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ABSTRACT

This research, relying on the social exchange theory, aims to provide
information on the moderating effect of leader-member exchange (LMX)
and team member exchange (TMX) on happiness at work in the face of
the prevalence of organizational stressors such as burnout and mobbing.
This study used an electronic questionnaire to collect data from 416
employees of companies located in Mexico. Hypotheses were tested using
hierarchical multiple regression analysis. Results showed that LMX and
TMX moderate the effect of burnout and mobbing on happiness at work.
The findings suggest that a functional organization should be favored
in terms of work climate, as well as strengthening LMX and TMX
relationships to avoid the negative effects of burnout and mobbing on
employee well-being.

Keywords
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RESUMEN

Esta investigacién, apoyandose en la teorfa del intercambio social, tiene
como objetivo proporcionar informacién sobre el efecto moderador del
intercambio lider-miembro (LMX) y del intercambio de miembros del
equipo (TMX) sobre la felicidad en el trabajo ante la prevalencia de
factores estresantes organizacionales como el burnout y mobbing. Se
utiliz6 un cuestionario electrénico para recolectar datos de 416 empleados
de empresas ubicadas en México. Las hipétesis se probaron mediante
analisis de regresién multiple jerarquica. Los resultados mostraron que
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LMX y TMX moderan el efecto del burnout y el mobbing
sobre la felicidad en el trabajo. Los hallazgos sugieren que
se debe favorecer una organizacién funcional en términos
de clima laboral, asf como fortalecer las relaciones LMX
y TMX para evitar los efectos negativos del burnout y el
mobbing en el bienestar de los empleados.

Palabras clave
intercambio lider-miembro; intercambio de miembros del equipo;
felicidad en el trabajo; agotamiento; acoso laboral.

Work represents a social effort and many
experiences within the work environment are of
this nature. In this regard, it should be considered
that the relationships between human talent in
organizations represent a key element for the
achievement of organizational objectives. It is
necessary to consider that the goals, assigned
tasks, and even the work relationships may not
always be harmonious, which generates adverse
organizational phenomena, both personal and
organizational; for example, stress, dissatisfaction
or abusive supervision (Gerhardt et al., 2021;
Godin et al., 2017; Tanhan & Cam, 2011). In
this way, it is important to take into account that
organizations are socially complex and are not
only elements with structures determined under
a linear approach, but also represent groups of
individuals who establish interrelationships that
give meaning to a symbolic life within them
(Schneider & Somers, 2006).

The groups that create an organization are
formed by individuals, whose nature is also
complex, as is the nature of their internal
relationships. Individuals whose ideal self-adapts
to the organizational self, that is, their life
goals are reflected in the organization and
together with the organizational goals they see
in the organization the mechanism to satisfy
their ideals (Gerhardt et al., 2021; Shubayr et
al.,, 2022). Consequently, as complexity in the
workplace increases, it is necessary to identify
and understand the effects that the interactions
of its members have on organizational results
(Sigahi et al., 2021). Thus, satisfaction with co-
workers and autonomy are components of well-
being at work (Islam et al., 2022; Luna-Arocas
& Danvila-del-Valle, 2021), and violence in the

workplace represents the rupture of the ideal self
with the organizational self.

