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ABSTRACT 
 
This essay delves into the multifaceted concept of resilience in the context of the workplace, exploring its implications 
for individuals' emotional well-being. Resilience, a recognized quality in psychology, empowers individuals to navi-
gate stress, adversity, and trauma. In the realm of employment, it serves as a pivotal indicator of an applicant's ability 
to manage workplace stress. However, the essay contends that both inadequate and excessive resilience can lead to 
detrimental outcomes. Therefore, the pursuit of a well-rounded and moderate form of resilience, through effective 
leadership, communication, and support resources, is key to maintaining a healthy work environment that values re-
silience while acknowledging its limitations and ensures both individual well-being and sustained organizational suc-
cess. 
 
 
Resilience, a term that has been widely accepted in the field of psychology as a positive quality that enables individuals 
to cope with stress, trauma, adversity, and recovery, is utilized as a primary metric to determine the emotional well-
being of an individual (Langeland et al., 2016, p. 6). For employers in the workplace, determining the emotional well-
being and resilience of an individual has become increasingly important in assessing the applicant’s capability of 
coping with workplace stress: which if not adequate, can lead to consequences revealing a potential dark side of 
resilience in the workplace. Acknowledging its potential limitations, this essay will explore the research question: how 
can a balanced approach to resilience be fostered in the workplace? 

In the workplace, determining the emotional well-being and resilience of an individual has become increas-
ingly important to employers because this quality is often associated with certain personality traits such as optimism 
and self-efficacy which are believed to contribute to an individual's ability to recover from challenging situations 
(Furnham et al., 2007, p. 99). A study conducted by Haglund et al. (2007) identified that individuals who possess high 
levels of emotional resilience are more likely to facilitate recovery by problem-solving, showing optimism and flexi-
bility which correlates to the ability to respond to work situations under pressure (Heise, 2014, p. 28). According to 
the American Psychological Association (2017), mandated pre-employment psychological evaluations are common 
for individuals applying to public safety positions. Due to the high levels of stress and emotional strain employees are 
exposed to in the healthcare industry, many organizations are implementing psychological evaluations to screen ap-
plicants; for example, “the physician fitness-for-duty evaluation” from the National Library of Medicine (2013). Em-
ployers also have the option to take measures such as referring a potentially unfit employee for an assessment of their 
risk for violence to eliminate any possibility of disturbing a safe workplace environment (42 U.S.C § 2000). 

On the other hand, even though resilience can help individuals overcome challenges, research has shown that 
excessive work stress can lead to other severe consequences on employees’ mental and physical health corrupting 
occupational performance that “economically burdens organizations and societies” (Bono et al., 2013, p. 1601). The 
National Library of Medicine (1993) refers to the psychological stress and exhaustion caused by Work as “burnout 
syndrome.” Consequently, excessive emotional exhaustion may inflict mental health disorders such as depression on 
individuals where affected employees become decreasingly productive, sick more often, or even quit their jobs. This 
relation is evident in fields that require high emotional demands; a Danish study found a strong association between 
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higher anti-depressant use by employees in healthcare occupations that require frequent client contact compared to 
employees who were in non-healthcare occupations (Virtanen, 2010, p. 433). Unfortunately, often neither the affected 
employees nor the employers are aware of the decline in mental health in time, career burnout becomes a big contrib-
uting factor to the increasing rate of employee turnover since job stress is identified as a leading factor in any sector 
that disturbs workers and causes resignation (Çelik, 2018, p. 67). 

While insufficient resilience can result in negative consequences in the workplace, too much resilience can 
have the same effect. Studies have shown that overly resilient individuals are more likely to take on additional respon-
sibilities without seeking support, resulting in similar deteriorating mental health outcomes that compromise executive 
functioning which can devastatingly impact a person’s professional and private life (Oosterholt et al., 2012, p. 359). 
This draws back to mental and physical fatigue caused by career burnout. In fact, this mental fatigue is proven to be 
dangerous, especially in industries where physical factors are involved such as the operation of equipment (Swaen et 
al., 2003, p. i88). In many instances, mental fatigue compromising executive functioning has been associated with 
injury in an occupational accident whereas a survey on the “Incident of being injured in an occupational accident in 
different sectors” in 2001 showed that the highest incidents of being injured in occupational accidents were found in 
public utilities (4.5 per 100 people who reported occupational injuries), followed by transportation (3.6 per 100), in 
contrast to the lowest incidents being financial institutions and culture and recreation (Swaen et al., 2003, p. i90, Table 
1). Moreover, the same survey found that work environments also contributed to the quantitative differences in occu-
pational accidents associated with different sectors. Individuals in occupations that utilized tools and machinery were 
five times at risk and individuals with night shifts were three times at risk to be injured compared to day shift positions. 
This is because mental fatigue decreases one’s executive functioning compromising skills such as working memory 
and thinking ability when performing tasks involving high-stake situations (Halleland et al., 2009, p. 58). 

