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This research aims to explore how work demands and resource variables

affect the burnout and satisfaction of employees of family businesses in

the context of the pandemic (COVID-19) and the moderation effect of fear

of COVID-19 on this relationship. A sample of 214 Chilean family business

employees is used for hypotheses testing. Results indicate that the demands

and resources partially explain the burnout and satisfaction of employees of

family firms during the pandemic. Employees’ fear of COVID-19 moderates

the relationship between resources-demands and burnout-job satisfaction in

family firms. This work contributes to understanding how these organizations

can manage adverse scenarios to survive and continue operations.

KEYWORDS

job satisfaction, burnout—professional, job demand-resources (JD-R) model, family
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1. Introduction

Job satisfaction and burnout are two related variables that inform about employees’
psychosocial risk and occupational health in the workplace (Giménez-Espert et al.,
2020). The most acknowledged models to assess organizational health based on these
two variables are the job demand-control-support model (JDCS) and job demand-
resource (JD-R) (Karasek and Theorell, 1990; Demerouti et al., 2001). These models
proposed that the psychological work environment is defined by a combination of
job demands, job control, and social support (Baka, 2020). In the assessment of the
organizations’ psychosocial risk, these variables have been mostly assessed in relation
to burnout and job satisfaction, proving their predictive ability (Pelfrene et al., 2001;
Jalilian et al., 2019; Dutheil et al., 2020; Ellison and Caudill, 2020; Fernemark et al.,
2020). Although the available research on this type of variables, as well as this reference
model seems to be scarce in the context of family businesses. Recently, JD-R has
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been successfully used to predict job satisfaction among
entrepreneurs running their own family business (McDowell
et al., 2019).

The impact of the so-called psychosocial risks on the health
of workers and, by extension, the productivity of organizations
can be affected by external shocks, such as the case of the health
emergency and its social, economic, and political consequences
caused by the COVID-19 pandemic (Prado-Gascó et al., 2020).

The COVID-19 pandemic has caused an unprecedented
economic impact worldwide due to the closure of businesses,
the cessation of any non-essential activity, and the reduction
of mobility during the different confinements, which has led
to the closure of many companies and a large destruction of
employment (Apedo-Amah et al., 2020).

De Massis and Rondi (2020) have argued that the COVID-
19 pandemic has triggered challenges for family business
management and research. One area in which this assumption
is questioned is how emotions and stress resulting from the
pandemic pressure influence these firms’ behaviors and ability
to survive. Recent research on the family businesses’ ability
to face external disruptions has suggested that the priority for
preserving socioemotional wealth is an engine which supports
these businesses’ continuity when facing adversities (Alonso-
Dos-Santos and Llanos-Contreras, 2019; Llanos-Contreras et al.,
2020). Socioemotional wealth also enhances these firms’ concern
for binding social ties with external and internal stakeholders,
such as their employees (Berrone et al., 2012; Llanos-Contreras
and Alonso-Dos-Santos, 2018). For this reason, it is expected
that, despite the adverse consequences of the pandemic, these
organizations would be concerned about keeping their worker’s
occupational health under control. Hence, understanding the
factors behind this problem is important for family firms,
particularly in a pandemic which increases psychological risk at
work and in parallel places the business’ continuity at risk.

In this context, the JD-R model has proven to be
reliable even under highly stressful scenarios as the COVID-
19 pandemic (e.g., Prado-Gascó et al., 2020; Jamal et al.,
2021). However, it has never been tested for the assessment of
employees’ satisfaction and burnout in family firms when these
are facing adverse scenarios. There is research studying family
firms’ post-disaster performance and behaviors (Marshall et al.,
2015; Alonso-Dos-Santos and Llanos-Contreras, 2019; Salvato
et al., 2020; Mahto et al., 2022). These studies acknowledged
these firms’ abilities to adapt to challenging conditions, take
risks, and leverage all their available resources to survive. But
the focus has been mostly on general management issues at the
family and business level, and no attention has been paid to
employees’ responses toward external shock which increases the
psychosocial risk.

For this reason, in this research, we aim to respond to
the questions of how demands and resources variables affect
the level of burnout and satisfaction of employees of family
businesses in the context of the pandemic (COVID-19) and

how fear of COVID-19 affects the influence of demands and
resources variables on the level of burnout and employee
satisfaction in family firms.

To answer these questions, a partial least squares structural
equation analysis (SEM-PLS) was implemented using variables
of organizational support, workload, and job insecurity to
explain burnout and satisfaction in 214 employees of Chilean
family businesses. Data were collected at the peak of the
pandemic in Chile in terms of deaths and sanitary restrictions.
To determine how fear of COVID-19 affects the relationships
in the model, a multigroup analysis (MGA) was performed by
grouping individuals into three categories: high, medium, and
low, according to their level of fear of the pandemic. The results
suggest that the demands and resources model partially support
the predictions. Workers’ fear of COVID-19 was also found
to have a moderating influence on the relationship between
resources-demands and burnout-job satisfaction in family firms.

In this way, we contribute to family firm theory by making
progress in the understanding of how these organizations can
manage adverse scenarios to survive and continue operations
(Marshall and Schrank, 2020; Mahto et al., 2022). Particularly,
this research focused on determining job resources and demand
that need to be correctly managed in order to keep psychological
risk at work under control. In this way, we also contribute to
the literature on organizational psychology (Bennis et al., 1966;
Beehr, 1998), particularly on the study of psychosocial risk, by
testing the prediction ability of the JD-R model in the particular
context of family firms and the pandemic. Finally, we contribute
to the very scant research in family firms in Latin America,
a region where these organizations are particularly prevalent
(Gomez-Mejia et al., 2020; Vazquez et al., 2020).

This article is organized as follows: The next section
provides a discussion of the theoretical framework supporting
the hypotheses. Then, the methods section informs the research
design as well as data collection and data analysis procedures.
Hereafter, results are presented and discussed. Subsequently,
findings are discussed in light of previous literature and
conclusions are stated. Finally, theoretical contributions and
practical implications are presented, and the research limitations
are acknowledged.

2. Theoretical framework

2.1. Job demand-resource in family
business

Karasek (1979) proposed the job demand-control model,
which states that a psychological work environment is defined
by a combination of job demands and job control. This
proposal later evolved into the JDCS, which has been
widely used to explain variables influencing the stress level
of an organization’s employees (Karasek and Theorell, 1990;
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Baka, 2020). Demerouti et al. (2001) proposed the job demands
and resources (JD-R) model as an extension of the JDCS
proposal by Karasek (1979). The JDCS and JD-R model
considers that job demands are related to workload, time
pressure, and role conflicts, among others (Karasek et al., 1998;
Van der Doef and Maes, 1999). Support refers to the social
integration of the individual in the workplace (Van der Doef and
Maes, 1999).