Previous research has highlighted the
detrimental effects of stressors such as burnout
and workplace bullying on job attitudes
and well-being (e.g., reduced satisfaction,
lower engagement, higher turnover intentions),
(Gerhardt et al., 2021; Marin et al.,, 2024;
Mufioz-Chavez & Lopez-Chau, 2022; Shubayr
et al., 2022; Steele et al., 2020). However,
although there is growing interest in the positive
side of organizational psychology, particularly
happiness at work, little is known about how
disabling stressors affect this construct directly.
Moreover, while studies on social exchange
theory have examined the role of leader-member
exchange (LMX) and team-member exchange
(TMX) in shaping employee outcomes, there is
a lack of empirical evidence on whether these
relational resources can buffer or exacerbate the
negative impact of stressors on happiness at
work. This gap is important because if social
exchange relationships operate as moderators,
organizations may leverage them as protective
mechanisms to mitigate the adverse effects of
stress. Addressing this issue, the present study
contributes in two main ways. First, based on the
social exchange theory, the influence of burnout
and mobbing stressors on the positive aspect of
happiness at work is theorized and empirically
examined (Gerhardt et al., 2021; Houghton et
al., 2021; Lu et al., 2022; Maslach & Jackson,
1981; Thompson & Bruk-Lee, 2021) being
this a primary study according to background
knowledge. Second, the research explores the
moderating role of LMX and TMX on the
relationship between stressors and happiness
at work. Figure 1 illustrates the theoretical
model of the study. It suggests two negative
relationships between burnout and mobbing in
predicting employee happiness. It also suggests
the moderating impact of LMX and TMX on the

relationships.
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Leader-Member
Exchange
(LMX)

Team-Member
Exchange
(TMX)

Figure 1.
Hypothesized model

The rest of the paper is structured as follows.
The second section presents the literature review
and the arguments that support the relationship
between burnout, mobbing and happiness at
work, as well as the arguments that delineate the
moderating effect of LMX and TMX. The above
with the intention of generating the research
hypotheses. The third section discusses the
method developed from the statistical analysis
of a sample of 416 participants whose results
are shown in the fourth section. Last, the final
section embraces the discussion, conclusions,
implications and future work.

Literature review

development

and hypotheses

Burnout, mobbing, and their effect on happiness in
the workplace

Burnout syndrome is an organizational
phenomenon that arises because of the gap
between employees' work expectations and the
reality experienced. In this sense, there are
several elements that cause its prevalence
such as: excessive work demands, fatigue,
reduced efficiency and emotional exhaustion,
therefore, it is a reaction to chronic work
stress (Madigan &  Kim, 2021). Previous
studies show that they negatively affect
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the physical and psychological health of an
individual, with consequences in variables such
as burnout, depersonalization and decreased
effectiveness, organizational performance, lack of
organizational commitment, turnover intention,
job dissatisfaction, unhappiness at work, among
other related variables (Garcia-Contreras et al.,
2022; Lu et al., 2022; Maslach & Jackson, 1981;
Thompson & Bruk-Lee, 2021).

On the other hand, mobbing represents the
intention of a type of labor violence that has
been refined, that is, a type of symbolic violence,
whose effect is increased by the corporate
discourse of efficiency and compliance with
quantitative results that do not contemplate
the nature and meaning that the individual
gives to his or her work. Mobbing is a strategy
of exploitation, in turn, it is a mechanism
for the individual to push aside those he
or she considers threatening to his or her
position. In addition, it is expressed in a way
of exercising power that leads to emotions that
reflect a dehumanization within the organization
(Mufioz-Chavez &  Lopez-Chau, 2022). To
comprehensively understand mobbing, it is
necessary to identify its consequences. Like other
variables related to harassment, it has serious
implications for the physical and psychological
health of employees, and can manifest itself in
problems of anxiety, depression, and stress. In
turn, this can lead to negative organizational
phenomena such as staff turnover, absenteeism,
reduced productivity, dissatisfaction, among
other undesirable consequences for the
organization (Houghton et al., 2021; Galanis et
al., 2024; Léné, 2024).

In contrast, happiness at work refers to a
short-lived state of mind and emotion that
people experience in the workplace. According
to Salas-Vallina et al. (2018), happiness in the
work environment involves variables such as job
satisfaction, engagement, commitment, among
others. Therefore, a satisfied worker experiences
a pleasurable or positive emotional state resulting
from the appraisal of one “s job or job experiences
(Alkhateeb et al., 2025). However, employee
satisfaction can decrease due to a variety of
organizational and individual factors (Chavez et
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al., 2018; Erdogan & Yildirim, 2019; Houghton,
et al., 2021).

