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ABSTRACT
This study examined the link between organizational commitment 
(OC) and burnout during COVID-19 in New Zealand and the United 
States. Results revealed OC and burnout differed between the 
U.S. and New Zealand. In addition, the correlations between OC 
and the dimensions of burnout differed between the nations, par
ticularly on issues linked with emotional exhaustion and personal 
accomplishment. These results point to the influence of lockdowns 
and other physical limitations on burnout and commitment in 
organizations. Theoretical and practical implications are discussed, 
as well as areas for future research.
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During the COVID-19 pandemic, many organizations shifted from face-to-face to online 
or hybrid operations. As the definition of work and organizational life shifted, so too did 
members’ identification with and commitment to organizations (Mont et al., 2021).

In this period, members’ organizational commitment and lower levels of burnout were 
positively associated with higher levels of organizational support and member satisfac
tion with organizational decision making (Trinidad, 2021). Nations and industries 
responded differently to the pandemic, with stricter to more relaxed approaches to crisis 
management. In addition, the pandemic affected nations and industries differently, with 
some having more economic, political, and health effects than others. Within the context 
of a crisis, it is normal for organizations to depend on their employees’ commitment for 
managing and navigating through the troubling environment (Gifford et al., 2022). Thus, 
this study examines the link between organizational commitment and burnout during 
the pandemic in two nations whose governments responded to the pandemic differently: 
the United States and New Zealand. New Zealand took a centralized approach, whereas 
the U.S. was more decentralized, allowing individual states to adopt their own regulations 
and policies throughout the pandemic. We intend to observe the relationship between 
the approaches adopted by these nations and their ensuing impact on the dynamics 
connecting organizational commitment and burnout within the context of a global 
pandemic.

CONTACT Stephen M. Croucher s.croucher@massey.ac.nz

JOURNAL OF INTERCULTURAL COMMUNICATION RESEARCH 
https://doi.org/10.1080/17475759.2024.2368471

© 2024 The Author(s). Published by Informa UK Limited, trading as Taylor & Francis Group.  
This is an Open Access article distributed under the terms of the Creative Commons Attribution-NonCommercial-NoDerivatives License 
(http://creativecommons.org/licenses/by-nc-nd/4.0/), which permits non-commercial re-use, distribution, and reproduction in any med
ium, provided the original work is properly cited, and is not altered, transformed, or built upon in any way. The terms on which this article 
has been published allow the posting of the Accepted Manuscript in a repository by the author(s) or with their consent.

http://www.tandfonline.com
https://crossmark.crossref.org/dialog/?doi=10.1080/17475759.2024.2368471&domain=pdf&date_stamp=2024-06-17


Burnout

The emergence and expansion of burnout has previously been connected with unfavour
able circumstances such as pandemics, natural calamities, and traumatic incidents (Allan 
& Blustein, 2022; Chemali et al., 2019; Mahar & Day, 2022; D. Sharma et al., 2022). 
Burnout is a syndrome of psychological and emotional exhaustion involving a loss of 
connection with one’s place of work (Leiter & Maslach, 2016). Individuals who have 
reached a state of burnout, have lost their dedication to work and have depleted their 
energetic resources. Maslach et al. (2001) defined burnout as including the three dimen
sions of exhaustion, cynicism, and feelings of inefficacy. Exhaustion is being physically 
and emotionally drained and unable to complete tasks/be motivated at work. Exhaustion 
leads to depersonalization which is negative feelings or significant detachment towards 
others, or a distant attitude towards the work environment (Maslach & Jackson, 1981). 
Cynicism is the detachment from the organization at large and organizational change 
(Salanova et al., 2005). Lack of professional efficacy is a decline in one’s feelings of 
competence, achievements, or success at work. Burnout is a progressive loss of energy 
and enthusiasm (González-Romá et al., 2006).