The JD-R model has been shown to be reliable in different
settings. Recently Jamal et al. (2021) have reported that task
interdependence, workload pressure, professional isolation, and
family interference in work relate to exhaustion and stress.
They also suggest that work autonomy, flexibility, and the
available technology resources have a positive influence on
work-life balance and job satisfaction. Karasek and Theorell
(1990) found that employees’ most adverse reactions (e.g.,
burnout) to work conditions relate to higher levels of work
demand and low levels of support at workplace. Ellison and
Caudill (2020) found that higher job demands were associated
with more job stress among prison officers. Pelfrene et al. (2001)
concluded that “feeling stressed” was more strongly associated
with psychological demands than with freedom of decision or
social support.

When these variables are tested in relation to work
satisfaction additional support has been found in relation to the
model’s ability to explain occupational health at the workplace.
Fernemark et al. (2020) demonstrate that social support when
working with a digital practice increased physicians’ job
satisfaction in the context of telemedicine services. Yeh (2015)
found that the positive influences of job resources on job
satisfaction were greater than the negative effect of demands
on satisfaction in workers from the East Asian region. Jang
et al. (2017) evaluated the factors influencing home health care
workers’ job satisfaction and found that demands negatively
affect, and resources positively affect these employees’ levels of
satisfaction.

Despite their interest, these models have hardly been
considered in the specific context of family businesses, and no
study has been observed that analyzes the impact that COVID-
19 has had on them.

The JDCS and JD-R model has recently been used to
test occupational health in highly stressful work environments,
proving again to be reliable (e.g., Prado-Gascó et al., 2020).
Accordingly, it is expected that it will also be reliable in
assessing burnout and job satisfaction in family businesses
which are facing difficulties as a consequence of the pandemic.
Family businesses are a particularly interesting setting to assess
this model as these organizations are acknowledged for being
closely connected to their employees (Cruz et al., 2012; Llanos-
Contreras et al., 2019). Accordingly, they would deploy high
levels of support to employees. But also, the COVID-19
pandemic put their continuity under risk which would increase
the organizational stress as it has financial and socioemotional

wealth costs (Llanos-Contreras et al., 2020; Salvato et al., 2020).
The above analysis supports the following two hypotheses and
the model proposed in the Figure 1.

H1a. Resources (support) reduce the level of burnout of
employees in family businesses.

H1b. Resources (support) improve job satisfaction of
employees in family businesses.

H2a. Demands (workload and job insecurity) will have
a positive effect on burnout levels of employees in family
businesses.

H2b. Demands (workload and job insecurity) will have a
negative effect on job satisfaction levels of employees in family
businesses.

2.2. Fear to COVID-19 and job
demand-resource model: Crisis
management in family firms

With the development of the COVID-19 pandemic, several
studies have explored the consequences of this disaster on
people’s mental health (e.g., Bohlken et al., 2020; Ornell et al.,
2020; Pfefferbaum and North, 2020; Rajkumar, 2020). Previous
research has shown that people are heterogeneous in terms of
the levels of fear of this pandemic (Fitzpatrick et al., 2020;
Harper et al., 2020; Broche-Pérez et al., 2022). These studies have
also shown that the level of fear has direct and indirect effects on
people’s mental health and occupational health, as well as in their
behavior and mood at work.

Support 

Workload 

Insecurity 

Burnout H2ai 

H1a 

H2aii 

Satisfaction 

H1b 

H2bi 

H2bii 

FIGURE 1

Job demand-resource model in family business.

Frontiers in Psychology 03 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.1061612
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-1061612 December 24, 2022 Time: 16:15 # 4

Llanos-Contreras et al. 10.3389/fpsyg.2022.1061612

In relation to the direct effect, this research agrees that fear
of COVID-19 has a negative influence on people’s mental health,
level of stress, and generally on people’s mood. Thus, Chen
and Eyoun (2021) found that fear of COVID-19 is positively
associated with job insecurity and emotional exhaustion in
restaurant employees. Labrague and Santos (2020) conclude
that a higher level of fear of COVID-19 generates lower job
satisfaction and greater psychological distress in nurses on the
front line of health care. Khattak et al. (2020) proved that fear of
COVID-19 has a significant positive impact on the psychological
distress and turnover intention of nurses in Pakistan.

Fear of COVID-19 has also proven to have an indirect effect
on variables assessing psychological risk. In this way, Gasparro
et al. (2020) found that the effect of perceived job insecurity on
depressive symptoms in healthcare workers was weaker among
employees with low fear of COVID-19. Similarly, Khan et al.
(2021) concluded that the effect of perceived job insecurity
on people’s mental health was stronger when employees had
a greater fear of COVID-19. It suggested that in a work
environment, employees’ fear of COVID-19 will enhance the
negative effect of job demand on burnout and job satisfaction,
while it will weaken the positive effect of job support on these
same variables.

Taken together, people have differences in the level of fear
of COVID-19, and empirical results in recent research suggest
that fear of COVID-19 would have a moderating effect on
the relationships proposed by the JD-R model. It supports the
following two hypotheses.

H3a. Workers’ fear in disaster situations (e.g., COVID-19)
will have a moderating effect on the role of resources and
demands on burnout of employees in family businesses.

H3b. Workers’ fear in disaster situations (e.g., COVID-19)
will have a moderating effect on the role of resources and
demands on job satisfaction of employees in family businesses.

3. Research design

3.1. Questionnaire

Data were collected through an online questionnaire
applied in January 2021. The questionnaire includes questions
about variables of interest, namely: burnout, insecurity,
satisfaction, support, workload, and fear of COVID-19, as
well as demographic data. The Burnout Assessment Tool
(BAT) of 22 items representing the four dimensions of
burnout: exhaustion, mental distance, emotional impairment,
and cognitive impairment was used to assess the level of burnout
(Schaufeli and Desart, 2020). The job insecurity scale was
adapted from De Witte (2000) to assess this construct. To

measure the level of job satisfaction and organizational support,
a scale of Eisenberger et al. (1997) was adapted. To measure
workload, the UNIPSICO battery was adapted (Gil-Monte,
2016). Finally, the COVID-19 fear measure was an adaptation
from a scale proposed by Fitzpatrick et al. (2020). All items have
been measured using a 5-point Likert scale.