In this context, these three psychosocial
variables have been of interest to organizational
leadersPrevious research has also supported the
negative relationship between burnout and job
satisfaction (Madigan & Kim, 2021); as well as
the negative relationship between mobbing and
job satisfaction (Chévez et al., 2018; Erdogan &
Yildirim, 2019; Mufioz-Chéavez & Lépez-Chau,
2022; Rodriguez-Cifuentes et al., 2020; Steele,
et al., 2020). The above arguments lead to the
establishment of the following hypotheses:

H1: Burnout has a negative effect on
happiness at work.

H2: Mobbing has a negative effect on
happiness at work.

Social exchange approach on burnout, mobbing
and happiness at work

The well-being of the members of the
organization is integrated by  physical,
organizational, and psychosocial aspects of
work. The relationships that arise within the
organization are the basis for social support
among those who make it up (Chernyak-Hai
& Rabenu, 2018; Fadare et al.,, 2022). To
understand organizational behavior, the theory
of social exchange indicates the exchange of
tangible and intangible resources between the
members of the organization (Blau, 1986).
The foregoing, results in a relationship where
reciprocity plays a preponderant role, because if
employees feel respected, they develop positive
behaviors. That is, social exchange is based
on mutual socio-emotional contributions and
benefits (Cropanzano & Mitchell, 2005; Fan et
al., 2021).

LMX as a disabler of the effects of burnout and
mobbing on happiness at work

In the employee-organization relationship,
leaders exert significant influence over their
collaborators due to their legitimate authority,

control of resources, and management of
expectations and rewards (Seong & Choi, 2019).
In this sense, the Leader-Member Exchange
(LMX) concept provides a relational approach to
leadership characterized by reciprocal exchange
and dyadic interaction between leaders and
subordinates. LMX therefore captures the quality
of interactions between leaders and followers
(Graen & Uhl-Bien, 1995). Indeed, employees
with high LMX belong to a high-quality
relationship with the leader; managing to
favor the level of communication, exchange
of information, interaction, trust, support, and
respect. In addition, the leader makes the
collaborator feel like a fundamental part of
the group, contributing to improve the rates of
commitment and job satisfaction (Brimhall et al.,
2014; Chernyak-Hai & Rabenu, 2018).

Therefore, LMX can trigger a psychological
safety effect within the work environment.
In accordance with the above, the theory of
social exchange suggests that when the LMX is
high, positive behaviors are facilitated, that is,
empathetic behaviors displayed by the leader are
perceived positively by employees and will disable
the effect of burnout and mobbing on happiness
at work. Thus, based on the above discussion, the
following hypotheses are established:

H3: LMX moderates the effect on the
relationship between burnout and happiness at
work.

H4: LMX moderates the effect on the
relationship between mobbing and happiness at
work.

TMX as a disabler of the effects of burnout and
mobbing on happiness at work

Team-Member Exchange refers to the quality
of interpersonal relationships between peers,
to the perception of reciprocity and exchange
of resources (information, feedback, respect,
support, knowledge, trust and affective
interaction) between members of the group
(Seers, 1989). Studies show that the level
of quality of this interaction is reflected in
the behavior of team members, since a high-
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quality TMX positively affects their motivation,
psychological well-being, prosocial behavior,
sense of belonging, and identity (Chen & Liu,
2020; Tan et al., 2022).

In this sense, TMX encourages the desirable
interaction between employees and facilitates
the exchange processes (Wu et al., 2018). As a
result, the high quality of TMX enables people to
reduce the negative effects on emotional aspects
and behaviors derived from healthy convenience
and hygienic working conditions (Kang & Jang,
2022; Vveinhardt & Sroka, 2020; Wu et al.,
2018). Due to the above, and due to the positive
interaction between colleagues, it is expected
that TMX can lessen the negative effect of levels
of attitudes such as burnout and mobbing on
happiness at work. This leads to consider the
following hypotheses:

H5: TMX moderates the effect on the
relationship between burnout and happiness at
work.

