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A b s t r a c t

A decade after the first study of Swedish lawyers’ working conditions in which partici-

pants showed high level of emotional exhaustion and medium level of cynicism was con-

ducted a second survey (n=1812) that aimed to extend the research on lawyers’ work 

demands and resources and to investigate changes in Swedish lawyers’ stress and 

burnout levels which occurred during the past ten years. In 2017, practicing Swedish 

lawyers experience emotional exhaustion, cynicism, and professional efficacy, have 

difficulties to disengage from work demands reflected through unnecessary check-

ing of work-related communication during non-office hours and through the negative 

coping mechanism of overcommitment. Burnout levels, sleep-related problems, and 

work-life balance were predicted by a number of work characteristics. The strongest 

predictors were found to be leadership, job satisfaction, and dispositional mindfulness 

indicating their important preventative role. 
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O v e r v i e w

In recent years there is a raise in the number of articles that concern the psychologi-

cal state, health and wellbeing of lawyers all over the world. From India (Patel, Rajder-

kar & Naik, 2012), Sri Lanka (Samarasekara, Yajid, Khatibi, & Perera, 2015) and Taiwan 

(Tsai, Huang, & Chan, 2009) through Australia (Chan, Poynton & Bruce, 2014) and the 

United Kingdom (Mills, 2010) to the United States of America (Clarke, 2015; Daicoff, 

1998) lawyers, psychologist and researchers are trying to raise awareness to issues 

related to lawyers’ increased experience of work stress and job dissatisfaction leading 

to alcohol abuse, depression and suicides.

Catrin Mills (2010) reviewed publications and studies that declared lawyers for 

one of the most stressed and dissatisfied occupations in the United Kingdom. Levels of 

alcohol and drug abuse, suicide incidents amongst lawyers and the number of lawyers 

who wanted the leave the profession were rising.

Concerned about lawyers’ mental health Chan, Poynton and Bruce (2014) re-

ported results from the first Australian study of relationships between stress, anxiety 

and depression of lawyers and work conditions characteristic for the legal profes-

sion. Participants that reported severe to extremely severe symptoms were 18% for 

depression, 15% for anxiety and 16% for stress. These rates were described by the 

authors as ‘alarmingly high’ (Chan et al., 2014, p. 1098) even if they were just a few 

points above the levels of depression and anxiety of the general Australian population. 

One third of the lawyers, participating in the survey, were at medium or high risk of al-

cohol abuse. More importantly a positive relationship was found between depression, 

stress, and anxiety scores and job related characteristics—job satisfaction, effort-re-

ward ratio, overcommitment, work-family conflict, and practice ethos. This means that 

higher levels of depression were characteristic for lawyers who experienced greater 

job dissatisfaction and by lawyers who experienced inability to meet family responsi-

bilities due to work commitments.

Not surprisingly, the topic is most discussed in the United States of America.

Brian Clarke (2015), a lawyer who left practice career because of a clinical 

depression and become a law professor, aimed to raise awareness of the danger of 

mental illnesses that lawyers and law students were facing. In a series of blog posts 

he shared his opinion about the need to publically discuss the growing body of study 

results declaring that lawyers suffered from depression a couple times more than the 

general population. He was especially concerned about mental health of law students 

and stated that lawyers and specifically law professors should address personality 

traits of lawyers and characteristics of the law profession and the study of law that 

contribute to greater number of mental health problems experienced by lawyers.

Susan Daicoff (1998; 2004; 2006; 2012) is a former lawyer who left private legal 

practice to become law professor, researcher and writer on topics related to psy-

chology of lawyers, lawyers’ personality, distress and dissatisfaction, etc. Important 

points of her works are summarized and presented later in this work. However, she is 

concerned with issues similar to those expressed by Clarke (2015).

For Swedish lawyers, first data about their work conditions were collected in 

2006 (Näsström & Mesick, 2006). The conduction of the study was influenced by the 

increased number of lawyers’ sick leaves due to stress-related symptoms (Hellberg, 

2002; Swedish Bar Association, 2004). Näsström and Mesick (2006) concluded that 
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Swedish lawyers were to a greater extent emotionally exhausted and with average 

scores on the cynicism scale, both predicted by their workload and overcommitment.

