish sentralby s yrkesragisten, men fardi registerst
hkan innaholde fail, prsker vi likavet 8 speme dog om yrket ditt.

1. Hwilket vrite har du:

2. Hva gar arbeidet diit | hovedsak ot p<i;

3. Arbeider du i prival aller offentlig virkksomhet?
1 0O Privat
z O Cfiondig

d. Hva ar din avialte arbeidstid | gjennomsnitt por ket Ime-

4. Hva ar din faktzke arbeldstld | gjennomsnitt par uka? sima-

Crevacm du her mirdre ann 1004 alilling, shyldes det:
O Oimgagsoppmver

O For stor arbeitstey e ved 100l silling

[0 Heleemessige Arssher

O Keenbinas|on ma:d ufaistngd

O

6.
1
2
k]
F|
% Annst

TIDSTRESS OG THX TNNFLYTELSE PA DIN ARBEIDSSITUASION

7. Hender det al du har 38 mye & gjore sl arbeldasituaz|onen din biir oppjagel op masste, op i bifelle hwvor ofte?
1 O Sjchkien clerald

2 O | parioder, man ikke dagtig

3 O Dagig, mingdre enn hahganer 8y aihakdstiden

4 || Caglig, mer ern halvperis n gy arbaitlsiden

&. | hvllken grad kan du selv bastemme ditt arbeidstempo?
1 00 Ihaygred

2 O 1rean gred

2 3 Iliten grad

9. 1 hvidken grad Kan du venllgvis gely bestemme eller planlegge rekkefelpen i dine arbeidacpppaver
i lepet av dagan’y

1 O lheygred

# O 1raen grad

a O Iliten gead

il
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1. Angi hvor ofte du syneg at
[Saif ait kryusa pd fvar binfe)

Bloni Sk lule | Gerseole D= Ak

1 du har lilsirekkalig mulighet til 3 diskutere arganiseringen s ditt ! ’ . ! : "

eget arheid... B = . S I IS I S I
e herlllstmkhthg il m supaargmlsﬂsm gjaldar din art:andaplan O... S i U o B
2 du har s& mye inmflybeles pa arbeidet ditt At du kan meite saker

sam war planlagt, T eks. ndedu farfor iy dgjers LD OO O....d
4 duerbeider undar &t JEIlGEEFItabEIH:EI‘hE"idEIFII'EEIEI....................................D.......[:]........D.......D..........D. ....... O
£ du har 32 mange arbeidsopppaver At des hindrerdeg | &

arbeide sfeklivt . - O Oe e e e

B duhErpra:uIEl'nermEdHkunnpg}ureqpeqplbwwrurpnﬁﬂlfmﬂnw I Y R I DO I | o r
T ou har mulighed for pa horl varsel 3 ta deg fi eller anespasse
e haly BIEr&n BEl BRG oo aee s evees e rveseseeessemenmes Ao e e L T [ v

-

1. | hvitken grad stemmear felganda utsagn Tor ditt forhold til overordnete
Sont el krpss b e linge

Storamnt SITMGr SICROTOP REMmeier S mee
kke  caraoe dAdlg delvk ceask2 gudt hell Uz<uel

1 Jsg har mulighst til  snakka mad min n=rmasts 1 z E 1 e b
overardivets om vanskelkgheter | arbeldet.. ..o D e [ U I N A ||
2 Jeg far den appruntring o starta |ag Tanger a
min nesrmasta cvarordnata. .. U [ S O O.....0...
3 Mlin nEmeets ovarorinete pleu.!r B |nrurmere
g o farancsirgar aw bebydning for arbeidst mitl . ... L | ...

4 Min nameasta cvarord nele har sareme Eyn aom

O
|

meq p& hwa min kampstanse bestAr.. e OO T
O

]

[
0
g o

5 Min n@meste overerdnate legger il mte for at
o0 skal kunne ubvlide meg HhbPEem. e e

1Z Anerkjennebse av arbeldalnnaats, | hvllken grad opplever du ot fakgends ubsagn stemmer for deg?
Satf att kryss pd heer nga

ELmirrey B Huerirrar ZerrTier Stemimers
ikkieneeshie il olyey oeskcgeedt —ot Uakiell

1 & 3 4 ) &

1 Do jeeg atkaickar har ladalsar st moigtetar Far

a balanne god arbeidsinrests.............. de o O d....d...d
2 Jenférofe ma ng Anerkjranelas fra mine mw-mrd neie [ O O o ..0O .. O
3 ey - oft et o ancrkjennelza fra kdllege -« oy

arbeldskamerater.. .. OO O S I S
4 Jeafirofteres og anerhennﬂseﬁaamsnmpg I‘E!'l'f‘ﬁ'd

dpjerai jobber [wundar, kisnter, elavsr, sTmarbaidspartrsms, a1 ... OO . O...... O
& Jeqgaynes lannen min atar i rimelig forhold fil mit

ansvarog innsak pd jobbean. T o L uUe N S I oo I Gy
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TILENYTNING TIL AREETDET

13. 1 villkon grad stammer beskrivelians oedamr rmod ding egriv opplavslsar den siske maneden?

Sell ol kness o B B
S[EmMrer SIE MM 522 nmer SECUTE AT T
ikkr  cmpges ddnle dolhic garnskz godl he: kbl

1 2 a 4 -

1 lagfalar st erbeidet fsmmer ITIEIQfB|E|EEEI'ﬂEE.E|i-E...................D...........D..... SEOS  ROY .....d
2 Jeg faler meg tull o KEAR S SRR, i ieses e ssis il ssssf b B
3 lag fwles meg = itan nér jag star opp om morgenan og

ret atjeq ma pé jobk .. S N SO W SN I I e 1
4 leg feler al jmg har pl:lmtl'.l |nnﬂy1.alu pa andre mannaskars

liv g &nnom del jeg gjer i jobben.. . e e OO O.... O
§ Jeg falermey upphr.nk‘lrararbeldsuagen ) mrch.—..l.L_.IDEl ...d
B .ap synes ikke jB] sirek<er meg for [angt far é klare

kraveng i jobben.... . | | ml g |
7 oJeg fmcrm-:gfmstrcrtuabben........ SRR I SO N NS I SO I N e
i .Jap far ikke brukt respueere mine .8 gud‘f ECIM jeg

burde i ke, .. USRS I OO N NSRS N SO I S -0
9 Jep her gjort my=a sam Erwrdtlnnsamen i damepbhen 1 O | 0. ..