The sample contains 214 observations of family business
employees from Chile surveyed after 10 month the pandemic
in this country. The age of the respondents ranges from 22 to
81 years, with an average of 43 (M = 43.29; SD = 11.94), and
the number of men (n = 105) and women (n = 109) is balanced.
Most of the respondents have a technical or professional higher
education degree.

3.2. Methods

Each of the latent constructs’ psychometric properties was
tested, and satisfactory fit measures were obtained for all the
reflective models (Table 1). The constructs’ internal consistency
was evaluated with Cronbach’s α and composite reliability
(CR), finding adequate indicators, except for the construct
workload with a Cronbach’s α of 0.666. However, the variable is
maintained in the model considering the rest of the satisfactory
fit measures of the construct (Hair et al., 2014).

To determine the sample adequacy for factor analysis, the
Kaiser-Meyer-Olkin (KMO) test was used. All constructs have
a KMO greater than 0.600; moreover, excepting Workload, the
KMO is greater than 0.700, which are considered acceptable
(Shrestha, 2021). The convergent validity of the reflective
models was tested by the factor loadings (above 0.700)
and the average variance extracted (AVE) (above 0.500)
(Hair et al., 2014). To assess the discriminant validity the
heterotrait-monotrait ratio of correlations (HTMT) was used.

TABLE 1 Reliability and validity assessment.

Construct KMO AVE CR Cronbach’s α Factor
loadings

Burnout 0.907 0.663 0.887 0.830 >0.700***

Exhaustion 0.892 >0.700***

Mental
distance

0.800 >0.700***

Emotional
impairment

0.880 >0.700***

Cognitive
impairment

0.823 >0.700***

Insecurity 0.713 0.722 0.912 0.871 >0.700***

Satisfaction 0.711 0.744 0.897 0.828 >0.700***

Support 0.828 0.689 0.917 0.886 >0.700***

Workload 0.661 0.596 0.815 0.666 >0.700***

CR, composite reliability; AVE, average variance extracted. */**/***Significance level
at 0.10/0.05/0.01.
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TABLE 2 Results of the SEM-PLS analysis.

Burnout Satisfaction Fit measures

Path f2 Path f2 R2 Q2

Support −0.084 0.009 0.454*** 0.275

Workload 0.495*** 0.359 −0.049 0.003

Insecurity 0.219*** 0.062 −0.274*** 0.097

Burnout 0.412 0.261

Satisfaction 0.415 0.297

*/**/***Significance level at 0.10/0.05/0.01; effect sizes (Cohen, 1988): f 2 > 0.35 strong
effect; f 2 > 0.15 moderate effect; f 2 > 0.02 weak effect.

According to Hair et al. (2016), the discriminant validity has
been established between two reflective constructs, if the HTMT
value is below 0.900. We tested all pairs of constructs and found
no HTMT greater than 0.900, thus, indicators were satisfactory
for all cases.

A partial least squares structural equation model (SEM-PLS)
was used to test the proposed hypotheses, using burnout and
satisfaction levels as dependent variables, organizational support
as an explanatory variable of resource, and workload and job

insecurity as independent variables of demand. To evaluate
the moderating effect of fear of COVID-19, a MGA was used
considering three subsamples: individuals with high, medium,
and low fear of COVID-19 (Hair et al., 2017a).

4. Results

4.1. Job demand-control-support in
family firms

The multiple correlation coefficient (R2 = 0.412) and Stone-
Geisser’s predictive relevance test (Q2 = 0.261, blindfolding
procedure, omission distance = 7) indicate that the structural
model for the dependent variable burnout is relevant and
predictive (Chin, 1998, 2010). Also, the standardized root-
mean-square residual (SRMR), as a goodness of fit measure,
indicates a good fit (SRMR = 0.079) (Henseler et al., 2014). In the
model with dependent variable satisfaction, good measurement
indicators were also observed (R2 = 0.415; Q2 = 0.297,
blindfolding procedure, omission distance = 7). It is possible
to confirm the significance of both models (Hair et al., 2017b).

Support

Workload

Insecurity

Burnout
H2ai 0.495***

H1a -0.084

H2aii 0.219***

Support

Workload

Insecurity

Satisfaction
H2bi -0.049

H1b 0.454***

H2bii -0.274***

FIGURE 2

Job demand-resource model in family business. Hypotheses testing.

TABLE 3 Results of the multigroup analysis.

Low fear Medium fear High fear

Path f2 Path f2 Path f2

Support→ burnout – 0.247* 0.119 0.047 0.007 – 0.233** 0.073

Workload→ burnout 0.675*** 1.075 0.450*** 0.264 0.496*** 0.408

Insecurity→ burnout 0.000 0.000 0.347*** 0.154 0.150 0.030

R2 burnout 0.652 0.409 0.434

Support→ satisfaction 0.249 0.067 0.590*** 0.528 0.396*** 0.216

Workload→ satisfaction – 0.257 0.086 0.018 0.000 – 0.024 0.001

Insecurity→ satisfaction – 0.278 0.089 – 0.218** 0.070 – 0.373*** 0.189

R2 satisfaction 0.372 0.490 0.446

*/**/***Significance level at 0.10/0.05/0.01; effect sizes (Cohen, 1988): f 2 > 0.35 strong effect; f 2 > 0.15 moderate effect; f 2 > 0.02 weak effect.
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The SRMR indicates a good fit (SRMR = 0.075) (Henseler et al.,
2014).

Support was not found for hypothesis 1a since no
significant relationship was found between organizational
support and employees’ burnout level in family businesses
(Table 2). The analysis results support hypothesis 1b, i.e.,
organizational support in family businesses improves worker
satisfaction in a positive and significant way. Hypothesis 2a is
accepted since demands (workload and job insecurity) positively
and significantly affect employees’ burnout levels in family
businesses. Hypothesis 2b is partially supported since only a
negative and significant relationship was found between job
insecurity and satisfaction, and no significant effect of workload
on job satisfaction was observed. Figure 2 summarizes these
informed results.

4.2. Demands and resources model in a
pandemic scenario

The MGA shows significant differences among the three
proposed groups. Thus hypothesis 3 is supported, confirming
that fear of COVID-19 has a moderating effect on the
influence that resources and demands have on burnout and
job satisfaction. The variable “support” significantly decreases
burnout in employees of family firms with high fear of COVID-
19. However, it does not affect the satisfaction of workers with
a lower level of fear of the disease. Job insecurity presents a
positive and significant influence on burnout only for employees
with a medium level of fear of COVID-19. It has no effect on
job satisfaction in employees of family firms with a low level of
fear of COVID-19. The workload effects on burnout level and
job satisfaction show similar results to the overall model, but the
effect of workload on burnout is highest for employees with low
fear of COVID-19. Table 3 presents all these results.

