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Abstract

Organizational crises carry a high risk of reducing well-being and health among
employees, such as increased exhaustion. Teachers are particularly vulnerable to
exhaustion; thus, it is important to explore how exhaustion can be reduced among
them in a crisis context. In this paper, we regard servant leadership as a resource-
providing leadership style to mitigate the adverse impacts of a crisis situation on
teachers’ exhaustion. We surveyed 129 teachers working at several schools in a
German private school association at four measurement points between March and
November 2020, beginning with the first measures taken in response to the spread
of COVID-19. Using latent growth curve modeling, we investigated the trajectories
of perceived servant leadership and employees’ exhaustion and their associations.
For both teacher exhaustion and servant leadership, growth models with unspeci-
fied growth patterns showed the best fit. Perceived servant leadership decreased over
time before increasing slightly again during the last measurement period. We did not
find a general increase in teacher exhaustion. Consistent with our hypotheses, the
results indicated a negative interindividual and intraindividual association between
servant leadership and teacher exhaustion. Teachers who perceived higher levels of
servant leadership reported lower levels of exhaustion, and the stronger servant lead-
ership decreased, the stronger exhaustion increased over time. Our study extends
previous research by providing a dynamic, longitudinal view of servant leadership
and exhaustion in a crisis context.
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Trajectories and Associations of Perceived Servant Leadership
and Teacher Exhaustion During the First Months of a Crisis

Exhaustion, a key component of burnout (Demerouti et al., 2001; Maslach &
Jackson, 1981), affects individuals’ health and numerous work-related variables,
such as job performance and turnover (Wright & Cropanzano, 1998). According
to conservation of resources (COR) theory (Hobfoll, 1989), stress and exhaustion
can emerge when individuals experience actual or potential resource loss. When
individuals are exhausted, the probability that they cannot compensate or prevent
further resource depletion increases, resulting in the risk of loss spirals (Hobfoll
et al., 2018; Trougakos et al., 2015). In addition to these primarily individual con-
sequences, individuals’ exhaustion may seriously impact others around them, for
instance, by increasing the likelihood of abusive behavior towards subordinates
(Lam et al., 2017) or higher potential for conflicts between teachers and students
(Whitaker et al., 2015). Crisis contexts are particularly critical regarding exhaus-
tion as they provide additional risk factors that harm individuals’ well-being
(LeNoble et al., 2023; Sonnentag et al., 2023).

Given the negative consequences of exhaustion (e.g., Jonsdottir et al., 2017;
Salvagioni et al., 2017; Wright & Cropanzano, 1998), it is crucial to understand
how the construct develops over time in crisis contexts to intervene and alleviate
the risk of exhaustion. However, most research on exhaustion thus far has been
cross-sectional, treating it as a static construct and making it impossible to draw
conclusions about potentially complex intraindividual changes in exhaustion over
time (Inceoglu et al., 2018). We address this gap in the literature by employ-
ing latent growth curve modeling (LGCM) with four measurement points in the
first eight months of a crisis to investigate the trajectory of exhaustion among
teachers, who are particularly susceptible to experiencing exhaustion due to the
demanding nature of their work (Madigan et al., 2023).

According to COR theory, the prevention or reduction of exhaustion is con-
tingent on the provision of resources that help individuals build new resources,
maintain existing ones, and compensate for losses (Hobfoll et al., 2018). Leader-
ship has been identified as a key factor that influences the health and well-being
of followers (Inceoglu et al., 2018; Kuoppala et al., 2008; Sonnentag et al., 2023),
and its significance is even amplified during crises (Riggio & Newstead, 2023;
Rudolph et al., 2021; Waldman et al., 2001). Particularly servant leadership is
a promising leadership construct for enhancing follower well-being, as servant
leaders prioritize and care for their individual followers (Eva et al., 2019). Serv-
ant leaders can provide valuable resources, such as supervisor support, which
help prevent or alleviate exhaustion (cf. Tang et al., 2016; H. Wu et al., 2020).

Despite its high relevance, only few studies have investigated the trajectories
of and relationship between servant leadership and exhaustion in stable contexts
(Peng et al., 2023; Zhang et al., 2021), and even fewer in crisis situations. This
scarcity of research in crisis contexts can be attributed to the predominant focus
on how leaders can sustain organizational survival, rather than addressing the
well-being of individual followers (Gray et al., 2023). Furthermore, the servant
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leadership construct, like many other commonly studied leadership theories, was
primarily developed for stable environments (Riggio & Newstead, 2023). Thus,
considering the likelihood that most organizational leaders will face crises during
their careers (Reid, 2022; Riggio & Newstead, 2023), it is imperative to deter-
mine whether servant leadership is also effective in crisis situations and whether
it can alleviate follower exhaustion, in order to be prepared for potential future
crises.

Additionally, prior research has mostly failed to consider the relationship between
leadership and well-being as a process (Inceoglu et al., 2018), also because leader-
ship has mostly been treated as a static between-person phenomenon, although it
has been originally formulated as a within-person theory (Eva et al., 2019; McClean
et al., 2019). To address these important but understudied issues, we follow previ-
ous claims and take a dynamic perspective on leadership (McClean et al., 2019),
follower well-being, and their associations over time (Inceoglu et al., 2018), par-
ticularly in the context of crises. Our LGCM approach enables us to examine the
trajectories of the constructs and potential differences in within- and between-person
associations between servant leadership and follower exhaustion.

Our study makes several important contributions to current research. First, by col-
lecting data at four measurement points over the first eight months of the COVID-19
crisis, we shed light on the shape of the intraindividual trajectories of both serv-
ant leadership perceptions and teacher exhaustion in a crisis context. Second, our
study examines the dynamic association between these constructs, considering their
inter- and intraindividual relationships. This approach allows for a more compre-
hensive understanding of the evolving nature of the association over time. Third,
we focus on the distinct context of teaching during the COVID-19 crisis. Although
schools, like other organizations, are affected by crises (Thornton, 2021), there has
been little research on what constitutes successful leadership in disruptive times in
such contexts (Harris & Jones, 2020). Due to the unique characteristics of differ-
ent organizational contexts, the effects of leadership may vary. Our study’s specific
focus captures the unique challenges and dynamics among school teachers during
a crisis, providing insights that are distinct from other studies using more varied
samples and contexts. Finally, we apply COR theory in a longitudinal framework
and use the theory to explain the trajectories and associations at both the within- and
between-person levels.

Theoretical Background
The Crisis Context

A crisis can be described as an unforeseen event that has high salience and the
potential to disrupt organizations and their members (Y. L. Wu et al., 2021). One
such crisis was the COVID-19 crisis (Collins et al., 2023). In March 2020, Ger-
many implemented measures such as curfews and social distancing rules to curb
the spread of COVID-19, resulting in significant alterations to working conditions
(Zacher & Rudolph, 2022). As part of this, all German schools were closed, forcing
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teachers and students to transition from face-to-face instruction to remote learning.
As schools were not prepared for such changes, there was mostly no digital infra-
structure, and educational materials were delivered through a variety of means
including online platforms, email, and mail. The frequency of interaction between
teachers and students varied depending on the teachers’ familiarity with using
information and communication technology for educational purposes (Konig et al.,
2020). In April, some schools resumed in-classroom instructions for students who
were graduating and those whose parents held essential jobs, with a reduced number
of students per group and a focus on core subjects. However, the majority of teach-
ing still took place remotely due to the strict hygiene regulations that were in place.
During the subsequent weeks, instruction was provided through shared classes,
distance teaching, or in-person teaching, always while adhering to strict hygiene
guidelines. In addition, there was no obligation for teachers to attend classes in per-
son, and the classrooms were partly not large enough to adhere to social distancing
guidelines, meaning that not all students were able to return to in-person instruction.
Some schools reopened in June without social distancing measures in place. After
the summer break, tests were administered, and there were guidelines for the thresh-
old values at which classes had to be placed in quarantine or entire schools had to be
closed. From October onwards, there were again temporary school closures through-
out the country. From November, hybrid or alternating forms of teaching took place,
whereby classes were divided and groups alternated between on-site and remote
instruction. In December, teachers were also allowed to conduct coronavirus testing.
The measures taken varied regionally and institutionally, as the education system is
managed by the 16 German federal states. Due to the decisions being dependent on
the current situation, there was a high degree of uncertainty for teachers throughout
the year (Hilger et al., 2021), which contributed to a high risk of exhaustion.

Exhaustion During Crisis

Exhaustion is “a consequence of intensive physical, affective and cognitive strain,
that is, as a long-term consequence of prolonged exposure to certain job demands”
(Demerouti et al., 2010, p. 210). As an aspect of followers’ well-being, it is impor-
tant to consider exhaustion in its own right “as an end goal rather than merely as a
means to higher performance” (Inceoglu et al., 2018, p. 189). It can be detrimental
not only to the individual (e.g., in the form of lower job satisfaction; Skaalvik &
Skaalvik, 2011), but also to others (e.g., followers). For instance, daily exhaustion
is related to lower interpersonal citizenship behaviors (Trougakos et al., 2015), and
teacher exhaustion is associated with more conflict in teacher—children relation-
ships (Whitaker et al., 2015). Even under non-crisis circumstances, teachers are
exposed to a particularly large number of stressors inherent in their profession (e.g.,
student misbehavior, excessive workload, or limited resources and support), with a
high potential to lead to stress and exhaustion (S. Johnson et al., 2005; Skaalvik
& Skaalvik, 2016). A crisis context entails additional risk factors that can enhance
the likelihood of experiencing exhaustion, such as insecurity, anxiety, and loneliness
(Béuerle et al., 2020; Gilmer et al., 2023; Kunzler et al., 2021; LeNoble et al., 2023).
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For instance, during the COVID-19 crisis, there was continuous uncertainty about
how working conditions would change in the following weeks, such as how teach-
ing would have to be conducted (in the classroom, remotely, or hybrid). The asso-
ciations between these risk factors and individuals’ exhaustion can be explained by
COR theory. The theory suggests that people strive to acquire, protect, and maintain
resources that help them achieve their goals (Hobfoll, 1989). An actual or potential
loss of resources can cause stress and initiate a loss spiral, as the ability to maintain
or gain resources decreases when fewer resources are available to counteract the loss
or replace lost resources. The increased resource depletion during a crisis can thus
result in exhaustion (Halbesleben et al., 2014). As the latter is a strain that can lead
to further resource depletion (Hobfoll et al., 2018), it is likely that exhaustion rises
during the initial phase of a crisis. In line with this reasoning, meta-analyses have
found a positive association between a lack of job resources and high demands and
exhaustion (Crawford et al., 2010; Lesener et al., 2019). Further meta-analytic evi-
dence indicates reciprocal relationships between exhaustion and job stressors, with
strain having a stronger effect on job stressors than vice versa (Guthier et al., 2020).
This finding of mutual aggravation is consistent with the loss cycle proposed in
COR theory. The increase in exhaustion can also be derived from other theories. In
terms of effort-recovery processes (Meijman & Mulder, 1998), the longer the crisis
lasts, the greater the burden may be because individuals are unable to recover from,
among others, constant uncertainty, leading to accumulating stress, fewer resources,
and eventually increasing exhaustion. Additionally, teachers are likely to have cho-
sen their jobs based on certain characteristics that have changed as a result of the
crisis. The teachers may feel that they cannot meet their students’ needs, so per-
ceived person—job fit may decline, leading to increased exhaustion (cf. Mulki et al.,
2006). In line with this reasoning, first empirical evidence in the crisis context shows
that the COVID-19 crisis was associated with increased exhaustion among follow-
ers, also specifically among teachers (Sokal et al., 2020). However, most research
on exhaustion in the crisis context thus far has been conducted cross-sectionally
(e.g., Gilmer et al., 2023; LeNoble et al., 2023; Oksanen et al., 2022; Pdysi et al.,
2021). Other studies compared exhaustion before and after the beginning of the cri-
sis (Oksanen et al., 2021) or investigated only linear change (Freeman et al., 2021;
Sokal et al., 2020), not allowing for the investigation of dynamic trajectories.
However, COR theory also posits that individuals can adapt to stressors over time
so that resources can be optimally invested (Hobfoll et al., 2018). Consequently,
teachers could adapt to the regulations over time and learn to cope with the situation,
helping them protect and optimally allocate their resources. Furthermore, the crisis
not only conveyed negative aspects; remote teaching could have also led to certain
areas of relief for teachers (Hilger et al., 2021). For instance, some work demands
may have been reduced or removed, such as the requirement to continuously regu-
late one’s emotions in the presence of students (Sutton et al., 2009) or managing
misbehavior among students (Aldrup et al., 2018). Additionally, teachers may have
gained more flexibility in how and when to communicate with their students (Hilger
et al., 2021). Thus, it is possible that exhaustion does not simply increase but rather
that a more complex trajectory exists. Therefore, our study contributes to the limited
body of research on the trajectory of exhaustion during crises by applying LGCM
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over four measurement times during the first eight months of the COVID-19 crisis,
investigating the following research question:

Research Question 1. How does teachers’ exhaustion develop during the first
eight months of the crisis?

Servant Leadership During Crisis

Servant leaders can be described as dedicated to serving others and prioritizing
the needs of their followers. These leaders recognize their followers’ individuality
and take responsibility for their well-being. Furthermore, servant leaders prioritize
the welfare of others in the organization and beyond above their own interests (Eva
et al., 2019). In contrast to transformational leadership and other conventional lead-
ership models, servant leaders not only focus on task completion and goal attain-
ment but also on the needs and well-being of their employees and other stakeholders
(Schowalter & Volmer, 2023).

Leader behavior is not static but can be influenced by environmental changes
(McClean et al., 2019), especially in crisis contexts. In times of crisis, leaders are
often required to take on additional tasks and make quick decisions, which can
lead to increased pressure and workload, making it more difficult for leaders to
adequately care for their followers (Upadyaya et al., 2021). During the COVID-19
crisis, the implementation of servant leadership may additionally have been hin-
dered by the reduced and primarily remote contact with teachers, as well as other
challenges faced by leaders, such as anxiety and fear about the spread of the virus
(Reid, 2022; Upadyaya et al., 2021). In line with COR theory, it is more difficult for
leaders to care adequately for their followers in the face of threatened or exhausted
resources and increased stress (Harms et al., 2017; Lam et al., 2017; Sherf et al.,
2019), such as during a crisis. Thus, followers’ perceptions of servant leadership are
likely to decrease during the first months of a crisis. This theoretical consideration
is corroborated by meta-analytic evidence showing that stress and depleted execu-
tive resources are associated with lower levels of positive leadership (Harms et al.,
2017).

Over time, however, leaders may have adapted to the circumstances and found
ways to overcome communication obstacles (Thornton, 2021). Occasionally, regula-
tions were relaxed, allowing for face-to-face contact again. Furthermore, principals
may have made preparations over the summer break that facilitated work in the new
school year. Additionally, the needs for leadership behavior may have changed dur-
ing the crisis; for instance, calm and decisive communication may have been par-
ticularly important at the beginning of the crisis, whereas the importance of remind-
ing followers of the schools’ visions and values increased as the crisis progressed
(Mutch, 2015). Consequently, it may well be that the trajectory of servant leadership
perceptions does not follow a linear pattern but rather exhibits a more complex one,
such as an initial decline and then an increase again. Because it is still unclear how
servant leadership perceptions change during a crisis, we explored the following
research question:
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Research Question 2. How do servant leadership perceptions develop during the
first eight months of the crisis?

The Association Between Servant Leadership and Exhaustion

COR theory suggests that individuals with limited resources are more susceptible
to resource loss and less likely to acquire new resources. Therefore, the provision of
resources becomes particularly crucial in contexts with high potential for resource
loss, such as during a crisis (Hobfoll et al., 2018). This notion is consistent with
prior research emphasizing the critical role of leadership in crisis situations (Rowley
et al., 2021; Rudolph et al., 2021; Waldman et al., 2001; Wee & Fehr, 2021). The
literature highlights several aspects of successful crisis leadership, such as effective
communication and sensemaking (Collins et al., 2023) and providing tangible and
psychological resources to aid their followers in coping with uncertainties during
the crisis (Kniffin et al., 2021). Servant leaders focus on their employees first so that
they can provide important resources such as helpful support (Sheng et al., 2024),
which aids followers in maintaining their well-being during crises. Another recent
review of crisis leadership (Riggio & Newstead, 2023) delineates five key compe-
tencies for successful crisis management: sensemaking, decision-making, coordinat-
ing teamwork, facilitating learning, and communicating. Servant leaders have strong
conceptual and sensemaking skills (Liden et al., 2015; van Dierendonck & Sousa,
2016), and consider the perspectives of various stakeholders (Eva et al., 2019).
Through their humility and authenticity, they are able to seek advice and analyze
situations from multiple angles (van Dierendonck & Nuijten, 2011). Additionally,
they act in a socially responsible manner and make decisions to serve the common
good (Lee et al., 2020). Servant leaders should also be effective communicators, as
they listen to their followers and other stakeholders, provide direction, and empower
their employees (Gau & van Dierendonck, 2011; Sousa & van Dierendonck, 2014;
van Dierendonck & Nuijten, 2011). These abilities and behaviors also help them
coordinate and facilitate teamwork and reframing challenges during crises as oppor-
tunities for continuous learning, development, and improvement. The motivation to
serve and focus on their followers first, before organizational tasks and goals, distin-
guishes servant leadership from other leadership styles such as transformational and
charismatic leadership, as well as authentic, ethical, or empowering leadership (Eva
et al., 2019; Lee et al., 2020; Lemoine et al., 2019; Schowalter & Volmer, 2023; van
Dierendonck, 2011; van Dierendonck & Nuijten, 2011). As servant leaders’ primary
goal is to serve their followers, they have “an unconditional concern for [their fol-
lowers’] well-being” (Stone et al., 2004, p. 355). This focus on followers’” well-being
makes servant leadership particularly relevant in the context of individual exhaus-
tion during a crisis. Also meta-analytically, servant leadership was found to be asso-
ciated with positive work-related constructs over and above other leadership con-
structs, such as transformational, authentic, and ethical leadership (e.g., Eva et al.,
2019; Hoch et al., 2018; Lee et al., 2020; Parris & Peachey, 2013). Thus, we assume
that servant leadership is an appropriate leadership style in a crisis context.
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Drawing on COR theory, servant leaders can promote employee well-being by
reducing unnecessary stress during a crisis through the removal of obstacles (e.g.,
by the rapid provision of communication tools during a lockdown) or by directly
providing resources (e.g., emotional support) to compensate for acute resource
losses or offer resources to gain new ones. In addition, they can create conditions
that support resource acquisition, such as facilitating exchanges between team mem-
bers. These measures may also prevent employees from resource loss spirals, which
can increase in magnitude if employees lack the resources to counteract them. Fur-
thermore, the provision of resources can also initiate gain circles in the long term
(Hobfoll et al., 2018). In this way, servant leaders can also help their followers gain
stable resources, such as resilience (Cai et al., 2023), in the long term, which protect
them from resource loss and support recovery from resource depletion.

Between-Person Relationship Between Servant Leadership and Exhaustion

According to COR theory, supporting individuals in acquiring resources and remov-
ing factors that deplete resources can result in lower stress and strain levels, which,
in turn, fosters followers” well-being and effectiveness (Hobfoll et al., 2018; Inceo-
glu et al., 2018). Thus, followers with a servant leader should be better equipped to
deal with crisis contexts and experience less exhaustion than employees with less
servant leaders. Corroborating our theoretical considerations, first studies in the
non-crisis context have found negative associations between servant leadership per-
ceptions and employee exhaustion (Rivkin et al., 2014; Tang et al., 2016; Upadyaya
& Salmela-Aro, 2020), including a meta-analysis of four studies (7=-0.23, Zhang
et al., 2021).

In a crisis context, also several studies have examined the between-person rela-
tionship between servant leadership and burnout or exhaustion and found negative
associations. One cross-sectional study investigated the association between serv-
ant leadership and exhaustion among employees of the Turkish governmental disas-
ter management agency in the wake of an earthquake in Turkey in 2023 (Yikilmaz
et al., 2024). Other studies were conducted in the context of COVID-19. One cross-
sectional study among Greek employees in various occupations explored the asso-
ciation between servant leadership and burnout (Lamprinou et al., 2021). Another
study among Pakistani nurses with three measurement points within 20 days (col-
lecting each of the three measured constructs at only one measurement point) also
found a negative association between servant leadership and burnout (Ma et al.,
2021). Two cross-sectional studies investigated the association between servant
leadership and exhaustion among nurses (Du et al., 2024) and employees in the
catering, hotel, and tourism industries in China (Cai et al., 2023). A cross-sectional
study among Chinese healthcare workers found a buffering effect of servant leader-
ship on the association between hindrance stressors and exhaustion (H. Wang et al.,
2022). Replicating these between-person findings in the crisis context among Ger-
man teachers, with a more rigorous design and over a longer time period, we state:

Hypothesis 1. The interindividual levels of servant leadership perceptions and
exhaustion are negatively associated.
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Within-Person Relationship Between Servant Leadership and Exhaustion

Like any other leadership style, servant leadership and perceptions thereof are not
constant but can fluctuate (McClean et al., 2019) depending on various aspects, such
as the leaders’ or followers’ workload or level of pressure, as well as the frequency
of their interactions. As a result, followers may not consistently receive the same
level of support that helps them counteract threatening or actual resource losses. For
instance, a follower may experience varying degrees of support and resource provi-
sion from their leader at different points in time. When the leader exhibits height-
ened levels of servant leadership, the follower is likely to experience reduced stress
and lower levels of exhaustion. Conversely, during periods when the leader’s sup-
port is less pronounced, the follower may face higher levels of stress and increased
exhaustion. Thus, variations in servant leadership should be associated with parallel
changes in exhaustion levels.

Although most studies explain within-person associations, in which processes are
theorized as unfolding over time and reflecting changes (cf. Gabriel et al., 2019),
we could identify only one study in which these dynamics have actually been tested
with within-person methodology. The study (Kaltiainen & Hakanen, 2020) was con-
ducted in the organizational change context and found a negative within-person asso-
ciation between changes in servant leadership perceptions and changes in employee
burnout among Finnish employees in the public sector at two measurement points
separated by 18 months. We extend this research by examining the intraindividual
relationship between the trajectories of servant leadership perceptions and exhaus-
tion among teachers in the crisis context using four measurement points within
the first eight months of a crisis. Our design allows us to understand the temporal
dynamics of this relationship more deeply (Gabriel et al., 2019; McCormick et al.,
2020).

Hypothesis 2. The intraindividual trajectories of servant leadership perceptions
and employee exhaustion are related over the first eight months of a crisis, such that
a stronger decrease (increase) in servant leadership is associated with a stronger
increase (decrease) in exhaustion.

Method
Sample and Procedure

Our longitudinal study was conducted from March 2020 (directly after the first
lockdown had started) to November 2020 in a German private school association
comprising 118 schools. The study was part of a larger data collection effort and
involved surveying teachers at four measurement points. The approximately two-
month interval between the measurement points ensured that changes in the investi-
gated constructs could occur. In addition, the intervals were chosen so that the sur-
vey periods were as evenly spaced as possible between vacations, while covering the
regular school routine and avoiding particularly quiet periods (e.g., just before the
summer break) or particularly busy periods (e.g., during the preparation of school

@ Springer



66 Occupational Health Science (2025) 9:57-88

reports or at the start of school immediately after the summer break). Two of these
measurement points were conducted before the summer break, while the other two
were conducted afterwards. Given that school vacations vary across the federal
states, we adjusted the survey periods accordingly. In March 2020, the secretary
general of the school association sent an e-mail invitation to the school principals.
Additionally, letters with posters and flyers were mailed to each school. Twenty-five
principals enrolled their schools to be part of the study. Once registered, the prin-
cipals were sent an e-mail invitation with a link to share with their staff. Teachers
were asked to register using their e-mail addresses, and were then contacted indi-
vidually to complete the surveys. Participation was voluntary and e-mail addresses
were kept separate from the survey data to maintain anonymity. At the end of the
final survey, all participants had the opportunity to participate in a raffle of approxi-
mately 70 prizes donated by various companies, including books and board games.
In addition, principals were offered feedback on the results upon completion of the
final survey if at least 10 teachers (to maintain anonymity) at their school had par-
ticipated. For schools with fewer than 10 teachers, teacher consent was required to
receive feedback. Informed consent to participate was obtained from all individuals
included in the study.

Teachers who participated in at least one of the four surveys were included in
the final sample, excluding one school that underwent a change of the principal,
and three teachers who reported that their direct leader had changed. In total, data
from 129 teachers from 22 schools (average of 9.60 teachers per school, MIN=1,
MAX =17, SD=4.49) were used. Five teachers asked to register for participation
after the first measurement time (T1), meaning that these individuals were not yet
included in the sample at T1.! The resulting sample sizes were thus n=124 at T1,
n=2_81 at Time 2 (T2; 65.3% response rate compared to T1), n=69 at Time 3 (T3;
55.6% response rate compared to T1), and n=65 at Time 4 (T4; 52.4% response rate
compared to T1). Comparable response rates have been reported in previous longi-
tudinal field studies (Goodman & Blum, 1996; Gustavson et al., 2012). The aver-
age number of teachers working at the schools was 27.61 (SD=20.76). To check
for systematic drop-out effects, we compared the main characteristics of respond-
ents and non-respondents at T2, T3, and T4, respectively. They did not differ sig-
nificantly in terms of age, gender, tenure at school, duration of collaboration with
the leader, experience as a teacher, teaching load per week, frequency of contact
with the leader, school size or type, servant leadership, or exhaustion. Therefore,
participant attrition did not appear to be influenced by participants’ demographics or
substantive variables of the study.

The final sample consisted of participants with an average age of 43.73 years
(8§D =10.23). The gender distribution was 28.7% female and 18.6% male (52.7% did

! We also conducted all analyses with the smaller sample size of 124 participants and obtained the same
inferences as with the full sample. Estimating missing values is generally recommended as a more effec-
tive approach to dealing with missing data than listwise deletion, as it results in less biased estimates (for
further discussion, see Enders, 2022). Additionally, a larger sample size increases the statistical power of
model estimation. Therefore, we included all 129 participants in our study.
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not indicate gender). The average tenure teachers had worked at their school was
9.08 years (SD=6.55) and the average duration of collaboration with their leader
was 6.00 years (SD=4.71).

Measures

We collected data on perceived servant leadership and exhaustion at all measure-
ment points and all measures were answered by the teachers.

Servant Leadership

Servant leadership was measured using the 18-item short version of the Servant
Leadership Scale (van Dierendonck et al., 2017), translated into German and vali-
dated by Pircher Verdorfer and Peus (2014). The items were rated on a 5-point Lik-
ert scale (1 =strongly disagree to 5 =strongly agree). An example item is “My man-
ager encourages me to use my talents”. The internal consistency of the scale ranged
from Cronbach’s a=0.84 to a=0.87.

Exhaustion

Exhaustion was measured using the corresponding eight-item subscale of the Old-
enburg Burnout Inventory (OLBI; Bakker et al., 2004; Demerouti et al., 2003). The
Likert scale ranged from 1 =rotally disagree to 4 =totally agree; an example item is
“After my work, I usually felt worn out and weary”. The internal consistency of the
scale ranged from a=0.88 to «=0.89.

Demographic Variables

At each measurement time, participants were asked to report the frequency of con-
tact with their direct leader on a 6-point Likert scale (1 =more rarely, 2=up to sev-
eral times a month, 3=up to once a week, 4=up to several times a week, 5=up to
once a day, 6 =several times a day). Additionally, they were asked for their weekly
teaching load at T2 and T3, as well as their age, gender, tenure at school, and experi-
ence as a teacher at T3 (to keep the workload lower at T1 and T2). We also recorded
whether the teachers worked at a secondary school, and the number of teachers
working at the schools.

Analyses

To examine the growth trajectories, we calculated latent growth curve models
(LGCM) using Mplus Version 8.8 (Muthén & Muthén, 1998-2017). Missing val-
ues were estimated using full information maximum likelihood (FIML). To account
for non-normality in the data, we used maximum likelihood estimation with robust
standard errors (MLR; Shi et al., 2021). First, we calculated univariate LGCMs for
exhaustion and perceived servant leadership to explore our two research questions.
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To this end, we compared different models (i.e., intercept-only, linear, quadratic,
and one with an unspecified growth pattern) and compared their fit indices to deter-
mine the best model. The intercept-only model includes only an intercept factor and
no slope factor; in other words, it assumes no change. To represent the intervals
between the measurement points as accurately as possible (they were not exactly of
the same length because of vacation periods), we set the time scores for the slope
factor in the linear model to 0, 2, 4.5, and 6. The first value was set to zero to define
the intercept growth factor as the initial status factor. The quadratic growth model
included the intercept and slope factor of the linear model, and a quadratic slope
factor (squared time scores of the linear slope factor). In the model with an unspeci-
fied growth pattern, the first and second scores were fixed at O and 2, respectively,
whereas the remaining two scores were estimated freely. The slope factor mean in
this model thus represents the average rate of change per scale point between T1 and
T2 (Geiser, 2021). To assess model fit, we used the chi-square statistic (XZ), root
mean square error of approximation (RMSEA), comparative fit index (CFI), Tucker-
Lewis index (TLI), and standardized root mean residual (SRMR; e.g., Hu & Bentler,
1999). The models were compared based on the Akaike information criterion (AIC),
Bayesian information criterion (BIC), and sample size adjusted BIC (SSABIC), for
which smaller values indicate better fit.

Subsequently, we estimated bivariate growth curves (Preacher et al., 2008) to
evaluate whether the intercepts and trajectories of servant leadership and exhaustion
were associated. We regressed the intercept of exhaustion on the intercept of servant
leadership (to test Hypothesis 1), and the slope of exhaustion on the slope of servant
leadership (to test Hypothesis 2). The intercept and slope of exhaustion as well as of
servant leadership were allowed to correlate, respectively.

Results
Descriptives

The means, standard deviations, and correlations among the variables are shown in
Table 1. The mean of servant leadership perceptions was 3.99 (SD=0.50) at TI,
3.91 (SD=0.51) at T2, 3.80 (§D=0.49) at T3, and 3.85 (§SD=0.49) at T4. In con-
trast, the mean of exhaustion was 2.21 (SD=0.60) at T1, 2.23 (SD=0.61) at T2,
2.37 (SD=0.57) at T3, and 2.34 (SD=0.52) at T4. Servant leadership perceptions
measured at T1 were significantly negatively correlated with exhaustion at all four
time points. The correlations between servant leadership perceptions and exhaus-
tion at T1 (r=-22) and T2 (r=-.25) were small (Cohen, 1992), whereas they
were medium for exhaustion at T3 (r=-.36) and T4 (r=-.32). Similarly, servant
leadership perceptions at T2 and exhaustion at T2 (r=-.24), T3 (r=-.28), and
T4 (r=-.27) showed significant and small negative correlations. The correlations
between servant leadership and exhaustion at T3 and T4 were not significant.
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Table 2 Univariate Latent Growth Curve Models for Exhaustion

Intercept-only Linear® Quadratic® Unspecified
growth pattern

AIC 439.365 449.239 - 436.046
BIC 456.140 466.014 - 466.800
SSABIC 437.170 447.044 - 432,022

x> (dp 14.6397 (8) 24.429™ (8) - 0.992 (3)
RMSEA 0.083 0.130 - 0

CFI 0.943 0.858 - 1

TLI 0.957 0.894 - 1

SRMR 0.106 0.173 - 0.047
Intercept mean (SE) 2.276"" (0.047) 2.2227(0.053) - 2.219" (0.053)
Slope mean (SE) - 0.019 (0.010) - 0.021 (0.022)
Intercept variance (SE) 0.202"" (0.036) 0.24177(0.045) - 0.2517 (0.052)
Slope variance (SE) - 0.002 (0.002) - 0.005 (0.013)

Note. N=121. AIC=Akaike information criterion; BIC=Bayesian information criterion;
SSABIC=sample size adjusted BIC; RMSEA=root mean square error of approximation;
SRMR =standardized root mean square residual; TLI=Tucker-Lewis index.

2 The residuals were restricted to zero due to a non-positive definite residual covariance matrix. ® Could
not be calculated as the residual and the latent variable covariance matrices were not positive definite.

Tp<.10." p<.05. " p<.01."" p<.001.

Univariate Growth Curves
Exhaustion

To answer Research Question 1, we modeled univariate growth curves. As Table 2
shows, the model with an unspecified growth pattern fit the data well (X2(3) =0.992,
p=.803, RMSEA =0, CFI=1, TLI=1, SRMR=0.047) and the AIC, BIC, and
SSABIC values were smallest for this model compared to the other models, so we
selected the model with an unspecified growth pattern. The mean intercept of this
model and its variance were significant (intercept=2.219, p=.000; var=0.251,
p=.000), meaning that there were significant between-person differences in the level
of exhaustion. The mean slope and its variance were not significant (slope=0.021,
p=.229; var=0.005, p=.608), indicating that exhaustion did not change, on aver-
age, over time. The correlation between the mean intercept and slope was signifi-
cant (r=-.466, p=.010), indicating that individuals with a higher initial level of
exhaustion had a smaller increase in exhaustion.> The slope factors were not

2 The mean of exhaustion ranged from 2.21 to 2.37 (standard deviations between .52 and .61) at the four
measurement points, the median ranged between 2.25 and 2.38, and the mode between 2.00 and 2.38.
Thus, the values did not correspond to the extreme value, and only a small percentage of participants
selected the highest score (ranging from 0.0% to 19.4%), which was lower than the recommended 20%
(L. Wang et al., 2008). Therefore, we do not assume a ceiling effect.
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significant, with slope, =0 (fixed), slope,=2 (fixed), slope;=6.311, p=.237, and
slope,=4.187, p=.116.

Perceived Servant Leadership

Regarding the trajectory of perceived servant leadership, again, the model with an
unspecified growth pattern fit the data well (X2(3)=1.903, p=.593, RMSEA =0,
CFI=1, TLI=1, SRMR=0.096; see Table 3). We acknowledge that the BIC
favored the linear model compared to the model with an unspecified growth pattern,
but both the AIC and SSABIC favored the model with an unspecified growth pat-
tern; therefore, we selected this model.

The mean intercept and its variance were significant (intercept=3.979, p=.000;
var=0.226, p=.000), as was the mean slope (slope=-0.044, p=.014) but not the
slope variance (var=0.007, p=.478). Thus, the participants differed significantly in
their level of perceived servant leadership. Perceived servant leadership decreased,
on average, across the four measurement points, and the participants did not dif-
fer in their slope factors. The intercept and slope means were not significantly cor-
related (r=-.344, p=.145), meaning that the level of perceived servant leadership
was not associated with change in the construct over time. Both freely estimated
slope factors were significant (slope, =0 (fixed); slope,=2 (fixed); slope;=3.498,
p=.014; slope,=2.810, p=.001). The slope factors indicated that between T1 and
T3 and between T1 and T4, the decrease in servant leadership was lower than that

Table 3 Univariate Latent Growth Curve Models for Servant Leadership

Intercept-only Linear Quadratic? Unspecified
growth pattern

AIC 276.722 267.705 - 264.741

BIC 293.881 293.443 - 296.199

SSABIC 274.905 264.979 - 261.410

x> (dp 24.6617 (8) 9.659 (5) - 1.903 (3)
RMSEA 0.127 0.085 - 0

CFI 0.932 0.981 - 1

TLI 0.949 0.977 - 1

SRMR 0.220 0.141 - 0.096
Intercept mean (SE) 3.907° (0.043)  3.960" (0.043) - 3.979™ (0.045)
Slope mean (SE) - —0.019™ (0.006) - —0.044" (0.018)
Intercept variance (SE) 0.196""(0.030)  0.196™" (0.039) - 0.226™" (0.058)
Slope variance (SE) - 0.001 (0.001) - 0.007 (0.009)

N=129. AIC =Akaike information criterion; BIC =Bayesian information criterion; SSABIC =sample
size adjusted BIC; RMSEA =root mean square error of approximation; SRMR = standardized root mean
square residual; TLI=Tucker-Lewis index.

? Could not be calculated as the residual and the latent variable covariance matrices were not positive
definite.

" p<.05. " p<.0l.

Y

p<.001.
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implied by a linear model with the model’s slope mean. Using the estimated means
(T1-T4: 3.979, 3.891, 3.825, 3.855) and the time intervals reflecting the measure-
ment times (i.e., 0, 2, 4.5, 6), we also computed the mean slope factors between T2
and T3 (slope =-0.026) and between T3 and T4 (slope =0.020). Thus, in response
to Research Question 2, we found that after a weakening decrease from T1 to T3,
servant leadership perceptions increased again between T3 and T4.

Bivariate Growth Curve

Subsequently, we investigated the associations between servant leadership
and exhaustion using bivariate LGCMs. The bivariate LGCM fit the data well
(x3(20)=9.260, p=.980), RMSEA =0, CFI=1, SRMR=0.081). The intercept of
servant leadership was negatively and significantly associated with the intercept
of exhaustion (f=-0.258, SE=0.086, p=.003), suggesting that interindividually,
higher servant leadership was associated with lower exhaustion, which supported
Hypothesis 1. The slope of servant leadership was also significantly related to that of
exhaustion (§=0.500, SE=0.198, p=.012). Given that the mean slope for servant
leadership was negative and the mean slope (intercept) for exhaustion was positive,
this result indicates that the greater the decrease in servant leadership, the greater
the increase in exhaustion. This significant within-person relationship between serv-
ant leadership and exhaustion supported Hypothesis 2 (see Fig. 1).

Additional Analyses

We conducted the analyses again using the complex command in Mplus to account
for potential misspecifications due to school affiliation.’> The univariate models as
well as the bivariate one yielded the same inferences as those without the complex
command. Thus, we report only the conventional standard errors (cf. Antonakis
et al., 2021).

Discussion

Crisis situations can be very challenging and lead to resource depletion, which can
result in increased stress and eventually exhaustion. The latter can have a negative
impact not only on oneself (e.g., Jonsdottir et al., 2017; Salvagioni et al., 2017) but
also on others (e.g., Trougakos et al., 2015). Given the high probability that leaders
and followers will face crises during their careers (Riggio & Newstead, 2023), it is
important to investigate the development of follower exhaustion and how it can be
kept low or reduced in crisis situations. Leadership has already been linked with
employee well-being (Inceoglu et al., 2018), and has been found to be even more
essential during crises than in non-crisis contexts (Rudolph et al., 2021). Therefore,

3 We did not use multilevel modeling because we were not interested in differences between the schools,
and the number of clusters (n=22) was rather small (McNeish et al., 2017).
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Intercept
servant
leadership

~0.258™ (0.086)

Intercept
exhaustion

0.334" -0.715™
(0.147) (0.153)

Slope 0.500" (0.198)
servant

leadership

Slope
exhaustion

Fig. 1 Standardized Results of the Bivariate Model. Note. N=129. Hl =Hypothesis 1; H2 =Hypothesis
2.Values in parentheses are standard errors of the estimates.” p <.05. ™ p<.01. ™" p<.001

we explored the trajectories of perceptions of servant leadership as a resource-pro-
viding leadership style and exhaustion among teachers (a particularly vulnerable
professional group; Madigan et al., 2023) during a crisis as well as the associa-
tion between the two constructs. A particular strength of our study is that we con-
ducted a real-time longitudinal investigation with four measurement points during
the first eight months of the COVID-19 crisis, instead of relying on retrospective
data. In this way, we make an important contribution to the still very limited body of
research on the dynamics of leadership behavior (McClean et al., 2019), as well as
the association between leadership and employee well-being (Inceoglu et al., 2018),
especially in the crisis context. Additionally, by studying a specific sample of teach-
ers in the context of the COVID-19 crisis, we followed previous calls to incorporate
context into research (Johns, 2006, 2024). Despite the potential of context to influ-
ence the occurrence and effects of variables and the relationships between them, it
is often disregarded in research (Johns, 2024; Liden & Antonakis, 2009; Oc, 2018).
Rather than treating context as an artifact (e.g., by controlling for contextual vari-
ables when estimating effects; Oc, 2018), explicitly studying specific contexts, as in
our study, helps correctly interpret research findings, derive practice-oriented and
relevant implications, and also integrate seemingly heterogeneous research findings,
for example, in reviews and meta-analyses (Johns, 2018).

Regarding the univariate trajectories of the constructs, servant leadership per-
ceptions decreased over the study period. However, the decrease was not linear, but
slowed from T1 to T3 before servant leadership perceptions increased again between
T3 and T4. For teachers’ exhaustion also, a non-linear trajectory fit best, but the
construct did not increase or decrease on average during the first eight months of the
crisis. Consistent with our hypotheses, we found a negative inter- and intraindividual
association between servant leadership and exhaustion. Specifically, teachers who
perceived higher levels of servant leadership reported lower levels of exhaustion,
and a greater decrease (increase) in servant leadership perceptions was related to a
greater increase (decrease) in exhaustion.
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Theoretical Implications

Our findings provide evidence that COR theory can be a fruitful approach to make
predictions about the trajectories of servant leadership and employee exhaustion as
well as their inter- and intraindividual relationships in longitudinal settings, which
we explain in the following. On average, servant leadership perceptions decreased
during the study period. More detailed analyses showed that the decrease in servant
leadership perceptions weakened over the course of the crisis and finally increased
again. Reasons for the initial decrease in servant leadership perceptions may be that
the leaders were very busy at the beginning of the crisis, adjusting themselves and
their schools to the new situation, for example, by creating the necessary technical
conditions for teaching. In line with COR theory, the leaders’ resources may have
been exhausted by the higher workload and other challenges during the COVID-19
crisis, such as anxiety and fear concerning the spread of COVID-19 (Reid, 2022;
Upadyaya et al., 2021), reducing their capacity to show positive leadership (Harms
et al., 2017). Additionally, the COVID-19 measures, such as reduced and mainly
remote contact, may have limited leaders’ possibilities to show servant leadership.
Over time, the situation may have eased, as key requirements were increasingly met
to continue workflows in the best possible way despite the adverse conditions, and,
as predicted by COR theory (Hobfoll et al., 2018), leaders may have learned to adapt
in order to best invest their resources. Consequently, the leaders may have been
gradually able to restore their resources and return to a stronger focus on their fol-
lowers, so that the decline in servant leadership perceptions slowed and eventually
began to reverse. Our finding sheds light on the trajectory of servant leadership over
the course of a crisis and supports previous claims that leadership should not only
be considered static (McClean et al., 2019)—indicating the crucial importance of
longitudinal studies in leadership research.

The on average stable level of employee exhaustion in our study is somewhat
surprising, as several studies have indicated that the COVID-19 crisis involved
numerous risk factors (Gilmer et al., 2023; LeNoble et al., 2023) and was associ-
ated with increased exhaustion (Freeman et al., 2021; Sokal et al., 2020). Like the
hypothesized increase in exhaustion during the first months of a crisis, the nonexist-
ent growth in our study can be explained by COR theory, as Hobfoll et al. (2018)
suggested that individuals may adapt to stressors over time, utilizing their resources
more efficiently. Thus, individuals may learn how to implement and handle changes
(e.g., remote teaching) so that the exhaustion that exists at the beginning of a crisis
does not increase further. This adaptation process could offset resource-draining fac-
tors. Future studies should identify the conditions under which these two predictions
are more pronounced, respectively. It is plausible, that the relative weights of the
two mechanisms change over time. For example, the habituation effect may become
increasingly salient as a crisis persists. Another reason for exhaustion remaining
constant could be the relatively high level of servant leadership found at the begin-
ning of the crisis (the estimated mean at T1 was 3.979 on a 5-point Likert scale):
This could indicate that servant leadership had already been high before the crisis
and that the employees had acquired numerous resources and set resource gain spi-
rals in motion before the crisis started, protecting them against resource losses. Such
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acquired resources could include peer support and the exchange of teaching materi-
als as well as personal resources such as resilience.

An interesting counterintuitive aspect is that individuals with higher initial lev-
els of exhaustion had lower increases in exhaustion. This finding contradicts COR
theory, which states that with fewer resources, the likelihood of resource loss
increases, which can reinforce loss spirals (Hobfoll et al., 2018). There are several
possible explanations for this finding that merit further investigation. Individuals
who were already more exhausted may have received more support, leading to a
smaller increase in exhaustion over time. This aligns with the fact that servant lead-
ers respond to and care for their employees individually. Additionally, it could be
that less exhausted individuals were more engaged in ensuring that the schools were
able to manage crisis-related changes effectively, resulting in a greater increase in
exhaustion.

Not only did we replicate the interindividual negative relationship between serv-
ant leadership and follower exhaustion in the teaching and crisis context, but we also
found that increases (decreases) in servant leadership are associated with decreases
(increases) in exhaustion intraindividually. To date, this has only been examined
in one study in a change context, with only two measurement points and over a
longer period of time (18 months), although most researchers base their rationale on
within-person theory (Gabriel et al., 2019). Thus, following previous calls (Inceoglu
et al., 2018), we extended these findings with a more dynamic view of the asso-
ciations between servant leadership and follower exhaustion within a shorter time
frame and in the teaching context. Our results support our explanation from the
COR perspective that servant leaders can provide resources, such as exchange of
teaching materials or social support, that help protect or gain resources or compen-
sate for resource loss. This notion is also consistent with a previous suggestion that
servant leadership may be particularly suited to providing meaningful social support
(Gray et al., 2023). The results also indicated that the associations did not differ
at the within-person and between-person levels, demonstrating homology (Gabriel
et al., 2019; McCormick et al., 2020). Future research should investigate whether the
same mechanisms are at work on the between- and within-person level (McCormick
et al., 2020).

Descriptively, only servant leadership at T1 and T2 was found to be correlated
with exhaustion at all measurement points. This finding suggests that servant lead-
ership perceptions may have been particularly relevant at the beginning of the cri-
sis, indicating that adequate preparation in advance of the crisis is crucial. During
the crisis, teachers may have adapted better (in line with COR theory) and perhaps
organized themselves more effectively, leading to leadership perceptions no longer
having strong immediate effects on their well-being. Future research could employ
latent change score models to determine leading and lagged relationships and their
changes over time (McArdle, 2009). Additionally, investigating how long servant
leadership takes to produce effects and exploring the potential negative effects of
servant leadership on followers’ well-being (cf. Peng et al., 2023) would be valu-
able. For instance, at the beginning of the crisis, supportive behavior might have
been more prominent, but later on, the focus might have shifted to serving others,
potentially leading to more pressure on teachers to care for their students. Future
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studies could examine the emphases and interactions of the different servant leader-
ship dimensions as well as possible changes in the mediating mechanisms over time.

Future Research

One avenue for future research is to delve deeper into the trajectory of servant lead-
ership perceptions and examine potential antecedents that help explain the decrease
in servant leadership perceptions in the first months of a crisis, as well as factors
that help initiate the recovery process in servant leadership perceptions. In this way,
aspects, such as specific resources to support leaders (e.g., initiating opportunities
for exchange between leaders, fostering mutual support among them), can be worked
out that can mitigate the decline of servant leadership perceptions in the first months
of a crisis. Additionally, the size of the correlations between servant leadership and
exhaustion suggests that further predictors and moderators, such as other leadership
styles or personal characteristics of teachers (e.g., resilience), should be investigated,
which could contribute to the explanation of variance in changes in exhaustion.

Second, following previous claims that the link between leadership and well-
being is still under-researched (Inceoglu et al., 2018), mediating and moderating fac-
tors in the association between servant leadership and exhaustion could be explored.
For example, it would be insightful to determine whether the relationships between
servant leadership and follower exhaustion during a crisis are also present when fol-
lowers have a low tolerance for uncertainty, or whether servant leadership may even
be particularly beneficial in such situations.

Third, with four measurement points separated by time lags of approximately two
months, our study contributes to a better understanding of the temporal dynamics
of servant leadership and exhaustion. However, future research with varying time-
frames is required to develop a solid comprehension of these dynamics and their
implications (Guthier et al., 2020). In addition to the overall questions of how stable
servant leadership is and over what time period variation occurs (Ellis et al., 2019;
Kelemen et al., 2020; McClean et al., 2019), there are further avenues for explo-
ration in the realm of temporal dynamics. One such area of interest is the evalua-
tion of servant leadership. Servant leadership encompasses a range of characteris-
tics, such as the general motivation to lead and authenticity (van Dierendonck &
Nuijten, 2011), which cannot be assessed through individual situations or behaviors
but rather represent a more comprehensive evaluation. As a result, it is possible that
high variability in leader behavior may not lead to high variability in ratings of serv-
ant leadership, but rather to low ratings of servant leadership. Future research should
therefore investigate which aspects of servant leadership are more stable and which
are more prone to fluctuation (cf. Gabriel et al., 2019) and how these aspects influ-
ence overall ratings of servant leadership. The second field concerns the effects of
variability in servant leadership behavior. Given a high variability in servant lead-
ership behaviors, employees may not be able to predict their leaders’ behavior,
which may be perceived as a demand or threat. Accordingly, there is evidence that
followers usually prefer stable leader behavior (R. E. Johnson et al., 2012; Matta
et al., 2017; Volmer et al., 2023; Winkler et al., 2015). Future research could thus
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use growth mixture modeling (Wickrama et al., 2022) or continuous time modeling
(Rauvola et al., 2021) to examine whether different trajectories of servant leader-
ship, such as high variability or stability at different levels, are differentially related
to changes in exhaustion.

Fourth, it would be valuable to explore servant leadership perceptions and the
levels of exhaustion experienced by participants also prior to a crisis. This would
allow us to determine whether servant leadership was particularly high at the outset
of the crisis, for instance, because leaders addressed their teachers’ concerns to a
particularly high extent, so that perceptions initially increased at the beginning of
the crisis and only returned to their initial level as the crisis progressed. Conversely,
it could also be the case that the contact restrictions initially made effective leader-
ship behavior more challenging, resulting in servant leadership being lower at the
first measurement point than before the crisis.

Lastly, some criticism of leadership research suggests that positive leadership
behaviors always result in positive outcomes (Alvesson, 2020; Fischer & Sitkin,
2023). However, the different correlations between the constructs at different meas-
urement times in our study do not support the view that the findings are merely the
result of a combination of a positive leadership style and a negative outcome. In
addition, meta-analyses have shown that servant leadership can explain variance in
follower behavior and experiences beyond other leadership styles (e.g., Hoch et al.,
2018). Nevertheless, the conceptualization of servant leadership (as well as other
common leadership constructs) needs improvement to avoid spurious effects that are
based solely on the positivity of the construct. For instance, the conceptualization
and instruments should be revised to avoid conflating behavioral descriptions with
raters’ evaluations (Fischer & Dietz, 2020; Fischer & Sitkin, 2023). Additionally,
future research should also consider other leadership constructs (e.g., transforma-
tional or empowering leadership) to determine if servant leadership has a unique
contribution to explaining variance in exhaustion.

Limitations

There are some limitations that should be mentioned before deriving practical impli-
cations. First, our survey was conducted among teachers from a private school asso-
ciation in Germany during the COVID-19 crisis. Consequently, the generalizability
of our findings to other contexts might be constrained. Thus, our findings should be
validated using different samples. Second, as we were interested in teachers’ experi-
ences during the crisis, we employed only their evaluations, resulting in potential
biases (Podsakoff et al., 2012). However, self-reports are sometimes the most suit-
able approach for investigating specific research questions (Gabriel et al., 2019). In
the case of exhaustion, the teachers were the most knowledgeable source for assess-
ing their own well-being. Additionally, the impact of leadership behavior on fol-
lower outcomes largely depends on how employees perceive it (Bono et al., 2012).
Third, despite employing a longitudinal design, we cannot exclude the existence
of omitted variables that potentially affected the associations between the constructs
and led to endogeneity (e.g., leadership needs or negative affectivity; Sajons, 2020).
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To rule out endogeneity, all potential third variables would have to be identified and
included in the model. As this is practically not feasible, corrective actions would
be necessary, such as instrumental variable estimation using experimentally rand-
omized instrumental variables (Schowalter & Volmer, 2023). However, by defini-
tion, the studied crisis context occurred unexpectedly, affected all participants, and
required many resources from the teachers. Therefore, it was not possible to imple-
ment a (quasi-)experimental design (e.g. with randomized assignment to servant
leadership training) to apply corrective approaches. Thus, our findings cannot be
interpreted causally and should be further examined using experimental or instru-
mental variable approaches to establish robust causal inferences (Schowalter & Vol-
mer, 2023). Fourth, owing to the crisis and associated workload, our sample size
was limited. Although the sample size was generally large enough for our analyses
(Curran et al., 2010), it is still possible that the power was too low to detect an aver-
age course of exhaustion. Therefore, it is useful to replicate our study in different
crisis contexts using larger samples. In addition, it is not uncommon for participants
to drop out over the course of longitudinal studies (Goodman & Blum, 1996). In
our study, we did not observe systematic drop-out effects and used FIML to handle
missing data. This method allows the use of all available data, resulting in more reli-
able and valid results than traditional methods that discard incomplete cases (New-
man, 2003). However, limited data at later time points may affect the certainty of the
growth trajectory estimates. Future research should aim to collect more complete
data at later time points to validate the trajectories identified in our study.

Practical Implications

Our study indicates that servant leadership is negatively associated with employee
exhaustion during crises. The finding that changes in servant leadership perceptions
are related to changes in exhaustion implies that it is not enough to be perceived as a
servant leader in principle, but that this perception is subject to fluctuations that are
related to exhaustion. Consequently, leaders should continually prioritize the needs
of their followers over organizational goals and demonstrate servant behavior dur-
ing crises. This involves taking responsibility for their followers’ well-being, provid-
ing resources (such as helpful support), removing obstacles (such as communication
barriers during a lockdown), listening carefully, communicating effectively, and pro-
viding direction, despite the additional tasks and increased pressure that leaders may
experience during crises.

Organizations should therefore select their leaders on the basis of their servant
leadership behavior and provide them with the necessary training to be prepared for
future crises (cf. McCormick et al., 2020). This is particularly recommended because
servant leadership has been shown to have positive effects also in non-crisis contexts
(Eva et al., 2019). Through servant leadership training, leaders can be equipped to
set the course already before and during the first months of a crisis. These first few
months can be critical, as they often have the highest potential for resource loss (in
the case of COVID-19, e.g., due to a sudden transition to remote work and reduced
contact with colleagues). Therefore, it is essential that leaders support employees
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in acquiring new resources before and during a crisis (especially during the first
months; e.g., by facilitating the exchange of teaching materials between team mem-
bers), which helps protect against and compensate for resource loss.

Furthermore, it is important that organizations support their leaders so that their
resources are not depleted, but that they can uphold their servant leadership behav-
iors in the crisis context. One possibility is to build up leaders’ social capital, for
instance, by connecting school leaders from different schools and fostering mutual
support as well as improving collaboration with school associations or districts
(Beausaert et al., 2023; Reid, 2022). Additionally, demands can be reduced and
tasks restructured, for example, by sharing job responsibilities in an administrative
team (Beausaert et al., 2016). Finally, leaders’ personal resources can be fostered
using coaching and mentoring (Upadyaya et al., 2021) or training focusing on self-
care and mental health (Reid, 2022).

The absence of increased exhaustion among teachers during the crisis may sug-
gest that they not only faced a threat of resource depletion but that the circum-
stances, such as remote teaching, also had resource-strengthening effects, such as
the reduced need to manage their emotions in front of students (Hilger et al., 2021).
Effective leadership and coaching can help direct teachers’ focus on these resources,
which can facilitate their ability to cope with the crisis and reduce exhaustion.

Conclusion

Because leaders and followers in all professional fields are likely to face crises dur-
ing their careers, it is critical to understand how to minimize the negative impact of
such crises on well-being. We conducted a real-time, four-wave study that provides a
dynamic perspective on servant leadership and teacher exhaustion, revealing that the
trajectories of and associations between the constructs are more complex than linear
models can capture. Our findings suggest that servant leadership is appropriate for
reducing the negative effects of crises on teacher exhaustion. Thus, given the mul-
tiple positive effects that servant leadership can have in both crisis and non-crisis
contexts, it is advisable to train and support leaders to use this leadership style to be
prepared for future crises.

Acknowledgements We thank Lennart P6tz and Vera Hebel for their helpful comments on earlier ver-
sions of the manuscript and Wolfgang Stock and Daniel Ehmer for facilitating the data collection. We

also thank Anja Gaugigl for her support in programming the survey.

Funding Open Access funding enabled and organized by Projekt DEAL. The authors declare that no
funds, grants, or other support were received during the preparation of this manuscript.

Data Availability Data is available from the authors upon request.
Declarations
Competing Interest The authors have no relevant financial or non-financial interests to disclose.

Ethical Approval The study was approved by the local Ethical Review Board (2022-06/25, University of
Bamberg).

@ Springer



82 Occupational Health Science (2025) 9:57-88

Open Access This article is licensed under a Creative Commons Attribution 4.0 International License,
which permits use, sharing, adaptation, distribution and reproduction in any medium or format, as long
as you give appropriate credit to the original author(s) and the source, provide a link to the Creative
Commons licence, and indicate if changes were made. The images or other third party material in this
article are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line
to the material. If material is not included in the article’s Creative Commons licence and your intended
use is not permitted by statutory regulation or exceeds the permitted use, you will need to obtain permis-
sion directly from the copyright holder. To view a copy of this licence, visit http://creativecommons.org/
licenses/by/4.0/.

References

Aldrup, K., Klusmann, U., Liidtke, O., Gollner, R., & Trautwein, U. (2018). Student misbehavior and
teacher well-being: Testing the mediating role of the teacher-student relationship. Learning and
Instruction, 58, 126—136. https://doi.org/10.1016/j.Jearninstruc.2018.05.006

Alvesson, M. (2020). Upbeat leadership: A recipe for — or against — “successful” leadership theory. The
Leadership Quarterly, 31(6), Article 101439. https://doi.org/10.1016/j.leaqua.2020.101439

Antonakis, J., Bastardoz, N., & Ronkkd, M. (2021). On ignoring the random effects assumption in mul-
tilevel models: Review, critique, and recommendations. Organizational Research Methods, 24(2),
443-483. https://doi.org/10.1177/1094428119877457

Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands-resources model to predict
burnout and performance. Human Resource Management, 43(1), 83—104. https://doi.org/10.1002/
hrm.20004

Béuerle, A., Teufel, M., Musche, V., Weismiiller, B., Kohler, H., Hetkamp, M., Dérrie, N., Schweda, A.,
& Skoda, E.-M. (2020). Increased generalized anxiety, depression and distress during the COVID-
19 pandemic: A cross-sectional study in Germany. Journal of Public Health, 42(4), 672—678.
https://doi.org/10.1093/pubmed/fdaal 06

Beausaert, S., Froehlich, D. E., Devos, C., & Riley, P. (2016). Effects of support on stress and burnout in
school principals. Educational Research, 58(4), 347-365. https://doi.org/10.1080/00131881.2016.
1220810

Beausaert, S., Froehlich, D. E., Riley, P., & Gallant, A. (2023). What about school principals’ well-being?
The role of social capital. Educational Management Administration & Leadership, 51(2), 405-421.
https://doi.org/10.1177/1741143221991853

Bono, J. E., Hooper, A. C., & Yoon, D. J. (2012). Impact of rater personality on transformational and
transactional leadership ratings. The Leadership Quarterly, 23(1), 132—145. https://doi.org/10.
1016/j.leaqua.2011.11.011

Cai, Z., Mao, Y., Gong, T., Xin, Y., & Lou, J. (2023). The effect of servant leadership on work resil-
ience: Evidence from the hospitality industry during the COVID-19 period. International Journal
of Environmental Research and Public Health, 20(2), Article 1322. https://doi.org/10.3390/ijerp
h20021322

Cohen, J. (1992). A power primer. Psychological Bulletin, 112(1), 155-159. https://doi.org/10.1037/
0033-2909.112.1.155

Collins, M. D., Dasborough, M. T., Gregg, H. R., Xu, C., Midel Deen, C., He, Y., & Restubog, S. L.
D. (2023). Traversing the storm: An interdisciplinary review of crisis leadership. The Leadership
Quarterly, 34(1), Article 101661. https://doi.org/10.1016/j.leaqua.2022.101661

Crawford, E. R., LePine, J. A., & Rich, B. L. (2010). Linking job demands and resources to employee
engagement and burnout: A theoretical extension and meta-analytic test. Journal of Applied Psy-
chology, 95(5), 834-848. https://doi.org/10.1037/a0019364

Curran, P. J., Obeidat, K., & Losardo, D. (2010). Twelve frequently asked questions about growth curve
modeling. Journal of Cognition and Development, 11(2), 121-136. https://doi.org/10.1080/15248
371003699969

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources
model of burnout. Journal of Applied Psychology, 86(3), 499-512. https://doi.org/10.1037/0021-
9010.86.3.499

@ Springer


http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1016/j.learninstruc.2018.05.006
https://doi.org/10.1016/j.leaqua.2020.101439
https://doi.org/10.1177/1094428119877457
https://doi.org/10.1002/hrm.20004
https://doi.org/10.1002/hrm.20004
https://doi.org/10.1093/pubmed/fdaa106
https://doi.org/10.1080/00131881.2016.1220810
https://doi.org/10.1080/00131881.2016.1220810
https://doi.org/10.1177/1741143221991853
https://doi.org/10.1016/j.leaqua.2011.11.011
https://doi.org/10.1016/j.leaqua.2011.11.011
https://doi.org/10.3390/ijerph20021322
https://doi.org/10.3390/ijerph20021322
https://doi.org/10.1037/0033-2909.112.1.155
https://doi.org/10.1037/0033-2909.112.1.155
https://doi.org/10.1016/j.leaqua.2022.101661
https://doi.org/10.1037/a0019364
https://doi.org/10.1080/15248371003699969
https://doi.org/10.1080/15248371003699969
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.86.3.499

Occupational Health Science (2025) 9:57-88 83

Demerouti, E., Bakker, A. B., Vardakou, 1., & Kantas, A. (2003). The convergent validity of two burn-
out instruments. European Journal of Psychological Assessment, 19(1), 12-23. https://doi.org/10.
1027/1015-5759.19.1.12

Demerouti, E., Mostert, K., & Bakker, A. B. (2010). Burnout and work engagement: A thorough investi-
gation of the independency of both constructs. Journal of Occupational Health Psychology, 15(3),
209-222. https://doi.org/10.1037/a0019408

Du, X., Song, Y., Wang, H., Chen, W., Wang, L., Feng, X., Zhang, X., & Song, C. (2024). Research
on the relationship between nurses’ compliance with standard precautions, servant leadership and
emotional exhaustion: A cross-sectional survey. Journal of Advanced Nursing, 80(7), 2822-2834.
https://doi.org/10.1111/jan.16020

Ellis, A. M., Bauer, T. N., Erdogan, B., & Truxillo, D. M. (2019). Daily perceptions of relationship qual-
ity with leaders: Implications for follower well-being. Work & Stress, 33(2), 119-136. https://doi.
org/10.1080/02678373.2018.1445670

Enders, C. K. (2022). Applied missing data analysis. The Guilford Press.

Eva, N., Robin, M., Sendjaya, S., van Dierendonck, D., & Liden, R. C. (2019). Servant leadership: A sys-
tematic review and call for future research. The Leadership Quarterly, 30(1), 111-132. https://doi.
org/10.1016/j.leaqua.2018.07.004

Fischer, T., & Dietz, J. (2020). Measures of authentic, ethical, and servant leadership spuriously pre-
dict objective outcomes. Academy of Management Proceedings, 2020(1). https://doi.org/10.5465/
AMBPP.2020.18746abstract

Fischer, T., & Sitkin, S. B. (2023). Leadership styles: A comprehensive assessment and way forward.
Academy of Management Annals, 17(1), 331-372. https://doi.org/10.5465/annals.2020.0340

Freeman, R., Knights, J., Beaton, L., Araujo, M., Yuan, S., Clarkson, J., Young, L., & Humphris, G.
(2021). Prediction of emotional exhaustion over the course of the COVID-19 pandemic in primary
care dental staff: An intensive longitudinal study. BMJ Open, 11, Article e054827. https://doi.org/
10.1136/bmjopen-2021-054827

Gabriel, A. S., Podsakoff, N. P., Beal, D. J., Scott, B. A., Sonnentag, S., Trougakos, J. P., & Butts, M. M.
(2019). Experience sampling methods: A discussion of critical trends and considerations for schol-
arly advancement. Organizational Research Methods, 22(4), 969—1006. https://doi.org/10.1177/
1094428118802626

Gau, L. A., & van Dierendonck, D. (2011). The impact of servant leadership on organisational com-
mitment among the highly talented: The role of challenging work conditions and psychological
empowerment. European Journal of International Management, 5(5), 463—483. https://doi.org/10.
1504/EJIM.2011.042174

Geiser, C. (2021). Longitudinal structural equation modeling with Mplus: A latent state-trait perspective.
The Guilford Press.

Gilmer, D. O., Magley, V. J., Dugan, A. G., Namazi, S., & Cherniack, M. G. (2023). Relative importance
of incivility and loneliness in occupational health outcomes. Occupational Health Science, 7, 531—
555. https://doi.org/10.1007/s41542-023-00145-z

Goodman, J. S., & Blum, T. C. (1996). Assessing the non-random sampling effects of subject attrition
in longitudinal research. Journal of Management, 22(4), 627-652. https://doi.org/10.1177/01492
0639602200405

Gray, C. E., Spector, P. E., Wells, J. E., Bianchi, S. R., Ocana-Dominguez, C., Stringer, C., Sarmiento, J.,
& Butler, T. (2023). How can organizational leaders help? Examining the effectiveness of leaders’
support during a crisis. Journal of Business and Psychology, 38(1), 215-237. https://doi.org/10.
1007/510869-022-09810-6

Gustavson, K., Soest, T., Karevold, E., & Rgysamb, E. (2012). Attrition and generalizability in longi-
tudinal studies: Findings from a 15-year population-based study and a Monte Carlo simulation
study. BMC Public Health, 12, Article 918. https://doi.org/10.1186/1471-2458-12-918

Guthier, C., Dormann, C., & Voelkle, M. C. (2020). Reciprocal effects between job stressors and
burnout: A continuous time meta-analysis of longitudinal studies. Psychological Bulletin,
146(12), 1146-1173. https://doi.org/10.1037/bul0000304

Halbesleben, J. R. B., Neveu, J.-P., Paustian-Underdahl, S. C., & Westman, M. (2014). Getting to the
“COR”: Understanding the role of resources in conservation of resources theory. Journal of
Management, 40(5), 1334-1364. https://doi.org/10.1177/0149206314527130

Harms, P. D., Credé, M., Tynan, M., Leon, M., & Jeung, W. (2017). Leadership and stress: A meta-
analytic review. The Leadership Quarterly, 28(1), 178-194. https://doi.org/10.1016/j.leaqua.
2016.10.006

@ Springer


https://doi.org/10.1027/1015-5759.19.1.12
https://doi.org/10.1027/1015-5759.19.1.12
https://doi.org/10.1037/a0019408
https://doi.org/10.1111/jan.16020
https://doi.org/10.1080/02678373.2018.1445670
https://doi.org/10.1080/02678373.2018.1445670
https://doi.org/10.1016/j.leaqua.2018.07.004
https://doi.org/10.1016/j.leaqua.2018.07.004
https://doi.org/10.5465/AMBPP.2020.18746abstract
https://doi.org/10.5465/AMBPP.2020.18746abstract
https://doi.org/10.5465/annals.2020.0340
https://doi.org/10.1136/bmjopen-2021-054827
https://doi.org/10.1136/bmjopen-2021-054827
https://doi.org/10.1177/1094428118802626
https://doi.org/10.1177/1094428118802626
https://doi.org/10.1504/EJIM.2011.042174
https://doi.org/10.1504/EJIM.2011.042174
https://doi.org/10.1007/s41542-023-00145-z
https://doi.org/10.1177/014920639602200405
https://doi.org/10.1177/014920639602200405
https://doi.org/10.1007/s10869-022-09810-6
https://doi.org/10.1007/s10869-022-09810-6
https://doi.org/10.1186/1471-2458-12-918
https://doi.org/10.1037/bul0000304
https://doi.org/10.1177/0149206314527130
https://doi.org/10.1016/j.leaqua.2016.10.006
https://doi.org/10.1016/j.leaqua.2016.10.006

84 Occupational Health Science (2025) 9:57-88

Harris, A., & Jones, M. (2020). COVID 19 — school leadership in disruptive times. School Leadership
& Management, 40(4), 243-247. https://doi.org/10.1080/13632434.2020.1811479

Hilger, K. J. E., Scheibe, S., Frenzel, A. C., & Keller, M. M. (2021). Exceptional circumstances:
Changes in teachers’ work characteristics and well-being during COVID-19 lockdown. School
Psychology, 36(6), 516-532. https://doi.org/10.1037/spq0000457

Hobfoll, S. E., Halbesleben, S. E., Neveu, J.-P., & Westman, M. (2018). Conservation of resources in
the organizational context: The reality of resources and their consequences. Annual Review of
Organizational Psychology and Organizational Behavior, 5, 103—128. https://doi.org/10.1146/
annurev-orgpsych-032117-104640

Hobfoll, S. E. (1989). Conservation of resources. A new attempt at conceptualizing stress. American
Psychologist, 44(3), 513-524. https://doi.org/10.1037/0003-066X.44.3.513

Hoch, J. E., Bommer, W. H., Dulebohn, J. H., & Wu, D. (2018). Do cthical, authentic, and servant
leadership explain variance above and beyond transformational leadership? A Meta-Analysis.
Journal of Management, 44(2), 501-529. https://doi.org/10.1177/0149206316665461

Hu, L., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Con-
ventional criteria versus new alternatives. Structural Equation Modeling: A Multidisciplinary
Journal, 6(1), 1-55. https://doi.org/10.1080/10705519909540118

Inceoglu, 1., Thomas, G., Chu, C., Plans, D., & Gerbasi, A. (2018). Leadership behavior and employee
well-being: An integrated review and a future research agenda. The Leadership Quarterly,
29(1), 179-202. https://doi.org/10.1016/j.leaqua.2017.12.006

Johns, G. (2006). The essential impact of context on organizational behavior. Academy of Manage-
ment Review, 31(2), 386—408. https://doi.org/10.5465/amr.2006.2020868 7mes

Johns, G. (2018). Advances in the treatment of context in organizational research. Annual Review
of OrganizationalPsychology and Organizational Behavior, 5, 21-46. https://doi.org/10.1146/
annurev-orgpsych-032117-104406

Johns, G. (2024). The context deficit in leadership research. The Leadership Quarterly, 35(1), Article
101755. https://doi.org/10.1016/j.leaqua.2023.101755

Johnson, S., Cooper, C., Cartwright, S., Donald, 1., Taylor, P., & Millet, C. (2005). The experience
of work-related stress across occupations. Journal of Managerial Psychology, 20(2), 178-187.
https://doi.org/10.1108/02683940510579803

Johnson, R. E., Venus, M., Lanaj, K., Mao, C., & Chang, C.-H. (2012). Leader identity as an anteced-
ent of the frequency and consistency of transformational, consideration, and abusive leadership
behaviors. Journal of Applied Psychology, 97(6), 1262-1272. https://doi.org/10.1037/a0029043

Jonsdottir, I. H., Nordlund, A., Ellbin, S., Ljung, T., Glise, K., Wihrborg, P., Sjors, A., & Wallin,
A. (2017). Working memory and attention are still impaired after three years in patients with
stress-related exhaustion. Scandinavian Journal of Psychology, 58(6), 504-509. https://doi.org/
10.1111/sjop.12394

Kaltiainen, J., & Hakanen, J. (2020). Fostering task and adaptive performance through employee well-
being: The role of servant leadership. BRQ Business Research Quarterly, 25(1), 28—43. https://
doi.org/10.1177/2340944420981599

Kelemen, T. K., Matthews, S. H., & Breevaart, K. (2020). Leading day-to-day: A review of the daily
causes and consequences of leadership behaviors. The Leadership Quarterly, 31(1). https://doi.
org/10.1016/j.leaqua.2019.101344

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., Bakker, A. B., Bamberger, P.,
Bapuji, H., Bhave, D. P., Choi, V. K., Creary, S. J., Demerouti, E., Flynn, F. J., Gelfand, M. J.,
Greer, L. L., Johns, G., Kesebir, S., Klein, P. G., Lee, S. Y., ... van Vugt, M. (2021). COVID-19
and the workplace: Implications, issues, and insights for future research and action. American Psy-
chologist, 76(1), 63-77. https://doi.org/10.1037/amp0000716

Konig, J., Jager-Biela, D. J., & Glutsch, N. (2020). Adapting to online teaching during COVID-19 school
closure: Teacher education and teacher competence effects among early career teachers in Ger-
many. European Journal of Teacher Education, 43(4), 608—622. https://doi.org/10.1080/02619768.
2020.1809650

Kunzler, A. M., Rothke, N., Giinthner, L., Stoffers-Winterling, J., Tiischer, O., Coenen, M., Rehfuess,
E., Schwarzer, G., Binder, H., Schmucker, C., Meerpohl, J. J., & Lieb, K. (2021). Mental burden
and its risk and protective factors during the early phase of the SARS-CoV-2 pandemic: System-
atic review and meta-analyses. Globalization and Health, 17, Article 34. https://doi.org/10.1186/
$12992-021-00670-y

@ Springer


https://doi.org/10.1080/13632434.2020.1811479
https://doi.org/10.1037/spq0000457
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1177/0149206316665461
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1016/j.leaqua.2017.12.006
https://doi.org/10.5465/amr.2006.20208687mes
https://doi.org/10.1146/annurev-orgpsych-032117-104406
https://doi.org/10.1146/annurev-orgpsych-032117-104406
https://doi.org/10.1016/j.leaqua.2023.101755
https://doi.org/10.1108/02683940510579803
https://doi.org/10.1037/a0029043
https://doi.org/10.1111/sjop.12394
https://doi.org/10.1111/sjop.12394
https://doi.org/10.1177/2340944420981599
https://doi.org/10.1177/2340944420981599
https://doi.org/10.1016/j.leaqua.2019.101344
https://doi.org/10.1016/j.leaqua.2019.101344
https://doi.org/10.1037/amp0000716
https://doi.org/10.1080/02619768.2020.1809650
https://doi.org/10.1080/02619768.2020.1809650
https://doi.org/10.1186/s12992-021-00670-y
https://doi.org/10.1186/s12992-021-00670-y

Occupational Health Science (2025) 9:57-88 85

Kuoppala, J., Lamminpis, A., Liira, J., & Vainio, H. (2008). Leadership, job well-being, and health
effects—A systematic review and a meta-analysis. Journal of Occupational and Environmental
Medicine, 50(8), 904-915. https://doi.org/10.1097/JOM.0b013e31817e918d

Lam, C. K., Walter, F., & Huang, X. (2017). Supervisors’ emotional exhaustion and abusive supervision:
The moderating roles of perceived subordinate performance and supervisor self-monitoring. Jour-
nal of Organizational Behavior, 38(8), 1151-1166. https://doi.org/10.1002/job.2193

Lamprinou, V. D. L., Tasoulis, K., & Kravariti, F. (2021). The impact of servant leadership and perceived
organisational and supervisor support on job burnout and work-life balance in the era of telework-
ing and COVID-19. Leadership & Organization Development Journal, 42(7), 1071-1088. https://
doi.org/10.1108/LODJ-12-2020-0526

Lee, A., Lyubovnikova, J., Tian, A. W., & Knight, C. (2020). Servant leadership: A meta-analytic exami-
nation of incremental contribution, moderation, and mediation. Journal of Occupational and
Organizational Psychology, 93(1), 1-44. https://doi.org/10.1111/joop.12265

Lemoine, G. J., Hartnell, C. A., & Leroy, H. (2019). Taking stock of moral approaches to leadership: An
integrative review of ethical, authentic, and servant leadership. Academy of Management Annals,
13(1), 148-187. https://doi.org/10.5465/annals.2016.0121

LeNoble, C., Naranjo, A., Shoss, M., & Horan, K. (2023). Navigating a context of severe uncertainty:
The effect of industry unsafety signals on employee well-being during the COVID-19 crisis. Occu-
pational Health Science, 7, 707-743. https://doi.org/10.1007/s41542-023-00155-x

Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands-resources model: A meta-analytic review of
longitudinal studies. Work & Stress, 33(1), 76—103. https://doi.org/10.1080/02678373.2018.15290
65

Liden, R. C., & Antonakis, J. (2009). Considering context in psychological leadership research. Human
Relations, 62(11), 1587-1605. https://doi.org/10.1177/0018726709346374

Liden, R. C., Wayne, S. J., Meuser, J. D., Hu, J., Wu, J., & Liao, C. (2015). Servant leadership: Validation
of a short form of the SL-28. The Leadership Quarterly, 26(2), 254-269. https://doi.org/10.1016/j.
leaqua.2014.12.002

Ma, Y., Faraz, N. A., Ahmed, F., Igbal, M. K., Saeed, U., Mughal, M. F., & Raza, A. (2021). Curbing
nurses’ burnout during COVID-19: The roles of servant leadership and psychological safety. Jour-
nal of Nursing Management, 29(8), 2383-2391. https://doi.org/10.1111/jonm.13414

Madigan, D. J., Kim, L. E., Glandorf, H. L., & Kavanagh, O. (2023). Teacher burnout and physical
health: A systematic review. International Journal of Educational Research, 119, Article 102173.
https://doi.org/10.1016/j.ijer.2023.102173

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Organiza-
tional Behavior, 2(2), 99-113. https://doi.org/10.1002/job.4030020205

Matta, F. K., Scott, B. A., Colquitt, J. A., Koopman, J., & Passantino, L. G. (2017). Is consistently unfair
better than sporadically fair? An investigation of justice variability and stress. Academy of Manage-
ment Journal, 60(2), 743-770. https://doi.org/10.5465/amj.2014.0455

McArdle, J. J. (2009). Latent variable modeling of differences and changes with longitudinal data. Annual
Review of Psychology, 60(1), 577-605. https://doi.org/10.1146/annurev.psych.60.110707.163612

McClean, S. T., Barnes, C. M., Courtright, S. H., & Johnson, R. E. (2019). Resetting the clock on
dynamic leader behaviors: A conceptual integration and agenda for future research. Academy of
Management Annals, 13(2), 479-508. https://doi.org/10.5465/annals.2017.0081

McCormick, B. W., Reeves, C. J., Downes, P. E., Li, N., & Ilies, R. (2020). Scientific contributions of
within-person research in management: Making the juice worth the squeeze. Journal of Man-
agement, 46(2), 321-350. https://doi.org/10.1177/0149206318788435

McNeish, D., Stapleton, L. M., & Silverman, R. D. (2017). On the unnecessary ubiquity of hierar-
chical linear modeling. Psychological Methods, 22(1), 114—140. https://doi.org/10.1037/met00
00078

Meijman, T. F., & Mulder, G. (1998). Psychological aspects of workload. In P. J. D. Drenth, H.
Thierry, & C. J. Wolff (Eds.), Handbook of work and organizational psychology (pp. 5-33).
Psychology Press.

Mulki, J. P., Jaramillo, F., & Locander, W. B. (2006). Emotional exhaustion and organizational devi-
ance: Can the right job and a leader’s style make a difference? Journal of Business Research,
59(12), 1222-1230. https://doi.org/10.1016/j.jbusres.2006.09.001

Mutch, C. (2015). Leadership in times of crisis: Dispositional, relational and contextual factors influ-
encing school principals’ actions. International Journal of Disaster Risk Reduction, 14(2), 186—
194. https://doi.org/10.1016/j.ijdrr.2015.06.005

@ Springer


https://doi.org/10.1097/JOM.0b013e31817e918d
https://doi.org/10.1002/job.2193
https://doi.org/10.1108/LODJ-12-2020-0526
https://doi.org/10.1108/LODJ-12-2020-0526
https://doi.org/10.1111/joop.12265
https://doi.org/10.5465/annals.2016.0121
https://doi.org/10.1007/s41542-023-00155-x
https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.1177/0018726709346374
https://doi.org/10.1016/j.leaqua.2014.12.002
https://doi.org/10.1016/j.leaqua.2014.12.002
https://doi.org/10.1111/jonm.13414
https://doi.org/10.1016/j.ijer.2023.102173
https://doi.org/10.1002/job.4030020205
https://doi.org/10.5465/amj.2014.0455
https://doi.org/10.1146/annurev.psych.60.110707.163612
https://doi.org/10.5465/annals.2017.0081
https://doi.org/10.1177/0149206318788435
https://doi.org/10.1037/met0000078
https://doi.org/10.1037/met0000078
https://doi.org/10.1016/j.jbusres.2006.09.001
https://doi.org/10.1016/j.ijdrr.2015.06.005

86 Occupational Health Science (2025) 9:57-88

Muthén, L. K., & Muthén, B. O. (1998-2017). Mplus user’s guide. Muthén & Muthén.

Newman, D. A. (2003). Longitudinal modeling with randomly and systematically missing data: A
simulation of ad hoc, maximum likelihood, and multiple imputation techniques. Organizational
Research Methods, 6(3), 328-362. https://doi.org/10.1177/1094428103254673

Oc, B. (2018). Contextual leadership: A systematic review of how contextual factors shape leadership
and its outcomes. The Leadership Quarterly, 29(1), 218-235. https://doi.org/10.1016/j.leaqua.
2017.12.004

Oksanen, A., Oksa, R., Savela, N., Mantere, E., Savolainen, 1., & Kaakinen, M. (2021). COVID-19
crisis and digital stressors at work: A longitudinal study on the Finnish working population.
Computers in Human Behavior, 122, Article 106853. https://doi.org/10.1016/j.chb.2021.106853

Oksanen, A., Oksa, R., Celuch, M., Cvetkovic, A., & Savolainen, 1. (2022). COVID-19 anxiety and
wellbeing at work in Finland during 2020-2022: A 5-wave longitudinal survey study. Interna-
tional Journal of Environmental Research and Public Health, 20(1), Article 680. https://doi.
org/10.3390/ijerph20010680

Parris, D. L., & Peachey, J. W. (2013). A systematic literature review of servant leadership theory
in organizational contexts. Journal of Business Ethics, 113, 377-393. https://doi.org/10.1007/
s10551-012-1322-6

Peng, A. C., Gao, R., & Wang, B. (2023). Linking servant leadership to follower emotional exhaustion
through impression management. Journal of Organizational Behavior, 44(4), 643-659. https://
doi.org/10.1002/job.2682

Pircher Verdorfer, A., & Peus, C. (2014). The measurement of servant leadership: Validation of a
German version of the Servant Leadership Survey (SLS). Zeitschrift Fiir Arbeits- und Organi-
sationspsychologie, 58(1), 1-16. https://doi.org/10.1026/0932-4089/a000133

Podsakoff, P. M., Mackenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias in social sci-
ence research and recommendations on how to control it. Annual Review of Psychology, 63,
539-569. https://doi.org/10.1146/annurev-psych-120710-100452

Poysd, S., Pakarinen, E., & Lerkkanen, M.-K. (2021). Patterns of teachers’ occupational well-being
during the COVID-19 pandemic: Relations to experiences of exhaustion, recovery, and inter-
actional styles of teaching. Frontiers in Education, 6, Article 699785. https://doi.org/10.3389/
feduc.2021.699785

Preacher, K. J., Wichman, A. L., MacCallum, R. C., & Briggs, N. E. (2008). Latent growth curve
modeling. Sage.

Rauvola, R. S., Rudolph, C. W., & Zacher, H. (2021). Handling time in occupational stress and well-
being research: Considerations, examples, and recommendations. In P. D. Harms, P. L. Per-
rewé, & C.-H. Chang (Eds.), Examining and exploring the shifting nature of occupational stress
and well-being (pp. 105-135). Emerald Publishing. https://doi.org/10.1108/S1479-3555202100
00019006

Reid, D. B. (2022). Suppressing and sharing: How school principals manage stress and anxiety during
COVID-19. School Leadership & Management, 42(1), 62-78. https://doi.org/10.1080/13632
434.2021.1974827

Riggio, R. E., & Newstead, T. (2023). Crisis leadership. Annual Review of Organizational Psychol-
ogy and Organizational Behavior, 10(1), 201-224. https://doi.org/10.1146/annurev-orgps
ych-120920-044838

Rivkin, W., Diestel, S., & Schmidt, K.-H. (2014). The positive relationship between servant leadership and
employees’ psychological health: A multi-method approach. Zeitschrift Fiir Personalforschung, 28,
52-72. https://doi.org/10.1177/239700221402800104

Rowley, S., Pineault, L., & Dickson, M. (2021). Crisis demands leadership, so does our research. Industrial
and Organizational Psychology, 14(1-2), 112—-116. https://doi.org/10.1017/i0p.2021.18

Rudolph, C. W., Allan, B., Clark, M., Hertel, G., Hirschi, A., Kunze, F., Shockley, K., Shoss, M., Sonnentag,
S., & Zacher, H. (2021). Pandemics: Implications for research and practice in industrial and organiza-
tional psychology. Industrial and Organizational Psychology, 14(1-2), 1-35. https://doi.org/10.1017/
10p.2020.48

Sajons, G. B. (2020). Estimating the causal effect of measured endogenous variables: A tutorial on experi-
mentally randomized instrumental variables. The Leadership Quarterly, 31(5), Article 101348. https:/
doi.org/10.1016/j.leaqua.2019.101348

Salvagioni, D. A. J., Melanda, F. N., Mesas, A. E., Gonzélez, A. D., Gabani, F. L., & Andrade, S. M. D.
(2017). Physical, psychological and occupational consequences of job burnout: A systematic review of

@ Springer


https://doi.org/10.1177/1094428103254673
https://doi.org/10.1016/j.leaqua.2017.12.004
https://doi.org/10.1016/j.leaqua.2017.12.004
https://doi.org/10.1016/j.chb.2021.106853
https://doi.org/10.3390/ijerph20010680
https://doi.org/10.3390/ijerph20010680
https://doi.org/10.1007/s10551-012-1322-6
https://doi.org/10.1007/s10551-012-1322-6
https://doi.org/10.1002/job.2682
https://doi.org/10.1002/job.2682
https://doi.org/10.1026/0932-4089/a000133
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.3389/feduc.2021.699785
https://doi.org/10.3389/feduc.2021.699785
https://doi.org/10.1108/S1479-355520210000019006
https://doi.org/10.1108/S1479-355520210000019006
https://doi.org/10.1080/13632434.2021.1974827
https://doi.org/10.1080/13632434.2021.1974827
https://doi.org/10.1146/annurev-orgpsych-120920-044838
https://doi.org/10.1146/annurev-orgpsych-120920-044838
https://doi.org/10.1177/239700221402800104
https://doi.org/10.1017/iop.2021.18
https://doi.org/10.1017/iop.2020.48
https://doi.org/10.1017/iop.2020.48
https://doi.org/10.1016/j.leaqua.2019.101348
https://doi.org/10.1016/j.leaqua.2019.101348

Occupational Health Science (2025) 9:57-88 87

prospective studies. PLoS ONE, 12(10), Article e0185781. https://doi.org/10.1371/journal.pone.01857
81

Schowalter, A. F., & Volmer, J. (2023). Are the effects of servant leadership only spurious? The state of
research on the causal effects of servant leadership, recommendations, and an illustrative experiment.
The Leadership Quarterly, 34(6), Article 101722. https://doi.org/10.1016/j.leaqua.2023.101722

Sheng, Z., Serban, A., Cortina, J. M., He, Y., & Yao, X. (2024). From helping to helpful: A social network
examination of workplace helpfulness at multiple levels. Journal of Business and Psychology, 39,
927-946. https://doi.org/10.1007/s10869-023-09923-6

Sherf, E. N., Venkataramani, V., & Gajendran, R. S. (2019). Too busy to be fair? The effect of workload
and rewards on managers’ justice rule adherence. Academy of Management Journal, 62(2), 469-502.
https://doi.org/10.5465/am;j.2016.1061

Shi, D., DiStefano, C., Zheng, X., Liu, R., & Jiang, Z. (2021). Fitting latent growth models with small sample
sizes and non-normal missing data. International Journal of Behavioral Development, 45(2), 179—
192. https://doi.org/10.1177/0165025420979365

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the teaching pro-
fession: Relations with school context, feeling of belonging, and emotional exhaustion. Teaching and
Teacher Education, 27(6), 1029-1038. https://doi.org/10.1016/j.tate.2011.04.001

Skaalvik, E. M., & Skaalvik, S. (2016). Teacher stress and teacher self-efficacy as predictors of engagement,
emotional exhaustion, and motivation to leave the teaching profession. Creative Education, 7(13),
1785-1799. https://doi.org/10.4236/ce.2016.713182

Sokal, L., Trudel, L. E., & Babb, J. (2020). Canadian teachers’ attitudes toward change, efficacy, and burn-
out during the COVID-19 pandemic. International Journal of Educational Research Open, 1, Article
100016. https://doi.org/10.1016/j.ijedro.2020.100016

Sonnentag, S., Tay, L., & Nesher Shoshan, H. (2023). A review on health and well-being at work: More than
stressors and strains. Personnel Psychology, 76(2), 473-510. https://doi.org/10.1111/peps.12572

Sousa, M., & van Dierendonck, D. (2014). Servant leadership and engagement in a merge process under high
uncertainty. Journal of Organizational Change Management, 27(6), 877-899. https://doi.org/10.1108/
JOCM-07-2013-0133

Stone, A. G., Russell, R. F., & Patterson, K. (2004). Transformational versus servant leadership: A difference
in leader focus. Leadership & Organization Development Journal, 25(4), 349-361. https://doi.org/10.
1108/01437730410538671

Sutton, R. E., Mudrey-Camino, R., & Knight, C. C. (2009). Teachers’ emotion regulation and classroom
management. Theory into Practice, 48(2), 130-137. https://doi.org/10.1080/00405840902776418

Tang, G., Kwan, H. K., Zhang, D., & Zhu, Z. (2016). Work—family effects of servant leadership: The roles of
emotional exhaustion and personal learning. Journal of Business Ethics, 137(2), 285-297. https://doi.
org/10.1007/s10551-015-2559-7

Thornton, K. (2021). Leading through COVID-19: New Zealand secondary principals describe their real-
ity. Educational Management Administration & Leadership, 49(3), 393-409. https://doi.org/10.1177/
1741143220985110

Trougakos, J. P., Beal, D. J., Cheng, B. H., Hideg, 1., & Zweig, D. (2015). Too drained to help: A resource
depletion perspective on daily interpersonal citizenship behaviors. Journal of Applied Psychology,
100(1), 227-236. https://doi.org/10.1037/a0038082

Upadyaya, K., Toyama, H., & Salmela-Aro, K. (2021). School principals’ stress profiles during COVID-19,
demands, and resources. Frontiers in Psychology, 12, Article 731929. https://doi.org/10.3389/fpsyg.
2021.731929

Upadyaya, K., & Salmela-Aro, K. (2020). Social demands and resources predict job burnout and engagement
profiles among Finnish employees. Anxiety, Stress, and Coping, 33(4), 403—415. https://doi.org/10.
1080/10615806.2020.1746285

van Dierendonck, D. (2011). Servant leadership: A review and synthesis. Journal of Management, 37(4),
1228-1261. https://doi.org/10.1177/0149206310380462

van Dierendonck, D., & Nuijten, I. (2011). The Servant Leadership Survey: Development and validation of
a multidimensional measure. Journal of Business and Psychology, 26(3), 249-267. https://doi.org/10.
1007/s10869-010-9194-1

van Dierendonck, D., & Sousa, M. (2016). Finding meaning in highly uncertain situations: Servant leader-
ship during change. In B. Schyns, C. Peus, & S. Braun (Eds.), Leadership lessons from compelling
contexts (pp. 403—424). Emerald Group Publishing Limited. https://doi.org/10.1108/S1479-35712
0160000008015

@ Springer


https://doi.org/10.1371/journal.pone.0185781
https://doi.org/10.1371/journal.pone.0185781
https://doi.org/10.1016/j.leaqua.2023.101722
https://doi.org/10.1007/s10869-023-09923-6
https://doi.org/10.5465/amj.2016.1061
https://doi.org/10.1177/0165025420979365
https://doi.org/10.1016/j.tate.2011.04.001
https://doi.org/10.4236/ce.2016.713182
https://doi.org/10.1016/j.ijedro.2020.100016
https://doi.org/10.1111/peps.12572
https://doi.org/10.1108/JOCM-07-2013-0133
https://doi.org/10.1108/JOCM-07-2013-0133
https://doi.org/10.1108/01437730410538671
https://doi.org/10.1108/01437730410538671
https://doi.org/10.1080/00405840902776418
https://doi.org/10.1007/s10551-015-2559-7
https://doi.org/10.1007/s10551-015-2559-7
https://doi.org/10.1177/1741143220985110
https://doi.org/10.1177/1741143220985110
https://doi.org/10.1037/a0038082
https://doi.org/10.3389/fpsyg.2021.731929
https://doi.org/10.3389/fpsyg.2021.731929
https://doi.org/10.1080/10615806.2020.1746285
https://doi.org/10.1080/10615806.2020.1746285
https://doi.org/10.1177/0149206310380462
https://doi.org/10.1007/s10869-010-9194-1
https://doi.org/10.1007/s10869-010-9194-1
https://doi.org/10.1108/S1479-357120160000008015
https://doi.org/10.1108/S1479-357120160000008015

88 Occupational Health Science (2025) 9:57-88

van Dierendonck, D., Sousa, M., Gunnarsddttir, S., Bobbio, A., Hakanen, J., Pircher Verdorfer, A., Cihan
Duyan, E., & Rodriguez-Carvajal, R. (2017). The cross-cultural invariance of the Servant Leadership
Survey: A comparative study across eight countries. Administrative Sciences, 7(2), Article 8. https://
doi.org/10.3390/admsci7020008

Volmer, J., Schulte, E.-M., & Fritz, C. (2023). Facilitating employee recovery from work: The role of
leader-member-exchange. Occupational Health Science, 7, 297-319. https://doi.org/10.1007/
s41542-022-00132-w

Waldman, D. A., Ramirez, G. G., House, R. J., & Puranam, P. (2001). Does leadership matter? CEO leader-
ship attributes and profitability under conditions of perceived environmental uncertainty. Academy of
Management Journal, 44(1), 134—143. https://doi.org/10.5465/3069341

Wang, L., Zhang, Z., McArdle, J. J., & Salthouse, T. A. (2008). Investigating ceiling effects in longitudinal
data analysis. Multivariate Behavioral Research, 43(3), 476—496. https://doi.org/10.1080/0027317080
2285941

Wang, H., Zhou, X., Song, C., Yin, P, Shi, R., Zhang, H., Dan, Y., Wu, H., & Ye, J. (2022). The effect of hin-
drance stressors on the emotional exhaustion among front-line healthcare workers in the recuperation
period during the COVID-19 epidemic in China: A prospective cross-sectional study. BMJ Open, 12,
Article e049191. https://doi.org/10.1136/bmjopen-2021-049191

Wee, E. X. M., & Fehr, R. (2021). Compassion during difficult times: Team compassion behavior, suffer-
ing, supervisory dependence, and employee voice during COVID-19. Journal of Applied Psychology,
106(12), 1805-1820. https://doi.org/10.1037/apl0001001

Whitaker, R. C., Dearth-Wesley, T., & Gooze, R. A. (2015). Workplace stress and the quality of teacher—chil-
dren relationships in Head Start. Early Childhood Research Quarterly, 30, 57-69. https://doi.org/10.
1016/j.ecresq.2014.08.008

Wickrama, K. A. S., Lee, T. K., O’Neal, C. W., & Lorenz, F. O. (2022). Higher-order growth curves and
mixture modeling with Mplus: A practical guide. Routledge.

Winkler, E., Busch, C., Clasen, J., & Vowinkel, J. (2015). Changes in leadership behaviors predict changes in
job satisfaction and well-being in low-skilled workers. Journal of Leadership & Organizational Stud-
ies, 22(1), 72-87. https://doi.org/10.1177/1548051814527771

Wright, T. A., & Cropanzano, R. (1998). Emotional exhaustion as a predictor of job performance and vol-
untary turnover. Journal of Applied Psychology, 83(3), 486—493. https://doi.org/10.1037/0021-9010.
83.3.486

Wu, H., Qiu, S., Dooley, L. M., & Ma, C. (2020). The relationship between challenge and hindrance stressors
and emotional exhaustion: The moderating role of perceived servant leadership. International Journal
of Environmental Research and Public Health, 17(1), Article 282. https://doi.org/10.3390/ijerph1701
0282

Wu, Y. L., Shao, B., Newman, A., & Schwarz, G. (2021). Crisis leadership: A review and future research
agenda. The Leadership Quarterly, 32(6), Article 101518. https://doi.org/10.1016/j.leaqua.2021.
101518

Yikilmaz, I., Surucu, L., Maslakci, A., Dalmis, A. B., & Ergun, M. (2024). Workplace buoyancy and servant
leadership as catalysts for sustainable disaster management: Mitigating emotional exhaustion in disas-
ter response teams. Sustainability, 16(7), Article 2695. https://doi.org/10.3390/sul 6072695

Zacher, H., & Rudolph, C. W. (2022). Researching employee experiences and behavior in times of crisis:
Theoreticaland methodological considerations and implications for human resource management.
German Journal of HumanResource Management, 36(1), 6-31. https://doi.org/10.1177/23970
022211058812

Zhang, Y., Zheng, Y., Zhang, L., Xu, S., Liu, X., & Chen, W. (2021). A meta-analytic review of the con-
sequences of servant leadership: The moderating roles of cultural factors. Asia Pacific Journal of
Management, 38(1), 371-400. https://doi.org/10.1007/s10490-018-9639-z

Publisher’s Note Springer Nature remains neutral with regard to jurisdictional claims in published maps and
institutional affiliations.

@ Springer


https://doi.org/10.3390/admsci7020008
https://doi.org/10.3390/admsci7020008
https://doi.org/10.1007/s41542-022-00132-w
https://doi.org/10.1007/s41542-022-00132-w
https://doi.org/10.5465/3069341
https://doi.org/10.1080/00273170802285941
https://doi.org/10.1080/00273170802285941
https://doi.org/10.1136/bmjopen-2021-049191
https://doi.org/10.1037/apl0001001
https://doi.org/10.1016/j.ecresq.2014.08.008
https://doi.org/10.1016/j.ecresq.2014.08.008
https://doi.org/10.1177/1548051814527771
https://doi.org/10.1037/0021-9010.83.3.486
https://doi.org/10.1037/0021-9010.83.3.486
https://doi.org/10.3390/ijerph17010282
https://doi.org/10.3390/ijerph17010282
https://doi.org/10.1016/j.leaqua.2021.101518
https://doi.org/10.1016/j.leaqua.2021.101518
https://doi.org/10.3390/su16072695
https://doi.org/10.1177/23970022211058812
https://doi.org/10.1177/23970022211058812
https://doi.org/10.1007/s10490-018-9639-z

	Trajectories and Associations of Perceived Servant Leadership and Teacher Exhaustion During the First Months of a Crisis
	Abstract
	Trajectories and Associations of Perceived Servant Leadership and Teacher Exhaustion During the First Months of a Crisis
	Theoretical Background
	The Crisis Context
	Exhaustion During Crisis
	Servant Leadership During Crisis
	The Association Between Servant Leadership and Exhaustion
	Between-Person Relationship Between Servant Leadership and Exhaustion
	Within-Person Relationship Between Servant Leadership and Exhaustion


	Method
	Sample and Procedure
	Measures
	Servant Leadership
	Exhaustion
	Demographic Variables

	Analyses

	Results
	Descriptives
	Univariate Growth Curves
	Exhaustion
	Perceived Servant Leadership

	Bivariate Growth Curve
	Additional Analyses

	Discussion
	Theoretical Implications
	Future Research
	Limitations
	Practical Implications
	Conclusion

	Acknowledgements 
	References