e Eleeirne Semransr Eeeectnre o Skenener
kkir garekr cfnig odeews ganske gedt he- o Hakkesl

| k| 4 I b3
10 Jepg feiler meg utbrent idenne jobben. ..o o..... O.... im} O O
11 Jep faler meg som regel kvikk og cplagti jobben...... e Tl e L L
12 Jeg fr ke ulisthet storti denne jobben.. . T L. d
13 Dat som far var utfiordrenda i jobben er nd mest en p|EgE.......D........... SO IO i |
14 Jeg faler atjeg ikke orker slor mer i denne jobben.. } N I O
15 | jabben har jag en god foleksa av & vesra til nytba.. ... O ..d
1€ Jeq har gom regel cvergkudd fil frilideaygler nar jeg
kommer hjem sker andt arbeidsdag. .. e B [ JRUN I A I |
17 Jap falar at mye av detjag giar i }ubhen. B gsnake hnrtkasda‘t M. SRS I P I |
18 Jeg faler ikke atjeq arbeider Fr Rardt |eben ww el e | Y o O o |

SLErIe SLElME SLerti Sn hae Bazene
kkir  ganskud=clyg ceews ganskrrgaodt bt skl
1 & : ; B

[
I
.

A6 Dt or e ggead badarzes el lorm de keefberne jodg invesie-ori

arbaidst ap de jeg investeqar i livet for ayrig. ... SRR I R
20 Dzt ervirkelig sressende far meg 4 jobbe hele dagen ............. ..
21 Jeg mser profeingr som copstir pd jobben pa en efsdiv mdts. ...
22 Jeq eyrae jeg bidrar effshtivtiil 4 I¢se bedriftans u:uppgﬂ'.'ar.....u............
23 Jeg armind e intaressert | jobban nd enn da jeq begynde i den...[ ... .
24 Elter teeLer jeg bl wawdre enlusiastish ndr del ojelder jobten, T
2% Jag aynae jeq gjoran gad jokb. ..
26 Jegtaler meg npplw'ftetnafjegfartim= pé]nbbm .
27 Jan vil bare gjdns [obbab minogideenoamer.. ...

nnophoo
5EBBBRD
noooooooo

57



Speramdl cm TILKNY TN NG TTL ARBETDET lurastter:

I hvilken grad stammer beakrivelaane redenfor med ding sgna opplevelsar dengite manedeny
Soft off fress ol o inie
Stecimer ftamrrer  farwnsr Tiemmen o StREINTE
ihhe  wmipko oy ok ganshe ol 3L Uakosdt
| H i i 3 -]
25 Dt hender stadig ofters at |2g snakker nedssttende
omBTEREn. VR I T .
23 Jeg trenger mer t||:I né ann |d||gara ﬁ:ur a hEII'ItE
meg inn etler jokban.... ...
3 Jeqklarer belasmingert arhadmmnt hrs -
3l | det siste har jesg ataelde) stadig mar mekam%k o1
tankt raindra QENNOM OPPgEVETIS . oo e e et
32 Jeg serpd jokben min som en ot g, e O
3% Med tidan har jeg mistat dan dypa inlarassan far
Arbeidot mitt. .. . .
3 Awoog il by ar‘baldmppgauana merg rattog EIEH i mat D SFTUY I N
35 Jeg kan ikke benkes ey noe annetythe annomit eget.. O Ol
O
n

2bbbn ob BE -

b

sb BD bp

36 Jeq har gleds av arbaidsat jag g]@rEl
AT obEsEr MR EIARETRT B oo e

Sobbo gh hAoR

SORTAL DELTAEKTFLEE

14, Hvew ofte har du bonkakd med alekt eller venner som du ikka ber Sarmrmen mad?
Salf ot frp=z

1 [0 Sjeldnere ewnen gang idnst

2 O Eneller fera ganger i dret, men ikie hvar maned
3 O omtrart hvar maned. man ikkes b ok

4 1 Drrtrert hwer uke. men ikke dagli

5 21 Flerm gangar i uka ellar dagiin

15. Har du nosn persener du kan snakke helt fortrally med?
10 Heal

20 Jaen

320 Ja, Rars

IMTTKE MELSEFLAGER

16, Har du 1gpet av den glate maneden vatt plagset ay:
Seand gil kryss pe ves oo

T
=

COTeT Ty WIICIS mys
[l aanet alaga
& 2

£
O=<% &

Wakkeamartar. ..
Smeﬂﬂrmr&hwgg&n
Smmnhnrsrygg
SFnErter i BITIEME. e s e e e
e T L
Smerteri fottans. ..
Fama_.lelsespmhlemr
Brystemarar...........c
BB EIEGE . oo e

nopoo

nDoboDoooo-

upop

o oE o=1 M h B oo by =
Oboopoupg
ISR S

)
=
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17.  Medenfor finner du en liste med plager ag proklemsr $om man 3w ¢ Bl kan ha

Angi hver niye hwert enkelf problewn har plagei deg aller vart lil besvaer  kgpat av don siste manzden,

Sall sl krpss pd freor linje

Ih4a Lit Ganake mys Waldig mye
plags

planeat Haget alaget

Hadaping...
Ehjahiing. e e
Malllel eller sdmmelhet...
Mervdsitet, indmreura... ..
Flutzellg frokt uien grunn....
St=dig redd sllor cng=ielig...... ...