5. Discussion and conclusion

It is acknowledged in family firm literature that for
these organizations, continuity and survival (transgenerational)
are one of their main goals (Kotlar and De Massis, 2013;
Llanos-Contreras and Jabri, 2021), and COVID-19 had been
a major shock which has threatened this aim in recent
times. One way through which the pandemic challenged these
firms’ continuity was by the impact it has had on their
human resources’ psychological risk, due to psychological
risk impact on individuals’ health, organizational climate,
and firm productivity (Bergh et al., 2018). Psychological risk
can arise as consequence of poor social context, work, and
organizational design, and COVID-19 is considered to have
had a great negative impact on these (Prado-Gascó et al.,
2020). Importantly, burnout, and job satisfaction are related

to psychological risk at work (Guadix et al., 2015; Elshaer
et al., 2018). For this reason, this article focuses on responding
to the questions: how do demands and resources variables
affect the level of burnout and satisfaction of employees of
family businesses in the context of the pandemic (COVID-19)?
How does fear of COVID-19 affect the influence of demands
and resource variables on the level of burnout and employee
satisfaction in family firms?

In relation to job demands, this study’s results confirm the
theoretical predictions that workload and insecurity positively
influence burnout, as well as confirming that job insecurity
negatively influences job satisfaction. This is in line with
previous studies on psychological risk at work (e.g., Elshaer
et al., 2018; Ellison and Caudill, 2020; Jamal et al., 2021). Job
demands produce important negative effects on occupational
health in firms facing stressful scenarios. Family firms need to be
careful about how they manage these two elements particularly
when facing stressful scenarios like the one imposed by COVID-
19. While adapting operations to new conditions and challenges
imposed by the external shock will increase workload, the highly
acknowledged family commitment with business continuity can
be a positive signal to enhance job stability (Gómez-Mejía
et al., 2007; Llanos-Contreras et al., 2019). Thus, family firms,
particularly those small and medium size ones which have
fewer resources to adjust to the changes required by an external
shock, would be able to counterbalance the additional demand
of workload with clear signals of commitment to business
continuity and job stability.

In relation to job resources, results provide empirical
support to the idea that job support positively influences
job satisfaction. Similar to the prediction on job demands,
these results reinforce previous literature in relation to the
importance of this for an organization to keep psychological risk
under control (Yeh, 2015; Jang et al., 2017; Fernemark et al.,
2020). Karasek (1979)’s model proposes that occupational health
problems arise as a consequence of the imbalance between
psychological demands and the resources workers have available
to manage such demands. Job support is a critical resource for
keeping psychological demand and resources in balance and
providing good occupational health. Job support is related to
the concern the organization sets on the workers’ welfare, their
availability to provide help when the workers have a problem,
the firm’s disposition to consider the workers’ opinion and/or
help in solving problems if the worker were to make any
mistake (Eisenberger et al., 1997; Zeng et al., 2020). In line
with Prado-Gascó et al. (2020)’s results, this study suggests that
job support was important for people at work to overcome the
stress, uncertainty, and pressure consequences of the pandemic
scenario.

In relation to how fear of COVID-19 affects the influence
of demands and resources on burnout and job satisfaction
in family firms, overall, the proposed moderating effect is
confirmed. It is interesting to see that despite the fact that the
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whole sample analysis did not provide empirical support to
the predicted negative influence of support on burnout, this
relationship is confirmed when responses from people with
high levels of fear of COVID-19 are analyzed. Similarly, a
moderating effect of fear of COVID-19 is also observed for
the relationships between insecurity and burnout, support and
satisfaction, as well as for the relationship between insecurity
and satisfaction. These results are in line with recent research
indicating that people are heterogeneous in terms of their level
of fear of COVID-19 and that this heterogeneity is important in
people’s mental health assessment (Gasparro et al., 2020; Harper
et al., 2020; Labrague and Santos, 2020; Chen and Eyoun, 2021;
Broche-Pérez et al., 2022). This is important for organization
management and family firm theory as managers and family
business owners need to consider such heterogeneity in fear
of COVID-19 when making decisions that affect workload,
insecurity, and job support at work. Family business owners and
managers need to be particularly concerned about those workers
who present higher levels of fear of COVID-19, as they will be
particularly sensitive to be negatively affected by actions and
situations increasing job demands and less likely to positively
respond to job support policies.

Overall, the results discussed in the previous section
confirm the JR-D model predictions for family business workers
facing the shock of the COVID-19 pandemic (Karasek, 1979;
Demerouti et al., 2001). This is important because it proves
the reliability of the model even under conditions of extreme
external pressure. Data were collected when the pandemic was
at its peak in Chile, before the vaccine was found and under
conditions of high uncertainty about how long it would last
and what consequences it would have for people, small-medium
family businesses, and the economy. Thus, support is given
to the idea that family firms facing stressful scenarios can
control psychological risk at work by managing job demand
and resources in order to enhance continuity and survive.
Literature on family businesses shows these organizations as
highly resilient and suggests that owners-managers look to
continue operating despite minimal financial reward and highly
adverse conditions (Glover and Reay, 2015; Llanos-Contreras
et al., 2020; Mahto et al., 2022). However, in this work, it
is suggested that keeping workers’ occupational health under
control is central to meet this aim, and for this family, firms need
to be aware of the effect of their decisions on JD-R.

5.1. Contributions to theory and
practice

This study makes contributions for theory and practice.
In terms of theoretical contributions: First, contributions are
made to the literature on how family firms face severe external
shocks and survive (Marshall and Schrank, 2020; Mahto et al.,
2022). Family firms are particularly acknowledged for their
priority of preserving the firm through generations which

leads them to do everything within their reach to overcome
difficulties and survive. Such resilience has been related to
the priority for preserving the socioemotional wealth the firm
provides to the family. However, continuing business operation
is not just about motivation for preserving socioemotional
wealth, but also about these firm’s ability to manage shock
and adapt to changing contextual conditions (Alonso-Dos-
Santos and Llanos-Contreras, 2019; Salvato et al., 2020). In
this work we suggest that managing occupational health is
an important factor. Thus, the psychological resources and
demands these firms should consider managing when their
workers face stressful scenarios are analyzed. Second, this study
also contributes to the literature on organizational psychology
(Bennis et al., 1966; Beehr, 1998), particularly to the study of
factors influencing psychosocial risk. The study first applied
the acknowledged JD-R model to determine how demand and
resource factors influenced psychological risk in family firms
when faced with the COVID-19 pandemic. In this way, the
importance of balancing workload, job insecurity, and job
support to keep occupational health under control is discussed.