S t r e s s  a n d  B u r n o u t

D e f i n i t i o n  o f  s t r e s s

In order to better understand the concept of stress it is required to first have some basic 

knowledge about the interrelationship of the three systems that function parallel to main-

tain a person—these are the physiological, psychological and social systems. A common 

trait of all of them is that they develop over time and undergo changes (Trumbull & Appley, 

1986). The physiological system has subsystems which functioning depends on biochem-

ical and neurological processes. The efficiency of the physiological subsystems is evident 

by the subjective state of health of one’s body, the availability to perform work and create 

work products, and by waste products. The psychological system is also characterized 

by subsystems, for example memory, cognition, perception, emotional experience and 

regulation, etc. The psychological subsystems are generally influenced by the functioning 

of some or all of the physiological subsystems and their processing is assessed through 

characteristic personality traits, temperament types, behavioral patterns, learning out-

comes, etc. The social system includes different social and moral norms and values, cul-

tural attitudes and differences, social in-group belongingness, etc. The role of the social 

system is to provide support for the other two major systems.

The dynamic process model of stress of Trumbull and Appley (1986) explains 

stress as a process by which functioning of one or more of the systems described above 

is damaged due to a discrepancy between a stressor and the carrying capacity of one 

or all of the systems of a person. The stressor is a demand that can be real or perceived 

and ‘may arise from an eventful, chronic or cumulative’ (Trumbull & Appley, 1986, p. 34) 

events and from ‘a change within the systems’ (Trumbull & Appley, 1986, p. 34). Stress 

results when the distance between demands and carrying capacity increases beyond 

given optimal level that is tolerable for the organism, e.g. even if demands increase be-

yond normal level stress would not be experienced when carrying capacity is still able to 

meet the demands and the distance between them remains optimal.

D e f i n i t i o n  o f  b u r n o u t

Burnout is a special case of stress experience that is related to work and work outcomes. 

Burnout is described as a stress response that results in negative work related attitudes 

and behaviors (Schaufeli & Enzman, 1998).

Maslach, Jackson and Leiter (1996) extended the definition of burnout which they 

operationalized in the Maslach Burnout Inventory (MBI). They stressed that burnout 

is a psychological phenomenon that occurs in healthy people. It is a state of emotion-



5

Introduction to survey of Swedish lawyers – 2017

al exhaustion and depersonalization that results in reduced personal accomplishment 

(Maslach, Jackson & Leiter, 1996; Schutte, Toppinen, Kalimo, & Schaufeli, 2000).

D i m e n s i o n s  o f  b u r n o u t

Maslach et al. (1996) defined three general components of burnout which are conceptual-

ized as three individual scales in the Inventory. Originally, Maslach Burnout Inventory was 

developed in order to measure burnout in the so called contact professions in which em-

ployees’ work involves being aware of and eventually helping to resolve personal problems 

of the recipients. With that in mind, the scales of the originally developed Maslach Burnout 

Inventory, Emotional Exhaustion, Cynicism and Personal Accomplishment, were designed 

to address specific characteristics of the work environment of these professionals, name-

ly the close contact with people and their personal lives and problems which often involved 

dealing with a range of negative emotions. Later, a version of MBI, the Maslach Burnout 

Inventory-General Survey (MBI-GS) was created for the assessment of burnout in any oc-

cupation (Schutte et al., 2000). The scales of the MBI-GS reflect the original three scales 

but were redesigned, so that the effect of the originally implied idea that burnout results 

mostly from personal contact between professionals and recipients was removed. MBI-

GS scales are Exhaustion, Cynicism and Professional Efficacy.

Exhaustion refers to the feeling of being out of emotional resources and being 

unable to give yourself. Cynicism describes an attitude towards work that is character-

ized by indifference, negativity and depersonalization. Professional efficacy is related 

to employees’ expectations of their work effectiveness. As a component of burnout it 

reflects the tendency of an employee to evaluate his/her work accomplishments neg-

atively and is characterized by job dissatisfaction. Scores of the scales are analyzed 

separately and a total score reflecting the scores of three scales is not calculated. 