While career burnout can heavily impact professional life, unhealthy habits and coping mechanisms can be 
developed in one’s private life as a result of workplace stress. Substance abuse by employees is becoming increasingly 
prevalent in the workplace as one common purpose is to enhance productivity under the influence of drugs (Spell & 
Blum, 2005, p. 1125). The repetition of drug use can lead to prolonged substance abuse and other addictions outside 
of work. Although many external factors such as family-related conflicts contribute to alcohol addiction, there is 
research from the National Institute on Alcohol Abuse and Alcoholism (1999) supporting the relationship between 
occupational stress and elevated alcohol consumption due to its relaxation effects on the brain; the feeling of burnout 
may inflict more consumption from employees needing a break (Grunberg et al., 1998, p. 490). Because the concept 
of resilience is often presented as “the ability to sustain or absorb consequences of a shock,” many employees resort 
to substance abuse to maintain the status quo of their occupational and private life (Amundsen, 2012, p. 46).  

Furthermore, the pressure for employees to abide by the expectation of resilience in the workplace can create 
a culture that normalizes stress which, as a result, many may constantly do so without acknowledging their own well-
being or setting appropriate boundaries (Borikar & Bhatt, 2020, p. 1126). Research from the National Library of 
Medicine (2020) concluded that the development of Burnout Syndrome could be broken down into five stages: “hon-
eymoon, enthusiasm; onset of stress, stagnation; chronic stress, frustration; burnout, apathy; and habitual burnout, 
intervention” in chronological order of increasing mental and physical exhaustion (De Hert, 2020, Figure 3). The study 
shows that the external factors contributing to exacerbating stress include the time pressure that comes with high 
demands at work, lack of organizational influence from superiors, poor internal communication, and an absence of 
social support. These factors provoke internal conflicts that can fabricate a false sense of resilience which leads to 
complacency and a lack of motivation for change such as unrealistic self-expectations, a strong need for recognition 
or praise from colleagues, over-estimation of abilities when dealing with challenges, and feeling irreplaceable (De 
Hert, 2020, Figure 5). Additionally, this form of self-deception, over-resilience, may not always be pertinent in all 
situations where individuals may persist in the face of adversity even when it is not opportune to do so or use resilience 
as a coping mechanism to justify avoiding addressing other underlying issues (Audi, 1982, p. 141). 

From a philosophical perspective, the nature of self-deception has an ambiguity to its adequate uses (Audi, 
1982, p. 134). While The Meditations of the Emperor Marcus Aurelius Antoninus Book IV (Aurelius, ca. 171-175 
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A.D./1902) values the importance of resilience as inner strength, the components in forming an ethical response are 
emphasized to differentiate between when resilience is used to overcome challenges in life versus when resilience 
causes something to “be stripped of their bare reality” to meet the current demand of such expectations (Gill, 2007, p. 
179). Because society today commensurate goal-oriented individuals, one might unconsciously participate in behav-
iours where unrealistic and unattainable goals are set to seek validation from others and themselves (Chamorro-
Premuzic & Lusk, 2017). Called “false hope syndrome,” this degree of optimism and excessive attachment to resili-
ence can diminish self-awareness and self-moderation causing individuals to possess unyielding self-sufficiency that 
will impact them gravely when those unachievable goals are not met. 