The study also shows the importance of observing workers’
heterogeneity in terms of fear of COVID-19 as it is a driver
which can increase or decrease the impact of the resources
and demand variables on psychological risk. Finally, this study
contributes to the very scant research on Latin American
family firms, a region where these organizations are particularly
prevalent (Gomez-Mejia et al., 2020; Vazquez et al., 2020). Chile
was acknowledged for its efficiency in managing the crises
generated by COVID-19 from a public health point of view.
However, it imposed severe restrictions on economic activities
and high demands on companies to continue to operate under
pandemic conditions. This implies pressure and stress not only
for family business owners whose income is reduced and face
additional expenses for adapting their operation but also for
workers who see their occupational health and job at risk and
face changes in the way they do their jobs.

This article also has important practical implications. Family
business owners and managers can benefit by learning how
they should manage workload, send the correct signals about
business continuity to enhance workers’ perception of job
stability, and provide enough job support in order to keep
psychological risk at work under control. This is not only
important for business policy but also for public policy, since
government authorities have much to do in terms of providing
the correct information and certainty about what these firms
need to do to continue operations in a safe way. This will be
important for the business’ operation but also for their workers’
occupational health. Practitioners can also learn about the
importance of considering the asymmetries on the level of fear
of COVID-19 that people present. This is important in order
to develop differentiated policies that address the specific needs
of groups of people with different levels of risk of presenting
occupational health problems.
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5.2. Limitations and future research

This research has some limitations that can be considered
as a starting point for future work. The development of
the pandemic demonstrated that countries have very different
capacities and resources to deal with this type of event.
It is possible that the best prepared countries will be able
to maintain an economic flow that will allow companies
to survive in these uncertain contexts. Thus, the economic
situation of the country during the COVID-19 pandemic
may influence workers’ perceptions and their fear of the
pandemic. Future research can use samples from different
countries to contrast results, for example, between developed
and emerging economies. The findings of this study can even
be analyzed among autonomous states belonging to the same
country to understand the differences within a decentralized
governmental system.

This study has not considered how family firms monitor and
cope with employees’ fear of disastrous events (e.g., COVID-
19 pandemic). It would be interesting to study the behavior of
family firms in terms of the mechanisms they use to manage
employees’ negative perceptions, insecurities, and fear, which
can compromise the survival of the firm. Moreover, the way
family businesses act toward their employees in times of crisis
can influence the reputation of the firm and threaten one of the
main competitive advantages of the family business. In this vein,
an avenue of research can turn its attention to the strategies that
family firms implement for managing human resources during
disasters (e.g., COVID-19 pandemic) and how these strategies
affect the reputation of the company.

Considering the heterogeneity of family businesses, some of
them may be better prepared than others to face the pandemic
or may be in sectors that have not been negatively affected by
this event. Analyzing the differences in the capabilities of family
businesses to cope with the pandemic may serve as an example
for other family businesses to adopt successful strategies to
survive during adverse events.

Data availability statement

The raw data supporting the conclusions of this article will
be made available by the authors, without undue reservation.

Author contributions

All authors listed have made a substantial, direct, and
intellectual contribution to the work, and approved it for
publication.

Funding

This work was financially supported by “Dirección de
Investigación de la Universidad Católica de la Santísima.
Concepción, Chile” Research Project DIREG 05/2020.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the
authors and do not necessarily represent those of their affiliated
organizations, or those of the publisher, the editors and the
reviewers. Any product that may be evaluated in this article, or
claim that may be made by its manufacturer, is not guaranteed
or endorsed by the publisher.

References

Alonso-Dos-Santos, M., and Llanos-Contreras, O. (2019). ‘Family business
performance in a post-disaster scenario: The influence of socioemotional wealth
importance and entrepreneurial orientation’. J. Bus. Res. 101, 492–498. doi: 10.
1016/j.jbusres.2018.12.057

Apedo-Amah, M. C., Besart, A., Xavier, C., Marcio, C., Elwyn, D., Arti, G., et al.
(2020). Unmasking the impact of COVID-19 on businesses : Firm level evidence from
across the world. Washington, DC: World Bank, doi: 10.1596/1813-9450-9434

Baka, L. (2020). ‘Types of job demands make a difference. Testing the job
demand-control-support model among Polish police officers’. Int. J. Hum. Resour.
Manag. 31, 2265–2288. doi: 10.1080/09585192.2018.1443962

Beehr, T. (1998). “An organizational psychology meta-model of occupational
stress,” in Theories of organizational stress, ed. C. L. Cooper (Oxford: Oxford
University Press), 6–27.

Bennis, W., Katz, D., and Kahn, R. (1966). ‘The social psychology of
organizations.’. Am. Sociol. Rev. 31:745. doi: 10.2307/2091895

Bergh, L. I. V., Leka, S., and Zwetsloot, G. I. J. M. (2018). ‘Tailoring
psychosocial risk assessment in the oil and gas industry by exploring specific and
common psychosocial risks’. Saf. Health Work 9, 63–70. doi: 10.1016/j.shaw.2017.0
5.001

Berrone, P., Cruz, C., and Gomez-Mejia, L. (2012). ‘Socioemotional wealth
in family firms: Theoretical dimensions, assessment approaches, and agenda for
future research’. Fam. Bus. Rev. 25, 258–279.