Hiertehank, hjsftsealag som Iapar = gan:la
Filetha v & vaars ansREnl OERJAGEL L i e
Arifall gy angst eller panBic. oo
5 raslles at det er vanskelig asrw.asn Ie T,
Mzngel pé enargi, lt gar langsommare ann van ... ... ... ..
Loath P & RIS (B0 SRIN 1y vevme s ims ome e me e e e et emm e e e e
Latt For 8 grEtE. o e
Tarker o & 6a dHE I e
Dérlig matlyzt.. .
Falelea aw haplm;h!t rrd mnke pa rremu:ﬂen -
Falllze @y enSomEL ... e i e
Tap gv3ekausll lysk og |nlara55va I I I
Falelse 2y & vaere 1 i en felle Elharfsnge‘t .
e bafymrat sller uralig.. ... o e
LI | L = T [ SO OOV RN
Falaloy gy at Al er 8L sl e e
25 Falelse sy B wEFE UMD ..o e

=l th m k= L R 2

o i
- 0

ury
M

nobpoboppboopboobb-

—_
Ia ra

— =
M rh

-y
=l

=
O

[
o

L x ]
-

ra k>
1 k2

DD?DbEp

L%
i

&
a
a
im|
a
™
a
a
O
a
|
H
m}
0.
Ll
O
a
O
a
O
)
O
O
a
O
O

nopoppopoobbpboEpoopabE -

18_ Hvor mange daper har du vaert bosle s jobb de l31e 8 mdneder grunnet egen oy kdom?
Antall d=ger:

Drarucnm ey dcha har kel spkedravaar de slste & méneder, o8 okl vidores (I spparum sl 20

19, Hylg du har hatt sykefraveer de sigte E manedene, i bvillkan grad skykies det
St Bt Iryss prd 21) o ol pd B
a)] fysisk arbaidspressT b} psykisk arhaidsprass?
1 O I hey grad 177 1 heyarsd
2 O | fsen grad 2 [ 1 naen grad
3 O iien gred 2 [ Lliten grad
4 [ lkbee i clest hele tan 4 [0 Ekeidethels alk

20, Faxlor du Ak i f3r nok zavn?
1 0 Jda
2 O mei

. Hvor mange dmer enzr du at du i giganomsnitt har soval per nate den skate manedan?
Antall Brnsr; p2r hatt

33
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22,

s @ o~ o A W Ry =

-
o

1
12
13

23

BT+ I SN

1n
ikl

PLESMMMNLIGE RIENNETEGN OG INNSEILLIMNGER

Hedenfor falger noan uteagn om parsonlge kjenneted n of innstlllingar
Marker for ivert av uigagnens om du syres disse stammer eller ikka atammar for dag.

MBI'I'II'ﬁG kka S s

Jeg ar sveart war or bva andra iodn asskier benker a0 menes om meg
Tlitre il meg 22l margler jag heldigys ikke.. B
Ofte synas ded son cin andre: gar 21Eng mys l:-edre 20 &g wlv
Jeq er svaart narsgande For hritikk. ..
Jegrnisler kdl moted nar tngee gargali
Ekjer del bralt uwenteda ting, kan jog bllful s'lmdlg tardmel .. . T
kiin slnnsstarrdng farandrer seg lett alt eter hve 2om akjar rundt TTIEIG. e e e e e
Win mangal pd salvtillit kan aw og I vaereen plage formeg o e e
Falk: kan sklelle mag ol ganeka krafig far det gér searlig ine pamesg. ...
Jay kunne sarmsyaligris oppnd mex enn g gion, men jeg aerikka poengsat med

& presse meq hardare enn asdvandig for 3 Fengamed.. ...
Jeg ervanlkigvla 34 malbevisat 8t jeg Foreetter @ arbeide ange Eltar Bt andra hEr gll't Cfp..
Jagarbeiderhardemmenndele=to. ... e e
Wanligwiz driver jeg mag hardere enn de flests fordi jag vil pieea del &5 bra som muli..........
Jog driven alle rriesy sele il jesg sloper eller prever & gjpre rear enn jeg virkelig makter............

DP?PF>

02 obooboooo-

bb oon

1

DoD
oo

Hvardan stemmer disse pastandena for dag v
Selt alf fryue pi hver Gl

ES=l T T S TR - Eelnne Sherr ey R ]
[EE uitmshe: Hdarky Auehain Garisk: gl tuehi
' 2 3 1 H

Detersvfert\rlh‘ljgfurmegay'temilallerb-EE.tEi,'::lbhenl:l...............l:...... O RN I NS
B0 fotibar fere og fraamst far & tene panger..., P I Y ESRORY SRR i IO
Hh¥is jecy mislykkes i joaben, er jeg an mrshrk}-:a‘t DEFEON.. I R e 0 S I S |
F¥ls g kke Jlar det dirkeliq bra i jobhaen v jeg
rmigte andrae |apakt.. . SOOI SRR S ROt Y I SO, B
Foraliktelsensa | kbten ma ga fcuran andre
Farpliktelear og beow.. . SSUSURORPPOROO S SR SO KN I N
Jeq er nad Ll & hries i artleu'jet furél fgala mag 'JEII'dIfIJ" I U I [SUOTU SV N .
M1t rrii e f e drger Wil |es kbt Kurnne pfsirke verdien
iz Aratagiar i en arbeidacrganisesjan.... ... ... U PO OO N oy
Jeg har vanligas hakt stare amb gjorer b arbeldat mllt S Y OO I SO N RO I |
Jan esttar meg vanligvis hewa og langsikiige mdl, i
arbeicle; og allara. .. [SURRUORUOE IR N L O I S
Jer har alltd hat *m-pﬂ PgnnknﬂﬁFr ............................. I | N S I SO I SO
Hva jeg salv gjdr til anFwar tid, belyr ikke 4 mys for
P 9 SRJEE. e VUSROS N I O S s L

k1
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Sparsmal 23. fartsctior:
Hvordan stemmaer disse pastandane far deg?

~l Oh B L Ry —

1C
11

13

14

Dol el frwas gl ve v

Elarrerer

1
12 Chat a1 godt samsver medlom mime egre yrkes-

verdier g werdiene | arbeidsoganizasonen, ... DL

1 Jey ideatifigerer aneg sterd med organisasonens
&l og rarvnar “or arkaidat.. I
14 Jleg faler offe 2t jeq ma g pa al-:km'd med i
yerdier far & mesirs kravmnei arbaidat... I
1% Semevarset mellom organisasjonens of mine egne
ridl gir 2n goat fekelse av follasskap. .. =
16 Crrpeniseringan av arobeikdet lillater meg |k|¢e$ hruke
ming kurnskagper o rassurser p an aftiy mate. . SO

Flerimer

e ganzke oarlg

0

b o b oo

Ech -

TR
4

SETITH
ye- ek ged:

Hyllke av falgende situasionerfaktorer pd [obb har du oppkivd $om belastende det sislke aret?
Mad balaslsnds mener wi opplevelse av sirese o nagative feleleer, for aksempel i form &y uslkkarteat,

imitazgjon ag ansgpenthet
Satr et ks pd fhece finge
Lk

Lo

TesiE e L=levende

Ansvaret jeg harijobben.. ... SO I SR
Konfliktsr mad hnllegar‘mpdarher]arﬁ SO B
Liretferdle forded g av Shllinger, appope;, Bna clieromeern. .