Job demands are highly predictive of burnout as they require physical, emotional, and 
cognitive efforts (Bakker & Demerouti, 2017). Understanding the relationship between 
job demands and burnout in the context of differing nations during the COVID-19 
pandemic provides insight on how the pandemic influenced areas beyond health-related 
concerns. The variability in job demands is reflective in the uniqueness demonstrated by 
each nation when considering factors such as governmental policies, the scale of virus 
distribution, and the management of social and medical support systems. Evaluating the 
association between job demands and burnout across different nations provides an 
opportunity for researchers to compare how diverse response strategies influenced work
ers’ experiences. Job resources can prevent the development of cynicism and buffer the 
relationship between job demands and burnout (Xanthopoulou et al., 2007). Self-esteem, 
locus of control, positive affectivity, resilience, optimism, and self-efficacy are all nega
tively related to burnout (Trinidad, 2021). Burnout has negative effects on job attitude 
(Moore, 2000), work performance (Halbesleben & Buckley, 2004), articulated dissent 
(Zeng & Chen, 2020; Zeng et al., 2020), and workplace safety (Ye et al., 2021), while 
increasing job turnover (Leiter & Maslach, 2016). Sangal et al. (2021) found effective 
leadership communication was associated with decreased work stress and burnout. 
Research has also shown heightened levels of burnout are linked with heightened role 
stress and diminished levels of organizational commitment, showing a disconnect with 
overall organizational culture and environment (Leiter & Maslach, 1988; Ul Hassan et al.,  
2023).

Organizational Commitment

There is considerable research on organizational commitment (OC) (see: Cohen, 2007; 
Madlock & Horan, 2009). Meyer and Allen (1991) defined OC as having three forms: 
affective, continuance, and normative. Affective OC is an emotional attachment mem
bers have towards an organization. Continuance OC is the intention to stay with an 
organization due to the balance of costs/benefits members perceive. Normative OC is the 
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obligation members feel to remain in the organization. This approach to OC has largely 
influenced OC conceptualizations (Meyer et al., 2002). Those who are committed to an 
organization are more bonded with it and its members. Researchers have shown higher 
levels of OC positively associated with job satisfaction (Wang, 2015), employees’ well- 
being, performance, and organizational citizenship behaviours (Fu & Deshpande, 2014). 
Furthermore, higher levels of OC are associated with a reduction in negative productivity 
and depressive symptoms among workers who are involved in negative workplace 
relationships (Manata, 2022).

Researchers have linked OC and burnout in many organizational settings. DeRueda 
(2024) worked with teachers at a local school to design a self-leadership program to 
improve well-being after finding a positive relationship between normative and affective 
OC and burnout. In a university setting, Salehi and Gholtash (2011) found OC and 
burnout were negatively related. Burns et al. (2021) found lower professional fulfilment 
among Canadian physicians due to unprofessionalism and workplace culture led to 
higher burnout and lower OC. Sharma and Cooper (2016) found low levels of OC 
contributed to higher levels of burnout. Leiter and Maslach (1988) also found higher 
levels of burnout among nurses is linked with lower levels of OC. Overall, research shows 
in stressful situations (internal and external of the organization), the strength of the 
relationship between OC and burnout increases. Kalliath et al. (2000) in three samples of 
healthcare professionals also found the three factors of burnout were negatively related 
to OC.

Research Questions

Previous research has shown varying correlations between OC and burnout (Enginyurt 
et al., 2015; Goering et al., 2017; Lambert et al., 2012). These studies have been done in 
times in which society is not faced with a life changing event such as a pandemic. Here, 
we explore the extent to which OC and burnout were related during the COVID-19 
pandemic, with a unique opportunity to study these correlations at an unprecedented 
time of stress, isolation, and uncertainty. National lockdowns for prolonged periods of 
time with mandated remote working from home have led to increased interpersonal 
isolation. This has been shown to result in feelings of isolation, increased stress, deterior
ating physical and mental health and burnout (Meseguer de Pedro et al., 2021), increased 
emotional exhaustion (Meseguer de Pedro et al., 2021), inter-role conflict from balancing 
work-home life during remote working (Sokal et al., 2021), and feelings of increased 
disconnect due to working from home. This loss of connectedness also contributes to 
a decrease in OC (Sokal et al., 2021). Increased anxiety levels brought on by prolonged 
job uncertainty and pandemic conditions has been shown to lead to decreased OC in the 
intention to leave (Tohumcu & Tanriverdi, 2023).