H6: TMX moderates the effect on the
relationship between mobbing and happiness at
work.

Methods

Sample and data collection procedure

A survey was carried out through an
electronic questionnaire to collect data in
various companies located in Mexico. The data
collection period was from September 1 to
October 31, 2022. Participants were informed
that the results would be used exclusively
for this research. In the same way, they
were informed of the importance and the
procedure. The participants were volunteers,
and confidentiality was guaranteed for their
safety. After obtaining the informed consent of
the participants, the filling of the instrument
began. Of the questionnaires distributed, 416
were returned and useful, considering a response
rate of 59.4 %. A sampling by convenience
(accidental) was carried out, recognizing the
limits of generalization but applying criteria
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accepted for social science studies (Bornstein et
al.,, 2013; Jager et al., 2017). The sample size
was 416 cases, which is relevant for the analyses
performed. For the factor analysis, the sample size
is above the threshold of 300 participants, which
is considered adequate and suitable (MacCallum
et al., 1999). For the regression, Green's (1991)
rule on the number of predictors is considered,
which considers the sample size to be adequate
and guarantees statistical power to determine
effects and ensures stable estimates.

Since the original scales were developed
in English, a rigorous adaptation process was
applied to Spanish. First, the translation and
back-translation method was used, recognized
for its usefulness in ensuring semantic and
cultural equivalence between versions. The test
was translated from English into Spanish and
then reviewed by a bilingual specialist, who
compared this version with the original and
made the necessary adjustments. In addition,
two experts in the field participated in the
process, reinforcing the content validity of the
instrument. Third, the first test was carried out
with a cutoff of 177 observations. Specifically, an
exploratory factor analysis (EFA) was performed
for each construct.

Regarding the demographic and
organizational profile of the respondents, the
following is found: 53.6 % of the respondents
were women and 46.4 % were men. Most of
the respondents (64.2 %) were in the age range
of 20 to 30 years, while 23.6 % were between
30 to 40 years and finally 12.2 % between 40
and 60 years. Regarding the level of studies,
52.6 % had a bachelor's or engineering degree,
17.8 % a master's degree, 6 % a doctorate, 14.4
% a technical career, and 9.1 % did not have
professional studies. Regarding the years of work,
42.3 % of those surveyed worked for 1 to 5 years,
23.8 % had less than one year, 15.1 % had 6 to 10
years, 6 % had 11 to 15 years and 12.7 % more
than 15 years.
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Measures

Existing literature was consulted to identify and
select the measurements to build the instrument
(Appendix). All items were evaluated using
a four-point Likert-type scale ranging from
"strongly disagree" (1) to "strongly agree" (4).

Leader-Member Exchange (LMX) was
evaluated with a five-item scale (Lee et al.,
2016; Liden & Maslyn, 1998). This scale
asks employees to rate the quality of the
perceived exchange relationship with the leader
(for example, "My supervisor (immediate boss)
defends my work actions to a superior, even
without full knowledge of the issue in question").

Team-Member Exchange (TMX) was assessed
with a six-item scale (Fidalgo & Pifiuel, 2004;
Lee et al.,, 2016). This set of items makes it
possible to evaluate the exchange relationship of
the respondents with their work teammates (for
example, "My colleagues are willing to help me
voluntarily to finish the work assigned to me").

Burnout was evaluated with a six-item scale
(Maslach & Jackson, 1981). This scale measures
the level of emotional exhaustion experienced
by employees (for example, “I think this job is
hardening me emotionally”).

Mobbing was evaluated using a ten-item scale
(Fidalgo & Pifiuel, 2004). Employees evaluate
hostile behavior by their superiors (for example,
"at my job my supervisor (bosses) deprives me
of essential and necessary information to do my
job").

Happiness at work was evaluated through a
six-item scale (Singh & Aggarwal, 2018). This
scale makes it possible to quantify the positive
feelings that employees experience in response
to satisfaction with the conditions of their work
(for example, “I feel that I am doing something
worthwhile in my work").