Andras waslistieke forventninger tilmegimiarcdle. ... ...
Kraw o effektivigering. ... et e uma s e ars vm e mer s e nan e s o
Krav om 3 halde meg fagllg 2pour...

Stadige forandringer i jobbens mmmmrllcﬁr rreforrner
Ieeznd Aifiggat, S R
kanflikt mallam '_-.frkaan que '.lerdler g kra'.l i
produkspan ag effektlvilal,.. -
Fontakt med mennashar[paslantar alauar kiamar kj_hdar}
Uregelmeesip arbesdstid...
A AT bAlanse el a8 Bk og pmratlw | S
A, stedip métta ta med seg arbeid soppgaer hjEHTI T

Jobsber gar ut over zagialtlhe. . - S
Mgl pd sotie hjmwnera.satrhgfradd:fsllm‘sambnar N
Bakymring far sgen BRANOMIL . .....o...cooeeee e comeeonnde e
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MESTRINCESTRATEGIER

25, Nedenfor star e rakks ubsagn gom beskrlver lvordan men kan mestre zituasjoner nir det reyner

pé og man virkelly opplever stress allar pakjenning. Hyver godt passer hvart av disss utsagnene for ditt
wedkommanda?

Belt all kryaz pa fvar fine
T Ypseen el MEcle Sowdt Gurake Pee el
ikk qredt Iy | ok gl
’ = 3 d H

+  Jeg pravardinngd an slage awalo allsr o oversnskamst

fot & B nos positivl ut av siuasonen... O
2 Jag KENdrer meg Bl ......oo.ev oot s S
3 .Jeg haper der wil ijeptunder | =
4 Jag prever a e det pasitive | dH hele aldn Eé galt at .:Iat

Ikke Br godt for nos.. - 0 O I
2 Jeg skulle enske jeg var 5 erhere meruphrrlstlak og

hadds mar kraftar. .. hoD SRS I R I N
B k=g frraaker 4 ikke hren ne aII|=_l I}I'CIE'[ rean IE|r flare

mulgghatar sta Apne.... USRI 5 SO I
7 Jegforaskar a holde fmlalsana ming fur mey sehi.. ek, o
& oo fovancrer ey elier vnkger som menneake pé En-gudrnﬂta J:l
8 Jog enskar jog kunne forand re matenmin & fole pé.,, - Do
10 Jeg leggeren handlingaplen ap falgarden.. ... .. SR I SO
M Jegfarhjoks av faghek.

nsEgr Posear micdbnn Hade -iemey garsae FREeT swnn
Ik o0 2 [N [t
1 ’ 4 .

12 Jeg kritisarer elfor sier il meg selv b Jeg burda hagiert. L 0L E] WA
13 Jeg godtar del som er dat nes! bastei fartald il del jey

eqently hadde ansket,.. NS N SOV I RSOSSN I N
14 =g dagdrommar allar tenh:ar rmemg ifr i en Bedre Hd eller

et hrrre ated fon dentderdo ernd... SR N SR I B I L H
15 Jep tanksr at jag kommer slorkens: vy bedﬂe: rusket Lk av

hendeen enn |eq gikk innidam... .. L |
16 g sovar e ann VANl e e - ISR I A ENUU I N b
17 Jag har fantasiar ellar @ns<er om hvardan det s<al gé 1J| 3|l.|l't|:| B 0. .0
1% .leq fargphkes # la vmre & handle overilt eller falge min

farste IMnERytElSE. e s e [ e O - |
12 Jeg snak<er med noen som kan giera moe med problene.. ... e e 1
& leg gjeren forandring shik at def vil gk bra il slutt. . e | Oo.....d.. .
21 Jlag eparen shekiniveg e en venn isg reﬂpekt&rer am mred. ... O....0O.. e
Zr iep foraaker 3 fa dat badre vad & spisa, drkke, ayka,

bea medisigr & la .. oSe— SISO B SO S - N
23 leginnearat ag sslvhar mm pI.JmEﬂ'IB!'. -0 T |

3%
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Spersmal 25 forseltar:
Hwaor godt passer hwert av disae gagrene for ditk vediominaiode?
Saft el kryes pR hueer lirgs

Fanpsen Faween et Wl Gmor gn-ske Sasssl ovsen
ikkr: st i god. gt

g z 3 3

26 lapg podear falakene ming, wen foremker & unngd at da
wirker for e nne pd andreting.................. e B [ ——
Jag anskew 6t situssjonen akulle I::I| b-urtF- Fller pﬂ &t PIDF-r

annet vie g8 SWer 8 283 S8IM e e T O

Jedg laan b Andre & vits hyor |Ile datar 0 I U I NSO I
Jeq forsndrar roa ved meg eelv 84 jag tﬂn‘lersrtuaqanmbedrﬁrl N

Jeg stiakker nad raen cm hvordan jeg hareet WO O
Jegg hakbar & ra gt dat har handt...e. O M
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N
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nooobo

BEEN

ARBETD OC: FRITID

26 1 biwillon grad opplever du 2 ulgene uisaon semmer for dege?
Setf et kness & krarfinie

SMommer Eeruvesr o Fenm ne Sernem S enors
IEFe aanmaks valy l.-'.'{.-ls aanska gadr Bak

1 Wi jobb gjer eljep bidrar mindeg HEMMSe.. ... s e
2  Strese pa jobben giarmegirritabel Rjemme. ..o e
3 Wakben gjar rmeg for tratt b & g ere ting $om trengar min
ORI PTG FBITITIE. ces v me e e e s s e
4 Elaicmrlngsralarpmhlemerpéphhen dstrahemrn'reg hjernme.... |
§  Mine oppgaver pa pobb ger del Islbens 2 fakla parsonlige
0g prs Kiske problemar bjemma... i |
O
O