Results on the scales Exhaustion and Cynicism appear to be highly correlated while 

Professional Efficacy is independent from them. To consider the presence of a burnout 

syndrome a subject is expected to receive high scores on Exhaustion and Cynicism 

and a low score on Professional Efficacy. Burnout is thought to reflect one end of a 

continuum. On the other end is engagement which is characterized by an optimistic 

and positive attitude towards work reflected in good performance and confidence in 

personal effectiveness (Maslach et al., 1996; Schutte et al., 2000).

C a u s e s  o f  b u r n o u t

It was already stated that burnout is syndrome that describes a specific work-relat-

ed state of mind. It is therefore not surprising that its development is caused by or-

ganizational and work specific characteristics and not by personality traits (Maslach 

& Leiter, 1999; Schaufeli & Enzman, 1998) but it could be potentially enhanced by age, 

gender and education level (Maslach & Leiter, 1999).

C o n s e q u e n c e s  o f  b u r n o u t

Because burnout affects employees’ ability to cope with work demands and their per-

sonal efficacy it also directly affects work outcomes and work quality. It is very im-
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portant to note that there is a very broad range of burnout consequences that extend 

beyond employees’ wellbeing. Burnout also affects organizations and their clients or 

service recipients; it is related to decreased service quality and has effect on turnover 

rates, absenteeism, low morale, physiological wellbeing and personal life of employees 

(Maslach et al., 1996).

Maslach et al. (1996) found out that police officers who scored high on Emotion-

al Exhaustion were described by their wives as angry, tense and physically exhausted 

when returning from work and the officers themselves reported incidents of feeling 

angry with their wives and children and were more willing to spend time alone than 

with their families. It was also observed that they were more likely to experience in-

somnia and to use alcohol to cope with stress.

Subjects with higher scores on Emotional Exhaustion and lower scores on Per-

sonal Accomplishment felt more dissatisfied with available job development opportu-

nities (Maslach et al., 1996).

S t r e s s  a m o n g  l a w y e r s

Elwork and Benjamin (1995) tried to adapt the general model of stress to the pro-

fession of lawyers. They identified the following three groups of circumstances and 

characteristics of lawyers and their work environment—stressors, consequences of 

stress and interventions.

Stressors that according to Elwork and Benjamin (1995) are characteristic for 

the profession of lawyers are related to their workload, tasks and time constraints. In 

the form of stressors lawyers also experience strains that result from aspects of the 

legal system and of norms and values specific for the communication between lawyers 

and other law professionals and between lawyers and their clients. Strains can also 

result from unrealistically high or unspoken expectations on the part of clients and from 

the responsibility to solve problems that in most cases affect their clients’ personal lives.

An interesting concept is that of professional mystique based on the theory of 

Cherniss (1980) and listed by Elwork and Benjamin (1995) as a possible stressor. The 

concept of professional mystique is not specific to the occupation of law professionals 

but to all qualified professions. It describes a phenomenon related to the existence of 

an unrealistic representation of given profession and its representatives. Because of 

this mental representation both sides might have unrealistically high expectations—on 

the part of the client that might affect his/her expectation of a positive result that is im-

possible to be fulfilled; on the part of the lawyer that might lead to too high expectations 

of his/her professional abilities and work duties. When none of the expectations could 

be satisfied, both sides would likely feel disappointed.

The third group of stressors in the model of Elwork and Benjamin (1995) is called 

personal factors among which are type A behavior, aggressiveness, analytical think-

ing. Although Elwork and Benjamin (1995) listed personal factors under the category 

of stressors, they assumed that personal factors might in fact moderate the relation-

ship between stressors and stress consequences. Näsström and Mesick (2006) found 

it reasonable to list them in a separate category.
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S t r e s s  r e l a t e d  p a t t e r n s  f o u n d  a m o n g  s u b g r o u p s 
l a w y e r s  f o u n d  i n  t h e  f i r s t  s u r v e y

Statistically significant differences regarding work conditions, health problems, and 

burnout were found with respect to practice area, gender, age, experience, and loca-

tion (Näsström & Mesick, 2006).