Acknowledging that both extreme ends of resilience are detrimental to one’s emotional well-being brings 
back the question of what can be implemented to find a balanced approach to resilience in the workplace. How can 
this be carried out and whose job is to initiate a provision in the workplace? A recommendation for instigating the 
prevention of career burnout is to promote awareness of the problem starting with acknowledging the reality of this 
issue. However, for institutions to accept the occupational origin of stress may have risk factors that result in financial 
burdens (Béjean & Sultan-Taïeb, 2005, p. 16). For example, research has identified the workplace as a major source 
of stress that induces mental injuries which have left courts to deal with an increasing amount of compensation claims 
(Troost, 1985, p. 847). Even though countries like France have developed their own work injury compensation insur-
ance system that is jointly funded by employees, it is not probable that the rest of the world can adapt to this system; 
in fact, it would be very costly to do so especially in countries with large populations (Béjean & Sultan-Taïeb, 2005, 
p. 18). Accordingly, this reason explains why progress has been slow in implementing regulation of occupational 
stress in the workplace (Kyaw-Myint & Strazdins, 2015, p. 81). Considering that workplace burnout is unlikely to 
subside without future intervention, developing support resources should be of priority to organizations at the man-
agement level (Srivastava, 1997, p. 488). 

Viable propositions such as promoting healthy coping mechanisms and encouraging communication fostered 
through effective leadership can contribute immensely to building a supportive and open work environment (Sidle, 
2008, pp. 111-112). A study showed how increasing control of management could act as a stressor for employees and 
create alienating misconceptions relating to employment insecurity from the lack of management predictability and 
ineffective communication (Peterson, 1994, p. 504). For this reason, it is crucial for leaders to prioritize building 
strong and healthy interpersonal relationships with their subordinate counterparts. This can include open-mindedness 
to an adaptation of organizational structure such as providing employees with greater decision-making authority (De-
Frank & Ivancevich, 1998, p. 37). DeFrank and Ivancevich’s study reveals how the approach of emphasizing employee 
empowerment and teamwork has resulted in an increase in workplace productivity and individual enjoyment. Moreo-
ver, leaders promoting mindfulness-based interventions such as meditation, proposed by Whole Foods CEO John 
Mackney, can act as an effective strategy in facilitating connection and gratitude within the occupational community 
(Vasil, 2014, p. 15). Providing employees with access to mental health services such as counselling and support groups 
can help individuals cope with stress and strengthen their skill of resilience over time (Schmidt, 2016, p. 451). 

In conclusion, because resilience in the workplace is justifiably viewed by employers as a metric to determine 
the competency and adequacy of applicants for certain occupation positions, the prevention of its potential conse-
quences and dark side can be neglected at times. While insufficient resilience can expedite the stages of career burnout 
by deteriorating mental and physical health, too much resilience can result in the same negative effects. Thus, it is 
crucial to implement mitigating factors in the workplace that strives for a balanced approach of resilience before career 
burnout corrupts one’s personal and professional life through the development of bad habits and harmful coping mech-
anisms. Additionally, abiding by the expectation of being constantly resilient may create a culture that pressures em-
ployees to work themselves to exhaustion. Furthermore, this new norm of job-related stress can provoke a fabricated 
sense of resilience and becomes detrimental to self-esteem. On the other hand, viable suggestions can be implemented 
through effective leadership to undermine the negative effects of resilience such as reevaluating available support 
resources at the management level. Emphasizing proactive communication can prevent employees from feeling tran-
sient in their work positions and other alienating misconceptions. At last, encouraging the development of resilience 

Volume 12 Issue 4 (2023) 

ISSN: 2167-1907 www.JSR.org/hs 3



by being open-minded to reexamine existing knowledge from different perspectives is an effective approach to build-
ing resilience for the future (Torreiter, 2015, p.46). Acknowledging there is never a univocal solution to anything is 
understanding the importance of a dark side for implementing growth. 
 

References 
 
American Psychological Association. (2017, February 24). Professional practice guidelines for occupationally 

mandated psychological evaluations. https://www.apa.org/practice/guidelines/psychological-evaluations.html 
Amundsen, H. (2012). Illusions of Resilience? An Analysis of Community Responses to Change in Northern 

Norway. Ecology and Society, 17(4). http://www.jstor.org/stable/26269221 
Antoninus, M. A. ( ca. 171-175 A.D/1902) The Meditation of the Emperor Marcus Aurelius Antoninus, Book IV. 