O

Duijhiji:ijij’mijlj’ublji:i:lu-

& Ming oppgaver pa jobb gla- meg t I BT INEressart
Parzan jsmma. .. R
7  Ahaengoddag péjuhb qgj@r meg l|| B bedre part.ner ndr

O
-

fegy ke hjem. ... U e O
B Fardighater jeg utvlhler pajnhh knmmerh] nrrhe hjEITII'I'lE' S I I
0 Formdlkialses hjem e redusenar min kapasist pa pbt-.._.............._....El
10 Palsah ige g Famillizars poblemerbekymringer diatraheer
rieg pa jobb. . |
11 Formpdiktelzer hjemme mincresr kg i a fd tlkstmkkﬂllg rnEll:I BN
sam jeg bahavar for 2 kurne giae en ged jabb. .o e WO
|
O
A

o Bhn 0 o0 oBo DD

12 Siregs hjgmrme giecmeg Irrlkabal pd Jobb .
13 Data snakka med noon hjamme hjalpar mag & takla pn}:lemer
pajabb. e .
14 Ferchgheteneg ur«.dlﬂerh]emn'ne B nylluge pajuhb
15 Kjserighst gy raspakt scmjeq far h amme, gjar meg sikker 8
thag et NErjeq er pd jabb. . VRN I TR O.....0O. ... Ll
16 Livel hjemme hlelpermeg 4 slgpp@ aveg lada npp rm' nae.-ha
dagsj:lbhl:lmm o
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LCTFORDETSGER T KONTAKT METF ANDRE MENNESKER

2¥. Heraren liske med problemar talk angir & ha | onrgang med andre mennesker. Vennligsr kea listen
under ag warker | hyllken grad dlsae gituaajonans cppleves som vanskelige for dag

Sl ot Kress pd Gy e

1. & er vanskelig for meq &

1 stole pd andre meansaker...

2 cdefmigrupps...

3 holde g hemmellg fcrsndremannﬂakﬂr

4 bewrn person o E slulls S ey MEDL. ... v e
5 prezentere meg for N8 MENNBEIKSM. ..o e
3 waere uenly med andre menneaker............

T forsel 8 personlige ting 1il andra mae.nss e

B wveare bestemnt narjegtranger AvesradBt. ... e
B silbe grensen cvealon arklne menesher. .
10 fela rerhel Ll ndre. . e

1 virallg bry meg om pn:lhlams-rnndre mannaskerhsr

12 slppa av an kaza mes nEr g gdr U med andre., oo e e
12 Millate meg & kenne meg eint pa noam jeg ke ..
14 la il &d oy ordier Tra Tolk #2am har myndig et cver vea...
15 ¢clede megowveratennetmenneskas Ivkbka. ...

-
o

l& Brwira 4 vite mar jeg &1 sint...

17 qi konstn. ktiv kritikl {il andra. ..

18 2pne meg og snakke om ﬁalehane mire t|| sndr&

19 da barsyn bl il mgge! bessles nar en amnen bl kfevende ............
20 w=retngg pE meg selv ndrjeg areammen mesd anc .. ...

Il Figende ar Bny du gjgr my s:

21 jeq wanglerfor mye med andre mesnsckar. ..
Z2  jeg faker mgq far ofte anavarlig for d e andree pmhlamar

23 jagsar for 3pan owerfor End -8 mMEAEERET. . oo e
24 jager for 3ggresziv motandre Menneerar. ...
25 jey pmaver Mor slerad & ekbkes andre menmesken.
25 jeq lex for offe andras behoy ga foren mire eqre. ... ..

27 |eq mlster beherskelasn for lett....

2B agbesmjarmagmwmrmnmrévaaresmclam nr{nlemer

28 jeq halder folk for myea pé avetsnd...

jeg faler meg for ofle fisu cwarfar andm mcnneshes. L
je bekyriwer meg far mye for fvardan andrs skel reEgera A meg
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Hedenfor felgar en liste ovar hendelear an kan oppleve | lapet av llvet.
Hvia du har erfart noe av dette, sett kryss i rutan
Parrers doid

Berne dad

AHclie rsdmt petaaners doid

Alvorlig evkcam hea et nereldende familkemeolem

Slore ekoneniska protleinar

En oppriverde eaparaz|onisk lsmlsse

Aluorilg Tusisk swkdont (egen)

Wl ut=att for an ahearlia ulykke [trafikkulykke, arann omy)
Lanjpearge sambwsarchlemenfarmilieproamar

Har ol eventuelt hall ioen AU kunas dale ding tankar med, agke ed hoe op & etalte og

cppmuntnirg hios i diesa siluasjonena?
1 OJa
2 OMai

Orntrent hvar ofte drikkar du abiohol ?
Hwer <lag eller nesten hver ooy

24 ganger i uken

Ormirent 2n gang | uken

2-3 gangar i manaden

Omtrent en gang i méneden

Bleldnane enn 80 gang | méneden

Aldri i laoet v giste &r

Hvilka reaykevaner hardu?

R yhier daglly

Razylar v ca til

Har reyky, mean 2lulbed i mer enn & manedar sidsn
Rayker kke

Oriver du venligvls med neen form for mos|on eller oening @

Orev regelmessky mead rcs|ontrening Tor, ran Sutlet for mindre enn 2 ar aides
Mai, driver ingen form for moejon eller frening

Ja, 1-2 garger 1 uken

Ja, 3-4 gengar i uken

Ja, 5-7 garger | uken

Hwa &r din Sivilttand ¥
Glfftreqistrert parinar
Eamboanda

Separen

Sk it

Enkalankermann

Lgf:

Hir tu barn?

