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Article 
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Abstract: Combining the Job Demands-Resourses model and the Work Adjustment theory, this research aims 

to create a theoretical model that considers Leader-Member Exchange (LMX) and Work Adjustment as 

protective factors, capable of reducing job exhaustion and turnover intention. A convenience sample of 257 

Italian employees filled an online self-report questionnaire. A sequential mediation model was tested, which 

showed that the relationship between LMX and turnover intention is mediated by Work Adjustment and Job 

Exhaustion. The results show that the higher the LMX, the higher the work adjustment of the workers and the 

less they will perceive job exhaustion and, consequently, intent to leave the organisation. With a view to 

primary prevention, the aim was to investigate possible protective factors at work and the risk factors to look 

out for in order to move in the direction of preventing a malaise phenomenon before it develops with the aim 

of promoting wellbeing in organisations. 

Keywords: job exhaustion; primary prevention; leader-member exchange theory; job demands-resourses 

model; work adjustment theory; turnover intention; job satisfaction 

 

1. Introduction 

The New Normal brought and still brings with it countless changes in the world of work: some 

were already underway, others were accelerated by the Covid-19 pandemic. All of this with not a 

few repercussions on workers and their wellbeing at work [1,2]. On this horizon, therefore, there is a 

need to understand which aspects affect the health of people in organisations, not only by adopting 

an epidemiological approach, but also by identifying protective factors, with a view to primary 

prevention. For this very reason, therefore, this research will focus both on two specific psychosocial 

risks at work, such as professional exhaustion and turnover intention, but also on possible protective 

factors in the professional sphere: a social factor, specifically, the relational exchange between leaders 

and members of the organisation and Work Adjustment, namely the mutual relationship between 

the individual and his or her work environment [3,4]. 

It is also important to focus on work adjustment in the current post-pandemic context, the New 

Normal, which has imposed or allowed workers to experience new work modalities, more or less 

personalised. We have to think, in our research, about the variety and multifaceted character of such 

work modes (totally in-person or remote) that have had an impact on workers, on their relationship 

with their leader and, consequently, on their way of finding a work adjustment that was appropriate 

for them [1]. 

All these concepts will be explored in more detail in the following paragraphs and, moreover, 

they will be related to two important theories of Work Psychology, the Job Demands-Resources (JD-

R) model [5] and the Work Adjustment theory [3,4], which analyse and intersect these issues. 

1.1. Leadership style as a protective factor against turnover intentions 

Disclaimer/Publisher’s Note: The statements, opinions, and data contained in all publications are solely those of the individual author(s) and 
contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to people or property resulting 
from any ideas, methods, instructions, or products referred to in the content.
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Some theories, in the scientific literature, have focused primarily on leader behaviour and the 

effects this behaviour has on employee attitudes, motivation and team performance [6,7], treating 

leadership as a unidirectional interaction [8–10].  

The theory that supports our work, LMX: Leader-Member-Exchange [11], aims to define the 

quality of the relationship between the leader and a member of the organisation or a team, assuming 

that this relationship is dyadic and of mutual exchange that can develop and consolidate over time 

[12,13]. It must be emphasised, however, that leaders establish different quality relationships with 

their employees and this is due to factors of personality, personal compatibility and the competence 

and reliability that the subordinate demonstrates [14]. 

As we emphasised earlier, it is even more important not only to study the type of relationship 

one creates with one's leader, but also under what conditions it is established and consolidated over 

time. For example, thinking of the different work modalities and, specifically, when the person is in 

hybrid mode, the LMX must have certain characteristics: there must be a continuous exchange that 

allows the worker to feel supported, but not controlled; that allows him/her to feel that there is a 

bond, albeit at a distance, that makes him/her feel less of a sense of isolation and still belonging to the 

company [15]. It is important, therefore, that the leader makes himself/herself feel present and forges 

a good quality relationship with his/her employees. 

In this regard, a number of studies [16–18] have shown that employees who perceive a high 

quality LMX relationship with their leader experience greater empowerment, a greater sense of 

connectedness to their work, and, as a result, work harder and achieve more desirable organisational 

results. Furthermore, a high and continuous exchange between leader and organisation member is 

associated with higher job performance and satisfaction [19], high organisational commitment [20], 

frequent organisational citizenship behaviour [21], as well as lower employee turnover intention 

[22,23]. 