Family law attorneys and criminal lawyers reported higher levels of qualitative 

workload, exhaustion, and cynicism, health- and sleep-related problems and lower 

professional efficacy compared to business lawyers.

Women reported higher levels of quantitative workload and exhaustion and 

more health- and sleep-related problems than men.

Lawyers in the rest of the country experienced higher qualitative workload and 

lower professional efficacy compared to lawyers in metropolitan areas.

Finally, junior lawyers reported higher levels of qualitative and quantitative 

workload, overcommitment, exhaustion, cynicism, and professional efficacy.

Although significant, gender, age, experience, and location differences were 

small.

C o n s e q u e n c e s  o f  s t r e s s  a m o n g  l a w y e r s

Similar to the understanding that burnout affects employees’ work and personal life 

as well as their organizations, the clients of the organizations and the quality of prod-

ucts and services (Maslach et al., 1996), Elwork and Benjamin (1995) described two 

groups of consequences of stress among lawyers. The first group are consequences 

that affect lawyers, specifically their wellbeing. Here are mental and physical health 

problems, drug and alcohol abuse, impaired professional efficacy, disabilities and de-

creased quality of life. The second group includes consequences that affect lawyers’ 

clients and the legal system in general due to inefficient and incompetent representa-

tion and violations of ethical norms and rules.

I n t e r v e n t i o n s

Elwork and Benjamin (1995) described two groups of interventions—psycholegal in-

terventions and reforms of the legal system—that aimed to moderate the effects of 

experienced stress and to decrease the severity of the consequences.

Psycholegal interventions include different forms of psychological education, 

trainings, courses in psychology, the development of interpersonal skills and abilities 

to communicate efficiently, etc.

Reforms of the legal system are suggested as a possible way to reduce work 

stress experienced by lawyers because, as explained earlier, stressors are divided 

in two groups and the second one includes stressors that result from aspects and 

characteristics of the legal system which a single lawyer has no power to change or 

control.
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L i n k i n g  l a w y e r s ’  s u c c e s s  t o  p e r s o n a l i t y  f a c t o r s

Summarizing 40 years of empirical research on lawyers’ and law students’ personal-

ities, values and goals, decision-making styles, motives and moral development Susan 

Daicoff stated about American lawyers that they ‘differ from the general population’ (Da-

icoff, 1998, p. 548). In this and other of her works (Daicoff, 2006; Daicoff, 2012) she of-

fers extensive discussions on problems related to lawyers’ growing job dissatisfaction, 

their professionalism and the negative public opinion about lawyers and their work.

As was noted earlier, even though Elwork and Benjamin (1995) defined lawyers’ 

personality factors as stressors, they actually saw them as a variable that might mod-

erate the effect of stressors on lawyers’ wellbeing. A similar approach towards prob-

lems inherent of the law profession and possible solutions that might alleviate them is 

taken by Daicoff (1998; 2012). She basically states that understanding lawyers’ per-

sonalities is important not only because some of their traits and characteristics might 

be the cause of lawyers’ distress, mental health problems and job dissatisfaction but 

more importantly because there are specific personality traits that cause lawyers’ 

professional success. On her opinion, it is wisely to carefully review and analyze pro-

posed solutions and changes of the legal system and education from the perspective 

of personality traits that are typical for most lawyers and even necessary for a person 

to choose this occupation and become a lawyer.

A number of factors, traits and skills have been identified in empirical studies 

of lawyers in Canada and the USA (Daicoff, 2012). Daicoff (2012) summarizes them in 

four broad categories as follow: 

• Intrapersonal skills—awareness, values and abilities related to the self (motiva-

tion, diligence, self-knowledge, independence, etc.)

• Intrapersonal management competencies (work process organization, profes-

sional development, stress management, etc.)

• Interpersonal skills—awareness related to other people (understanding others 

and their behavior, emotions and moods, being tolerant and patient, etc.)

• Interpersonal management competencies—skills and abilities related to business 

development, building connections, dealing and communicating with other people 

(clients, business partners, colleagues), etc.