Je Hworrnanga? Huwar ge ezl er dittyngate bam? ar
Huar ganmait sr ditt st barm? ar

M

'Takk for at du ol deg fd Gl § delta @ deowe spsrrewmlerssbelsen)
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Wodlyuw 1
10-brev

Dislo, olober 20403
Seleabelwndlers: Sven Skaare og Thise Wedde
Schsjan for intervjuundersaloelkey

9  I'ndersskelze om belastninger, mestring og helse innenfor utsatte yrker

Slorisisk senteallyved pjernomforar § hest en nnderselelse om belastninger, mestring og belsc 1 dos
uwhvalite prkesompe, der 1 bl [menm pé geempe]. Tannilel med uondsrsehelsen er i helyse
hvordan porsoner | anmant uteste yrkoespmopper opplever forholdet mellom uimdringer og

b lusiimger ©acbeidel o sieepen Dosistoe, op serlip psvliske helse, Hensikten @r blaor annat & 13
bedre Torstelse for den sdkaltc wthrenningsprosessen, som de semere deems har vasol e omitalt §
medie. Undersukelzen gjennomfzres ph cppdrag fra Den noesks loeeforoning, vitar sikee pd 4

firlyres opp mmed el nvlE nle i om Lo &

Tru er em av | 000 [mavm por psregeee]som er eakket wl fm Salisisk sentralbeds
syeseisettinesropimor, Til sanuncn or # 000 perscner frukbkct wh Alle som deliar 1 drets
nndersokelse hlir nped i trekkingen av ctt gavelonrt 6l en vondiay 10000 kroner oy b
gavekort Gl en verdi av 1000 keomer, Dret ee feivilliz & delta, men tor at vi skl i 5§ eode
raambeatar som mulig, o dot vikig &t alle som ertraklet ut Wir med. Vi kan ikke erstathe deg med
en annen. Do kun nar som helst welde dee Ion andersekalsen op kreve opplyshineens slelter,

Alle snm arbwider 1 Statistick sontralby s har tooshebs plikt, Uidecsolelaen gjenbomblsnes s
lewpilagre regler ag Statiztisk sentralbymd ar onderlagt kontroll bide fra Thatatilsynet o vrt epet
prrspmwernombtud. el vil aldr bli kKjent utentor Staristisl sanncabryed hva cnkcltpersoner bar svart
pd ondbersabolsen, For d 15 bedre othyele av mfonnmasjonen 1 sanker inn, 30 3 hente ion
upplesnimger fea Slatistisk sentealbwedz inntckts o utdanninpseegismr. nnen mtgangon av 20006 wil
Wi ananymirers datimaterialet shk sl idendl ey av den enbele ikke ermuolipe. Dem norskss
leceetorcning wil kum £ tilzang 1i] anonsaniscns data.

¥iber deg venuligst svars pa sporsmdlene i sparrosk jomact og retormens de dl Siastisk
sembralhyrd 1 den vedlapl fenkens svacrkonsolulien <4 soan som cneliz, Har do spersmil om
unglersadclzon kan du gjome ringe oss gratis pa telefonnommer %6 83 028, cller acnde on
e-pkil U] sven. skeoreggssbono eller elise wed defisslne, Sporsmil vedvetends porsonvern kan
rotics 1] Stakistisk sonimalbyras persmvernennbod, el 210 0% 700 O0 el e-post
persomeeettont digiash, i,

Pa lochind takkl

Vennlig lsen

Sviin Longra

admiristrecende direbtsr
e Samdvik
uebujonsg el
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O, enltmber 2003
Saksbohandlaar: Sven Skaare ox Llise Wedde
Helwjon fur interyjnundersoidngar

10 Underssking 010 belastaingar, meisteing vg helse innanfer utsette yrke
Slutistisk sentralbyed enmamfarer T haust of wndeesaking on Delastningar, meisning op helse 7 iite
wtvalde yrkesgrapper, mellom aoea (A pd prsee] Foomilel med undecsekingy et & sj8 nzewe
pit korlels perssar 1 sunnsy ey ulsetde yrkesgrupeer oppley ee Grholdel mellom udordr Tngar og
belasiningar 1 webeddet mr 2 oigm fyzighe, o eorlor povkiske helse Formilet ar nuellom wnna i R
befra forstding o den sl uibegoningeprosessen, som ded aeinuare b e vore mvkje ommala
media. Tnd=mpking: bliv giormordert pd oppdeag fid Lon nerske lmgetorening, ¥ tek sikie pd 4
folgjc opp med cil e indorsju v L dr,

Lhu et i av 1400 [#m pad preeppe] soun er trekt ut £ra syssalsetjinpsrepisterer i Slatistisk
senirulbymid. T samae e & (K00 porsonar trekts ut. Adle som € wed § anderacldnga Léir blir md i
trekniogn av el afvehoot Gl ein verdiay 10 000 kroner o 0 pivekort U ein verdi sy 1A
Kenmer, Tiet e favilliy 8 vere med, men Tor st vl akal £ 528 gode rosultt som rdd e, er den viktip ol
alle =0 er trekte ut bliv med, V1 kan ikkje erstatte deg oped cin anoan. Do kan nar aom helst
ke deg I underssking og krevie opplyaninganc slons,

Alle som arheider i Stutistivk sentralhyed hae teieplikt. Underigkinga Bliv gjoononfisen etree
leypdlagde roglar of Statistisk sentealtred er viderordng Lo eall bhde Jed Dudalilamel of virt eige
personvernom sl Tel vil wldo bl kjent uian (oo Swatistizk sentralbyrh kea enkelipersamar har sy
i wndersskinga, For § 6 betrs wtbvyic av fenmasionen vi saodar duy, wil vi bene fun
epplEsningar il innrekrs- op utdanningsrepisierst | Sedistisk sen by Tnnan upangen g 20006
wil i anoemmiscre dataraterialot shik st ideneifizering 7 den enleahtz idde er moneles. Wi Al
aldri offentlepsjere ellar formidle vidore opplysmingar voo kv den enkelle hor svar. Tlen norshe
largra lrening vil berme 6 tilgag il ancnymmiserns data,

Wi ber deg vere veonlsp 8 svare pd apuranadla 1 sperjedlgonnae | og rowmens dot il Starisciskc
sentrallyrd § deom frankente svackonvelatan sem lipp ved b snamw som megles. Har du spersaniil om
umalersvking kan du gjerr e vinge a5 gratis pa telefonmummmer ¥HE3 G028, cllor saude vin e post
1l sy skaarcdissbone oller elise wodds ilssbme, Spersmdl som gjeld persenvern kan retius il
persatwerhotibodet § Satistisk santealbawrd A0 21 00 00 00 eller e-powd: person vermombudia sehno,

1§ faxrchand takkl

Wennley heluing

Svoln Longva

adeninisirerande direkier
Ohe Sandvile
Ackyjomzajef
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Vedleyy 3
Takkebrey

C¥gle, neweernber 20K]3
Suletehandler: Elise Wedde
Seksjou tor indervjnundersakelser

11 Takk for hjelpen!

Vi rmaler 4 talcke alle son har sends inn svar pd skjemast ul undecsakelwen im belasoimger,
mestring o helse inmenfor wbsalle yrker, Tl ndohar wi £ ihh mangs svar.