Reliability and validity

Cronbach's Alpha («) values for all variables were
greater than 0.7. Specifically, the results of the
analysis showed the following: (1) LMX (¢ =
0.86); (2) TMX (« = 0.83); (3) Burnout (z =

0.84); Mobbing (¢ = 0.91), and Happiness at
work (¢ = 0.86). As can be seen, all indicate an
acceptable level of reliability (Nunnally, 1978).

To test the validity, in the first instance,
a review of previous research was carried out
in which the scales used have been used and
validated (Wu et al., 2018). Subsequently, an
exploratory factor analysis was performed for the
five constructs. The results are the following;
the KMO sample adequacy index was 0.91.
Bartlett's sphericity test was significant (p <
0.001). Almost all the items of the five constructs
presented factor loadings greater than 0.5, except
for one item from the burnout scale and two items
from the mobbing scale, which showed loadings
greater than 0.4. The explained variance of the
five constructs was 68,279. In general, the results
are acceptable and demonstrated the validity of
the constructs.

Results
Regression assumptions

Prior to regression analysis, the fundamental
regression  assumptions  were  confirmed.
Normality was tested using asymmetry and
kurtosis with values ranging between =+ 2,
confirming a normal distribution. Linearity and
homoscedasticity were tested by plotting the
residuals against the predicted values; no pattern
was observed in the plot results. Multicollinearity
was dismissed when VIF values below 10 were
found, and the correlation coefficients between
variables ruled out collinearity between them

(Hair et al., 2018; Osborne & Waters, 2002).
Descriptive and Correlations

Table 1 shows the results of the means, standard
deviations, and correlations of the variables. The
results prove the negative correlation of burnout
with happiness at work (r = —0.36). Mobbing
was negatively correlated with happiness at work.
(r = —0.40). LMX was negatively correlated with
burnout (r = —0.33) and mobbing (r = —0.39).
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TMX was negatively correlated with mobbing
(r = —0.26). On the other hand, the results
also indicated the following positive correlations.
The correlation between LMX and TMX (r =
0.37). Both LMX and TMX showed positive
correlations with job satisfaction (r = 0.43;r =
0.45). Finally, burnout was positively correlated
with mobbing (r = 0.63). As can be seen, the
results are consistent with what was established
in the literature review. On interpreting the
correlation coefficients, values close to 0.10
can be considered a small effect, around 0.30
a medium effect, and from 0.50 onwards a
large effect, which according to Cohen (1988),
are criteria widely used in the social sciences
to assess the magnitude of associations. The
results indicate that all statistically significant
correlations are medium.

Table 1
Descriptive statistics and correlations

Hypothesis testing

Hypothesis 1 and Hypothesis 2 suggest that there
is a negative effect of burnout and mobbing
on happiness at work. As seen in Table 1,
the correlations between these constructs were
moderately negative (—0.36 and —0.40; p <
0.001). Therefore, the expected relationships are
proved. Similarly, hierarchical regression analysis
was used to continue testing the hypotheses.
To demonstrate the negative direct effects of
burnout and mobbing on happiness at work,
the . regression coefficients were considered. To
test the moderating role of LMX and TMX, the
interaction between the effects of the variables
was considered.

Table 2 shows the results of the hierarchical
regression analysis. Model 1 includes the direct
effect variables (burnout and mobbing). Model
2 adds LMX and TMX moderators. Model 3
adds the interactions between variables. When
considering the results of the complete model,
the following direct effects are found: (1) The

Variable M SD 1 2 3 4 . . . . o[
TN e 060 - direct effect of burnout is negative and significant
o h b e e _ (8 = —0.179; p < 0.001). This result supports
4. Mobbing 187 062 -039%*  —026**  0.63** 5 Hypothesis 1. (2) The direct effect of mobbing
5. Happiness at work  3.19  0.61 0.43%* 0.45**  —0.36%*  —0.40** -

is negative and significant (8 = —0.283; p <
0.001). This result supports Hypothesis 2. (3)
The effect of LMX is positive and significant (8
= 0.315; p < 0.001). (4) The effect of TMX is
positive and significant (8 = 0.315; p < 0.001).
In order to evaluate the coefficient of
determination RZ, it is suggested that values
above 0.30 represent a large effect in social
sciences. The increase in R? when moderating
effects intervene, as occurs in Model 3, is
also evaluated. Regarding regression analysis,
coefficient values around 0.10 can be considered
small and around 0.30 medium; the results of the
regression analysis fall within these criteria.

