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EMOTIONS AND WORK BURNOUT FROM 
THE REBT PERSPECTIVE: A SHORT–TERM 
PROSPECTIVE STUDY2

The main objective of the study was to test REBT model of emo-
tion in prediction of burnout. It was hypothesized that dysfunc-
tional negative emotions (DNE) would positively predict burnout, 
positive emotions (PE) would negatively predict buronut, while 
functional negative emotions (FNE) were hypothesized to be un-
correlated to burnout. To test those assumptions, a short‒term, 
12 week prospective study was carried out (three measurements, 
with the interval of 6 weeks). A sample of 197 employees took 
part in the first measurement (60.3% women); however, due to 
sample attrition, 113 (64.6% women) underwent all three meas-
urements (Little’s MCAR test n.s., which indicates that the data 
were missing completely at random). Respondents completed 
the Work burnout scale from the Copenhagen Burnout Inventory, 
and the Inventory of functional and dysfunctional emotions. It has 
been shown that the reversed causal model displayed greater fit 
indices in comparison with the causal model, meaning that it is 
more likely that burnout will lead to subsequent emotions than 
vice‒versa. What is more interesting is that in fact burnout had 
a stronger (although very similar) impact on FNE than it did on 
DNE. However, when measured simultaneously, it appears that 
the experience of emotions has greater effect on burnout than 
vice‒versa. Moreover, in cross‒sectional analysis (at Time 3), 
FNE had a greater (although very similar) unique effect on burn-
out than did DNE. In Time 2, only DNE exerted significant effect 
on burnout. Finally, PE largely did not predict burnout. The results 
were discussed in the context of REBT model of emotions. The 
limitations of the study were also highlighted and discussed.

Key words: dysfunctional negative emotions, functional nega-
tive emotions, positive emotions, REBT model of emotions, work 
burnout.
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Introduction