In addition to remote working conditions brought on by the COVID-19 pan
demic in relation to burnout and OC, our research compared these correlations 
between the U.S., and New Zealand. These nations were selected due to their 
differing approaches in responding to the pandemic. New Zealand had one, coher
ent, national response with a consistent media presence in updates, whilst the U.S 
had federal and state roll outs with a more fragmented approach compared to New 
Zealand. Political responses to COVID-19 affected individuals and organizations in 
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each country differently. The U.S. had a splintered response, with states responding 
independently. The U.S. national response, largely driven by a partisan agenda, 
disparaged experts in denial of the severity and reality of the pandemic’s effect 
(Mazey & Richardson, 2020) and “promoted public division, scepticism and scorn, 
confusion, bewilderment and satire” (Hopper, 2020, p. 536). Numerous states 
imposed varied levels of lockdowns, masks were mandated in many states, and 
businesses closed their doors and went online for weeks to months (Croucher et al.,  
2022). During the pandemic, the unemployment rate in the U.S. increased to 13% 
in May 2020, many workers left the workforce, and due to the stress and uncer
tainty of lockdowns, many workers reported increased stress and burnout (Beheshti,  
2022).

In New Zealand, a national lockdown was imposed in March 2020. The international 
border did not fully reopen again until July 2022. Most political parties rallied behind the 
Government to support communal safety measures (Croucher et al., 2022). The New 
Zealand government used empirical evidence to convey accurate and reliable informa
tion (Mazey & Richardson, 2020) in empathetic, unifying, “clear and unambiguous 
operational policy responses” (Hopper, 2020, p. 536). During the pandemic, unemploy
ment remained low, falling to a record of 3.2% in December 2021 and 3.4% in 
December 2022 (Stats, 2023). The unemployment rates are partially attributed to govern
ment wage subsidies. With these subsidies, employers could apply for funds to pay 
salaries of employees if the business was adversely affected by the pandemic, particularly 
by border closures and loss of revenue (Graham, 2021). Even with wage subsidies, low 
unemployment, and a unified government response, New Zealand workers have reported 
high levels of turnover and burnout (Cropp, 2022).

Pre-existing levels of OC among individuals would have been affected by the multi- 
variable approaches in government responses and support in each nation. This combined 
with increased mental strain from working at home in isolation may have resulted in 
increased psychological burdens leading to burnout in some individuals. Moreover, the 
two countries’ governments differed in how they supported businesses, organizations, 
and individuals during the pandemic. Thus, the first research question explores possible 
differences in OC and burnout in the U.S. and New Zealand:

RQ1: To what extent do United States and New Zealand participants differ on organi
zational commitment and burnout?

The second research question explores the correlations between organizational com
mitment and burnout. Specifically, this research question answers calls in cross- 
cultural communication to statistically explore correlational relationships across 
national samples (Croucher & Kelly, 2019; Croucher et al., 2024; Ones et al., 2012) 
to better understand theoretical constructs. Specifically, researchers are increasingly 
calling for cross-cultural studies to avoid the assumption that constructs will statisti
cally perform the same in all national contexts (Croucher & Kelly, 2019; Ones et al.,  
2012). Thus:

RQ2: To what extent is the relationship between organizational commitment and 
burnout different for United States and New Zealand participants?
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Method

Participants and Procedures

In total, 849 people participated in this study (n = 375, U.S.; n = 474, New Zealand). 
Participants were asked their working status (full or part-time), number of years working 
with their current employer, size of their employer/organization, and if they worked at 
home during a COVID-19 lockdown (yes/no). See Table 1 for a breakdown of demo
graphics by nation. Surveys were collected by Qualtrics between July-September 2022. 
Qualtrics provided a small financial incentive for participants to participate in the study. 
Confirmatory factor analyses (CFAs) were conducted on both measures in each nation. 
Criteria set by Hu and Bentler (1999) were followed. If re-specification of a measure was 
required, item(s) removed in one nation were removed in the other nation to ensure 
equality of the measure between nations.

Instruments

Organizational commitment was measured using Porter and Smith’s (1970) 
Organizational Commitment Questionnaire (OCQ). The OCQ contains 15 items, rated 
from 1 strongly disagree to 7 strongly agree. Sample items include: “I really care about the 
fate of this company” and “I feel very little loyalty to this organization.” CFA with re- 
specification confirmed a valid uni-dimensional construct in the U.S.1 and New 
Zealand.2 Descriptive statistics, correlations, means and standard deviations for all 
measures are in Table 2.

Burnout was assessed using Maslach and Jackson’s (1981) Burnout Inventory. The 
inventory includes three factors with 22 items. The items are rated from 0 never to 6 
everyday. The three factors of burnout are: Emotional exhaustion, personal accomplish
ment, and depersonalization. Emotional exhaustion describes an individual’s feelings of 
being exhausted by their work or feeling emotionally over-extended. Personal accom
plishment describes an individual’s feelings of successful achievements at work and 
feelings of competence. Depersonalization describes feelings of impersonal connection 
towards others in the organization and apathy towards the organization. The deperso
nalization factor (rather than cynicism) focused on the impact of social isolation imposed 
by lockdowns creating potential withdrawal from the emotions of work rather than 
withdrawal from the work itself (Maslach & Leiter, 2016). CFA with re-specification 
confirmed a valid factor structure in the U.S.3 and New Zealand.4

Results

RQ1 asked the extent to which OC and burnout differed in the U.S. and New Zealand. To 
answer this question, a series of independent samples t-tests were conducted. For OC, 
U.S. participants (M = 4.87; SD = 1.20) scored higher on OC than New Zealand partici
pants (M = 4.62, SD = 1.14), t(847) = 3.00, p < .001. For emotional exhaustion, there was 
no significant difference between U.S. (M = 2.55, SD = 1.57) and New Zealand partici
pants (M = 2.48, SD = 1.36), t(742.90) = .76, p = .22. For personal accomplishment, 
U.S. participants (M = 4.09, SD = 1.05) scored higher on personal accomplishment than 
New Zealand participants (M = 3.92, SD = .90), t(738.22) = 2.43, p < .001. For 
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Table 1. Participant demographics by nation.
Variable n M SD

New Zealand
Sex

Male 212 (44.7%)
Female 262 (55.3%)

Working Status
Full-Time 341 (71.9%)
Part-Time 133 (28.1%)

Industry
Primary 7 (1.5%)
Secondary 70 (14.8%)
Tertiary 361 (76.2%)
Quaternary 34 (7.2%)
Quinary 2 (.4%)

Race
White/Pakeha 311 (65.6%)
Māori 82 (17.3%)
Pacific Islander 36 (7.6%)
Asian 30 (6.3%)
Indian/Pakistani 15 (3.2%)

Political Affiliation
National 196 (41.4%)
Labour 188 (39.7%)
Green 41 (8.6%)
Māori 27 (5.7%)
Other Party 22 (4.6%)

Age 43.21 14.38
Years with Current Employer 7.04 7.35
Organizational Size (# of Employees) 535.96 1072.80
Work went into Lockdown

Yes 363 (76.6%)
No 111 (23.4%)

United States
Sex

Male 185 (49.3%)
Female 190 (50.7%)

Working Status
Full-Time 271 (72.3%)
Part-Time 104 (27.7%)

5Industry
Primary 2 (.5%)
Secondary 43 (11.5%)
Tertiary 296 (78.9%)
Quaternary 21 (5.6%)
Quinary 12 (3.2%)

Race
White 277 (73.9%)
African-American 43 (11.5%)
Mixed 31 (8.3%)
Asian-American 13 (3.5%)
Other and Hispanic 11 (2.9%)

Political Affiliation
Democrat 142 (37.9%)
Republican 122 (32.5%)
Independent 111 (29.6%)

Age 45.13 17.06
Years with Current Employer 10.06 10.26
Organizational Size (# of Employees) 1637.64 5517.94
Work went into Lockdown

Yes 254 (67.7%)
No 121 (32.3%)
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depersonalization, there was no significant difference between U.S. (M = 4.14, SD = 1.26) 
and New Zealand participants (M = 4.17, SD = 1.12), t(742.90) = −.39, p = .35.

Post-hoc analyses were also conducted exploring the effects on burnout and organiza
tional commitment of race, political affiliation, and if a participant went into lockdown. 
Race, political affiliation, and if a participant went into lockdown or not did not have 
a significant effect on burnout or organizational commitment. RQ2 asked the extent to 
which the relationship between OC and burnout differed between U.S. and New Zealand 
participants. Table 2 presents the correlations between burnout and OC, as well as Fisher’s 
difference test between correlations (z). Five of the Fisher’s z comparisons were significant. 
U.S. and New Zealand participants differed on all relationships except for the link between 
OC and depersonalization.

Discussion

Previous studies have shown the dimensions of OC and burnout do not all correlate 
inversely (Enginyurt et al., 2015), with emotional exhaustion, one of the dimensions of 
burnout (Enginyurt et al., 2015), showing the greatest contribution towards burnout and 

Table 2. Measurement descriptive statistics.
Variable Range M SD Skew Kurtosis α (1) (2) (3) (4) z

Combined Sample
(1) Organizational 

Commitment
1–7 4.73 1.17 −.57 .08 -

(2) Emotional Exhaustion 0–6 2.51 1.46 .15 −.74 −.31** -
(3) Depersonalization 0–6 4.16 1.18 −.65 .39 .66** −.32** -
(4) Pers. Accomplishment 0–6 3.99 .97 −.21 −.14 .40** −.30** .43** -
New Zealand
(1) Organizational 

Commitment
1.11– 
6.89

4.62 1.14 −.54 −.01 .90 -

(2) Emotional Exhaustion 0–6 2.48 1.36 .15 −.66 .77 −.41** -
(3) Depersonalization 0–6 4.17 1.12 −.70 .59 .85 .68** −.41** -
(4) Pers. Accomplishment 1.5–6 3.92 .90 −.14 −.22 .70 .32** −.37** .33** -
United States
(1) Organizational 

Commitment
1–7 4.87 1.20 −.65 .24 .89 -

(2) Emotional Exhaustion 0–6 2.55 1.57 .13 −.87 .85 −.22** -
(3) Depersonalization 0–6 4.14 1.26 −.59 .16 .89 .65** −.22** -
(4) Pers. Accomplishment 0–6 3.99 .97 −.21 −.14 .70 .47** −.25** .53** -

Variables New 
Zealand

United 
States

z

Fisher’s z Difference Test
Organizational Commitment and 

Emotional Exhaustion
.4356 .2237 6.16**

Organizational Commitment and 
Depersonalization

.8291 .7753 1.56

Organizational Commitment and Pers. 
Accomplishment

.3316 .5101 5.19**

Emotional Exhaustion and 
Depersonalization

.4356 .2237 6.16**

Emotional Exhaustion and Pers. 
Accomplishment

.3884 .2554 3.87**

Depersonalization and Pers. 
Accomplishment

.3428 .5901 7.19**

**p < .01. 
**p < .01.
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its relation to OC. Previous studies have been carried out during non-crisis times. This 
study examined the relationship between OC and burnout during lockdown, at a time of 
significant deviation from “normal” work conditions, high general chronic uncertainty, 
high levels of anxiety and feelings of isolation from mandatory remote working, and 
a lack of engagement from workplace relationships (Tohumcu & Tanriverdi, 2023). This 
unique climate allowed us to conduct research comparing two national approaches 
during the COVID-19 pandemic, to compare not only the correlation between OC and 
burnout at an unprecedented time globally, but also allowing for cultural comparisons. 
The results for both nations indicated OC is inversely related to the burnout dimension 
of emotional exhaustion but positively related to the burnout dimensions of depersona
lization and personal accomplishment. In both nations, our samples dealt with a similar 
mix of males and females, where the average was White, tertiary in industry (white- 
collar), and aged around the middle 40s. The number of employees in organizations 
reported in the U.S. on average was over three times greater in size than reported in the 
New Zealand sample. Chartered Institute of Personnel and Development [CIPD] (2022) 
reported larger organizations may have higher burnout rates nevertheless, results in our 
study show only slight differences in burnout factors between both samples.

The correlations between OC and the subdimensions of burnout differed between the 
nations, particularly on issues linked with emotional exhaustion and personal accom
plishment. The approach taken by New Zealand gained global acknowledgement for its 
efficacy in communication transparency and quantity, and urgent and comprehensive 
control mechanisms. However, this achievement came with the trade-off of being 
considered one of the most stringent nations in terms of its response (Hale et al.,  
2021). Haar and O’Kane (2022) reported health-related concerns and changing and 
challenging work practices for workers in New Zealand during the pandemic caused 
higher levels of burnout. Cho et al. (2019) found information overload in communication 
caused increased emotional burnout through increased emotional exhaustion and 
reduced personal accomplishment. The psychological impact caused from extensive 
information, extended lockdowns, awareness of rising global mortality rates, economic 
impacts, and uncertainty on restriction lifting in New Zealand could be a likely basis for 
the difference in emotional exhaustion and personal accomplishment between the two 
observed nations. In the U.S. these psychological impact factors might have been muted 
somewhat by apparent attempts to minimize the seriousness of the virus and the 
potential severity of its impact.

The higher scores from the New Zealand sample compared to the U.S. for all other 
correlations that included the emotional exhaustion variable may be due to the single, 
coherent, and coordinated approach with daily open communications in New Zealand 
leading to higher uncertainty and emotional distress, cumulatively contributing to higher 
rates of burnout compared to the diverse and fragmented approach across the varying 
states in the U.S. It may have been the transparency provided by the New Zealand 
government instilling a different level of fear in New Zealanders in contrast to the 
U.S. sample who likely had mixed emotions about the lockdown parameters. The mix 
of emotions in the U.S. sample could stem from various inconsistences including 
ambiguity in work from home orders, fragmented dissemination of information pertain
ing to the virus from various levels of government, and the influence of partisan agendas, 
all of which affected every state differently. Whereas the physical barriers of enforced 
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remote and hybrid working, lack of consistency in working protocols, and fragmented 
contact with work colleagues, among other factors, may have contributed to the higher 
levels of emotional exhaustion and diminishing OC found in New Zealand as the data 
illustrates. The removal of physical barriers earlier in the U.S., as workers were allowed 
back to their place of work, would likely result in resumed levels of OC like prior to the 
lockdowns. However, the prolonged and multifactorial contributors to emotional 
exhaustion with the lengthiest lockdown, and working in isolation, imposed on New 
Zealand would take significantly longer to recover from than in the U.S. These findings 
are in line with existing literature showing emotional exhaustion contributed the most 
towards the explanatory capacity of the burnout subdimensions of OC (Enginyurt et al.,  
2015). A consequence of workplace burnout is diminished commitment to the organiza
tion and increased intention towards turnover (Jung & Kim, 2012).

During the pandemic, many workers were forced to work from home resulting in 
a disruption to their day-to-day interpersonal communication with their colleagues. As 
Rani et al. (2009) note, the loss of interpersonal support networks can lead to burnout 
and job dissatisfaction. While some may have enjoyed working at home other workers, 
despite having high levels of OC, may have found the experience socially isolating 
thereby leading to depersonalization. Furthermore, interpersonal communication in 
the workplace often gives individuals the opportunity to share and celebrate their 
achievements and generates a sense of community. It also gives opportunities for workers 
to receive work-related feedback (Rani et al., 2009). Working from home may have 
severely limited these opportunities and this may be the reason for the unexpected 
positive relationship between OC and feelings of lack of self-efficacy.

The findings of this study enhance our understanding of the effect on burnout of the 
COVID-19 pandemic and national responses to it. The pandemic created a shared encounter 
with challenges to organizational commitment experienced differently according to political 
and governmental responses to the crisis. Participants’ experiences of four explanatory factors 
of burnout in a crisis under two different national responses give insights into possible 
reasons for differences and similarities to inform future organizational strategies under 
governmental responses to widespread international and national crises. Particularly inter
esting is the strong relationship between OC and the factors of depersonalization, personal 
accomplishment, and emotional exhaustion, and a similarly strong relationship between 
emotional exhaustion and the factors of depersonalization and personal accomplishment. 
These results indicate the importance of proactive organizational strategies to enhance 
organizational commitment and ameliorate emotional exhaustion in response to govern
mental crisis response measures to reduce the potential effect of burnout.

Given extraversion has been linked to people high on this trait seeking interaction 
with others (Kroencke et al., 2023), future research may examine how extraversion and 
introversion interact with OC. Furthermore, from a practical point of view, in times of 
crisis where employees are obliged to work from home, a pandemic or natural disaster, 
employers may wish to create ways for employees to maintain their sense of interpersonal 
contact between themselves, their fellow workers, and immediate supervisors. Moreover, 
as many organizations in 2024 are working to bring workers back to the office, re-create 
workplace communities cut-off during the pandemic, and exploring more flexible work
ing arrangements (Yvas, 2022), future work should explore the links between extraver
sion, interaction, workplace communication, burnout, and OC.
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Limitations and Conclusion

There are several limitations in the study. First, the sample for this study is not a purely 
random sample. Qualtrics, like other data collection firms has been shown to be a reliable data 
collection method (Croucher et al., 2020). However, the data does rely on pools of partici
pants Qualtrics can reach. Second, respondents were only asked if they had been subject to 
a lockdown or not, Therefore, the possible effects of lockdown length were not considered. 
However, subsequent analyses illustrated whether a person was in lockdown had no sig
nificant effect on organizational commitment or burnout. Third, differences in organizational 
size between New Zealand and the U.S. may have been a factor in the different rates of 
burnout between the two nations and this is an area for future research. Fourth, another 
possible limitation is the use of the Social Sciences version of Maslach Burnout Inventory 
which measures depersonalization and emotional burnout rather than cynicism, as measured 
by the General Use Maslach Burnout Inventory. Examination of cynicism is therefore an area 
for future research. Fifth, the data were collected after the peak of the pandemic at one point 
in time. Furthermore, data for the levels of burnout and organizational commitment existing 
in New Zealand and the U.S. existing before this point in time are unavailable for comparison. 
The final limitation to this study is a potential violation of homogeneity. The New Zealand 
response to COVID-19 was unified, while the U.S. response was highly variable across states. 
Thus, comparing a highly unified response of one country against a country with 50 diverse 
responses could have created a high amount of variance within the data. However, following 
on the work of previous cross-cultural researchers (Croucher & Kelly, 2019; Ones et al., 2012), 
we sought to compare the national responses of two nations. Future research could compare 
two nations more comparable in population size to reduce this risk.

Despite these limitations, this study contributes to our understanding of the links 
between OC and burnout during the COVID-19 pandemic. It gives insights into the 
impact on same phenomena (organizational commitment and burnout) of different, 
externally imposed catalysts (diverse pandemic control methods) in politically and 
culturally diverse contexts (US and New Zealand). This research is significant in that it 
helps us better understand how individuals within workplaces responded to the pan
demic and suggests foci for organizational strategies to reduce potential burnout in an 
international or national crisis.

Notes

1. United States - χ2(27) = 82.52, p < .0001; SRMR = .09, GFI = .96, CFI = .97, RMSEA = .07; 
deleted items = 1, 3, 9, 11, 12, and 15.

2. New Zealand - χ2(27) = 74.25, p < .0001; SRMR = .06, GFI = .97, CFI = .98, RMSEA = .06; 
deleted items = 1, 3, 9, 11, 12, and 15.

3. United States - χ2(51) = 97.33, p < .0001; SRMR = .10, GFI = .96, CFI = .98, RMSEA = .05; 
deleted items = 1, 3, 6, 7, 8, 9, 10, 11, and 12.

4. New Zealand - χ2(51) = 201.37, p < .0001; SRMR = .10, GFI = .93, CFI = .92, RMSEA = .08; 
deleted items = 1, 3, 6, 7, 8, 9, 10, 11, and 12.

5. Primary industries – Agriculture, horticulture, forestry.
Secondary industries – manufacturing
Tertiary industries – Retail sector and service industry
Quaternary industries- Research and Development, education, and knowledge production
Quinary industries – Public healthcare, government services
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