Note. Significant correlations are

indicated with p < 0.01 (**).

Confirmatory factor analysis

A confirmatory factor analysis was performed to
validate the factor structure. The hypothetical
model proposed for this research was tested. The
model with a five-factor structure showed an
acceptable adjustment based on the following
indicators: y* = 801.16; df = 437; p < 0.001;
RMSEA = 0.08: NNFI = 0.92: CFI = 0.94.
In addition, a diagnosis of multicollinearity was
made with the five variables under study. The
results showed a value of the variance inflation
factor greater than 10 (VIF = 21.38). These
results demonstrated that the proposed five-
factor hypothetical model is viable for testing the
hypotheses.
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Table 2
Results of the hierarchical regression analysis
(Dependent: Happiness at work)

Variables Model 1 Model 2 Model 3

Direct effects

Burnout —0.179%%*  _0.136%* —0.192%%*

Mobbing —0.283*** _0.188***  _0.108%*
Moderating effects

LMX .3]15%%* 0.207%**

TMX [.320%%%  (.329%%*
Interaction effects

Burnout — LMX —0.036%%*

Burnout — TMX —0.061%%*

Mobbing — LMX —0.022**

Mobbing — TMX —0.058%%*
R2 0.176 0.259 0.349
Adjusted 0.172 0.253 0.342
F 44.017%**%  46.072%*%%  56.748%**

A(1 = Strongy Saqpee. & = Sirsngly sree) Mottin (1 = Strsngy dsagree, & = Srongly sgree]

Note. Significant correlations are indicated
with asterisks: p < 0.05 (¥*), p < 0.01 (¥*%).

Regarding the indirect effects, Hypotheses
3 and 4 establish that LMX moderates the
relationship between burnout and happiness at
work, as well as moderating the relationship
between mobbing and happiness at work,
respectively. So, the negative relationship is
weaker when there is a high level of LMX.
The empirical results support this hypothesis by
finding the burnout-LMX and mobbing-LMX
interactions statistically significant (8 = —0.036;
p = —0.061; p < 0.001). Similarly, the effect
flattens out (reduces) as LMX enters the negative
relationship. These results are consistent with
what is established in Hypotheses 3 and 4 (Figure
2).

Figure 2.
LMX as a moderator of the relationships between burnout and
mobbing with happiness at work.

Likewise, the interactions of burnout, mobbing
and TMX are statistically significant (8 =
—0.022; p = —0.058; p < 0.05; p < 0.001).
These results indicate that the effects of burnout
and mobbing are flatter in a quality TMX
environment (Figure 3). These results support
Hypotheses 5 and 6 (Table 3). To support the
consistency of the results, the tests were carried
out again, extracting groups of respondents (20 to
30 years old and with work seniority of less than
one year). No substantial difference was found

between these analyses and the primary findings
(Zaman et al., 2001).

Figure 3.
TMX as a moderator of the relationships between burnout and
mobbing with happiness at work
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Table 3
Hypothesis testing overview

Hypothesis Direct effect r Result
H1: Burnout — Happiness at work (-) -0.179  ***  Supported
H2: Mobbing — Happiness at work (-) -0.283  ***  Supported
H3: LMX | Burnout — Happiness at work (Moderate) -0.036 *** Supported
H4: LMX | Mobbing — Happiness at work (Moderate) -0.022 **  Supported
H5: TMX | Burnout — Happiness at work (Moderate) -0.061 *** Supported
Hé6: TMX | Mobbing — Happiness at work (Moderate) -0.058 ***  Supported

Note. Significant correlations are indicated
with p < 0.05 (*#); p < 0.01 (**%).

Discussion

This study examined the effect of burnout and
mobbing on happiness at work. The results reveal
through the fulfillment of Hypotheses 1 and 2
that high levels of burnout and mobbing have
an effect on happiness at work. These results
are consistent with what was found in previous
studies that show that high levels of burnout
affect the achievement of satisfying needs at work
as well as experiencing a state of happiness in the
workplace.

In addition to the direct effects identified,
our findings contribute to the literature by
showing that a high-quality relationship with
the leader (LMX) moderates the relationships
between burnout and happiness at work, as well
as between mobbing and happiness at work.
Furthermore, it shows that quality interpersonal
relationships between peers (TMX) moderates
the effects of burnout and mobbing. That is, if
the leader has empathic and positive behaviors
towards his collaborators, the effects of burnout
and mobbing will decrease in happiness at work.
Similarly, positive peer interaction contributes to
a healthy organization by weakening the negative
effects of burnout and mobbing on happiness
at work (Kang & Jang, 2022; Vveinhardt &
Sroka, 2020; Wu et al., 2018). Therefore,
the findings demonstrate the moderating effect
of social exchange concepts. Specifically, high
quality of relationships with superiors (LMX)
and high quality of relationships with coworkers
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(TMX) are expected to neutralize and flatten job
StTessors.

Likewise, our findings suggest that a quality
social exchange relationship contributes to
the generation of a functional organization
(Chernyak-Hai & Rabenu, 2018; Graen & Uhl-
Bien, 1995). For this reason, leaders must focus
their efforts on the success of the organization,
but not from a functionalist approach, that is, the
success of an organization is not only measured by
the achievement of quantifiable and measurable
goals, which is essentially the importance of many
organizational goals. A functional organization
is to speak of a healthy organization, where the
work environment contributes to the ideal Self
of the individual being with the organizational
Self (Godin et al., 2017; Shubayr et al., 2022;
Thompson & Bruk-Lee, 2021).

However, this study has some limitations that
should be acknowledged. First, the data were
obtained through self-report instruments, which
way introduce biases stemming from participants
subjective perceptions. Likewise, the influence
of social desirability cannot be ruled out, as
some respondents may have provided answers,
they considered socially acceptable rather than
accurately reflecting their actual experiences.
Moreover, the findings are bases on employees of
companies located in Mexico, which limits the
generalizability of the results to other contexts.

Despite these limitations, this study highlights
several important aspects regarding the variables
included in the proposed theoretical model.
Nevertheless, further research is needed to
consolidate these findings. For instance, future
studies could examine additional organizational
and individual moderators that may influence
the relationship between burnout, mobbing
and happiness at work beyond LMX and
TMX. Expanding sample sizes and incorporating
more heterogeneous populations would also
strengthen the robustness of the results. Finally,
replicating the study in different cultural and
organizational contexts, and employing mixed
methods or longitudinal designs, would enhance
the external validity and contribute to a
more comprehensive understanding of these
phenomena.
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Conclusions

A functional organization is to the extent
of human beings, when it contributes to the
well-being of all the people who integrate
it and their work environment. Therefore,
functionality does not only embrace efficiency
and effectiveness in productivity standards or
KPIs, but it also guarantees the development of
members, where there is constant organizational
learning, human development and a work
environment that invites for workers to see in
the organization something that contributes to
their self-realization. In a functional organization,
employees feel they are a fundamental part of the
group.