Organisational members, therefore, who perceive a low quality of LMX will tend to attribute 

negative characteristics to their work and report high levels of turnover intention because they feel 

that they are not sufficiently recognised and valued by their leader as if the latter keeps them outside 

the organisation [24,25]. 

Different motivations may lead the employees to leave or not to leave their organisation, but the 

level and quality of exchange they manage to establish between themselves and their leader can act 

as 'affective forces' in turnover intention [26,27]. Thus, a high quality LMX relationship can be 

considered a protective factor, an affective force that decreases turnover intention [28,29]. 

Therefore, our first hypothesis is: 

Hypothesis 1. LMX is negatively associated with turnover intention. 

1.2. Job Demands-Resourses model in relation to LMX theory 

Job-Demands-Resources is a model that incorporates many possible working conditions and 

focuses on negative and positive indicators of employee wellbeing [5]. In particular, so-called job 

stress or job strain would be the outcome of an alteration of the balance between the job demands to 

which employees are exposed and the resources available to them [5]. 

More precisely, when we speak of job demands we refer to all physical, psychological, social 

and organisational aspects that require not only a physical, but also a psychological commitment of 

both a cognitive and emotional nature. Such demands are not necessarily negative, since they can, on 

the contrary, stimulate and motivate people in the performance of their work tasks [30]. However, 

they can become high stress factors under conditions in which the person perceives an imbalance 

between the demands of the work environment and the resources at his or her disposal [5,31]. 

In addition, when the employee is faced with high work demands and must, therefore, make a 

greater effort to achieve his or her goals [32], he or she may experience negative psychological 

consequences, such as job exhaustion, which is the main dimension of the components of burnout 

[33,34] and is associated with negative outcomes such as decreased work performance [35,36], 

absenteeism [37], reduced psycho-physical wellbeing [38] and turnover intention [39]. 
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Job-Resourses include, on the other hand, all those physical, psychological, social and 

organisational aspects of the work environment that are functional to the achievement of specific 

work objectives, that reduce work demands and the associated psychological and physiological costs 

and that act as drivers of personal growth and development as well as work learning [40]. 

Referring to this model [5], a possible Job Resource for the employee can be the good quality of 

the relationship and exchanges with one's leader to cope with multiple job demands. This 

relationship, as described in the previous paragraph, is called LMX or Leader-Member-Exchange [11] 

and can become a protective factor to turnover intention, but not only: the higher the quality of the 

leader-member exchange, the lower the employee's job exhaustion and, consequently, the lower the 

turnover intention [40]. 

In conclusion, as some studies highlight, managerial support seems to play a key role in 

employee wellbeing and performance [41,42] because it reduces job exhaustion and leads to lower 

intention to leave the company [43,44]. 

Job exhaustion, however, is positively related to turnover intention [45,46]. Thus, since the 

exchange between leaders and members of the organisation (LMX) can act as a protective factor [42], 

it would consequently reduce both job exhaustion and turnover intention [40]. According to previous 

descriptions, job exhaustion is positively associated with turnover intention, so we might expect that 

the reduction of exhaustion due to a good quality of the leader-member relationship is a mechanism 

that could explain the relationship between LMX and turnover intention [21,22,40]. 

In line with the findings in the literature, the second hypothesis of our study is as follows: 

Hypothesis 2. The negative relationship between LMX and turnover is mediated by job exhaustion. 

1.3. Work Adjustment Theory in relation to LMX Theory 

The theory of Work Adjustment [3,4] is based on the concept of correspondence between the 

individual and his or her work environment, implying a harmonious and complementary 

relationship between them, in which the individual sees in that environment a good fit and a good 

correspondence with his or her needs and, likewise, the work environment responds with specific 

rewards (salary, prestige, interpersonal relationships between bosses and colleagues) to the 

individual's fit and his or her commitment to achieving specific work requirements [47,48]. When 

they perceive that their requirements are mutually fulfilled, then the individual and the work 

environment are defined as corresponding [3,4,49]. For a genuine work adjustment to take place, it is 

necessary for this process of individual-work-environment correspondence to be continuous and 

dynamic so that it is achieved and maintained over time. From these concepts of correspondence and 

adjustment, two others develop: satisfiability and satisfaction [3,4,49]. If the individual fulfils the 

requirements of his or her work environment, i.e. succeeds in having a good work adjustment, then 

he or she will be defined as a satisfactory worker. In addition, if the work environment "adjusts" to 

the individual, responding to his/her demands and needs, then we will have a satisfied worker 

[3,4,49]. 