Emotions at Work

One of the most important areas within organisational psychology, and in the 
opinion of some authors, most neglected, is the consideration of the causes, char-
acteristics and consequences of the expression of emotions at work (Muchinsky, 
2000) as a key to the understanding of organisational behaviour (Bunk & Magley, 
2013), as well as of the results of stress transactions at work (Glasø, Vie, Holmdal, 
& Einarsen, 2011). In the most general sense, by emotion we refer to an adaptive 
reaction of the body to relevant stimulus which involves four aspects:  a cogni-
tive and behavioural component, subjective experience and physiological arousal 
(Tiba & Szentagotai, 2005). The basic theoretical framework we will adopt for 
understanding emotional experience in this paper will be rational emotive be-
haviour therapy (hereinafter referred to as REBT). REBT follows the ABC model 
according to which an activating event (A) leads to emotional, behavioural and 
cognitive consequences (Cs) by means of evaluative beliefs (B) (David, Szentago-
tai, Eva, & Macavei, 2005; Tiba & Szentagotai, 2005). According to this model, fa-
vourable events are accompanied by positive emotions, unfavourable events by 
negative. Since both categories of emotion can be both functional (healthy, adap-
tive, self‒enhancing) and dysfunctional (unhealthy, maladaptive and self‒defeat-
ing), depending on whether the person is governed by rational or irrational be-
liefs, by combining these outcomes we arrive at four possible types of emotional 
reaction (David et al., 2005): A) dysfunctional negative emotions (e.g., anxiety, 
depression, anger, guilt, hurt); B) dysfunctional positive emotions (e.g., eupho-
ria); C) functional negative emotions (e.g., concern, sadness, annoyance), and D) 
functional positive emotions (e.g. joy, happiness, satisfaction). The difference be-
tween functional and dysfunctional emotions is seen both in their quantity (i.e., 
intensity) and in their quality. The first serve the fulfilment of preferences and 
long‒term goals, while the second category serves the satisfaction of demands 
and short‒term benefit. Accordingly, dysfunctional emotions hinder the achieve-
ment of objectives and reduce motivation and adaptability (Mogoase & Stefan, 
2013; Tiba & Szentagotai, 2005), while functional emotions tend to be related 
to the achievement of goals (David et al., 2005; Phillips, Smith, & Gilhool, 2002), 
the improvement of professional performance (Ashby, Valentin, & Turken, 2002), 
but also with changes at the cognitive level such as improvements in the working 
verbal memory (Carpenter, Peters, Västfjäll, & Isen, 2013; Gray, 2001). It is natural 
to expect stressors in the workplace to “cause” negative emotions, but it should be 
kept in mind that functional emotions, unlike dysfunctional ones, are associated 
with adaptability and the improvement of professional performance (Ashby et al., 
2002). In other words, despite the fact that negative emotions negatively reflect 
on the attitudes and behaviour of employees (Bagozzi, 2003; Yang & Diefendorff, 
2009), their effects are considerably more harmful when they are dysfunctional. 
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Although there have been many studies into general affective states, insuf-
ficient attention has been given to the role of specific emotions in stressful ex-
periences at work (Brief & Weiss, 2002). It has been shown that emotions can 
affect attitudes such as job satisfaction and commitment to the organisation 
(Grandey, Tam, & Brauburger, 2002; Mignonac & Herrbach, 2004), but also coun-
ter‒productive behaviours such as tardiness, absenteeism, turnover, aggression 
and revenge (Glasø et al., 2011; Glomb, Steel, & Arvey, 2002; Spector & Fox, 2005; 
Tripp & Bies, 2004; Yang & Diefendorff, 2009). Common effects of negative emo-
tions also include reduced interpersonal communication and work performance 
(Bagozzi, 2003). In comparison with negative emotions and their effects on differ-
ent aspects of human functioning, positive emotions have been largely neglected 
both in basic and clinical research. Since conclusions reached in regard to nega-
tive emotions cannot justifiably be applied to positive emotions, the latter need to 
be studied separately. The research hitherto has shown that positive emotions in 
employees promote their cognitive flexibility and enhance problem‒solving and 
decision‒making (Ashby, Isen, & Turken, 1999; Isen, 2008), interpersonal coop-
eration (Fredrickson, 1998) and the setting of challenging personal goals (Locke 
& Latham, 1990), and increase tolerance of ambiguity  (Katsaros & Nicolaidis 
2012). One finding has suggested that the frequency of positive emotions is a bet-
ter predictor of job satisfaction than their intensity (Fisher, 2000). Flow experi-
ences at work have been associated with positive emotions (Eisenberger, Jones, 
Stinglhamber, Shanock, & Randall, 2005; Tobert & Moneta, 2013), improved per-
formance (Demerouti, 2006) and reduced exhaustion levels (Mäkikangas, Bakker, 
Aunola, & Demerouti, 2010). However, Fernet et al. (2014) found out that obses-
sive passion for work on the part of teachers had a direct positive effect on emo-
tional exhaustion 12 months later.