Bleracnm du enna ikke har uksel & Tulle ur skjemact, vel vi sotte stor pris pd om cu tok deg 6d 61 det
i rermeste fromtid, Dt or selvlialgelis iivillig & el men et er sveel viktly or 53 mange som
mulig dellar. Taa blir resulatene bedee o mer péiicclige.

Alle sean [rller nt op reaenercy akgomact o mcd 1 rekkingen av en premie Ul o vendi ay 10 000,-
bromer pg 1 premier B en verdi ov | O00,- eooer.

Sown vl har nevnt Lidliere har alle som acbeider © Statistisk scotralbyed tansheteplikl, oy
undersshelsen cr i tAd mad ratniagslinjer gitt av Datatileenet. Trgen upplysninger om bva
crhelpersoner har svarl pil undersekelser vil nocnsicne b offentlizgjort,

Skulle du ha sporsmdl oo ardersakelen, cller dersom du trengen et el sperreslgeme (hokmil eller
mynorsk), kan du rings ass grafis patelefon #5060 83 028, eller senda an o-post t] wredifssb.oo cller

senfffash .

Mol vennlip sulsen.

Qe Sandaik
scksjonssjcf
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Vedleps 4
Purrebrey

Oislo, novemmber 205
Sakubchandlor: Elize Wedda
Sehsjun For intery juunde sakelser

12 Har do sendt inn sparreskjemact?

Far e Lid Cilbake Mk du tilsendy et spurmestgernn § orbindelse mesd en ondersabele om belasining,
mcstrmpg iz helse nmenfor uisatbe oo, Thacvi ikke ki sc & ha mottate noc skjoma fra des, tillatee
¥l o83 d minne o undersskelsen. Det er trivillip 3 delia, men resuline av widersokelsen ovhenger
ay wl sl mangee som rmalie pv de som hle rokked ol deloar

ITar du allered:s seall ion sl emsst, et i dep se it fra denne heavendelsen op taklker
for et verdifullt bidrag 6l undeorsedclscn,

Deranm du ennd ikhe har syvar_ «11 ¥1 vaesre velliy takknemlge on du kunne Prlie oo sk jemact og
roturnces det til oss i don frankerte svarkomsolutton sh snart sem i,

Alle spmn besyarer og returnerer sparTeskjemaet er med 1 ceekkingen av ef gavehor pi
ke 10 D04, e b gavvekart G e vieedi av e 1 000 -,

Undersake lsen grennumlisre s siier lovpolegle reler, og 350 er underlas kontrel | bade frg
Diatatilsynet oF vant cger porsomvernombuod, Dot vil aldri bli kjent wenfor Statistisk sentealbsmd Liva
enkelppersoner hae svarl pd nhdersakelsen.

Tt du spocsimb] om selve umlersaloebaen kon do gerne onge ass groliy pi telelonm ummer BG83
024, cller sonde er e-post ] wedd@ssbaao cllor svs@sshane, ¥iviscy ogsd til intformasj e i tidlipece
brev. Ta kontake decsom du ehsker spoceeskjema pa pynarsh.

Crananzlle sparamél vedrenande pecsonvern | 80 koo reties L 358 personvernombul.
releformurnrmer 211 08 Q0 (6 2ller e-nost pemeavvermarnlddigsahono.

Wi oser frarm 1l 4 moton dick slojemn!

ied vomulig bilsm

e Sandvil:

satsh e e
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Chsla, novermher 24005
Subahemdsarnar Elisc Wedde
Beksjon Tor intorvjuonde ragboelye-

13 Har du sendt inn sperjckjcoacl?

Far eithd sidan lekk du Glsendl eil sperjeskjema | sambared 1oed ¢l weidersoking om belasining,
merilring og helse mvanfer urseite yoker 08 vi ibkie kon s at i har moticke skjona fed dag, 100l
vioss & ik o ueklerswkinga. Tecor [yl § delly, men resultatet av wndersalings avhenper
av at sd ieanges sommmagelop av dei semovarn ek un deliek.

Llae du allerzie sendd inn skjomact, ber i deg om 4 5i§ vekk 15 delle brevet og 2akker for ox
verdiful bt bidvag til vudsrsokings.

Deargorty ey eand ikkje har svart, vil vivere sveet tabikeame vm du kunne Fells ub zkjomact og
retorr erg det tl oss i den frankerle svarkomvalullen snarast

Alle som svarer pil of returnerer sparjeskjemaet or mal i trekkinga av eir pivelior! pa
ko 1000, o ti wivekort til 2in verdi a7 ke 1 (WA=,

Undcrsekinga verl ciennom ot stter lovpilagds relar, og SSB @ ordedus knlnoT hide 3
Thular Tsynet o vir cige personmverontbod, Der vil aldel verte kjenl. otan M Sratistisk sentralboeed
ks cmkeltpersenar hae svar ph undersokinga. VF viser oged til infomaazion 1 Odlepure brev. Ta
kantakl dersam di anskisr sperjeskiema pd svnorsk.

TTer du spsersmiil o sjalve undersakinga ka du ringje oss pratis p elefimmommer 900 83 028,
eller sende cin e-pest il wedig@issb.no eller sesiisabong, 89 viser ogsh ril indbumasjon 7 lidlegare
brew. Takontakl demsiym du miskjer sporieskisma g nyoorak,

Lrgerslle sparsmidl tm persemvem | 55E kan temast il 588 sin persarmcernctnbol
lelefemnuonrmner 21 0% 00 00 cller e-post pecsorvernomburl (Zssh.me.