To summarise, satisfiability and satisfaction are two outcomes of work adjustment and can be 

defined as two indicators of the degree of success an individual has achieved in managing the 

correspondence between him/herself and his/her environment and that, in turn, the work 

environment has achieved with respect to his/her worker. 

Thus, according to the Work Adjustment theory, a worker who feels a better adjustment, hence 

an achieved correspondence, between himself/herself and his/her work environment, will report 

higher levels of job satisfaction, seeing a reciprocity of expectations, needs and rewards and this has 

been reported by multiple studies in the scientific literature [49–51]. 

When we refer work adjustment, we are not only focusing on the better correspondence between 

oneself and one's work environment, understood as the organisation itself, but also to the adjustment 

to one's work mode. This is because, in the New Normal, the worker had to find a way to better adjust 

to new and different work modes that were either imposed on him/her by the organisation or, at best, 
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negotiated with his/her manager. The ability to adjust to one's job or mode inevitably has an effect on 

turnover intention [47,48] 

In fact, the concept of work adjustment is also negatively related to that of turnover. If, as 

described above, an "adjusted" worker is also a worker who is satisfied with his/her job and his/her 

environment because he/she finds it to be a good person-environment-fit [49], then he/she will report 

lower turnover intention than another worker who is less "adjusted" and, therefore, less satisfied 

[52,53].  

In a working environment, however, there are not only factors internal to the individual such as 

perception of having a good fit with one's professional environment, satisfaction and turnover 

intention, but also environmental or, better defined, relational factors. The exchange between the 

leader and his or her co-workers, in fact, can be defined as an environmental factor, as it is not the 

responsibility of the individual alone, but of a duality [11,12]. Going back to LMX theory, the higher 

the quality of the leader-member exchange, the greater the levels of trust, support and mutual 

influence. All of these constructs are nothing more than the correspondence between worker and 

work environment, characteristic of Work Adjustment theory [3,4,49]. A study by Liu et al. [54] shows 

that having a quality interaction with one's leader, a good communicative exchange, satisfying 

rewards for achieving goals and expectations, consolidates the exchange relationship and is a mutual 

adjustment resource [54,55]. 

Furthermore, this research shows how LMX creates a fertile or sterile ground for the worker to 

find his or her own work adjustment: if there is a high relational quality exchange between leader 

and organisation member, work engagement levels will increase, thus limiting turnover intention 

[54–57]. Therefore, LMX is an environmental factor positively related to work adjustment. 

From this analysis of the existing literature, we formulate our third hypothesis: 

Hypothesis 3. The negative relationship between LMX and turnover is mediated by Work Adjustment 

1.4. The relationship between LMX and turnover mediated by Work Adjustment and Work Exhaustion 

In this section, all the constructs presented above will be related: LMX, Work, Adjustment, job 

exhaustion and turnover intention. 

The model that we will present below is conceived from a primary prevention perspective, i.e. 

it aims to show which are the possible protective factors in the work environment and which are the 

risk factors to be taken into account in order to move in the direction of preventing a phenomenon of 

malaise before it develops with the aim of promoting wellbeing in organisations. 

After an analysis of the scientific literature, it emerges how LMX and work adjustment can act 

as protective factors in the workplace [28,29]. 

Specifically, it is the quality of the exchange between leader and member (LMX) that allows 

workers to perceive that there is a mutual and functional interaction between themselves and their 

environment and, therefore, increases their level of person-environment-fit [49]. This will lead to a 

greater work adjustment on the part of the worker who will perceive an achieved, but continuous 

correspondence between self and one's work environment [49–51]. In this regard, we can consider 

Work Adjustment not only the outcome of LMX, but like it, a protective factor in the work 

environment. 

Thus, the more a worker has a quality exchange with his/her leader, the better job adjustment 

he/she will find and the more satisfied he/she will be [49,50]. Numerous studies, moreover, have 

shown that a good adjustment, since it produces job satisfaction, will decrease job exhaustion [51]. 

We also know that job exhaustion is positively associated with turnover intention [44,45]: a 

worker who perceives support will find a good adjustment and this will lead to a decrease in job 

exhaustion which, in turn, will decrease turnover intention [55–57]. 