Bohlken, J., Schömig, F., Lemke, M., Pumberger, M., and Riedel-Heller,
S. (2020). ‘COVID-19 pandemic: Stress experience of healthcare workers -
a short current review’. Psychiatr. Prax. 47, 190–197. doi: 10.1055/a-1159-
5551

Frontiers in Psychology 08 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.1061612
https://doi.org/10.1016/j.jbusres.2018.12.057
https://doi.org/10.1016/j.jbusres.2018.12.057
https://doi.org/10.1596/1813-9450-9434
https://doi.org/10.1080/09585192.2018.1443962
https://doi.org/10.2307/2091895
https://doi.org/10.1016/j.shaw.2017.05.001
https://doi.org/10.1016/j.shaw.2017.05.001
https://doi.org/10.1055/a-1159-5551
https://doi.org/10.1055/a-1159-5551
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-1061612 December 24, 2022 Time: 16:15 # 9

Llanos-Contreras et al. 10.3389/fpsyg.2022.1061612

Broche-Pérez, Y., Fernández-Fleites, Z., Jiménez-Puig, E., Fernández-Castillo,
E., Rodríguez-Martin, B. C. (2022). Gender and fear of COVID-19 in a cuban
population sample. Int. J. Ment. Health Addict. 20, 83–91. doi: 10.1007/s11469-
020-00343-8

Chen, H., and Eyoun, K. (2021). ‘Do mindfulness and perceived organizational
support work? Fear of COVID-19 on restaurant frontline employees’ job
insecurity and emotional exhaustion. Int. J. Hosp. Manag. 94:102850. doi: 10.1016/
j.ijhm.2020.102850

Chin, W. (1998). ‘The partial least squares approach to structural equation
modeling’. Modern Methods Bus. Res. 295, 295–336.

Chin, W. (2010). “How to write up and report PLS analyses’,” in Handbook of
partial least squares, (Berlin: Springer), 655–690. doi: 10.3390/foods10092224

Cohen, J. (1988). Statistical power analysis for the behavioral sciences. 2 Edn,
Chap. Hillsdale, NJ. Lawrence Erlbaum.

Cruz, C., Justo, R., and De Castro, J. O. (2012). ‘Does family employment
enhance MSEs performance?’. J. Bus. Vent. 27, 62–76. doi: 10.1016/j.jbusvent.2010.
07.002

De Massis, A., and Rondi, E. (2020). ‘Covid-19 and the future of family business
research’. J. Manag. Stud. 57, 1727–1731. doi: 10.1111/joms.12632

De Witte, H. (2000). “Arbeidsethos en jobonzekerheid: Meting en gevolgen
voor welzijn, tevredenheid en inzet op het werk [Work ethic and job insecurity:
Assessment and consequences for well-being, satisfaction and performance at
work],” in Van groep naar gemeenschap [From group to community], eds R.
Bouwen, et al. (Leuven: Garant. Liber Amicorum Prof. Dr. Leo Lagrou), 325–350.

Demerouti, E., Bakker, A. B., Nachreiner, F., and Schaufeli, W. B. (2001). ‘The
job demands-resources model of burnout.’. J. Appl. Psychol. 86, 499–512. doi:
10.1037/0021-9010.86.3.499

Dutheil, F., Charkhabi, M., Ravoux, H., Brousse, G., Dewavrin, S., Cornet, T.,
et al. (2020). ‘Exploring the link between work addiction risk and health-related
outcomes using job-demand-control model’. Int. J. Environ. Res. Public Health
17:7594. doi: 10.3390/ijerph17207594

Eisenberger, R., Cummings, J., Armeli, S., and Lynch, P. (1997). ‘Perceived
organizational support, discretionary treatment, and job satisfaction.’. J. Appl.
Psychol. 82, 812–820. doi: 10.1037/0021-9010.82.5.812

Ellison, J., and Caudill, J. (2020). ‘Working on local time: Testing the job-
demand-control-support model of stress with jail officers’. J. Crim. Just. 70:101717.
doi: 10.1016/j.jcrimjus.2020.101717

Elshaer, N. S. M., Moustafa, M. S., Aiad, M. W., and Ramadan, M. I. (2018). ‘Job
stress and burnout syndrome among critical care healthcare workers’. Alex. J. Med.
54, 273–277. doi: 10.1016/j.ajme.2017.06.004

Fernemark, H., Skagerström, J., Seing, I., Ericsson, C., and Nilsen, P. (2020).
‘Digital consultations in Swedish primary health care: A qualitative study of
physicians’ job control, demand and support’. BMC Fam. Pract. 21:241. doi: 10.
1186/s12875-020-01321-8

Fitzpatrick, K., Harris, C., and Drawve, G. (2020). Fear of COVID-19 and the
mental health consequences in America. Psychol. Trauma Theory Res. Pract. Policy
12(S1), S17–S21. doi: 10.1037/tra0000924

Gasparro, R., Scandurra, C., Maldonato, N. M., Dolce, P., Bochicchio, V.,
Valletta, A., et al. (2020). ‘Perceived job insecurity and depressive symptoms
among italian dentists: The moderating role of fear of COVID-19’. Int J. Environ.
Res. Public Health 17:5338. doi: 10.3390/ijerph17155338

Gil-Monte, P. R. (2016). ‘The UNIPSICO questionnaire: Psychometric
properties of the scales measuring psychosocial demands’. Arch. Prev. Riesgos
Labor. 19, 86–94. doi: 10.12961/aprl.2016.19.02.2

Giménez-Espert, M., Prado-Gascó, V., and Soto-Rubio, A. (2020). Psychosocial
risks, work engagement, and job satisfaction of nurses during COVID-
19 pandemic. Front. Public Health 8:566896. doi: 10.3389/fpubh.2020.56
6896

Glover, J. L., and Reay, T. (2015). ‘Sustaining the family business with minimal
financial rewards’. Fam. Bus. Rev. 28, 163–177. doi: 10.1177/0894486513511814

Gómez-Mejía, L. R., Haynes, K. T., Núñez-Nickel, M., Jacobson, K. J. L., and
Moyano-Fuentes, J. (2007). ‘Socioemotional wealth and business risks in family-
controlled firms: Evidence from spanish olive oil mills’. Adm. Sci. Q. 52, 106–137.
doi: 10.2189/asqu.52.1.106

Gomez-Mejia, L., Basco, R., Gonzalez, A. Cristina, Cross Cultural, C. G. M., and
Management, S. (2020). ‘Family business and local development in Iberoamerica’.
Cross Cult. Strat. Manag. 27, 121–136. doi: 10.1108/CCSM-02-2020-223

Guadix, J., Carrillo-Castrillo, J., Onieva, L., and Lucena, D. (2015). ‘Strategies
for psychosocial risk management in manufacturing’. J. Bus. Res. 68, 1475–1480.
doi: 10.1016/j.jbusres.2015.01.037

Hair, J. F., Hult, G. T. M., Ringle, C. M., and Sarstedt, M. (2017a). “Outlook
on advanced methods,” in A primer on partial least squares structural equation
modeling (PLS-SEM), 2 Edn, (Los Angeles: Sage), 275–311.

Hair, J. F., Sarstedt, M., Ringle, C. M., and Gudergan, S. P. (2017b). Advanced
issues in partial least squares structural equation modeling. Thousand Oaks, CA:
SAGE Publications.