W1 ser Itam (31 & motts akjomact Ji]

Med venlcg helsing

Che Satod ik
sabjrmagof

dty
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Appendix 2

Operationalization of work engagement is presented below.

The Oldenburg Burnout Inventory

Instructions: Below you find a series of statements with which you may agree or disagree. Using the scale,

please indicate the degree of your agreement by selecting the number that corresponds with each statement.

10

11

12

13

I always find new and interesting aspects in my work
There are days when | feel tired before | arrive at work

It happens more and more often that | talk about my

work in a negative way

After work, | tend to need more time than in the past in

order to relax and feel better
I can tolerate the pressure of my work very well

Lately, | tend to think less at work and do my job

almost mechanically
I find my work to be a positive challenge
During my work, | often feel emotionally drained

Over time, one can become disconnected from this type

of work

After working, | have enough energy for my leisure

activities
Sometimes, | feel sickened by my work tasks
After my work, | usually feel worn out and weary

This is the only type of work that | can imagine myself

doing

71

Strongly Agree Disagree

agree
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3
1 2 3

Strongly

disagree

4



14 Usually, | can manage the amount of my work well 1 2 3 4
15 | feel more and more engaged in my work 1 2 3 4

16  When I work, I usually feel energized 1 2 3 4

Note: Dedication items are: 1(R), 3, 6, 7(R), 9, 11, 13(R), 15(R). Vigor items are: 2, 4, 5(R), 8, 10(R) 12, 14 (R),
16(R). (R) means reversed item when the scores should be such that higher scores indicate more work
engagement (Demerouti, Mostert & Bakker, 2010).

In the Norwegian version of the OBLI, item 1 was changed to: “I am less interested in my job
now than in the beginning” (Innstrand, Langballe & Falkum, 2012). This item is reversed in

order to measure dedication.

In the present study, the Norwegian version of the OLBI was used (see Appendix 1 for the
Norwegian questionnaire). The following items measures vigor and dedication, respectively:

Vigor: 13:1 (R), 13:3 (R), 13:5 (R), 13:29 (R), 13:11, 13:16, 13:18, and 13:30
Dedication: 13:23 (R), 13:28 (R), 13:31 (R), 13:33 (R), 13:34 (R), 13:32, 13:35, and 13:37

Note: R = reversed
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Appendix 3

The sections of the present study’s questionnaire regarding coping strategies and personality
traits are translated to English and presented below, followed by the items that represent each

scale (see Appendix 1 for the Norwegian questionnaire).

Coping strategies

25. Several statements that describe how to cope in situations when you really experience
stress or strain are listed below. To what extent are each of these statements correct for you?

Incorrect Correct
1 Itryto enter into some kind of deal or an agreement to 1 2 3 4 5
get something positive out of the situation
2 | blame myself 1 2 3 4 5
3 Ihope for a miracle 1 2 3 4 5
4 1try to see the positive in the situation; it is never so bad 1 2 3 4 5
that it is not good for anything
5 1 wish I was stronger, more optimistic and had more 1 2 3 4 5
energy
6 1try notto burn all bridges, but rather allow more 1 2 3 4 5
opportunities to be left open
7 ltryto keep my feelings to myself 1 2 3 4 5
8 I change or grow as a human being in a good way 1 2 3 4 5
9 Iwish I could change the way | feel 1 2 3 4 5

10 I make a plan of action and follow it 1 2 3 4 5
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11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

26

27

| get help from professionals
| criticize or tell myself what I should have done

| accept the next best thing compared to what | really

wished for

| daydream or think of better times or a better place than

here and now

I think I will get stronger and better armed out of the

event than | went into it
| sleep more than usual

| have fantasies or wishes about how it will turn out in the

end
| try to avoid acting rashly or follow my first impulse

| talk to somebody that can do something with the
problem

I make a change, so it will be fine in the end
| ask a relative or friend I respect for advice

| try to feel better by eating, drinking, smoking, taking

medications etc.
| realize that I have caused problems
| avoid being together with other people

| accept my feelings but try to avoid that they affect other
things

| wish that the situation would disappear or somehow go
away by itself

I don’t tell anyone how bad it is
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28 | change something with myself so that | can tackle the 1 2 3 4 5
situation better

29 | talk to someone about how | am 1 2 3 4 5

30 | refuse to believe it has happened 1 2 3 4 5

Operationalization of coping are in this study based on Falkum, OIff and Aasland’s (1997)
factor structure of Ways of Coping Checklist. The following items measures seek support,
accommodation, self-blame and defense, respectively:

Seek support: 25:7 (R), 25:19, 25:21, 25:24 (R), 25:27 (R), 25:29
Accommodation: 25:1, 25:4, 25:6, 25:8, 25:13, 25:15, 25:25, 25:28
Self-blame: 25:2, 25:5, 25:9, 25:12, 25:23

Defense: 25:3, 25:14, 25:16, 25:17, 25:22, 25:26, 25:30

Note: R = reversed

Personality traits

22. Below are some statements about personal characteristics and preferences. For each of the

statements, please indicate whether these statements are true or false for you.

False True
1 I am very concerned about what other people think of me 0 1
2  Fortunately, I do not have a lack of confidence 0 1
3 | often feel that others do everything much better than me 0 1

4 | tolerate criticism very badly 0 1
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Operationalization of personality traits are in this study based on the Temperament and

Character Inventory (Cloninger et al., 1994). The following items measures persistence and

| easily get discouraged when things go wrong.

If suddenly unexpected things happen, | can easily get confused

My mood changes easily depending on what's happening around me
My lack of self-esteem can sometimes be a nuisance to me

People can yell quite sharply at me before it affects me

| could probably achieve more than I do, | do not see the point of pushing

me harder than necessary

I'm usually so deliberate that | keep working long after others have given

up
| work harder than most people

Generally, I'm working harder than most because | want to do it as well as

possible

| often drive myself until | drop, or trying to do more than I really can

manage

lack of self-esteem, respectively:

Persistence: 22:11, 22:12, 22:13, 22:14

Lack of self-esteem: 22:1, 22:2 (R), 22:3, 22:4, 22:5, 22:6, 22:7, 22:8, 22:9 (R)

Note: R = reversed
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