As a result of the above, Hypothesis 4 which is at the heart of our model is as follows: 

Hypothesis 4. The relationship between LMX and turnover is sequentially mediated by Work 

Adjustment and job exhaustion. 
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2. Research Method 

2.1. Participants and procedure 

Of the 311 Italian voluntary participants, a final sample of 257 participants who entirely 

completed the questionnaire was retained for analysis. Among them 147, 57.2% were male and 110, 

42.8% were female, aged between 22 and 66 years (M = 46.09; SD = 12.46), 136, 52.9% of them having 

kids. The majority of them had a high school degree (98, 38.1%); the remaining part had a Master’s 
degree (89, 34.6%); a Bachelor’s degree (32, 12.5%); a Master (31, 12.1%) and a PhD degree (7, 2.7%). 
Participants were from different occupational sectors, industry (52, 20,2%), commerce (44, 17.1%), 

education and research (30, 11.7%), remaining participants came from other different sectors (health; 

banking, assurance and finance; public administration; communications and IT etc.). The majority of 

them worked in the private sector (187, 72.8%), full time (224, 82.2%) and had an open-ended contract 

(192, 74.7%). Among them the majority worked full onsite (174, 67.7%) and the remaining participants 

worked in a hybrid mode (83, 32.3%), with the most of them teleworking two days per week (36, 

14%). Concerning procedure, participants were recruited on a voluntary basis using convenience 

sampling. Data were collected anonymously through an online survey, and the participants could 

interrupt their participation at any moment.  

2.2. Measures 

Leader-member exchange (LMX) was assessed through the five items scale from Graen and Uhl-

Bien’s measure [58], which had already been used in previous studies in Italy [59]. An example of an 
LMX item was “My manager tells me if he/she is satisfied with my work.” The items were measured 
with a five-point frequency scale ranging from “Never” (1) to “Always” (5). Cronbach’s α in this 
study was .91.  

Work adjustment was considered from the angle of adjustment to the specific work mode 

experienced by the worker. It was assessed through an adaptation of the five items scale from van 

Zoonen et al. [60], used to measure adjustment to remote working. The term “remote” was replaced 
with “my work mode”, that could be onsite or hybrid. An example of an item was “My work mode 
allows me to do my job better than I could have done in any other mode.” The items were measured 
with a five-point scale ranging from “Strongly disagree” (1) to “Strongly agree” (5). Cronbach’s α in 
this study was .86.  

Job exhaustion was assessed through the five items scale from the Maslach Burnout Inventory-

General Survey [61,62] which had already been used in previous Italian studies [63]. An example of 

an item was “I feel emotionally drained from my work” The scale of job exhaustion was composed 

of five items on a seven-point frequency scale ranging from “Never” (1) to “Always” (7). “I feel 
emotionally drained by my work” was a job exhaustion item present on the scale. Cronbach’s α in 
this study was .92.  

Turnover intention was assessed through the five items scale from Bertrand’s measure [64]. An 
example of an item was “If nothing would prevent me from leaving my position, I would do so.” The 
items were measured with a four-point frequency scale ranging from “Strongly disagree” (1) to 
“Strongly agree” (5). Cronbach’s α in this study was .91.  

Socio-professional characteristics such as gender (0=male, 1=female), age and work mode 

(0=fully onsite, 1=hybrid) were considered as control variables. 

Items from the original scales, that had never been used in Italian, were adapted and translated 

into Italian following the translation/back translation technique [65]. 

2.3. Data analyses  

Data analyses were performed in several steps. Firstly, using IBM Spss Statistics version 25, 

descriptive statistics (mean, standard deviation), α reliabilities (Cronbach’s α) for each scale and 
correlations between variables (Pearson’s r) were computed. Secondly, confirmatory factor analysis 

(CFA) was performed through MPLUS8 [66]. Goodness-of-fit for the model was evaluated using the 
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χ2 value, the comparative fit index (CFI), the Tucker-Lewis index (TLI), the root means square error 

of approximation (RMSEA), and the standardised root mean square residual (SRMR). In general, 

models with fit indices of >0.92 and an RMSEA of <0.08 indicate a fair fit between the model and the 

data [67]. To address the common method variance issue, we performed the Harman’s single-factor 

test [68] using confirmatory factor analysis. Results indicated that one single factor could not account 

for the variance in the data (χ2 (170) = 1394.76, p < 0.001, RMSEA = .16, CFI = .59, TLI = .54, SRMR = 
.15) and therefore the threat of common method bias is unlikely. Finally, the serial mediation was 

tested using model 6 in SPSS PROCESS macro version 4.2. 