Hair, J. F. Jr., Sarstedt, M., Hopkins, L., and Kuppelwieser, V. G. (2014). Partial
least squares structural equation modeling (PLS-SEM): An emerging tool in
business research. Eur. Bus. Rev. 26, 106–121. doi: 10.1108/EBR-10-2013-0128

Hair, J., Hult, G. T. M., Ringle, C. M. and Sarstedt, M. (2016). A primer on partial
least squares structural equation modeling (PLS-SEM). Thousand Oaks, CA: Sage
publications.

Harper, C., Satchell, L., Fido, D., and Latzman, R. (2020). Functional fear
predicts public health compliance in the COVID-19 pandemic. Int. J. Ment. Health
Add. 19, 1875–1888. doi: 10.1007/s11469-020-00281-5

Henseler, J., Dijkstra, T. K., Sarstedt, M., Ringle, C. M., Diamantopoulos, A.,
Straub, D. W., et al. (2014). Common beliefs and reality about partial least squares.
Org. Res. Methods 17, 182–209.

Jalilian, H., Shouroki, F. K., Azmoon, H., Rostamabadi, A., and Choobineh, A.
(2019). ‘Relationship between job stress and fatigue based on job demand-control-
support model in hospital nurses’. Int. J. Preven. Med. 10:56. doi: 10.4103/ijpvm.
IJPVM_178_17

Jamal, M. T., Anwar, I., Khan, N. A., and Saleem, I. (2021). ‘Work during
COVID-19: Assessing the influence of job demands and resources on practical
and psychological outcomes for employees’. Asia Pacific J. Bus. Adm. 13, 293–319.
doi: 10.1108/APJBA-05-2020-0149

Jang, Y., Lee, A. A., Zadrozny, M., Bae, S., Kim, M. T., and Marti, N. C. (2017).
‘Determinants of job satisfaction and turnover intent in home health workers’.
J. Appl. Gerontol. 36, 56–70. doi: 10.1177/0733464815586059

Karasek, R. (1979). ‘Job demands, job decision latitude, and mental strain:
Implications for job redesign. Adm. Sci. Quart. 24:285. doi: 10.2307/2392498

Karasek, R., and Theorell, T. (1990). Healthy work: Stress, productivity, and the
reconstruction of working life. New York, NY: Basic Books.

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., and Amick, B.
(1998). ‘The job content questionnaire (JCQ): An instrument for internationally
comparative assessments of psychosocial job characteristics.’. J. Occup. Health
Psychol. 3, 322–355. doi: 10.1037/1076-8998.3.4.322

Khan, K. I., Niazi, A., Nasir, A., Hussain, M., and Khan, M. I (2021). ‘The
effect of COVID-19 on the hospitality industry: The implication for open
innovation’. J. Open Innov. Technol. Market. Comp. 7:30. doi: 10.3390/joitmc701
0030

Khattak, S., Saeed, I., Rehman, S. U., and Fayaz, M. (2020). Impact of fear of
COVID-19 pandemic on the mental health of nurses in Pakistan. J. Loss Trauma
26, 421–435. doi: 10.1080/15325024.2020.1814580

Kotlar, J., and De Massis, A. (2013). ‘Goal setting in family firms: Goal diversity,
social interactions, and collective commitment to family–centered goals. Entrep.
Theory Pract. 37, 1263–1288. doi: 10.1111/etap.12065

Labrague, L., and Santos, J. (2020). Fear of COVID-19, psychological distress,
work satisfaction and turnover intention among frontline nurses’. J. Nurs. Manag.
9, 395–403. doi: 10.1111/jonm.13168

Llanos-Contreras, O., and Alonso-Dos-Santos, M. (2018). ‘Exploring the
asymmetric influence of socioemotional wealth priorities on entrepreneurial
behaviour in family businesses’. Eur. J. Int. Manag. 12, 576–595. doi: 10.1504/EJIM.
2018.094458

Llanos-Contreras, O., Alonso-Dos-Santos, M., and Ribeiro-Soriano, D. (2020).
‘Entrepreneurship and risk-taking in a post-disaster scenario’. Int. Entrep. Manag.
J. 16, 221–237. doi: 10.1007/s11365-019-00590-9

Llanos-Contreras, O., and Jabri, M. (2021). Socioemotional wealth of family
firms: The theoretical perspective and challenges. Eur. J. Int. Manage. 16:60. doi:
10.1504/EJIM.2021.116701

Llanos-Contreras, O., Jabri, M., and Sharma, P. (2019). ‘Temporality and the
role of shocks in explaining changes in socioemotional wealth and entrepreneurial
orientation of small and medium family enterprises’. Int. Entrep. Manag. J. 15,
1269–1289. doi: 10.1007/s11365-019-00595-4

Mahto, R. V., Llanos-Contreras, O., and Hebles, M. (2022). ‘Post-disaster
recovery for family firms: The role of owner motivations, firm resources, and
dynamic capabilities’. J. Bus. Res. 145, 117–129. doi: 10.1016/j.jbusres.2022.02.089

Marshall, M. I., and Schrank, H. L. (2020). ‘Sink or swim? Impacts of
management strategies on small business survival and recovery. Sustainability
12:6229. doi: 10.3390/su12156229

Frontiers in Psychology 09 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.1061612
https://doi.org/10.1007/s11469-020-00343-8
https://doi.org/10.1007/s11469-020-00343-8
https://doi.org/10.1016/j.ijhm.2020.102850
https://doi.org/10.1016/j.ijhm.2020.102850
https://doi.org/10.3390/foods10092224
https://doi.org/10.1016/j.jbusvent.2010.07.002
https://doi.org/10.1016/j.jbusvent.2010.07.002
https://doi.org/10.1111/joms.12632
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.3390/ijerph17207594
https://doi.org/10.1037/0021-9010.82.5.812
https://doi.org/10.1016/j.jcrimjus.2020.101717
https://doi.org/10.1016/j.ajme.2017.06.004
https://doi.org/10.1186/s12875-020-01321-8
https://doi.org/10.1186/s12875-020-01321-8
https://doi.org/10.1037/tra0000924
https://doi.org/10.3390/ijerph17155338
https://doi.org/10.12961/aprl.2016.19.02.2
https://doi.org/10.3389/fpubh.2020.566896
https://doi.org/10.3389/fpubh.2020.566896
https://doi.org/10.1177/0894486513511814
https://doi.org/10.2189/asqu.52.1.106
https://doi.org/10.1108/CCSM-02-2020-223
https://doi.org/10.1016/j.jbusres.2015.01.037
https://doi.org/10.1108/EBR-10-2013-0128
https://doi.org/10.1007/s11469-020-00281-5
https://doi.org/10.4103/ijpvm.IJPVM_178_17
https://doi.org/10.4103/ijpvm.IJPVM_178_17
https://doi.org/10.1108/APJBA-05-2020-0149
https://doi.org/10.1177/0733464815586059
https://doi.org/10.2307/2392498
https://doi.org/10.1037/1076-8998.3.4.322
https://doi.org/10.3390/joitmc7010030
https://doi.org/10.3390/joitmc7010030
https://doi.org/10.1080/15325024.2020.1814580
https://doi.org/10.1111/etap.12065
https://doi.org/10.1111/jonm.13168
https://doi.org/10.1504/EJIM.2018.094458
https://doi.org/10.1504/EJIM.2018.094458
https://doi.org/10.1007/s11365-019-00590-9
https://doi.org/10.1504/EJIM.2021.116701
https://doi.org/10.1504/EJIM.2021.116701
https://doi.org/10.1007/s11365-019-00595-4
https://doi.org/10.1016/j.jbusres.2022.02.089
https://doi.org/10.3390/su12156229
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-1061612 December 24, 2022 Time: 16:15 # 10