It seems that a number of skills have been identified as inherent to lawyers more often 

than others. These are ‘drive, honesty, integrity, understanding others, obtaining and 

keeping clients, counseling clients, negotiation, problem solving, and strategic plan-

ning’ (Daicoff, 2012, p. 828). Additionally, Daicoff summarizes that a growing body of 

research on lawyers’ personalities has recognized lawyers as ‘more competitive, dom-

inant, achievement-oriented, focused on the economic bottom line, and analytical than 

the general population’ (Daicoff, 2012, p. 830).

O r g a n i z a t i o n a l  i d e n t i f i c a t i o n

Based on social identity theory, organizational identification is referred to as the degree 

to which an employee identifies his-/herself as being a part of (or belonging to) given 

organization (Carmeli, Gilat, & Waldman, 2007; Moksness, 2014). Organizational iden-

tification is influenced by favorable organizational status and prestige, organizational 



9

Introduction to survey of Swedish lawyers – 2017

performance and by items with the logo of the organization (Carmeli et al. 2007; Mok-

sness, 2014). From the two aspects of organizational performance—perceived social 

responsibility and development and perceived market and financial performance—the 

former is found to have greater effect on organizational identification (Carmeli et al. 

2007). Companies and organizations should engage in activities that foster stronger 

organizational identification on the part of employees because it has direct effect on 

member adjustment which in turn influences job performance (Carmeli et al. 2007). In 

sum, employees who strongly identify themselves with the organization they work for 

fit easier in the organization and perform better on their tasks.

O r g a n i z a t i o n a l  l o y a l t y

Organizational commitment relates to the extent to which an employee is loyal to the 

current organizations expressed through his/her willingness to stay with the organi-

zation, work for its success and feel proud of being part of it as opposed to employment 

commitment which is a general commitment to paid work (Turunen, 2011). Stronger 

organizational commitment is a desirable goal in western countries because of its re-

lationship to turnover rates and absenteeism (Turunen, 2011).

J o b  i n v o l v e m e n t

The concept of job involvement or work engagement describes the state of mind and 

the effort with which an employee executes his/her work tasks and is characterized 

by vigor, dedication, and absorption (Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 

2002, as cited in Ringl, 2013). Vigor refers to the positive attitude of employees to-

wards their jobs and the persistence with which they overcome work-related obsta-

cles and difficulties. Dedication involves the emotional component of work. Dedicated 

employees find meaning in the work they do; they commit to their job and experience 

positive emotions in regard to it. Absorption describes certain level of engagement—

one in which an employee is so engrossed in work and focused on his/her tasks that 

he/she finds it difficult to stop working.

Organizational fit and organizational sacrifice (elements of job embeddedness) 

are positively related to work engagement (Ringl, 2013) and personal resources (e.g. 

self-efficacy, optimism, etc.) have positive effect on temporal work engagement mod-

erated by high level of challenge demands (Bakker & Sanz-Vergel, 2013). Cited results 

mean that employees would feel more involved in their job if they fit well in the orga-

nization they are working for and if they think that leaving their current organization 

would be extremely difficult for them. Work engagement level can also vary temporally 

because of the presence or absence of challenge job demands (demands that give an 

employee a chance to learn and grow as a professional). High level of challenge de-

mands strengthens the positive influence of employee’s personal resources on work 

engagement on a weekly basis (Bakker & Sanz-Vergel, 2013). Higher level of employ-

ees’ work engagement is important for the organizations due to its positive relation-

ships to employees’ performance and positive job attitudes (Harter, Schmidt, & Hayes, 

2002, as cited in Ringl, 2013).
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W o r k - r e l a t e d  e m a i l  c o m m u n i c a t i o n  a n d  i t s  r e l a t i o n s h i p  t o  s t r e s s

The past 10 to 15 years are characterized by an increased use of different types of 

mobile devices that allow the user to be online constantly and to have access to his/

her email account and other communication tools available online. Dabbish and Kraut 

(2006) regarded email communication as ‘the most successful and widely used form 

of computer-mediated communication’(p. 431) but researches often emphasized the 

negative relationship between work-related email use and stress (Barley, Meyerson, 

& Grodal, 2011; Dabbish & Kraut, 2006; Mark, Iqbal, Czerwinski, Johns, & Sano, 2016).