2.4. Results 

Means, standard deviations, correlations and Cronbach’s α are reported in Table 1. Correlations 
showed that LMX presented a high positive relationship with work adjustment (r =.45) and a negative 

relationship with job exhaustion (r =-.38) and turnover intention (r =-.41). Work adjustment was 

negatively correlated with job exhaustion (r =-.36) and turnover intention (r =-.40). Furthermore, job 

exhaustion presented a high positive relationship with turnover intention (r =.77). Concerning 

correlations between control variables and the variables of the study, gender showed a slightly 

positive correlation with turnover intention, thus indicating that women reported higher intention to 

quit their job than men. The work mode (onsite or hybrid) was positively associated with LMX and 

work adjustment, thus people working in hybrid modes reported higher levels of leader-member 

exchange and work adjustment. 

Table 1. Means, standard deviations, Cronbach’s α and correlations. 

 M SD 1. 2. 3. 4. 5. 6. 7. 

1. Gender - - -       

2. Age 46.09 12.46 -.21*** -      

3. Work Mode - - .03 -.16* -     

4. LMX 3.32 .90 -.01 .07 .19** (.91)    

5. Work Adjustment 3.54 .87 -.08 .06 .28*** .45*** (.86)   

6. Job Exhaustion 3.38 1.50 .08 -.08 -.05 -.38*** -.36*** (.92)  

7. Turnover Intention 2.11 .77 .14* -.05 -.07 -.41*** -.40*** .77*** (.91) 

Note. N = 247; *p < .05; **p < .01; ***p < .001. M = mean; SD = standard deviation; values in brackets are internal 

consistency coefficients (Cronbach’s α). 

The estimated model for turnover intention presented good fit indices: (χ2 (164) = 341.92, p < 

0.001, RMSEA = .07, CFI = .94, TLI = .93, SRMR = .05). The explained variance was 20% for work 

adjustment; 19% for job exhaustion; and 61% for turnover intention. The estimated indirect effects 

are shown in Table 2. More specifically, LMX has a positive impact on work adjustment, thus 

increasing it and a negative impact on job exhaustion and turnover intention, thus reducing them. 

Work adjustment has a direct negative impact on turnover intention, thus increasing them. 

Furthermore, job exhaustion has a direct positive impact on turnover intention. For the indirect effects 

(Table 2), LMX decreases turnover intention through work adjustment; furthermore, LMX decreases 

turnover intention by decreasing job exhaustion; finally, LMX decreases turnover intention through 

the serial mediation of both work adjustment and job exhaustion. 
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4. Discussion 

The aim of this study is to understand whether a quality relational exchange with one's leader 

or LMX [11], leads the worker to a better work adjustment and, consequently, to less job exhaustion 

and lower turnover intention, taking the Job Demands-Resources model [5] and the Work 

Adjustment Theory [3,4] as reference lenses. 

Correlational analysis allowed us to highlight the links between the study variables. 

Based on a literature review, we hypothesised that a good LMX level is negatively associated 

with turnover intention (Hypothesis 1). The results of the regressions show that the higher the quality 

of the exchange between leader and organisation member, the lower the turnover intention, 

confirming our first hypothesis. Moreover, numerous studies point in this direction. In fact, a research 

by Ahmed et al. [69] shows how a positive exchange relationship with one's manager makes the 

worker perceive that he/she is also supported in terms of organisational support [70]. This will lead 

to an increased commitment to the job and to the organisation they belong to and, consequently, a 

lower intention to leave the company because it is perceived as being attentive to the individual's 

needs [71]. This confirms that the quality of the exchange between leader and organisation member 

acts as a protective factor to turnover intention [26,28]. 

Job Demands-Resources [5] was the reference model to formulate Hypothesis 2, in which we 

argue that the negative relationship between LMX and turnover intention is mediated by Job 

Exhaustion (Hypothesis 2), i.e., the main dimension of Burnout. When, in fact, the worker feels that 

there is an imbalance between job demands and the resources he or she can bring to bear, levels of 

job exhaustion increase [72]. 