Llanos-Contreras et al. 10.3389/fpsyg.2022.1061612

Marshall, M. I., Niehm, L. S., Sydnor, S. B., and Schrank, H. L. (2015).
‘Predicting small business demise after a natural disaster: An analysis of
pre-existing conditions’. Nat. Hazards 79, 331–354. doi: 10.1007/s11069-015-1
845-0

McDowell, W. C., Matthews, L. M., Matthews, R. L., Aaron, J. R., Edmondson,
D. R., and Ward, C. B. (2019). ‘The price of success: Balancing the effects of
entrepreneurial commitment, work-family conflict and emotional exhaustion on
job satisfaction’. Int. Entrep. Manag. J. 15, 1179–1192. doi: 10.1007/s11365-019-
00581-w

Ornell, F., Schuch, J., Sordi, A., and Kessler, F. (2020). “‘Pandemic fear” and
COVID-19: Mental health burden and strategies’. Braz. J. Psychiatry 42, 232–235.
doi: 10.1590/1516-4446-2020-0008

Pelfrene, E., Vlerick, P., Mak, R. P., de Smet, P., Kornitzer, M., and Backel, G
G. De (2001). ‘Scale reliability and validity of the Karasek “Job Demand-Control-
Support” model in the Belstress study’. Work Stress 15, 297–313. doi: 10.1080/
02678370110086399

Pfefferbaum, B., and North, C. (2020). ‘Mental health and the Covid-19
pandemic’. N Engl. J. Med. 383, 510–512. doi: 10.1056/NEJMp2008017

Prado-Gascó, V., Gómez-Domínguez, M., Soto-Rubio, A., Díaz-Rodríguez, L.,
and Navarro-Mateu, D. (2020). Stay at home and teach: A Comparative study of
psychosocial risks between spain and mexico during the pandemic’. Front. Psychol.
11:566900. doi: 10.3389/fpsyg.2020.566900

Rajkumar, R. (2020). ‘COVID-19 and mental health: A review of the existing
literature’. Asian J. Psychiatry 52:102066. doi: 10.1016/j.ajp.2020.102066

Salvato, C., Sargiacomo, M., Amore, M. D., and Minichilli, A. (2020).
‘Natural disasters as a source of entrepreneurial opportunity: Family business
resilience after an earthquake’. Strat. Entrep. J. 14, 594–615. doi: 10.1002/sej.
1368

Schaufeli, W., and Desart, S. (2020). Manual burnout assessment tool (BAT) –
Version 2.0. 1–143.

Shrestha, N. (2021). ‘Factor analysis as a tool for survey analysis’. Am. J. Appl.
Math. Stat. 9, 4–11. doi: 10.12691/ajams-9-1-2

Van der Doef, M., and Maes, S. (1999). ‘The job demand-control (-Support)
Model and psychological well-being: A review of 20 years of empirical research’.
Work Stress 13, 87–114. doi: 10.1080/026783799296084

Vazquez, P., Carrera, A., and Cornejo, M. (2020). ‘Corporate governance in
the largest family firms in Latin America’. Cross Cult. Strat. Manag. 27, 137–163.
doi: 10.1108/CCSM-11-2018-0194

Yeh, H.-J. (2015). ‘Job demands, job resources, and job satisfaction in East Asia’.
Soc. Indicat. Res. 121, 47–60. doi: 10.1007/s11205-014-0631-9

Zeng, X., Zhang, X., Chen, M., Liu, J., and Wu, C. (2020). The influence of
perceived organizational support on police job burnout: A moderated mediation
model. Front. Psychol. 11:948. doi: 10.3389/fpsyg.2020.00948

Frontiers in Psychology 10 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.1061612
https://doi.org/10.1007/s11069-015-1845-0
https://doi.org/10.1007/s11069-015-1845-0
https://doi.org/10.1007/s11365-019-00581-w
https://doi.org/10.1007/s11365-019-00581-w
https://doi.org/10.1590/1516-4446-2020-0008
https://doi.org/10.1080/02678370110086399
https://doi.org/10.1080/02678370110086399
https://doi.org/10.1056/NEJMp2008017
https://doi.org/10.3389/fpsyg.2020.566900
https://doi.org/10.1016/j.ajp.2020.102066
https://doi.org/10.1002/sej.1368
https://doi.org/10.1002/sej.1368
https://doi.org/10.12691/ajams-9-1-2
https://doi.org/10.1080/026783799296084
https://doi.org/10.1108/CCSM-11-2018-0194
https://doi.org/10.1007/s11205-014-0631-9
https://doi.org/10.3389/fpsyg.2020.00948
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/

	Job-demand and family business resources in pandemic context: How they influence burnout and job satisfaction
	1. Introduction
	2. Theoretical framework
	2.1. Job demand-resource in family business
	2.2. Fear to COVID-19 and job demand-resource model: Crisis management in family firms

	3. Research design
	3.1. Questionnaire
	3.2. Methods

	4. Results
	4.1. Job demand-control-support in family firms
	4.2. Demands and resources model in a pandemic scenario

	5. Discussion and conclusion
	5.1. Contributions to theory and practice
	5.2. Limitations and future research

	Data availability statement
	Author contributions
	Funding
	Conflict of interest
	Publisher's note
	References