Barley, Meyerson, and Grodal (2011) summarized that the relationship between 

email overload and stress is discussed from two different points of view—the work-

life literature and the literature related to communication technologies overload. Both 

perspectives imply that increased experience of stress based on email overload is be-

cause of an overall increase in working hours—handling communication issues ex-

tends the amount of work to be done because it represents an additional task that 

needs to be executed—but propose different mechanisms of how this happens. Stud-

ies in the work-life literature state that email communication leads to work overload 

because the constant access to email allows an employee to work during non-office 

hours and hinders his/her ability to disengage from work. Studies related to commu-

nication technologies state that these technologies in general and email in particular 

contribute to the sense of being overloaded because they extend the amount of work 

employees should do on their own. In the past communication activities were handled 

by secretaries and assistants—now everyone has to take care of his/her email mes-

sages and telephone conversations alone.

Empirical studies investigated the relationship of email communication overload 

and strategies of email management with stress, productivity and task coordination 

(Barley et al., 2011; Dabbish & Kraut, 2006; Mark et al., 2016). The time spent on han-

dling emails was positively related to the perceived sense of being overloaded (Barley 

et al., 2011) meaning that an increase in the time spent on doing emails should lead to 

an increase of employee’s experience of overload. Interestingly, this effect was found 

only by employees who were engaged extensively with other types of communication 

(e.g. phone calls, meetings, etc.). Similar results were found by Mark, Iqbal, Czerwins-

ki, Johns, and Sano (2016) who reported that the increase of time spent on email on 

a daily basis led to increase of employees’ stress level and to decrease in their per-

formance. However, longer time spent on emails affected performance positively by 

employees who checked emails on self-interruptions (as opposed to external notifi-

cations) and clustered email use to 2-3 times a day (as opposed to constant use) sug-

gesting that successful email managing strategies might help to diminish email related 

stress. Further, email volume is also positively associated with overload moderated by 

job characteristics and email managing strategies (Dabbish & Kraut, 2006). Feelings 

of overload reduced by employees who experienced autonomy in their work, kept the 

number of emails in the inbox and the number of folders in their email account small. 

Additionally, greater overload was associated with decreased task coordination.

It’s impossible to imagine the 21st century without the Internet and without all 

kinds of online accessible social and communication media. Their use will probably 

continue to rise during the following years. And because refusing to use email and oth-

er communication technologies in work and personal life is not an option, organizations 
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and employees are expected to put an effort in minimizing email and communication 

related stress and overload while applying appropriate stress managing techniques.

U n d e r s t a n d i n g  E f f o r t - R e w a r d  I m b a l a n c e ,  O v e r c o m m i t m e n t 

a n d  T h e i r  R e l a t i o n s h i p s  t o  H e a l t h  a n d  W e l l b e i n g

G e n e r a l  p o i n t s

According to the model of Siegrist, effort-reward imbalance reflects the ratio between 

the effort put by employees into their work and the reward they receive for the work 

done (Lau, 2008). Both represent two sides of a social contract that states that the 

value of the reward should be similar to that of the effort. Poorer effort-reward ratio 

occurs when effort exceeds reward and is associated with health issues, psychiat-

ric disorders, alcohol abuse, etc. (Lau, 2008; Steptoe, Siegrist, Kirschbaum, & Mar-

mot, 2004). Another component of the model is overcommitment which is described 

as improper coping with demands characterized by excessive and exhaustive com-

mitment to work (Lau, 2008; Steptoe et al., 2004). Overcommitment is experienced as 

being overwhelmed by pressure at work and unable to relax and disengage from work 

during nonworking hours (Tei-Tominaga, Akiyama, Miyake, & Sakai, 2009). Overcom-

mitment is also hypothesized to be related to adverse health effects. It is also expected 

that overcommitment might moderate the effects of effort-reward imbalance on health 

and wellbeing (Lau, 2008).

Salivary cortisol is a measure of a physiological stress response. Higher levels 

of cortisol are associated with higher levels of stress and with poorer wellbeing (Step-

toe et al., 2004). Steptoe, Siegrist, Kirschbaum, and Marmot (2004) found gender dif-

ferences between overcommitted men and women on cortisol levels by waking-up and 

over the working day. In their study, overcommitted men had higher levels of waking 

cortisol and higher average levels of cortisol during the day compared to overcom-

mitted women. Cortisol levels of overcommitted men increased in 30 minutes after 

waking-up compared to nonovercommited men.

Lau (2008) found that high-skilled workers showed higher levels of overcommit-

ment than low-skilled workers. He reported association between overcommitment and 

health-related variables and between effort-reward ration and health-related variables. 

The strongest associations were found with burnout and psychological distress indicat-

ing that higher levels of effort-reward imbalance as well as higher levels of overcommit-

ment are associated with higher levels of burnout and experienced distress.

In a study of relationships between temperament types and efforts, rewards 

and overcommitment, Tei-Tominanga, Akiyama, Miyake, and Sakai (2009) found that 

some temperaments were predictors of experienced overcommitment. Depressive 

and anxious temperaments were predictors of perceived effort and of overall rewards 

while depressive, anxious and hyperthymic temperaments were predictors of over-
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commitment. Taking into account that ‘temperaments underlie the major dimensions 

of personality’ (Tei-Tominaga et al., 2009, p. 510) results indicating that specific tem-

perament types are associated with overcommitment are very important on the part 

of applying successful strategies for stress management.

E f f o r t - r e w a r d  i m b a l a n c e  a n d  o v e r c o m m i t m e n t  i n  l a w y e r s

High-skilled white-collar workers showed greater overcommitment than low-skilled 

workers and reported higher levels of perceived effort (Lau, 2008). Overcommitment 

is described as a specific trait pattern of coping with demands that is characterized 

by elements of type A behavior (Tei-Tominaga et al., 2009). Lawyers are highly skilled 

professionals associated with type A behavior. They might represent a group of pro-

fessionals that tend to experience overcommitment because of personality and work 

characteristics inherent to lawyers.

Approximately half of the respondents in a survey of Australian lawyers per-

ceived that for them effort was greater than the corresponding reward (Chan, Poy-

nton, & Bruce, 2014). Higher levels of effort-reward imbalance and overcommitment 

were associated with higher levels of depression and stress.

A i m s  o f  t h e  c u r r e n t  s t u d y

As mentioned earlier, first results regarding work conditions, stress and burnout lev-

el, and health problems of Swedish lawyers were obtained in 2005 (Näsström & Me-

sick, 2006). The survey consisted of the following 7 scales: Maslach Burnout Invento-

ry - General Survey, Quantitative Workload, Qualitative Workload, Well-Being at Work, 

Overcommitment, Health Disorders and Sleep Quality. Same scales were also used in 

the current survey in order to obtain to do quasi-longitudinal data. That would allow us 

to compare the data from 2005 and 2016 and to analyze the change in work conditions 

and stress levels of lawyers that possibly occurred during the last decade.

The second goal of this survey was to create a more comprehensive analysis of 

lawyers’ work conditions and to gain insight into the current psychological state and 

wellbeing of Swedish lawyers. We were interested in extending the survey in order to 

assess a greater number of job and work characteristics that could possibly be re-

lated to wellbeing and mental health. Because of that we had to include in the survey 

additional scales. These were the following 5 scales: Organizational Commitment (with 

three sub-scales: Organizational Identification, Job Involvement and Organizational 

Loyalty), Work-Life Balance, Mindfulness Attention Awareness Scale, Email Stress/

Behavior Scale, Leadership Skills and Social Support.

M a i n  r e s e a r c h  o b j e c t i v e s

I. To check reliability of new scales

II. To examine descriptive statistics parameters for all scales used in study and to 

compare burnout levels with normative values



13

Introduction to survey of Swedish lawyers – 2017

III. To investigate relationship between demographic characteristics (age, years of 

experience, number of colleagues, gender, main type of practice, position and geo-

graphical area) and scores on all scales

IV. To investigate relationship between E-mail Stress/Behavior, Leadership, MAAS 

and other scales used in the study

V. To examine differences between samples from 2005 and 2016 in terms of scores 

on all variables used in both studies, as well as in terms of gender differences

VI. To examine how Quantitative workload, Qualitative workload, Job Satisfaction, 

Over-commitment, as well as E-mail Stress/Behavior, Leadership, MAAS, Social 

support and Organizational Commitment influence burnout (Exhaustion, Cynicism, 

Professional efficacy), Sleep problems and Work-life balance, after controlling for 

demographic variables. 