(G. W. Chrystal, trans). 
Audi, R. (1982). Self-Deception, Action, and Will. Erkenntnis (1975-), 18(2), 133–158. 

http://www.jstor.org/stable/20010803 
Béjean, S., & Sultan-Taïeb, H. (2005). Modeling the Economic Burden of Diseases Imputable to Stress at Work. 

The European Journal of Health Economics, 6(1), 16–23. http://www.jstor.org/stable/20069364 
Bono, J. E., Glomb, T. M., Shen, W., Kim, E., & Koch, A. J. (2013). Building Positive Resources: Effects of 

Positive Events and Positive Reflection On Work Stress and Health. The Academy of Management Journal, 
56(6), 1601–1627. http://www.jstor.org/stable/43589955 

Borikar, H., & Bhatt, V. (2020, June). Measuring impact of factors influencing workplace stress with respect to 
financial services. Alochana Chakra Journal, 9(6), 1126. https://www.researchgate.net/profile/Viral-
Bhatt/publication/343041742_Measuring_impact_of_factors_influencing_workplace_stress_with_respect_to_fi
nancial_services/links/5f12e4fea6fdcc3ed71216bb/Measuring-impact-of-factors-influencing-workplace-stress-
with-respect-to-financial-services.pdf 

Çelik, M. (2018). The Effect of Psychological Capital Level of Employees on Workplace Stress and Employee 
Turnover Intention. Innovar: Revista de Ciencias Administrativas y Sociales, 28(68), 67–75. 
http://www.jstor.org/stable/90020198 

Chamorro-Premuzic, T., & Lusk, D. (2017, August 16). The Dark Side of Resilience. Harvard Business Review. 
https://hbr.org/2017/08/the-dark-side-of-
resilience?utm_source=Jocelyn+K.+Glei%27s+newsletter&utm_campaign=634f15a904-
Newsletter_08_24_17&utm_medium=email&utm_term=0_0d0c9bd4c2-634f15a904-156807057 

De Hert S. (2020). Burnout in Healthcare Workers: Prevalence, Impact and Preventative Strategies. Local and 
regional anesthesia, 13, 171–183. https://doi.org/10.2147/LRA.S240564 

Finlayson, A. J., Dietrich, M. S., Neufeld, R., Roback, H., & Martin, P. R. (2013). Restoring professionalism: the 
physician fitness-for-duty evaluation. General hospital psychiatry, 35(6), 659–663. 
https://doi.org/10.1016/j.genhosppsych.2013.06.009 

Frone M. R. (1999). Work stress and alcohol use. Alcohol Research & Health: the journal of the National Institute 
on Alcohol Abuse and Alcoholism, 23(4), 284–291. 

Furnham, A., Dissou, G., Sloan, P., & Chamorro-Premuzic, T. (2007). Personality and Intelligence in Business 
People: A Study of Two Personality and Two Intelligence Measures. Journal of Business and Psychology, 
22(1), 99–109. http://www.jstor.org/stable/25092992 

Gill, C. (2007). Marcus Aurelius. Bulletin of the Institute of Classical Studies. Supplement, 94, 175–187. 
http://www.jstor.org/stable/43767825 

Grunberg, L., Moore, S., & Greenberg, E. S. (1998). Work Stress and Problem Alcohol Behavior: A Test of the 
Spillover Model. Journal of Organizational Behavior, 19(5), 487–502. http://www.jstor.org/stable/3100239 

Volume 12 Issue 4 (2023) 

ISSN: 2167-1907 www.JSR.org/hs 4

https://www.apa.org/practice/guidelines/psychological-evaluations.html
http://www.jstor.org/stable/26269221
http://www.jstor.org/stable/26269221
http://www.jstor.org/stable/20010803
http://www.jstor.org/stable/20010803
http://www.jstor.org/stable/20010803
http://www.jstor.org/stable/20069364
http://www.jstor.org/stable/20069364
http://www.jstor.org/stable/43589955
https://www.researchgate.net/profile/Viral-Bhatt/publication/343041742_Measuring_impact_of_factors_influencing_workplace_stress_with_respect_to_financial_services/links/5f12e4fea6fdcc3ed71216bb/Measuring-impact-of-factors-influencing-workplace-stress-with-respect-to-financial-services.pdf
https://www.researchgate.net/profile/Viral-Bhatt/publication/343041742_Measuring_impact_of_factors_influencing_workplace_stress_with_respect_to_financial_services/links/5f12e4fea6fdcc3ed71216bb/Measuring-impact-of-factors-influencing-workplace-stress-with-respect-to-financial-services.pdf
https://www.researchgate.net/profile/Viral-Bhatt/publication/343041742_Measuring_impact_of_factors_influencing_workplace_stress_with_respect_to_financial_services/links/5f12e4fea6fdcc3ed71216bb/Measuring-impact-of-factors-influencing-workplace-stress-with-respect-to-financial-services.pdf
https://www.researchgate.net/profile/Viral-Bhatt/publication/343041742_Measuring_impact_of_factors_influencing_workplace_stress_with_respect_to_financial_services/links/5f12e4fea6fdcc3ed71216bb/Measuring-impact-of-factors-influencing-workplace-stress-with-respect-to-financial-services.pdf
http://www.jstor.org/stable/90020198
https://hbr.org/2017/08/the-dark-side-of-resilience?utm_source=Jocelyn+K.+Glei%27s+newsletter&utm_campaign=634f15a904-Newsletter_08_24_17&utm_medium=email&utm_term=0_0d0c9bd4c2-634f15a904-156807057
https://hbr.org/2017/08/the-dark-side-of-resilience?utm_source=Jocelyn+K.+Glei%27s+newsletter&utm_campaign=634f15a904-Newsletter_08_24_17&utm_medium=email&utm_term=0_0d0c9bd4c2-634f15a904-156807057
https://hbr.org/2017/08/the-dark-side-of-resilience?utm_source=Jocelyn+K.+Glei%27s+newsletter&utm_campaign=634f15a904-Newsletter_08_24_17&utm_medium=email&utm_term=0_0d0c9bd4c2-634f15a904-156807057
https://doi.org/10.2147/LRA.S240564
https://doi.org/10.1016/j.genhosppsych.2013.06.009
http://www.jstor.org/stable/25092992
http://www.jstor.org/stable/43767825
http://www.jstor.org/stable/3100239


Haglund, M. E., Nestadt, P. S., Cooper, N. S., Southwick, S. M., & Charney, D. S. (2007). Psychobiological 
mechanisms of resilience: relevance to prevention and treatment of stress-related psychopathology. 
Development and Psychopathology, 19(3), 889–920. https://doi.org/10.1017/S0954579407000430 

Halleland, H. B., Harris, A., Sørnes, S., Murison, R., & Ursin, H. (2009). Subjective Health Complaints, Stress, and 
Coping in Orchestra Musicians. Medical Problems of Performing Artists, 24(2), 58–62. 
https://www.jstor.org/stable/48710793 

Heise, D. (2014). Steeling and Resilience in Art Education. Art Education, 67(3), 26–30. 
http://www.jstor.org/stable/24766088 

Keel P. (1993). Psychische Belastungen durch die Arbeit: Burnout-Syndrom [Psychological stress caused by work: 
burnout syndrome]. Sozial- und Praventivmedizin, 38 Suppl 2, S131–S132. 
https://doi.org/10.1007/BF01305364 

Kyaw-Myint, S. M., & Strazdins, L. (2015). Occupational Stress. In C. D. Butler, J. Dixon, & A. G. Capon (Eds.), 
Health of People, Places and Planet: Reflections based on Tony McMichael’s four decades of contribution to 
epidemiological understanding (pp. 81–94). ANU Press. http://www.jstor.org/stable/j.ctt1729vxt.18 

Langeland, K. S., Manheim, D., McLeod, G., & Nacouzi, G. (2016). Definitions, Characteristics, and Assessments 
of Resilience. In How Civil Institutions Build Resilience: Organizational Practices Derived from Academic 
Literature and Case Studies (pp. 5–10). RAND Corporation. http://www.jstor.org/stable/10.7249/j.ctt1btc0m7.8 

Oosterholt, B. G., Van der Linden, D., Maes, J. H., Verbraak, M. J., & Kompier, M. A. (2012). Burned-out 
cognition — cognitive functioning of burnout patients before and after a period with psychological treatment. 
Scandinavian Journal of Work, Environment & Health, 38(4), 358–369. http://www.jstor.org/stable/41508903 

Otto, M. C. B., Van Ruysseveldt, J., Hoefsmit, N., & Dam, K. V. (2020). The Development of a Proactive Burnout 
Prevention Inventory: How Employees Can Contribute to Reduce Burnout Risks. International journal of 
environmental research and public health, 17(5), 1711. https://doi.org/10.3390/ijerph17051711 

Peterson, C. L. (1994). Work Factors and Stress: A Critical Review. International Journal of Health Services, 24(3), 
495–519. http://www.jstor.org/stable/45130887 

Richard S. DeFrank, & Ivancevich, J. M. (1998). Stress on the Job: An Executive Update. The Academy of 
Management Executive (1993-2005), 12(3), 55–66. http://www.jstor.org/stable/4165477 

Schmidt, A. T. (2016). The ethics and politics of mindfulness-based interventions. Journal of Medical Ethics, 42(7), 
450–454. http://www.jstor.org/stable/44014410 

Sidle, S. D. (2008). Workplace Stress Management Interventions: What Works Best? Academy of Management 
Perspectives, 22(3), 111–112. http://www.jstor.org/stable/27747467 

Spell, C. S., & Blum, T. C. (2005). Adoption of Workplace Substance Abuse Prevention Programs: Strategic Choice 
and Institutional Perspectives. The Academy of Management Journal, 48(6), 1125–1142. 
http://www.jstor.org/stable/20159733 

Srivastava, A. K. (1997). Self-Management of Occupational Stress: Cognitive-Behavioural Approach. Indian 
Journal of Industrial Relations, 32(4), 487–495. http://www.jstor.org/stable/27767499 

Swaen, G. M. H., van Amelsvoort, L. G. P. M., Bültmann, U., & Kant, I. J. (2003). Fatigue as a Risk Factor for 
Being Injured in an Occupational Accident: Results from the Maastricht Cohort Study. Occupational and 
Environmental Medicine, 60, i88–i92. http://www.jstor.org/stable/27732137 

Torreiter, M. (2015). Bouncing Back. Alternatives Journal, 41(2), 44–46. http://www.jstor.org/stable/45035089 
Troost, G. M. (1985). Workers’ Compensation and Gradual Stress in the Workplace. University of Pennsylvania 

Law Review, 133(4), 847–865. https://doi.org/10.2307/3312126 
Vasil, A. (2014). The Mindful Corporation. Corporate Knights, 13(2), 14–16. http://www.jstor.org/stable/43242887 
Virtanen, M. (2010). Stress at work - a risk factor for depression? Scandinavian Journal of Work, Environment & 

Health, 36(6), 433–434. http://www.jstor.org/stable/41151513 
42 U.S. Code § 2000e–4 - Equal Employment Opportunity Commission | U.S. Code | US Law | LII / Legal 

Information Institute. (n.d.). Law.Cornell.Edu. https://www.law.cornell.edu/uscode/text/42/2000e-4 

Volume 12 Issue 4 (2023) 

ISSN: 2167-1907 www.JSR.org/hs 5

https://doi.org/10.1017/S0954579407000430
https://www.jstor.org/stable/48710793
http://www.jstor.org/stable/24766088
https://doi.org/10.1007/BF01305364
http://www.jstor.org/stable/j.ctt1729vxt.18
http://www.jstor.org/stable/10.7249/j.ctt1btc0m7.8
http://www.jstor.org/stable/41508903
https://doi.org/10.3390/ijerph17051711
http://www.jstor.org/stable/45130887
http://www.jstor.org/stable/4165477
http://www.jstor.org/stable/44014410
http://www.jstor.org/stable/27747467
http://www.jstor.org/stable/20159733
http://www.jstor.org/stable/27767499
http://www.jstor.org/stable/27732137
http://www.jstor.org/stable/45035089
https://doi.org/10.2307/3312126
http://www.jstor.org/stable/43242887
http://www.jstor.org/stable/41151513
https://www.law.cornell.edu/uscode/text/42/2000e-4