Emotions and Burnout 

Burnout may be defined as “a state of physical, emotional and mental exhaus-
tion that results from long‒term involvement in work situations that are emo-
tionally demanding” (Schaufeli & Greenglass, 2001, p. 501). High emotional de-
mands at work are most often positively correlated with indicators of reduced 
welfare such as emotional exhaustion, distress and psychosomatic complications, 
and negatively with attitudes towards work (such as job satisfaction), and job 
performance (Fisher & Ashkanasy, 2000; Hülsheger & Schewe, 2011; Johnson & 
Indvik, 2000; Lively, 2006). Burnout syndrome is positively correlated with in-
creased turnover and absenteeism, and negatively with affective commitment to 
the organisation (see Popov, Miljanović, Stojaković, & Matanović, 2013). While job 
satisfaction has pleasant emotional associations, work‒related stress and burn-
out have unpleasant associations, most often frustration, dissatisfaction, anger 
and despair (Muchinsky, 2000). Chronic dissatisfaction is associated with a lack 
of commitment to the company and with emotional exhaustion (Testa, 2001) as a 
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primary dimension of burnout. In addition, the experience of anger and hostility 
can be an early marker of prolonged stress, as well as of poor mental and physical 
health and burnout (Chang, 2013; Eng, Fitzmaurice, Kubzansky, Rimm, & Kawachi, 
2003; Fitzgerald, Haythornthwaite, Suchday, & Ewart, 2003; Smith, Roman, Dol-
lard, Winefield, & Siegrist, 2005; van Vegchel, de Jonge, Meijer, & Hamers, 2001). 
Some of the main consequences of anger are reduced work performance, cogni-
tive difficulties and harassment and undermining of superiors (Allcorn, 1994; 
Douglas & Martinko, 2001; Lively & Powell, 2006; Sloan, 2012; Stets & Tsushima, 
2001). Anxiety and depression are negatively correlated with job satisfaction 
and work engagement (Andrea et al., 2004; Andrea, Bültmann, van Amelsvoort, 
& Kant, 2009; Innstrand, Langballe, & Falkum, 2012), which some authors con-
sider a positive antithesis to burnout syndrome (Maslach & Leiter, 2008). In one 
study on police officers in Poland (Basinska, Wiciak, & Dåderman, 2014), it was 
concluded that low‒arousal negative emotions partially mediated the relation-
ship between fatigue and emotional exhaustion. On the other hand, high‒arousal 
positive and negative emotions proved to be partial mediators between fatigue 
and disengagement (see Bedyńska & Żołnierczyk‒Zreda, 2015). Research carried 
out on employees in Serbia showed that positive experience at work promoted 
work engagement, but did not significantly affect burnout, in contrast to nega-
tive experience (Popov, Raković, & Jelić, 2017; Zellars et al., 2004). Van Katwyk et 
al. (1995) suggest that emotions are more closely correlated with work‒related 
stress and burnout than cold cognitions (as cited in Fisher, 2000). 

The Present Study

Having in mind that emotions are the most obvious manifestation of burn-
out, as the ultimate outcome of chronic stress, the aim of this study is to identify 
specific emotions that could be early markers of work‒related burnout. In other 
words, the main objective of this study has been to verify the REBT emotional 
model in the prediction of burnout, given that it has not yet been tested in the 
work environment. Taking into consideration the results of previous research, 
and the theoretical framework of the model to be used, some expectations can be 
laid out. Firstly, it is expected that functional negative emotions will not correlate 
strongly with burnout, whilst dysfunctional negative emotions will have a posi-
tive correlation with it. It is also expected that positive emotions are negatively 
correlated with burnout, that is, that they act as a potential protective factor that 
might prevent its development.

Specifically, the following hypotheses were formulated:
1. Dysfunctional negative emotions (DNE) will have a positive cross‒lagged 

effect on burnout (WB); DNE_T1→WB_T2, and DNE_T2→WB_T3
2. Functional negative emotions (FNE) will have insignificant both cross‒

sectional and cross‒lagged effects on burnout (WB)
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3. Positive emotions (PE) will have a negative cross‒lagged effect on burn-
out (WB); PE_T1→WB_T2, and PE_T2→WB_T3

Method

Sample and Procedure

The present study falls under the short‒term prospective type of study. 
A total of three measurements were taken, with an interval of six weeks between 
each measurement (a total of 12 weeks), during a period between March and May 
2013. The instruments were administered in individual and group settings. The 
subjects answered the same questionnaire three times, with the exception of the 
list of demographic questions, which was part of the battery only for the first oc-
casion. The study was anonymous – subjects were asked to enter a code by means 
of which their responses could be reconciled. The sample for this study comprised 
employed individuals from the area of Vojvodina from both private and public 
sectors – administrative staff, IT engineers and scientific and healthcare profes-
sionals. 197 respondents took part in the baseline measurement (Time 1). After 
elimination of two due to the large amount of missing data, and one as an outlier, 
the final sample comprised 194 subjects (Male = 72, 37.1%; Female = 117, 60.3%; 
5 no response, 2.6%). The average age of the subjects was 40, with an average of 
14 years of service (in the range 1‒38 years). The largest group had a university 
education, 84 of them, 73 had a formal high‒school education, 16 had completed 
vocational college or had a masters or doctorate, while three subjects had only 
completed primary school. For the second and third measurement, the sample 
– not unexpectedly – underwent attrition, such that a total of 113 subjects under-
went all three measurements. The non‒significance of Little’s test (χ2= 128.28, df 
= 136, p > .10) suggested that data missing due to the attrition were missing com-
pletely at random (MCAR). Because the data were MCAR, it was safe to listwise 
delete cases with missing values.

Instruments

WB Scale (Work Burnout; Kristensen et al., 2005; Serbian version: Be-
rat, Jelić, & Popov, 2016). WB is a scale for measuring the intensity of burnout. 
It assesses the degree of physical and psychological fatigue and exhaustion that 
is perceived by the person as being related to his/her work. It consists of seven 
items (e.g., “Is your work emotionally exhausting?”), with a five‒point response 
format (from never/almost never to always). The original scoring was used (the 
response never/almost never is calculated as 0, seldom as 25, sometimes as 50, 
often as 75 and always as 100), and the total score is obtained as an arithmetic 
mean of the responses to all seven items. Earlier studies have shown that the scale 
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is valid and reliable (Milfont, Denny, Ameratunga, Robinson, & Merry, 2008), and 
verification on samples of employees in Serbia have shown that it has a high inter-
nal consistency (α = .88), as well as correlating to distress in the expected manner 
(r = .54), turnover intentions (r ranging from .36 to .40) and job satisfaction (r 
ranging from .29 to ‒.44; Berat et al., 2016). 

The Inventory of Functional and Dysfunctional Emotions. This inventory 
is actually a list of emotions reflecting the division of emotions according to the 
REBT theoretical model. The questionnaire developed for this study comprised 
a total of 21 emotions divided into three groups – positive emotions (PE; e.g., 
happiness), functional negative (FNE; e.g., sadness) and dysfunctional negative 
emotions (DNE; e.g., anger). For the final analysis in this research, three emotions 
were used as typically representing each group (see David et al., 2005).  A list of 
all the emotions can be found in Table 1.

Table 1
List of positive, functional negative, and dysfunctional negative emotions used in 
the study

Positive emotions 
(PE)

Functional negative 
emotions (FNE)

Dysfunctional negative 
 emotions (DNE)

Satisfaction* Nervousness Depressiveness*
Inspiration Tense Hurt
Happiness* Sadness* Disappointment
Enthusiasm Concern* Guilt
Positive arousal Fear Anger*
Pride Annoyance* Shame
Excitement* Envy Anxiety*

Note. Emotions marked with asterisk were used in path analysis (see text for de-
tails).

In addition to the aforementioned questionnaires, the subjects answered a 
list of demographic questions. They were asked to give their gender, age, high-
est level of formal education achieved, total years of service and years of service 
in the organisation they currently worked in, and the average number of hours 
worked per week.

Data Analyses

Firstly, the SPSS software package for Windows, version 22.0, was used for 
descriptive statistics and calculation of correlations between the variables, while 
testing of the hypothesised model was carried out in the program EQS 6.1 for 
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Windows (Bentler, 2006). A total of five path analysis models were tested (see 
below for their specifications). Auto‒regression effects were included in order to 
control for baseline levels for each endogenous variable, as suggested by Gollob 
and Reichard (1991; see also Hakanen, Schaufeli, & Ahola, 2008). 

In testing the adequacy of the research model, the following absolute fitness 
indices were taken into consideration: (1) the Sattora‒Bentler χ² goodness‒of‒
fit statistic, (2) the root mean square error of approximation (RMSEA), and (3) 
the standardised root mean‒square residual (SRMR). Because χ² is sensitive to 
sample size, three relative goodness‒of‒fit measures were calculated as well: (1) 
normed fit index (NFI), (2) non‒normed fit index (NNFI) and (3) comparative fit 
index (CFI). Values smaller than .05 for RMSEA may indicate a good fit, smaller 
than .08 are indicative of an acceptable fit, and values greater than .10 may in-
dicate a serious problem (Browne & Cudeck, 1993; Kline, 2010). For the three 
relative fit indices, values greater than .90 may indicate a good fit (Hoyle, 1995). 
However, Hu and Bentler (1999) have recommended a slightly higher threshold, 
such as .95 for the CFI. For the SRMR, Hu and Bentler (1999) have set a threshold 
of ≤ .08 for acceptable fit, but Kline (2010) has suggested that this value is not 
a very demanding standard. Finally, the Akaike Information Criterion was calcu-
lated and reported.

Results

Table 2 displays the means, standard deviations, Cronbach’s alpha and cor-
relations for the (dys)functional negative emotions, positive emotions and work 
burnout for Time 1, Time 2, and Time 3. 
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Respondents in this study achieved somewhat lower scores on burnout than 
in others, similarly heterogeneous samples (Berat et al., 2016). The alpha levels 
for the measures of positive emotions and work burnout indicate an acceptable 
level of inter‒item consistency with Cronbach’s alpha coefficients of .82 or higher, 
while levels of these coefficients for the measures of functional and dysfunctional 
emotions are somewhat lower, ranging from .51 to .66. The moderately high cor-
relation between dysfunctional and functional negative emotions are in line with 
expectations, as well as their negative correlation with positive emotions. Also, 
work burnout correlates positively with negative emotions, while its relation-
ships with positive emotions are negative in all three measures.

Table 3
Goodness – of – fit indices for the tested models, N = 113
Model description χ2 df RMSEA SRMR NNFI CFI AIC
Causality mode M1 (E→WB) 98.50*** 42 .11 .16 .88 .93 14.50
Full panel model M2 (WB↔E) 68.52*** 36 .09 .07 .92 .96 ‒3.48
Reversed causality model M3 
(WB→E) 72.93** 40 .09 .07 .93 .96 ‒7.06

Respecified M3a 42.61 37 .04 .05 .98 .99 ‒31.39
Respecified M3b 33.15 37 .00 .04 1.00 1.00 ‒40.85

Notes. Coefficients and numbers refer to model fit indices: χ2 ‒ Satorra–Bentler 
chi‒square, df ‒ degrees of freedom, RMSEA ‒ root mean square error of approxi-
mation, SRMR ‒ standardized root mean‒square residual, NNFI ‒ non‒normed 
fit index, CFI ‒ comparative fit index, AIC ‒ Akaike information criterion, E – emo-
tions, WB – work burnout.
*** p < .001. ** p < .01.

In order to test causal relationships between three groups of emotions and 
burnout, the results of three path analysis models were compared. Table 3 pre-
sents the fit indices of the competing “causal”, the “reversed causal”, and the “full 
panel” model. The causal model postulates a cross‒lagged effect of dysfunctional 
negative and positive emotions on subsequent burnout (E→WB). The reversed 
causality model, on the other hand, posits that burnout has a direct cross‒lagged 
effect on subsequent dysfunctional negative, functional negative, and positive 
emotions (WB→E). Finally, the full panel model combines the previous two – 
dysfunctional negative, and positive emotions predict subseqent burnout, while 
burnout predicts all three types of emotional states (E↔WB). In all three models, 
we allowed autoregression for all variables in the model from T1 to T3. We also 
allowed for the error terms of DNE and FNE to be correlated. There is a theoretical 
rationale for that – according to the REBT model of emotions, dysfunctional emo-
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tions also include their functional counterparts (David et al., 2005), thus making 
them substantially correlated. 

Figure 1. Standardized coefficients for the Respecified reversed causality model(M3b)

Note. DNE_T1 ‒ dysfunctional negative emotions in Time 1; FNE_T1 ‒ functional 
negative emotions in Time 1; PE_T1 ‒ positive emotions in Time 1; WB_T1 ‒ work 
burnout in Time 1; DNE_T2 ‒ dysfunctional negative emotions in Time 2; FNE_T2 
‒ functional negative emotions in Time 2; PE_T2 ‒ positive emotions in Time 2; 
WB_T2 ‒ work burnout in Time 2; FNE_T3 ‒ functional negative emotions in Time 
3; PE_T3 ‒ positive emotions in Time 3; WB_T3 ‒ work burnout in Time 3. Dashed 
lines represent insignificant paths. 

Table 3 shows fit indices for the tested path models. The causality model did 
not reach acceptable fit indices. For the other two models chi‒square was also sta-
tistically significant, but approximate fit indexes were more favourable. AIC sug-
gested the reversed causality model to be the better model of the two, though still 
not passing the exact‒fit hypothesis. From inspection of the standardised residual 
matrix it is evident that the proposed (reverse causality) model underpredicts 
the association of burnout in T2 with DNE in T2, and burnout in T3 with both 
and FNE and DNE in T3. So, we made three respecifications to the model, adding 
direct paths from WB_T2 to DNE_T2, and WB_T3 to both DNE_T3 and FNE_T3. 
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These respecifications resulted in the model passing both exact‒fit, and close‒fit 
hypotheses (Kline, 2010). However, we also wanted to test if a link from emotions 
to burnout would yield better model fit, so we made one final respecification. 
Namely, three added parameters to the Respecified M3 were changed in direction, 
one leading from DNE_T2 to WB_T2, the second FNE_T3 to WB_T3, and the third 
from DNE_T3 to WB_T3. That model showed even better fit to the data, so we fi-
nally decided to retain the Respecified reversed causality model, called M3b. This 
model is presented in Figure 1. 

The standardised path coefficients linking dysfunctional, functional negative 
and positive emotions to work burnout are shown in Figure 1. Work burnout at 
Time 1 had a positive cross‒lagged effect on both groups of negative emotions 
at Time 2, DNE_T2 (β = .26), and FNE_T2 (β = .39). Moreover, burnout at Time 1 
had a negative cross‒lagged effect on positive emotions (β = ‒.21). Finally, burn-
out at Time 2 significantly predicted both dysfunctional (β = .17) and functional 
(β = .21) negative emotions at Time 3, while not exerting a significant effect on 
positive emotions at Time 3. What we also learned from the tested models is that 
when measuring at the same point it is more likely that negative emotions will 
predict burnout than vice versa (DNE_T2→WB_T2, β = .16; DNE_T3→WB_T3, β = 
.14; FNE_T3→WB_T3, β = .16).

In conclusion, there is insufficient evidence to retain any of the three postu-
lated hypotheses.

Discussion

The main objective of this paper was to test the REBT emotional model in 
predicting workplace burnout. Accordingly, the key question that served as our 
starting point for the research was: “Which of the three groups of emotions – func-
tional, dysfunctional negative or positive – best predict burnout as an ultimate 
consequence of chronic exposure to workplace stressors?” In order to answer this 
question we tested a total of five path analysis models, all of which included three 
types of emotions, as well as burnout. The so‒called causality model (E→WB) and 
reversed causality model (WB→E) were tested. The REBT model posits that dys-
functional emotions also include their functional counterparts, while the opposite 
is not necessarily true – additional reason to treat them separately for research 
purposes. When regarded as a whole, the findings do not support the hypotheses 
set forth. On the contrary, it has been shown to be more likely that burnout will 
lead to subsequent emotions than vice‒versa. However, when measured simulta-
neously, it appears that the experience of emotions has greater effect on burnout 
than vice‒versa. What is more interesting is that in fact burnout had a stronger 
(although very similar) impact on FNE than it did on DNE. Moreover, in cross‒
sectional analysis (at Time 3), FNE had a greater (although actually very similar) 
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unique effect on burnout than did DNE, even though the prediction was that they 
would not be correlated to it. 

There are three key findings that warrant discussion. Firstly, the reversed 
causal model displayed greater indices of fit in comparison with the causal model. 
It has already been stated that the prolonged experience of unhealthy negative 
emotions can result in workplace burnout (Eng et al., 2003; Fitzgerald et al., 2003; 
Smith et al., 2005; Testa, 2001; van Vegchel et al., 2001). 

However, the great majority of the studies whose findings we have cited either 
used multiple regression for data analysis (e.g., Little, Simmons, & Nelson, 2007; 
Zellars et al., 2004), or did not test reversed causality models in structural equa-
tion modelling (WB→E; e.g., Brackett et al., 2010). From what we have learned 
from the model obtained in this study, it is possible that burnout at a particular 
point in time leads to subsequent feelings of anxiety, anger, concern, depression, 
sadness etc. (in other words, both DNE and FNE). The finding that the direction of 
the correlation between the emotions and burnout is different in cross‒sectional 
analysis is a rather puzzling finding one and needs further investigation.

Secondly, with the exeption of Time 2 (in which only DNE exerted signifi-
cant effect on WB), the results suggest that FNEs and DNEs have a similar (cross‒
sectional) effect to burnout. We can look to a number of facts for an explanation 
for these findings. Firstly, there is justification for the assumption that functional 
emotions also drain our resources. Hence if they are present in the workplace 
at a high intensity and frequency, this will ultimately lead to stress and burnout. 
Further, as both practice and empirical findings have shown, in comparison with 
DNEs, FNEs are experienced more frequently, and could thus play a more signifi-
cant role in the development of burnout at work (Andrea et al, 2004; Innstrand 
et al., 2012). This would mean that when considering the effects of emotions on 
different aspects of the functioning of employees, it is not enough to take into 
account only the quantitative and qualitative aspects of the differences between 
emotions, but also the frequency with which they are experienced (Fisher, 2000). 
As has already been noted, dysfunctional emotions always include their func-
tional counterparts, while the opposite is not necessarily true, and so it is pos-
sible that in the research, the frequency of occurrence of functional emotions has 
been overvalued, while the frequency of dysfunctional emotions has been under-
valued. Additionally, it is possible that in everyday Serbian speech the names of 
functional emotions predominate over the names of the dysfunctional (concern 
and frustration vs. anxiety, anger), and also that subjects generally have trouble 
verbally differentiating between those two types of emotion. Finally, the context 
of the workplace is fertile ground for subjects to give socially desirable responses 
out of a fear of negative consequences. For this reason expressing dysfunctional 
emotions in the workplace is in a way censored, and employees are more inclined 
to display functional emotions, which can hinder the identification of experienced 
dysfunctional emotions. In view of this, it would be useful to measure emotions 
while they are still “hot”, i.e., less susceptible to conscious manipulation.
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Thirdly, contrary to initial expectations for this research, i.e., the assump-
tions of the REBT model, it has been shown that in our research positive emotions 
largely do not predict burnout (even though the opposite is true for WB_T1→PE_
T2). Supporting this, in earlier research carried out on our sample (Popov et al., 
2017), it was found that positive experience at work promoted work engagement, 
but did not have a significant effect on burnout (contrary to the negative experi-
ences, which did have an effect on burnout). It is very likely that positive emo-
tions potentially correlate more strongly to the so‒called positive indicators of 
organisational behaviour (e.g., work engagement, pro‒social organisational be-
haviour, etc.). As compared to the negative, positive emotions are significantly less 
frequently the subject of academic attention, a situation we sought to remedy by 
way of this research, having in mind the effects they have on various aspects of 
workplace functioning (Ashby et al., 1999; Fredrickson, 1998; Isen, 2008; Katsa-
ros & Nikolaidis, 2012; Locke & Latham, 1990;). However, for future research it 
would be useful if positive indicators were taken into consideration and not only 
negative indicators of organisational behaviour. Considering previous findings, it 
seems that positive emotions have greater predictive power for the first group of 
indicators and negative emotions for the second group  (Andrea et al., 2009; Ha-
kanen et al., 2008; Muchinsky, 2000).

On this basis we can make the assumption that promoting positive emotions 
is not an effective strategy for prevention of burnout syndrome. Rather its devel-
opment can be prevented by the reduction of negative, primarily dysfunctional 
emotions. Earlier findings (Mäkikangas et al., 2010) have shown that a positive 
affective state in relation to work is associated with a reduced level of emotional 
exhaustion (that being the most obvious manifestation of burnout; see also Brack-
ett et al., 2010). Nevertheless, the results of this research suggest that the pres-
ence of positive emotions is not enough to reduce the risk of burnout syndrome 
developing. It would be more effective to work on the elimination or at least the 
reduction of the stressors at work that are the triggers for negative emotional 
responses. Since it is not possible to significantly impact many stressors, work 
could be done on modifying the way employees perceive them. Although there are 
serious methodological difficulties in measuring different types of emotion, they 
doubtless impact organisational behaviour and the outcome of stress transactions 
at work (Allcorn, 1994; Bunk & Magley, 2013; Douglas & Martinko, 2001; Glasø et 
al., 2011; Lively & Powell, 2006; Sloan, 2012; Stets & Tsushima, 2001). Hence the 
improvement of emotional regulation skills would yield multiple benefits both 
for employees and for the organisation they are employed by. As suggested by the 
findings of earlier research (Mogoase & Stefan, 2013; Tiba & Szentagotai, 2005), 
the reduction and/or elimination of dysfunctional emotions in employees would 
contribute to the resolution of many work‒related problems such as difficulty 
achieving long‒term goals, insufficient motivation and adaptability in frequently 
changeable working conditions. 
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Conclusions and Recommendations for the Future

To end with, some concluding remarks. Based on the results of the study con-
ducted, there is no firm evidence that functional emotions can be reliably differ-
entiated from dysfunctional emotions in the prediction of job burnout. Rather, it 
seems that both are relevant and contribute in similar ways to the understanding 
of burnout. Also, contrary to the initial assumptions, positive emotions play no 
protective role in burnout prevention. In future research, more attention would 
need to be focused on ways to more precisely measure emotions in the workplace 
(e.g., via their behavioural indicators), since it is possible that subjects verbally 
code their emotions in idiosyncratic ways and that the names of emotions do not 
have universally accepted meanings. Additionally, the research would ideally be 
conducted on a larger sample in order to increase the statistical power and gener-
alisability of the results. Finally, it would be advisable to extend the time interval 
between measurements in order to better encompass the process of the develop-
ment of burnout.
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EMOCIJE I IZGARANJE NA RADU IZ REBT 
PERSPEKTIVE: KRATKA PROSPEKTIVNA 
STUDIJA

Cilj istraživanja bio je da se testira REBT model emocija u pre-
dikciji izgaranja na radu. Na osnovu pretpostavki modela, pret-
postavljeno je da će disfunkcionalne negativne emocije (DNE) 
ostvariti pozitivan efekat na izgaranje, da će pozitivne emocije 
ostvariti (PE) ostvariti negativan efekat na izgaranje, a da će efe-
kat funkcionalnih negativnih emocija (FNE) biti neznačajan. Kako 
bi se testirale postavljene hipoteze, sprovedena je kratka longitu-
dinalna studija, sa ukupnim trajanjem od 12 nedelja (tri merenja 
sa po šest nedelja razmaka između svakog merenja). Učešće u 
prvom merenju uzelo je 197 zaposlenih ispitanika (60.3% žena). 
Usled osipanja uzorka, ukupno 113 ispitanika (64.6% žena) imalo 
je validne odgovore na sva tri merenja (Little MCAR test nezna-
čajan, sugerišući da su nedostajući podaci slučajno raspoređeni). 
Ispitanici su popunili Skalu izgaranja iz Kopenhagen inventara 
izgaranja i listu funckionalnih i disfunkcionalnih emocija, kreiranu 
za potrebe istraživanja. Na osnovu rezultata može se zaključiti 
da je obrnuti kauzalni model pokazao bolje indekse podesnosti u 
poređenju sa kauzalnim, sugerišući da je verovatnije da izgaranje 
predviđa emocije, nego obrnuto. Što je još interesantnije, izga-
ranje je ostvarilo veći efekat na FNE, nego na DNE. Ipak, u istoj 
vremenskoj tačci je slučaj obrnut – izgleda da emocije predviđaju 
izgaranje, pre nego obrnuto. Štaviše, u vremenu merenja 3, FNE 
su ostvarile veći (iako veoma sličan) efekat na izgaranje, u pore-
đenju sa DNE. U vremenu 2, jedino DNE su ostvarile značajan 
efekat na izgaranje. Konačno, PE nisu ostvarile značajan efekat 
na izgaranje. Rezultati su komentarisani iz ugla REBT teorijskog 
modela emocija. Na samom kraju rada, prodiskutovana su ogra-
ničenja studije, kao i preporuke za buduća istraživanja. 

Ključne reči: disfunkcionalne negativne emocije, funkcionalne 
negativne emocije, izgaranje na radu, pozitivne emocije, REBT 
model emocija