In conclusion, achieving a quality LMX
and TMX is a highly challenging task for
organizations. The results of the proposed model
showed that LMX and TMX are positively
related to happiness at work and moderated
the relationship between happiness at work
and burnout and mobbing stressors. The
foregoing shows that workers require leaders who
prioritize the existence of effective mechanisms
to generate, strengthen, and consolidate the
quality of social exchange relationships in the
organization so that the goals of the organization
and its members are met. In this sense,
communication in the subjective world responds
to the need of workers to objectify themselves
in subjectivity, that is, to identify with the
work group through a strong affiliation that
allows them to project their individual Self with
the organizational Self, his or her objectives
as a person that are achievable with the self-
realization of the work that translates into greater
efficiency in the workplace with the respective
benefit of the organization, as well.

Implications

This study provides theoretical foundations
and empirical evidence on the effects of
IMX and TMX on happiness at work
in the face of the prevalence of two
adverse organizational phenomena: burnout and
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mobbing. The literature consulted suggests that
there is a negative impact of the stressors
analyzed on the happiness of employees. The
study supports these affirmations exposed in
previous research; therefore, the findings add to
the knowledge about the negative predictors of
happiness at work. In addition, the moderating
effects of the social exchange perspective (LMX
and TMX) that could inhibit the negative
direct effects of certain stressors (burnout and
mobbing) were identified. These moderating
effects found, complement, and broaden the
understanding of the theoretical perspective of
social exchange by demonstrating that happiness
and job satisfaction improve significantly if they
are ensured by supervisors and team members.
On the other hand, the main practical
contribution of the study is that it promotes
happiness at work considering its unfavorable
relationship with psychological stressors and the
way in which these can be minimized. The
study findings are able to enlighten managers to
reduce stressors to acceptable levels. However,
in stressful situations, managers should also
encourage organizational cohesion to facilitate
handling negative situations. Managers should
develop initiatives that improve exchange and
trust relationships between supervisors and
teammates because LMX and TMX can reduce
the negative effects of burnout and mobbing. For
example, organizations can implement training
programs in empathetic leadership and effective
communication that promote fair treatment
and consistent support from supervisors toward
their employees. At the team level, activities
such as peer mentoring, collaborative projects,
group feedback sessions, or even team-building
dynamics can be encouraged to strengthen
mutual trust and cooperation. These practical
strategies enable high-quality leader-member and
team-member relationships to act as buffer
against the negative effects of work-related
stressors. Another strategy that organizations
can consider is investing in human development
programs focused on personal growth, such
as emotional intelligence training, resilience
workshops, and mindfulness practices. These
initiatives strengthen employee’s self-awareness
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and empathy, which in turn contribute to
building healthier and more positive workplace
relationships. In this way, the need to generate,
develop and maintain a healthy organization
is evident, where trust, empathy and mutual
support prevail as an antecedent of the well-
being of the members of the organization and
the achievement of personal and organizational
objectives.
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Appendix
Burnout (Maslach & Jackson, 1981)

[ feel emotionally drained by my job.

When I get up in the morning and face another
day of work, I feel tired.

[ feel frustrated in my job.

[ feel that my job is wearing me out.

[ think this job is hardening me emotionally.

In my work I deal with emotional problems
very quietly.

Mobbing (Fidalgo & Pinuel, 2004)

My work is evaluated unfairly or in a biased
manner.

LMX (Liden & Maslyn, 1998)

My supervisor is the kind of person one would
like to have as a friend.

My supervisor defends my work actions to a
superior, even without complete knowledge of
the issue in question.

My supervisor would come to my defense if I
were "attacked" by others.

My supervisor would come to my defense
if I were "attacked" by others. I respect my
supervisor's knowledge of and competence on the
job.

I admire my supervisor's professional skills.
TMX (Lee et al., 2016)

Other coworkers let me know when I did
something that makes their jobs easier.
Other coworkers recognized my contribution.
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DISABLING STRESSORS ON HAPPINESS AT WORK: EXPLORING THE MODERATING ROLE OF LEADER-MEMBER...

In busy situations, other coworkers often asked
me to help out.

In busy situations, I often volunteered my
efforts to help other coworkers.

I helped finish work that had been assigned to
other coworkers.

The other coworkers were willing to help me
finish my work.

Notes

*  Research article.
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