Conversely, however, perceiving a good exchange relationship with one's leader (LMX) 

decreases job exhaustion and, consequently, turnover intention [41–44]. From our results, hypothesis 

2 is also confirmed. 

The relationship with one's leader acts as a real 'antidote' to work stress and exhaustion [73] 

because this exchange becomes social and emotional support for coping with a stressful or 

particularly demanding work environment in terms of tasks and objectives [74]. Some research also 

shows that quality relational exchanges with one's leader lead to more and better communication at 

work, formal and informal rewards, and ease in achieving results [75]. 

When, in fact, employees in a high-quality LMX relationship are continuously supported, they 

will feel effective and satisfied in their work and, consequently, the positive effects of this relationship 

will be reflected in the employees' commitment to the organisation and their willingness to continue 

to be part of it [76]. 

In addition, we wanted to test another hypothesis, based on the Work Adjustment theory [3,4]. 

We investigated whether the negative relationship between LMX and turnover intention was 
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mediated by work adjustment (Hypothesis 3) and, again, the hypothesis was confirmed by the 

results. 

In the previous paragraphs, the concept of work adjustment was defined as a concept of 

correspondence between the individual and his or her work environment, which implies a 

harmonious and complementary relationship between them, in which the individual sees in that 

environment a good fit and a good correspondence with his or her needs and, likewise, the work 

environment responds with specific rewards [3,4].  

We hypothesised, however, that it is the quality exchange with one's leader that increases the 

degree of adjustment between the worker and his or her environment and that this consequently 

leads to lower turnover intention [56–59]. Besides the agreement with the results, the scientific 

literature also goes in this direction. Some studies have focused on the importance of creating a good 

working climate and satisfying relationships with one's leader [76] in order to find a better working 

adjustment [77]. This will lead the worker to feel that he/she has established a trusting relationship 

with his/her leader and that he/she can "move" in the work environment with a certain independence 

[78], which will lead to a better correspondence of expectations and needs with his/her work 

environment [49,50] and to other numerous outcomes: job satisfaction, commitment to the company, 

involvement and organisational citizenship behaviour [79]. Moreover, a person who feels a mutual 

exchange between him/herself and his/her leader will be able to find a better work adjustment and 

this will result in greater adherence to the organisation's goals, beliefs and values [80]. Consequently, 

a worker who has found such a correspondence between himself/herself and his/her organisation 

will be less inclined to leave it [81]. 

Based on the scientific literature showing relationships between LMX, Work Adjustment, job 

exhaustion and turnover intention, we tested a model according to which the relationship between 

LMX and turnover is sequentially mediated by Work Adjustment and job exhaustion (Hypothesis 4). 

The results confirm our assumptions. Firstly, the exchange between leader and organisation member 

can, as explained in the previous paragraphs, be considered a protective factor, but only if this 

interaction is of good quality [28,29]. This support and continuous exchange allow the worker to find 

his or her own way of working and to build a greater organisational connection, i.e. the perception 

of being central, important, visible and involved in the organisational reality: this is an important 

promoter of work adjustment [82]. A better adjustment will create in workers a secure work base in 

terms of satisfaction, motivation, sense of self-efficacy and belonging [83], which will lead them to 

feel able to cope with the demands of the work environment, despite being stressful, but without 

reaching exhaustion, and this will consequently induce them to remain in a work environment that 

gives awards, that enhances and involves them positively [84]. 

Limitations 

This study has several limitations. Firstly, its cross-sectional design limits the possibility to infer 

the direction of the relationships tested. Additional studies including those with temporal designs, 

longitudinal or diary, could be useful to verify further our results. Secondly, the convenience 

sampling method could generate sample bias since participants are not chosen for their randomness 

and representativeness of a population, therefore it limits the possibility to generalise our results. 

Another limitation regards the data collection that was self-reported which implies the risk of 

common method-bias. Future studies should overcome this limitation by including other types of 

measurement, like data collected from other sources in the organisations (e.g., colleagues, leaders, 

etc.) or objective data.  

Additionally, among the dimensions of burnout in this study we focused only on job exhaustion, 

as it is considered its core dimension. However, it could be of interest to broaden the model we tested 

to the other dimensions of burnout. As well, since this study investigates work adjustment in the 

New Normal, it should be noted that to different ways of working (onsite, remote, hybrid mode) it 

could correspond different needs and therefore different levels of work adjustment, which as a 

protective factor could result even more important when workers are confronted to remote type of 

working mode, as it is the case of LMX. 
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5. Conclusions and practical implications 

Despite its limitations, this study has important implications, both at the level of scientific 

research and at the practical level for companies. 

The contribution the study wants to propose with respect to existing research is to connect 

relational variables to individual ones: specifically, LMX purely contemplates a mutually dyadic 

interaction, while work adjustment, exhaustion and intention to leave the company all reside in the 

individual's experiences and behaviour. 

Furthermore, we propose two protective factors, namely leader-member exchange and work 

adjustment, although we regard the former as antecedent to the latter. 

Although, much research has focused on all the constructs we have considered, this appears to 

be the first study to relate them in a sequential mediation model by positing work adjustment and 

job exhaustion as mediators between LMX and turnover intention. In fact, other studies show either 

a direct relationship model, such as LMX being negatively associated with turnover intention 

[21,22,26,28] or a model with only one mediator: those who propose, for example, that the 

relationship between LMX and turnover is mediated by job exhaustion [21,22,41] or work adjustment 

[54–57]. 

In addition, we focused on the construct of work adjustment by referring back to its initial 

theorisation [3,4], but set in the New Normal period, and this constitutes a novelty compared to the 

research that has dealt with it: in fact, we wanted to investigate the work adjustment that an 

individual may be able to achieve in a historical period studded with multiple changes in the world 

of organisations [85]. 

Our results lead us to question the importance of finding one's own work adjustment during the 

New Normal and to understand the importance, for a worker, of creating a high-quality exchange 

with one's leader and of keeping this interaction alive over time: variables that promote a good work 

adjustment. 

We have also dwelt, however, on the possible negative effects related to work: an excessive 

demand for work, a high mental load and a perception of not having sufficient resources, leads to job 

exhaustion [32,33,35] as well as to intention to leave the company [38]. The study that we have 

proposed has, in addition, the objective of understanding what are the protective and risk factors 

connected to living in the workplace precisely from the point of view of primary prevention, going 

in the direction of preventing malaise before it develops and, therefore, of understanding what are 

the best working conditions to promote wellbeing in organisations. 

It is important that a good exchange relationship is created and maintained over time between 

leader and member of the organisation so that the latter can feel seen and considered not only as a 

professional, but also as a person [86]. 

Attention to the quality of the relationship with one's employees, therefore, can be a decisive 

factor in leading the person to decide whether or not to leave one's company, and this makes one 

realise how important it is for managers to focus also on relational aspects and not only on 

productivity and performance [13]. In this respect, companies could invest in effective prevention 

and monitoring systems, e.g., by taking concrete care of their employees' health: providing medical 

care, supporting training on psychophysical wellbeing and health management in the company [87]. 

Understanding and taking into account the needs of their employees will enable them to 'fit in' better 

in their working environment, to develop a greater fit with their organisation and to be less likely to 

leave the company [81]. As the New Normal has brought with it new ways of working, it is necessary 

for organisations to be concerned about them and focus on the impact they have on workers and their 

well-being. In fact, some modalities may be more or less suitable for the worker, who may find a 

better or lesser work adjustment in them. Sometimes, in fact, such arrangements are imposed on the 

worker rather than being discussed with him/her without taking into account his/her needs and 

preferences, and this has an inevitable impact on his/her productivity, performance and health at 

work, even making him/her decide to leave the company. 

In this regard, employee turnover has become a critical issue in today's organisations. It is 

necessary, therefore, for companies to be aware of and monitor all possible causes of drop-out 
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behaviour. A review of the literature reveals a number of causes related to turnover: low 

organisational commitment to the employee, lower job satisfaction and perceived organisational 

support, lack of attention and support from the leader, tense organisational climate, few benefits and 

opportunities for employees and perceived unfair organisational justice [88]. All these elements must 

be taken into account by companies to ensure that they can retain their employees, especially those 

who make a significant contribution to the organisation not only in terms of performance, but also in 

terms of the climate and relationships they manage to create. 

Let us remember, in conclusion, that the bond between organisation and members is a reciprocal 

relationship: if employees perceive that the organisation cares about them and values them, they will 

'repay' it with loyalty to stay [89]. 
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