M e t h o d

P r o c e d u r e

The survey was sent out via e-mail to all active members of the Swedish Bar Associa-

tion, from the platform Surveymonkey. Two reminders were sent out to those that did 

not respond. 

P a r t i c i p a n t s

Only active lawyers were included in the survey. Lawyers who were inactive due to 

retirement, disability pension, long-term sick leave, personal leave, parental leave, 

etc. were not taken into account. 

In total, 5178 questionnaires were sent out and 1812 lawyers participated in 

the current study. Therefore, response rate was 34,9%

Demographic structure of the sample is presented in Table 1. Table 2 present 

comparison of demographic structure in two studies – 2005 and 2016. 

Variable Participated in the survey Completed the survey

N % M SD N % M SD

Age 1812 49.64 12.638 1572 49.60 12.54

Gender 1817 1575

    Males 1134 62.4 983 62.4

    Females 683 37.6 592 37.6

Main type of practice 1807 1567

    Business law 1017 56.3 872 55.6

TABLE 1

Demographic structure 
of the 2016 study 
sample
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    Criminal law 341 18.9 309 19.7

    Human law 449 24.8 386 24.6

Geographical area 1805 1567

    Urban / Big city 1217 67.4 1047 66.8

     Rural / Rest of the country 588 32.6 520 33.2

Position 1816 1577

    Owner / Partner 1342 73.9 1161 73.6

    Employee 474 26.1 416 26.4

Work experience (years) 1803 15.87 13.772 1564 15.88 14.009

Number of colleagues 1808 36.33 84.137 1572 34.69 79.901

Variables 2005 valid answers 2016 valid answers

N % M SD N % M SD

Age 2237 49.76 10.51 1572 49.60 12.54

Gender 2257 1575

    Males 78.8 983 62.4

    Females 21.2 592 37.6

Main type of practice1 1183 1567

    Business law 709 59.9 872 55.6

    Criminal law 286 24.2 309 19.7

    Human law 188 15.9 386 24.6

Geographical area 2262 1567

    Urban / Big city 61.1 1047 66.8

     Rural / Rest of the country 38.9 520 33.2

Work experience (years) 2280 14.72 10.12 1564 15.88 14.009

Number of colleagues 2278 30.54 66.56 1572 34.69 79.901

1It can be concluded that sample structure was similar in both studies. Majority of 

sample in both studies were males (62.4% in 2016 study) lawyers from urban areas (66.8% 

in 2016 study). Main type of practice for majority of the sample was business law (55.6% in 

2016 study). Average age of participants was approximately 50 years, their professional 

experience was about 15 years and number of colleagues, on average, was 35.  

In 2016 study, additional question regarding position was included, and almost ¾ 

of lawyers in the sample indicated they were owners or partners, compared to only ¼ of 

employees. 

1 For 2005 study, N was calculated as a sum of answers only for these three categories and per-
centages were calculated based on total number of answers only for these three categories.

TABLE 2

Comparison of 
demographic structure 
of 2005 and 2016 
samples
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M a t e r i a l s

Data were collected using a questionnaire compiled by the authors for this purpose 

(Appendix E).

W o r k i n g  c o n d i t i o n s

Participants’ working conditions were investigated using the scales quantitative work-

load (Beehr, Walsh & Taber, 1976), qualitative workload (Sverke, Hellgren & Öhrming, 

1997), job satisfaction at work (Hellgren, Sjoberg & Sverke, 1997 based on Brayfield & 

Rothe, 1951) and over-commitment (Sverke & Hellgren, 2002). The scale quantitative 

workload refers to the quantity of the work burden (3 items; e.g. “I often have much 

to do at work”) while qualitative workload refers to the qualitative content (4 items; 

e.g. “My work contains elements that place too high demands with regards to my ca-

pacity”). