Asian Management and Business Review, Volume 6 Issue 1, 2026: 70-86 ﬂ

Check for
updates

Blend the demand: Micro-breaks as a pathway to
work engagement

Fajar Eryanto Septiawan'*, Imanirrahma Salsabil®

'Department of Management, Faculty of Economics and Business, Universitas Langlang Buana,
Bandung 40261, Indonesia
*Department of Management, Faculty of Economics and Business, Universitas Widyatama,
Bandung 40125, Indonesia

Article History Abstract

Received : 2025-06-06 . . . .

Revised  : 2025-08-20 This study examines the role of micro-breaks as a mediator between

Accepted : 2025-08-22 perceived job demand and work engagement. Additionally, it explores

Published : 2026-02-01 the moderating effect of micro-break climate to investigate whether a
supporttive work culture enhances or hinders employees’ ability to take

Keywords: effective breaks. Using a quantitative approach, survey data is collected

Micro-breaks; micro-break climate; from 228 startup employees across various toles. Structural equation

perceived job demand; startup
employees; work engagement.

modeling (SEM) is employed to analyze the relationships among
perceived job demand, micro-breaks, micro-break climate, and work
engagement. The findings indicate that high perceived job demand
negatively affects work engagement. Additionally, perceived job
demand can affect employees to take micro-breaks, while a positive
DOLI: micro-break climate could mitigate this effect by fostering a supportive
10.20885/ AMBR.vol6.iss1.art5 environment for break-taking. Furthermore, a high micro-break
climate strengthens the positive impact of micro-breaks on work
engagement. This study extends the conservation of resources (COR)
theory by demonstrating how micro-breaks serve as a recovery
mechanism in high-demand work settings. It also highlights micro-
break climate as boundary condition and contextual resource that
shapes the effectiveness of micro-breaks. Organizations should
cultivate a positive micro-break climate by encouraging short breaks
without stigma. Such environment can help employees maintain
engagement even under high job demands. Since this study is cross-
sectional, future research should employ longitudinal designs to better
understand the long-term effects of micro-breaks. Additionally, future
studies could explore how these findings generalize to other industries
with different job demands and workplace cultures.
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Introduction

Modern work environments often place significant demands on employees, requiring them to
sustain prolonged effort and manage high workloads. For employees in startups, these demands
can be particularly intense due to fast-paced operations, resource constraints, and the need for
continuous innovation (Battistelli et al., 2019). While job demands can drive performance and
motivation to some extent, excessive or prolonged exposure without sufficient recovery can lead
to exhaustion and disengagement (Bakker & Demerouti, 2018). Work engagement, which refers to
a positive, fulfilling work-related state characterized by vigor, dedication, and absorption (Bakker
etal., 2008), is critical for sustaining employee performance. However, when employees experience
sustained resource depletion due to high job demands, maintaining engagement becomes
increasingly difficult (Wu et al., 2023).

One strategy that has gained attention for mitigating the negative effects of job demands is
micro-breaks, which is brief, informal breaks taken throughout the workday (Kim et al., 2017).
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Grounded in conservation of resources (COR) theory (Hobfoll, 1989), micro-breaks provide
employees with an opportunity to momentarily detach from work, preserve energy, and restore
depleted resources (Bennett et al., 2020; Kim et al., 2022). Prior studies have linked micro-breaks
to reduced fatigue (Mainsbridge et al., 2020), enhanced mood (Bosch & Sonnentag, 2019), and
even improved performance in certain tasks (Albulescu et al., 2025). For startup employees, who
often face high job strain and unpredictable workloads, micro-breaks could play a crucial role in
sustaining energy levels and engagement throughout the workday. However, despite their potential
benefits, the relationship between micro-breaks and work engagement remains underexplored,
particularly in high-demand work settings.

Existing literature highlights the importance of recovery in maintaining employee well-being
and engagement (Sonnentag et al., 2022; Sonnentag et al., 2023). However, much of the research on
recovery has focused on post-work recovery (e.g., sleep, leisure activities), with less attention given to
recovery within the workday itself (Bennett et al., 2020; Hall et al., 2024). Additionally, while some
studies suggest that micro-breaks can help alleviate resource depletion (Radwan et al., 2022), there is
limited understanding of when and how employees engage in these breaks, especially in
environments where taking breaks may be perceived as unproductive. This gap in knowledge is
particularly relevant in startups, where employees may feel pressure to continuously perform, making
it unclear whether micro-breaks effectively translate into higher engagement in these settings.

To address these gaps, this study examines the role of micro-breaks in the relationship
between job demands and work engagement, with a specific focus on the moderating effect of micro-
break climate. Micro-break climate reflects the extent to which an organization’s culture supports or
discourages short recovery breaks (Phan & Beck, 2023). While previous research has established the
benefits of micro-breaks for employee well-being and engagement (Vieten et al., 2023; Walker et al.,
2023), studies have largely overlooked the contextual factors that determine whether employees can
effectively engage in these breaks (Niu, 2016; Virtanen et al., 2021). Limited attention has been given
to how workplace norms shape break-taking behavior and, consequently, work engagement.

By considering micro-break climate as a moderating factor, this study contributes to a more
nuanced understanding of how recovery processes function in demanding work environments,
particularly in dynamic and high-pressure settings such as startups. Given the intense workloads
and fast-paced nature of startup environments, employees often struggle to balance high job
demands with effective recovery strategies. This study aims to explore whether micro-breaks serve
as a viable resource to sustain work engagement under high job demands and how organizational
support for such breaks influences their effectiveness. The present study contributes to extending
existing literature on job demands and recovery, as well as providing practical insights for
organizations, especially startups, on fostering a work culture that optimizes employee well-being
and performance.

Literature Review and Hypotheses Development
Conservation of Resources (COR) Theory

The conservation of resources (COR) theory, introduced by Hobfoll (1989), provides a
fundamental framework for understanding how individuals manage stress and maintain well-being
in resource-demanding environments. COR theory posits that individuals strive to acquire, retain,
and protect resources because resource loss is psychologically distressing (Hobfoll et al., 2018).
When employees face high job demands, they risk depleting their resources, leading to strain and
reduced work engagement (Demerouti & Bakker, 2023).

In the workplace, recovery processes play a crucial role in replenishing lost resources and
mitigating the negative effects of job demands. Micro-breaks, as short, voluntary pauses in work,
can serve as a resource-protection mechanism, allowing employees to momentarily recover and
regain energy (Yang & Zhang, 2025). From a COR perspective, engaging in micro-breaks helps
prevent further resource depletion and supports sustained work engagement throughout the
workday (Dianita et al., 2024). By integrating COR theory, this study explains how job demands
influence work engagement and how micro-breaks serve as a resource-recovery strategy. Moreover,
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this study extends COR theory by examining micro-break climate as a contextual factor that shapes
the extent to which employees can leverage micro-breaks for resource replenishment.
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Figure 1. Conceptual Framework
Source: Authors own wotk, 2025

Hypothesis Development

Work engagement, defined as a positive, fulfilling state of work-related well-being characterized by
vigor, dedication, and absorption (Bakker et al., 2008), is essential for employee motivation and
productivity. However, high job demands such as excessive workload, time pressure, and cognitive
strain, can deplete employees’ psychological and physical resources, leading to lower engagement
levels over time (Skaalvik, 2023).

From the perspective of COR theory (Hobfoll, 1989; 2018), individuals strive to acquire,
maintain, and protect their resources. When job demands surpass available resources, employees
experience resource depletion, which hinders their ability to stay engaged (Demerouti et al., 2001).
Prolonged exposure to high job demands can trigger a health impairment process, where employees
prioritize resource conservation over investment in their work (Tummers & Bakker, 2021). This
results in lower vigor, reduced dedication, and decreased absorption in tasks (Schaufeli et al., 2009).

Moreover, studies indicate that excessive job demands contribute to chronic exhaustion,
reducing employees’ motivation to fully engage in their tasks (Bakker et al., 2023). In demanding
work environments such as startups, where employees often face high uncertainty, tight deadlines,
and multitasking pressures, the negative impact of job demands on engagement may be even more
pronounced (Nie et al., 2021; Kooskora & Vilumets, 2020). Thus, based on COR theory and
existing empirical evidence, this study proposes:

Hi: Perceived job demand is negatively related to work engagement.

Employees facing high job demands often experience heightened fatigue, cognitive strain,
and stress (Bakker & Demerouti, 2017; Sonnentag, 2012). According to the COR theory,
individuals seek to protect and replenish their resources when they perceive a threat of depletion
(Hobfoll, 1989). Micro-breaks, defined as short, voluntary breaks lasting less than 10 minutes
(Dianita et al., 2024; Radwan et al., 2022) provide an immediate strategy for employees to manage
high demands by momentarily stepping away from work tasks and conserving energy (Vieten et al.,
2023). It works through brief pauses spent stretching, taking a walk, or engaging in casual social
interactions (Walker et al., 2023).

Empirical evidence supports this perspective, showing that employees who experience
greater job demands tend to take micro-breaks more frequently as a means of self-regulation (Kim
et al., 2022; Harju et al., 2021). Additionally, the need-based nature of micro-breaks suggests that
employees are more likely to engage in them when they feel physically or mentally drained,
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reinforcing the idea that job demands can drive break-taking behavior (Hunter & Wu, 2016; Bosch
& Sonnentag, 2019). Thus, rather than suppressing micro-breaks, high job demands may actively
encourage employees to take these short recovery breaks in order to maintain functioning
throughout the workday. Therefore, we propose:

Ho: Perceived job demand is positively related to micro-breaks.

Work engagement, characterized by vigor, dedication, and absorption (Bakker et al., 2008),
reflects an employee’s ability to invest energy and enthusiasm into their tasks. Given that job demands
continuously drain employees’ cognitive and physical resources, maintaining high work engagement
requires effective resource recovery strategies (Lee et al., 2024). Micro-breaks serve as a crucial
mechanism for restoring energy and preventing exhaustion, which, in turn, enhances engagement
(Kim et al.,, 2022). According to COR theory (Hobfoll, 1989; Hobfoll et al., 2018), employees must
replenish their resources to maintain well-being and performance. This allows individuals to regain
momentary energy, leading to improved focus, motivation, and work performance (Zhu et al., 2023).
Research suggests that engaging in micro-breaks, such as stretching, stepping outside, or engaging in
casual conversations, boosts positive affect and reduces fatigue, both of which are crucial for
sustaining work engagement (Bennett et al., 2020; Yang & Zhang, 2025).

Empirical findings further support this link. A meta-analysis by Albulescu et al. (2022)
found that micro-breaks significantly increase vigor, one of the core dimensions of work
engagement. Similarly, Radwan et al. (2022) demonstrated that employees who took frequent
micro-breaks exhibited higher work engagement throughout the day and lower end-of-day fatigue.
In dynamic work settings, such as startups, where employees navigate high-pressure environments
with unpredictable demands, micro-breaks can play an even more significant role in maintaining
engagement (Liu et al., 2021; Lyubykh et al., 2022; Wang et al., 2022). By offering a brief mental
reset, micro-breaks help sustain cognitive and emotional energy levels, allowing employees to stay
fully immersed in their work. Based on this evidence, we propose:

Hi: Micro-breaks is positively related to work engagement.

The relationship between job demands and work engagement is complex, as high job
demands can deplete resources (Demerouti & Bakker, 2023), yet employees may employ adaptive
strategies to sustain engagement. One such strategy is micro-breaks, which serve as an immediate
recovery mechanism (Kim et al., 2022). Based on COR theory (Hobfoll, 1989; Hobfoll et al., 2018),
when employees face high job demands, their energy levels deplete, triggering the need for resource
recovery. Micro-breaks help replenish these lost resources, allowing employees to sustain engagement
despite job demands. Without such recovery, prolonged exposure to high job demands leads to
chronic exhaustion and reduced work engagement (Kinnunen & Feldt, 2013; Steed et al., 2021).

Empirical studies support this indirect relationship. Kim et al. (2022) found that employees
experiencing higher fatigue due to poor resource recovery at home were more likely to take more
frequent micro-breaks at work, which subsequently boosted their work engagement. Similarly,
Albulescu et al. (2022) emphasized that micro-breaks mediate the effects of work strain on positive
work outcomes, highlighting their role in sustaining engagement despite job demands. In startup
environments, where employees frequently operate under intense workloads and tight deadlines,
the ability to take micro-breaks may be particularly crucial for maintaining engagement (Nie et al.,
2021; Kim et al.,, 2022). By momentarily detaching from demanding tasks, employees regain
cognitive and emotional resources, making it easier to remain fully immersed and committed to
their work. Therefore, we hypothesize:

H,: Micro-breaks mediate the relationship between perceived job demand and work engagement.

While micro-breaks serve as an important recovery strategy, employees’ ability to take them
is shaped not only by their personal needs but also by the organizational climate. Micro-break climate
refers to the extent to which the work environment, policies, and social norms encourage or
discourage short recovery breaks (Phan & Beck, 2023). In high-demand situations, employees may
feel the need to recover frequently, prompting more break-taking behavior (Li et al., 2023). However,
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in organizations with a strong micro-break climate, employees may already take breaks consistently
regardless of job demand levels because the environment supports such recovery practices. This
reduces the marginal increase in break-taking that would otherwise result from higher job demands
(Li et al., 2023; Mazzetti et al., 2023). Conversely, in a weak micro-break climate, employees are less
likely to take breaks unless their job demands are high enough to force them to do so.

Drawing on conservation of resources theory (Hobfoll, 1989; Hobfoll et al., 2018), a
supportive climate reduces the perceived threat of resource loss, thereby lessening the urgency to
take additional breaks during high-demand periods (Canboy et al., 2023; Koroglu & Ozmen, 2022).
As a result, the direct positive link between job demands and micro-breaks becomes weaker in
supportive climates.

Hs: Micro-break climate moderates the relationship between perceived job demand and micro-
breaks, such that the positive effect of perceived job demand on micro-breaks is weaker when
micro-break climate is high.

While taking micro-breaks can help employees sustain engagement, the effectiveness of
these breaks depends on whether the work environment supports their recovery function (Zhang
et al., 2022). In a strong micro-break climate, employees are likely to experience higher-quality
breaks, as they can take them without guilt or concern for negative judgment. This enhances their
ability to fully detach from work stressors, leading to more effective resource recovery and,
consequently, higher work engagement (Kim et al., 2022; Saks, 2022). Conversely, in a weak micro-
break climate, employees may still take breaks, but they might feel rushed, anxious, or guilty,
reducing the psychological benefits of the recovery process (Niu, 2016; Phan & Beck, 2023).

The COR framework suggests that when employees operate in an unsupportive climate,
they may hesitate to engage in recovery behaviors or experience diminished recovery gains, as their
resources remain under threat (Hobfoll et al., 2018). Studies in workplace recovery indicate that
supportive environments enhance the restorative effects of breaks, while unsupportive climates
can even neutralize or reverse these benefits (Mainsbridge et al., 2020; Canboy et al., 2023).
Therefore, we hypothesize:

He: Micro-break climate moderates the relationship between micro-breaks and work engagement,
such that the positive effect of micro-breaks on work engagement is higher when micro-break
climate is high.

Research Methods

This study employs a quantitative, cross-sectional research design to examine the relationships
between perceived job demands, micro-breaks, micro-break climate, and work engagement. This
study employed a non-probability sampling method, as the target population consisted of startup
employees working in creative roles in West Java and DKI Jakarta. A purposive sampling technique
was used to ensure that respondents met the inclusion criteria, namely being employed in
cognitively demanding creative positions (e.g., UX/UI designers, copywriters, product developers)
that are relevant to micro-break research.

This approach is appropriate because the characteristics of interest are specific and not evenly
distributed across the general employee population. By focusing on participants who are most likely
to experience high job demands and require micro-breaks, the sampling strategy improves the
relevance of the findings. While non-probability purposive sampling limits broad generalizability, the
sample size of 228 respondents is adequate for PLS-SEM analysis, which prioritizes statistical power
and model estimation over random representativeness (Hair et al., 2019).

Data were collected through an online questionnaire distributed via social media platforms
(e.g., LinkedIn, Instagram), startup community forums, and coworking space groups. Participants
were provided with an overview of the study’s purpose and assured that their responses would
remain confidential.

All constructs were measured using a five-point Likert scale (1 = strongly disagree, 5 =
strongly agree). The questionnaire included the following validated scales:
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* Perceived Job Demands (5 items from Albulescu et al., 2025; Spector & Jex, 1998): Adapted
from the Quantitative Workload Inventory (QWI), measuring employees’ perceived workload
(e.g., “My job often leaves me with little time to get things done”).

* Micro-Breaks (9 items from Kim et al., 2018): Assesses engagement in short recovery activities
across four categories: relaxation, social interaction, nutrition intake, and cognitive activities.

* Micro-Break Climate (8 items from Phan & Beck, 2023): Measures workplace norms and
support for micro-breaks across four dimensions: coworker norms (e.g., “I often see my
coworkers take micro-breaks in the workplace”), supervisor norms, management support, and
work-break autonomy.

* Work Engagement (9 items from Schaufeli et al., 2006): Assesses three dimensions of
engagement—vigor, dedication, and absorption.

To minimize potential common method bias (CMB) in data collection, several procedural
remedies were applied. Respondents were assured of anonymity and confidentiality, and the
questionnaire was designed to reduce evaluation apprehension by emphasizing that there were no
right or wrong answers. Items were carefully ordered to separate predictors and outcomes, thereby
reducing priming or consistency effects. In addition, a statistical post-hoc test was conducted using
the full collinearity approach (Kock, 2015). The variance inflation factor (VIF) values for all
constructs were well below the conservative threshold of 3.3, ranging from 1.320 to 2.656. These
results confirm the absence of significant multicollinearity and indicate that common method bias
is unlikely to threaten the validity of the findings.

Data were analyzed using SmartPLS 4, which applies partial least squares structural
equation modeling (PLS-SEM) to examine both direct and indirect relationships among the
variables. This method is suitable given the exploratory nature of the study and its ability to handle
complex mediation and moderation effects.

Results and Discussion

Respondents’ Characteristics

Table 1. Respondent Profile

Respondents Total Percentage (%)
Gender

Male 137 60%
Female 91 40%
Age

< 25 years old 42 18%
25 — 30 years old 94 41%
31 — 39 years old 68 30%
2 40 years old 24 16%
Working Tine

<1 year 35 15%
1 — 3 years 78 34%
4 — 7 years 72 32%
> 7 years 43 19%
Job Role

Copywriter 78 34%
UI/UX Designer 65 29%
Product Developer 55 24%
Creative Lead 30 13%

Source: Data processing, 2025

The respondent distribution (Table 1) in this study shows a higher proportion of male
participants (60%) compared to female participants (40%). In terms of age, the majority of
respondents fall within the 25-30 age group (41%), followed by the 31-39 age group (30%),
suggesting that the workforce is dominated by individuals in their prime working years with
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substantial professional experience. Regarding work experience, the largest proportion of
respondents have 1-3 years of experience (34%), followed by those with 4—7 years of experience
(32%), indicating that most respondents have gained significant experience within their companies.
In terms of job roles, copywriters make up the largest group (34%), followed by UI/UX designers
(29%) and product developers (24%), while creative leads represent a smaller proportion (13%).
This distribution reflects the inclusion of various job levels and age groups, allowing for a more
comprehensive analysis of workplace dynamics and the implications of micro-breaks and work
engagement in a corporate setting.

Outer Model Evaluation

The results of the validity and reliability tests in Table 2 show that all constructs in this research meet
good standards. Convergent validity is met with factor loadings > 0.70 and AVE > 0.50, which
indicates that the indicators are able to explain the latent variables adequately (Hair et al., 2019).
Construct reliability is also excellent, with Cronbach’s alpha («) ranging between 0.858-0.925 and
composite reliability (CR) above 0.897, ensuring high internal consistency (Hair et al., 2019). This
finding implies that the research instruments is reliable to measure the relationship between perceived
job demand, micro-breaks, micro-break climate, and work engagement. With strong validity and
reliability, the results of this research can be used to design organizational policies to increase
employee engagement through effective management of job demands and micro-breaks.

Table 2. Results of Convergent Validity and Reliability Test

Variables Items Standardization factor load Cronbach’s « CR AVE
Micro Breaks MB1 0.722 0.903 0.919 0.561

MB2 0.725

MB3 0.786

MB4 0.758

MB5 0.790

MB6 0.789

MB7 0.789

MBS 0.814

MB9 0.745
Micto  Breaks MBC1 0.759 0.925 0.939 0.657
Climate MBC2 0.764

MBC3 0.737

MBC4 0.838

MBC5 0.863

MBC6 0.825

MBC7 0.838

MBCS8 0.851
Perceived  Job PJDI1 0.872 0.858 0.897 0.637
Demands PJD2 0.763

PJD3 0.831

PJD4 0.760

PJD5 0.758
Work WE1 0.717 0.909 0.925 0.578
Engagement WE2 0.744

WE3 0.797

WE4 0.811

WES5 0.799

WEG6 0.787

WE7 0.757

WES8 0.795

WE9 0.728

Source: Data processing, 2025

The results of the discriminant validity test (Table 3) using the Fornell-Larcker criteria show
that each construct has a square root AVE (diagonal value) that is greater than the correlation between
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constructs (off-diagonal value). This indicates that each variable is stronger in explaining its own
indicators compared to other variables, so that discriminant validity is met (Sarstedt et al., 2014).

Specifically, micro-breaks (0.749), micro-break climate (0.811), perceived job demands
(0.798), and work engagement (0.760) have higher square root AVE values of the correlation
between variables, which indicates that the concepts in this study have clear boundaries with each
other. In addition, the heterotrait-monotrait (HTMT) ratio results also support this finding, where
all correlation values between constructs are below the conservative threshold of 0.85 (ranging
from 0.443 to 0.829). This indicates that each construct is empirically distinct and there is no
multicollinearity issue among them, further reinforcing the discriminant validity of the
measurement model (Sarstedt et al., 2014). Good discriminant validity ensures that each variable is
measured uniquely without any redundancy of concepts, so that the analysis results can be
interpreted more accurately. This strengthens the reliability of the model in testing the relationship
between perceived job demands, micro-breaks, micro-break climate, and work engagement. Thus,
organizations can be more confident in designing micro-breaks-based interventions to increase
employee engagement without worrying about overlapping concepts in measurement.

Table 3. Results of Discriminant Validity

Fornell-Larcker Criterion HTMT Ratio
MB MBC PID WE MB MBC PJD WE
MB 0.749
MBC 0.422 0.811 0.446
PJD 0.576 0.448 0.798 0.829 0.504
WE 0.414 0.616 0.502 0.760 0.443 0.656  0.559

Source: Data processing, 2025
Note. MB=micro-breaks, MBC=micro-breaks climate, PJD=perceived job demands, WE=work engagement.

Explanatory power criteria

The explanatory power analysis shows that the model has substantial predictive capability, with
micro-breaks (MB) explaining 62.0% of its variance (R* = 0.620) and work engagement (WE)
explaining 47.4% (R*> = 0.474), indicating that the predictors in the model account for a
considerable proportion of variance in these constructs (Sarstedt et al., 2014). The f-square effect
size results further reveal that micro-break climate (MBC) and perceived job demands (PJD) have
large effects on MB (f* = 1.410 and 1.082 respectively), while MB exerts a very large influence on
WE (f2 = 1.561). In addition, MBC demonstrates a medium effect (f* = 0.279) and PJD a small
effect (f2 = 0.074) on WE (Hair et al., 2019). These findings underscore the pivotal role of MB as
a mediating mechanism through which both MBC and PJD substantially enhance employee
engagement, while also highlighting that organizational climate factors exert stronger impacts
compared to perceived demands in shaping engagement levels.

Table 4. R-Square Test Result

R Square R Square Adjusted
Micro Breaks 0.620 0.615
Work Engagement 0.474 0.465

Source: Data processing, 2025

Table 5. f-Square Test Result

Micro Breaks Micro Breaks  Perceived Job Work

Climate Demands Engagement
Micro Breaks 1.561
Micro Breaks Climate 1.410 0.279
Perceived Job Demands 1.082 0.074

Work Engagement
Source: Data processing, 2025
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Predictive relevance criteria

The predictive relevance (QQ?) assessment further confirms the robustness of the model, with
micro-breaks (MB) achieving a Q? value of 0.323 and work engagement (WE) a Q? value of 0.259,
both exceeding the threshold of 0, which indicates that the model possesses meaningful predictive
capability for these constructs (Hair et al., 2019). In contrast, micro-break climate (MBC) and
perceived job demands (PJD) show Q? values of zero, suggesting that these variables function
solely as predictors rather than endogenous constructs in the model. The positive Q* values for
MB and WE demonstrate that the model not only explains variance but also has the ability to
accurately predict the observed data, thereby strengthening the credibility of the findings and
ensuring that the relationships among micro-breaks, job demands, and engagement are not merely
statistical artifacts but hold substantive predictive value in practical settings.

Table 6. Predictive Relevance (Q°)

SSO SSE Q2 (=1-SSE/SSO)
Micro-Breaks 2052.000 1388.418 0.323
Micro-Breaks Climate 1824.000 1824.000
Perceived Job Demands 1140.000 1140.000
Work Engagement 2052.000 1520.598 0.259

Source: Data processing, 2025

Structural Model Evaluation

The multicollinearity assessment using the variance inflation factor (VIF) shows that all predictor
variables in the model have VIF values well below the conservative threshold of 3.3 (Hair et al,,
2019), with micro-break climate (MBC) ranging from 1.320 to 1.349, perceived job demands (PJD)
from 1.504 to 2.643, and micro-breaks (MB) at 2.656. These results indicate that there is no serious
collinearity issue among the predictors, meaning each variable contributes unique explanatory
power without excessive overlap in variance. The absence of common method bias reinforces the
integrity of the measurement model, ensuring that the relationships identified between micro-
breaks, job demands, micro-break climate, and work engagement are not artificially inflated by
shared measurement artifacts.

Table 7. Multicollinearity & Common Method Bias

. Micro-Breaks ~ Perceived Job Work
Micro-Breaks .
Climate Demands Engagement
Micro-Breaks 2.656
Micro-Breaks Climate 1.320 1.349
Perceived Job Demands 1.504 2.643

Work Engagement
Source: Data processing, 2025

Hypothesis test results (Table 8) show that all hypotheses in this study are supported
statistically. H1 (PJD — WE) has a significant negative coefficient (-0.320, p < 0.01), confirming
that the higher the perceived job demand, the lower the work engagement. H2 (PJD — MB) shows
a very strong positive relationship (0.786, p < 0.001), meaning that individuals with high job
demands take micro-breaks more often. H3 (MB — WE) has a significant positive effect (0.323, p
< 0.01), indicating that micro-breaks contribute to increasing work engagement. H4 (PJD — MB
— WE) shows a significant mediation effect (0.318, p < 0.001), confirming that micro-breaks are
an important pathway connecting job demands with work engagement.

Two moderation effects were also found significant. H5 (PJD X MBC — MB) shows that
micro-break climate weakens the relationship between PJD and MB (-0.198, p < 0.01), which
means that in an environment with a climate that supports micro-breaks, the effect of job demand
on the frequency of micro-breaks becomes weaker. H6 (MB X MBC — WE) has a positive effect
(0.194, p < 0.01), which means that when the micro-break climate is high, the positive effect of
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micro-breaks on work engagement is stronger.

Table 8. Structural Equation Modeling Results

Original Standard

Hypothesis Sample Deviation T-Statistics P-Value Hypothesis
H1 PJD— WE -0.320 0.096 -3.330 0.001 Supported
H2 PJD— MB 0.786 0.048 16.236 0.000 Supported
H3 MB — WE 0.323 0.099 3.266 0.000 Supported
H4 PJD — MB — WE 0.318 0.078 4.054 0.000 Supported
H5 PJD x MBC — MB -0.198 0.074 -2.687 0.007 Supported
H6 MBx MBC — MB 0.194 0.066 2.926 0.004 Supported

Source: Data processing, 2025
Note. MB=micro-breaks, MBC=micro-breaks climate, PJD=perceived job demands, WE=work engagement.

The interaction graph in Figure 2 shows that micro-break climate (MBC) moderates the
relationship between perceived job demands (PJD) and micro-breaks (MB). All lines have a positive
slope, indicating that the higher the PJD, the more often the individual takes micro-breaks.
However, this effect is weaker in environments with high MBC (green line) compared to low MBC
(blue line), meaning that when organizations support micro-breaks, employees do not feel the need
to increase the frequency of breaks despite high work pressure. In contrast, in environments with
low MBC, individuals rely more on micro-breaks to cope with job demands. These findings
highlight that creating a work culture that supports micro-breaks can help employees better manage
work stress without having to take too frequent breaks.
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Figure 2. Interaction of Perceived Job Demands with Micro Breaks Climate towards Micro
Breaks
Source: Statistical Output

Furthermore, in the interaction graph shown in Figure 3, micro-break climate (MBC)
moderates the relationship between micro-breaks (MB) and work engagement (WE). In a high
MBC environment (green line), the more often individuals take micro-breaks, the higher their work
engagement, indicating that micro-breaks serve as an effective recovery strategy. In contrast, in low
MBC (blue line), this relationship is actually negative, where more micro-breaks are associated with
decreased work engagement, possibly because individuals feel guilty or uncomfortable taking
breaks. In the average MBC condition (red line), this relationship is almost neutral. These results
confirm that micro-breaks are only effective in increasing work engagement if they are supported
by a positive organizational culture towards short breaks.
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This study provides empirical evidence on the role of micro-breaks as a recovery
mechanism in high-demand work environments, particularly in startup settings where employees
often face intense workloads. Grounded in the conservation of resources (COR) theory (Hobfoll,
1989), our findings suggest that employees engage in micro-breaks as a strategy to conserve and
replenish their psychological resources when confronted with high job demands. This directly
illustrates the COR principle that individuals actively invest in resource-protective behaviors to
offset potential losses, thereby sustaining engagement even in resource-draining contexts. By
identifying micro-breaks as such a protective behavior, this study expands the operationalization
of COR theory beyond traditional coping strategies (e.g., rest breaks or vacations) toward
immediate, self-regulated recovery actions embedded in daily work routines.

The results confirm that perceived job demands have a significant negative impact on work
engagement (H1), supporting previous research indicating that excessive job demands can lead to
resource depletion, reducing employees’ energy and commitment to their work (Nie et al., 2021;
Kooskora & Vilumets, 2020; Bakker et al., 2023). However, we found that perceived job demands
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positively influences micro-breaks (H2), suggesting that employees engage in short breaks as a
coping strategy when facing intense workloads. From a COR lens, this highlights how employees
respond to potential resource loss (high demands) by proactively mobilizing resource-gain
strategies (micro-breaks). This finding extends earlier research on micro-breaks as a self-regulation
mechanism (Hunter & Wu, 2016; Bosch & Sonnentag, 2019), reinforcing the idea that employees
use these brief pauses to restore their cognitive and emotional resources in response to high work
demands.

The positive relationship between micro-breaks and work engagement (H3) further
supports the resource-restorative function of micro-breaks (Liu et al., 2021; Lyubykh et al., 2022;
Wang et al.,, 2022). Employees who take frequent micro-breaks exhibit higher work engagement,
likely because these short breaks help sustain focus, motivation, and energy levels. This contributes
to COR theory by empirically showing that resource gain (from micro-breaks) directly offsets
resource depletion (from job demands), thus reinforcing the dynamic interplay of loss and gain
spirals proposed by Hobfoll (1989).

This study also sheds light on the mediating role of micro-breaks (H4) in the relationship
between perceived job demands and work engagement. The significant mediation effect suggests
that employees facing high job demands tend to take more micro-breaks, which in turn helps them
maintain their engagement at work. This finding is consistent with prior research highlighting the
resource-replenishing role of micro-breaks (Nie et al., 2021; Kim et al., 2022; Albulescu et al., 2022)
reinforcing the conservation of resources (COR) theory (Hobfoll, 1989). Specifically, employees
engage in micro-breaks as a proactive strategy to prevent resource depletion, allowing them to
sustain their engagement despite demanding work conditions.

The results further demonstrate the moderating effect of micro-break climate (MBC) on
two key relationships. First, MBC weakens the positive relationship between perceived job
demands and micro-breaks (H5), indicating that in workplaces where micro-breaks are widely
accepted and encouraged, employees take fewer reactive micro-breaks in response to job demands.
This finding aligns with previous studies on workplace norms and recovery behaviors, which
suggest that when recovery opportunities are institutionalized within an organization, employees
may not feel the same urgency to self-initiate breaks (Phan & Beck, 2023).

Second, MBC strengthens the positive relationship between micro-breaks and work
engagement (H6). In organizations with a supportive micro-break culture, employees who take
more micro-breaks report higher levels of work engagement. However, in workplaces with a low
micro-break climate, the relationship between micro-breaks and work engagement becomes
negative, suggesting that employees may experience guilt or social pressure when taking breaks,
ultimately reducing the effectiveness of micro-breaks as a recovery strategy. This finding is
particularly relevant in fast-paced industries such as startups, where workplace culture plays a
critical role in shaping employee behaviors (Niu, 2016; Phan & Beck, 2023).

Conclusion and Implication

This study contributes to the literature on job demands, micro-breaks, and work engagement by
highlighting the critical role of micro-breaks as a resource-preserving mechanism within the
framework of conservation of resources (COR) theory (Hobfoll, 1989). The findings extend
previous research by demonstrating that micro-breaks serve as an effective coping strategy for
managing high job demands, thereby sustaining employee engagement. Furthermore, this study
underscores the importance of micro-break climate as a contextual factor that shapes the
effectiveness of micro-breaks in the workplace. While past research has largely focused on
structured break times (e.g., lunch or rest breaks), this study provides empirical support for micro-
breaks as an immediate, self-regulated recovery strategy that employees use to replenish their
cognitive and emotional resources.

From a practical perspective, organizations, particularly startups and creative industries,
should consider fostering a supportive micro-break climate. It can be done by normalizing short
breaks to ensure employees do not feel guilty or hesitant about taking short recovery moments, or
by integrating micro-break-friendly policies into workplace culture, such as providing designated
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spaces for relaxation or incorporating flexible work structures that allow employees to take breaks
when needed.

Despite these contributions, this study is not without limitations. First, the use of a cross-
sectional design restricts the ability to draw causal inferences between job demands, micro-breaks,
micro-break climate, and work engagement. Longitudinal or experimental studies could provide
stronger evidence for the directionality of these relationships. Second, the reliance on self-reported
measures raises the potential for response bias, even though efforts were made to address common
method bias. Future studies could benefit from incorporating multi-source data, such as supervisor
assessments or objective performance indicators, to triangulate findings. Third, the sample was
limited to startup employees in creative industries within West Java and DKI Jakarta, which may
constrain the generalizability of results. Expanding the scope to other industries, cultural contexts,
or remote/hybrid work settings could offer valuable insights into the broader applicability of
micro-break dynamics. Finally, further research could explore boundary conditions such as
personality traits, leadership styles, or organizational structures that may influence the effectiveness
of micro-breaks in sustaining employee engagement.

References

Albulescu, P., Macsinga, 1., Rusu, A., Sulea, C., Bodnaru, A., & Tulbure, B. T. (2022). "Give me a
break!" a systematic review and meta-analysis on the efficacy of micro-breaks for increasing
well-being and  performance. PhS  One, 17(8), €0272460. https://doi.org/
10.1371/journal.pone.0272460

Albulescu, P., Macsinga, 1., Sulea, C., Pap, Z., Tulbure, B. T., & Rusu, A. (2025). Short breaks
during the workday and employee-related outcomes. a diary study. Psychological Reports,
00332941251317632. https://doi.org/10.1177/00332941251317632

Bakker, A. B., & Demerouti, E. (2017). Job demands—resources theory: taking stock and looking
forwatrd. Journal of Occupational Health Psychology, 22(3), 273. https://doi.org/10.1037/
ocp0000056

Bakker, A. B., & Demerouti, E. (2018). Multiple levels in job demands-resources theory:
implications for employee well-being and performance. In E. Diener, S. Oishi, & L. Tay
(Eds.), Handbook of well-being. Noba Scholar.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands—resources theory: ten years
later. Annnal Review of Organizational Psychology and Organizational Bebavior, 10(1), 25-53.
https://doi.org/ 10.1146/annurev-orgpsych-120920-053933

Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work engagement: an emerging
concept in occupational health psychology. Work & Stress, 22(3), 187-200.
https://doi.org/10.1080/02678370802393649

Battistelli, A., Odoardi, C., Vandenberghe, C., Di Napoli, G., & Piccione, L. J. H. R. D. Q. (2019).
Information sharing and innovative work behavior: the role of work-based learning,

challenging tasks, and organizational commitment. Human Resource Development Quarterly,
30(3), 361-381. https://doi.org/10.1002/hrdq.21344

Bennett, A. A., Gabriel, A. S., & Calderwood, C. (2020). Examining the interplay of micro-break
durations and activities for employee recovery: a mixed-methods investigation. Journal of
Occpational Health Psychology, 25(2), 126. https://doi.org/10.1037/0cp0000168

Bosch, C., & Sonnentag, S. (2019). Should I take a break? a daily reconstruction study on predicting
micro-breaks at work. Infernational  Journal of  Stress  Management, 26(4), 378.
https://doi.org/10.1037/strt0000117

Canboy, B., Tillou, C., Barzantny, C., Gigli, B., & Benichoux, F. (2023). The impact of perceived
organizational support on work meaningfulness, engagement, and perceived stress in


https://doi.org/%2010.1371/journal.pone.0272460
https://doi.org/%2010.1371/journal.pone.0272460
https://doi.org/10.1177/00332941251317632
https://doi.org/10.1037/%20ocp0000056
https://doi.org/10.1037/%20ocp0000056
https://doi.org/%2010.1146/annurev-orgpsych-120920-053933
https://doi.org/10.1080/02678370802393649
https://doi.org/10.1002/hrdq.21344
https://doi.org/10.1037/ocp0000168
https://doi.org/10.1037/str0000117

Blend the demand: Micro-breaks as a pathway to work engagement ... 83

France. Eurgpean Management Journal, 41(1), 90-100.
https://doi.org/10.1016/j.em;j.2021.12.004

Demerouti, E., & Bakker, A. B. (2023). Job demands-resources theory in times of crises: new
propositions. Organizational Psychology Review, 13(3), 209-236.
https://doi.org/10.1177/204138 66221135022

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.
https://doi.org/10.1037/ /0021-9010.86.3.499

Dianita, O., Kitayama, K., Ueda, K., Ishii, H., Shimoda, H., & Obayashi, F. (2024). Systematic
micro-breaks affect concentration during cognitive comparison tasks: quantitative and

qualitative ~ measurements.  Advances  in  Computational  Intelligence, — 4(3), 7.
https://doi.org/10.1007/s43674-024-00074-6

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the
results of PLS-SEM. Eurgpean Business Review, 31(1), 2-24. https://doi.org/10.1108/EBR-
11-2018-0203

Hall, L. H., Johnson, J., Watt, 1., & O’Connor, D. B. (2024). Could breaks reduce general
practitioner burnout and improve safety? a daily diary study. Plos One, 19(8), e0307513.
https://doi.org/10.1371 /journal.pone.0307513

Harju, L. K., Kaltiainen, J., & Hakanen, J. J. (2021). The double-edged sword of job crafting: the
effects of job crafting on changes in job demands and employee well-being. Human Resource
Management, 60(6), 953-968. https://doi.org/10.1002/hrm.22054

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

Hobfoll, S. E., Halbesleben, J., 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 a Organizational Behavior, 5(1), 103-128.
https://doi.org/10.1146/annurev-orgpsych-032117-104640

Hunter, E. M., & Wu, C. (2016). Give me a better break: choosing workday break activities to
maximize resource  recovery. Journal of  Applied  Psychology,  101(2),  302.
https://doi.org/10.1037/apl0000045

Kim, S., Cho, S., & Park, Y. (2022). Daily microbreaks in a self-regulatory resources lens: perceived
health climate as a contextual moderator via microbreak autonomy. Journal of Applied
Psychology, 107(1), 60. https://doi.org/10.1037/apl0000891

Kim, S., Park, Y., & Headrick, L. (2018). Daily micro-breaks and job performance: general work
engagement as a cross-level moderator. Journal of Applied Psychology, 103(7), T72.
https://doi.org/10.1037 /apl0000308

Kim, S., Park, Y., & Niu, Q. (2017). Micro-break activities at work to recover from daily work
demands. Journal of Organizational Behavior, 38(1), 28-44. https://doi.org/10.1002/job.2109

Kinnunen, U., & Feldt, T. (2013). Job characteristics, recovery experiences and occupational well-

being: testing cross-lagged relationships across 1 year. Stress and Health, 29(5), 369-382.
https://doi.org/10.1002/smi.2483

Kock, N. (2015). A note on how to conduct a factor-based PLS-SEM analysis. International Journal
of e-Collaboration (I[EC), 11(3), 1-9. https://doi.org/10.4018/ijec.2015070101

Kooskora, M., & Vilumets, U. (2020). The role of meaningful work in the context of startup events
and entrepreneurial activities. Corporate Social Responsibility in Rising Economies: Fundamentals,
Approaches and Case Studies, 31-50. https:/ /doi.org/10.1007/978-3-030-53775-3_3


https://doi.org/10.1016/j.emj.2021.12.004
https://doi.org/10.1177/204138%2066221135022
https://doi.org/10.1037/%20/0021-9010.86.3.499
https://doi.org/10.1007/s43674-024-00074-6
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1371/journal.pone.0307513
https://doi.org/10.1002/hrm.22054
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1037/apl0000045
https://doi.org/10.1037/apl0000891
https://doi.org/10.1037/apl0000308
https://doi.org/10.1002/job.2109
https://doi.org/10.1002/smi.2483
https://doi.org/10.4018/ijec.2015070101
https://doi.org/10.1007/978-3-030-53775-3_3

84 Asian Management and Business Review, Volume 6 Issue 1, 2026: 70-86

Koroglu, S., & Ozmen, O. (2022). The mediating effect of work engagement on innovative work
behavior and the role of psychological well-being in the job demands—tesources (JD-R)
model.  Asia-Pacific  Journal  of  Business  Administration,  14(1),  124-144.
https://doi.org/10.1108/ APJBA-09-2020-0326

Lee, M. C. C, Sim, B. Y. H., & Tuckey, M. R. (2024). Comparing effects of toxic leadership and
team social support on job insecurity, role ambiguity, work engagement, and job
performance: a multilevel mediational perspective. Asia Pacific Management Review, 29(1),
115-126. https://doi.org/10.1016/j.apm1v.2023.09.002

Liu, Y., Gao, Q., & Ma, L. (2021). Taking micro-breaks at work: effects of watching funny short-
form videos on subjective experience, physiological stress, and task performance. In Cross-
Cultural Design. Applications in Arts, Learning, Well-being, and Social Development: 13h International
Conference, CCD 2021, Held as Part of the 23rd HCI International Conference, HCII 2021, VVirtual
Event, July 24-29, 2021, Proceedings, Part 1I 23 (pp. 183-200). Springer International
Publishing. https://doi.org/10.1007/978-3-030-77077-8_15

Li, Y., Tuckey, M. R., Bakker, A., Chen, P. Y., & Dollard, M. F. (2023). Linking objective and
subjective job demands and resources in the JD-R model: A multilevel design. Work &
Stress, 37(1), 27-54. https://doi.org/10.1080/02678373.2022.2028319

Lyubykh, Z., Gulseren, D., Premji, Z., Wingate, T. G., Deng, C., Bélanger, L. J., & Turner, N.
(2022). Role of work breaks in well-being and performance: a systematic review and future
research agenda. Jowrnal of Occupational Health Psychology, 27(5), 470. https://doi.org/
10.1037/0cp0000337

Mainsbridge, C. P., Cooley, D., Dawkins, S., De Salas, K., Tong, J., Schmidt, M. W., & Pedersen,
S. J. (2020). Taking a stand for office-based workers' mental health: the return of the
microbreak. Frontiers in Public Health, 8, 215. https:/ /doi.org/10.3389/fpubh.2020.00215

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B. (2023). Work
engagement: a meta-analysis using the job demands-resources model. Psychological Reports,
126(3), 1069-1107. https://doi.org/10.1177/00332941211051988

Nie, Q., Zhang, J., Peng, J., & Chen, X. (2021). Daily micro-break activities and workplace well-
being: a recovery petspective. Current Psychology, 1-14. https://doi.org/10.1007/s12144-
021-02300-7

Niu, Q. (2016). Exploring the Nomological Net of Micro-breaks from a Cross-level Perspective. George Mason
University.

Phan, V., & Beck, J. W. (2023). Why do people (not) take breaks? an investigation of individuals’
reasons for taking and for not taking breaks at work. Journal of Business and Psychology, 38(2),
259-282. https://doi.org/10.1007/s10869-022-09866-4

Radwan, A., Barnes, L., DeResh, R., Englund, C., & Gribanoff, S. (2022). Effects of active
microbreaks on the physical and mental well-being of office workers: a systematic review.
Cogent Engineering, 9(1), 20262006. https://doi.org/10.1080/23311916.2022.2026206

Saks, A. M. (2022). Caring human resources management and employee engagement. Human
Resonrce Management Review, 32(3), 100835. https://doi.org/10.1016/j.hrmt.2021.100835

Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least squares structural equation
modeling (PLS-SEM): an emerging tool in business research. Exropean Business Review, 26(2),
106-121. https://doi.org/10.1108/EBR-10-2013-0128

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with
a short questionnaire: a cross-national study. Educational and psychological measurement, 66(4),
701-716. https://doi.org/10.1177/0013164405282471


https://doi.org/10.1108/%20APJBA-09-2020-0326
https://doi.org/10.1016/j.apmrv.2023.09.002
https://doi.org/10.1007/978-3-030-77077-8_15
https://doi.org/10.1080/02678373.2022.2028319
https://doi.org/%2010.1037/ocp0000337
https://doi.org/%2010.1037/ocp0000337
https://doi.org/10.3389/fpubh.2020.00215
https://doi.org/10.1177/00332941211051988
https://doi.org/10.1007/s12144-021-02300-7
https://doi.org/10.1007/s12144-021-02300-7
https://doi.org/10.1007/s10869-022-09866-4
https://doi.org/10.1080/23311916.2022.2026206
https://doi.org/10.1016/j.hrmr.2021.100835
https://doi.org/10.1108/EBR-10-2013-0128
https://doi.org/10.1177/0013164405282471

Blend the demand: Micro-breaks as a pathway to work engagement ... 85

Schaufeli, W. B., Bakker, A. B., & Van Rhenen, W. (2009). How changes in job demands and
resources predict burnout, work engagement, and sickness absenteeism. Jowrnal of

Onrganizational Bebavior: The International Journal of Industrial, Occupational and Organizational
Psychology and Behavior, 30(7), 893-917. https://doi.org/10.1002/job.595

Skaalvik, C. (2023). Emotional exhaustion and job satisfaction among Norwegian school principals:
relations with perceived job demands and job resources. International Journal of Leadership in
Education, 26(1), 75-99. https://doi.org/10.1080/13603124.2020.1791964

Sonnentag, S., Cheng, B. H., & Parker, S. L. (2022). Recovery from work: advancing the field
toward the future. Annual Review of Organizational Psychology and Organizational Behavior, 9(1),
33-60. https://doi.org/10.1146/annurev-orgpsych-012420-091355

Sonnentag, S. (2012). Psychological detachment from work during leisure time: the benefits of
mentally disengaging from work. Current Directions in Psychological Science, 21(2), 114-118.
https://doi.org/10.1177/0963721411434979

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/10.11
11/peps.12572

Spector, P. E., & Jex, S. M. (1998). Development of four self-report measures of job stressors and
strain: interpersonal conflict at work scale, organizational constraints scale, quantitative
workload inventory, and physical symptoms inventory. Journal of Occupational Health
Psychology, 3(4), 356. https://doi.org/10.1111/peps.12572

Steed, L. B., Swider, B. W., Keem, S., & Liu, J. T. (2021). Leaving work at work: a meta-analysis on
employee recovery from work. Journal of Management, 47(4), 867-897. https://doi.org/10.
1177/0149206319864153

Tummers, L. G., & Bakker, A. B. (2021). Leadership and job demands-resources theory: a
systematic review. Frontiers n Psychology, 12, 722080.
https://doi.org/10.3389/ fpsyg.2021.722080

Vieten, L., Wohrmann, A. M., Wendsche, J., & Michel, A. (2023). Employees’ work breaks and
their physical and mental health: results from a representative German survey. Applied
Ergonomics, 110, 103998. https://doi.org/10.1016/j.apergo.2023.103998

Virtanen, A., Van Laethem, M., de Bloom, J., & Kinnunen, U. (2021). Drammatic breaks: break
recovery experiences as mediators between job demands and affect in the afternoon and
evening. Stress and Health, 37(4), 801-818. https://doi.org/10.1002/smi.3041

Walker, L., Braithwaite, E. C., Jones, M. V., Suckling, S., & Burns, D. (2023). “Make it the done
thing”: an exploration of attitudes towards rest breaks, productivity and wellbeing while
working from home. International Archives of Occupational and Environmental Health, 96(7),
1015-1027. https://doi.org/10.1007 /s00420-023-01985-6

Wang, H., Xu, G., Liang, C., & Li, Z. (2022). Coping with job stress for hospital nurses during the

COVID-19 crisis: the joint roles of micro-breaks and psychological detachment. Journal of
nursing management, 30(7), 2116-2125. https://doi.org/10.1111/jonm.13431

Wu, T. J., Yuan, K. S., Yen, D. C., & Yeh, C. F. (2023). The effects of JDC model on burnout and
work engagement: a multiple interaction analysis. Exropean management jonrnal, 41(3), 395-
403. https://doi.org/10.1016/j.em;j.2022.02.001

Yang, P., & Zhang, S. (2025). Recharging for the future: how micro-breaks shape work prospection
among  Chinese  employees.  The  Jowrnal  of  General  Psychology, — 1-29.
https://doi.org/10.1080/00221309.2025.2502337


https://doi.org/10.1002/job.595
https://doi.org/10.1080/13603124.2020.1791964
https://doi.org/10.1146/annurev-orgpsych-012420-091355
https://doi.org/10.1177/0963721411434979
https://doi.org/10.11%2011/peps.12572
https://doi.org/10.11%2011/peps.12572
https://doi.org/10.1111/peps.12572
https://doi.org/10.%201177/0149206319864153
https://doi.org/10.%201177/0149206319864153
https://doi.org/10.3389/fpsyg.2021.722080
https://doi.org/10.1016/j.apergo.2023.103998
https://doi.org/10.1002/smi.3041
https://doi.org/10.1007/s00420-023-01985-6
https://doi.org/10.1111/jonm.13431
https://doi.org/10.1016/j.emj.2022.02.001
https://doi.org/10.1080/00221309.2025.2502337

86 Asian Management and Business Review, Volume 6 Issue 1, 2026: 70-86

Zhang, N., Xu, D., L, J., & Xu, Z. (2022). Effects of role overload, work engagement and perceived

organisational support on nurses' job performance during the COVID-19 pandemic. Journal
of Nursing Management, 30(4), 901-912. https://doi.org/10.1111/jonm.13598

Zhu,].N., Lam, L. W, Liu, Y., & Jiang, N. (2023). Performance pressure and employee expediency:
the role of moral decoupling. Journal of Business Ethics, 186(2), 465-478.
https://doi.org/10.1007/s10551-022-05254-3


https://doi.org/10.1111/jonm.13598
https://doi.org/10.1007/s10551-022-05254-3

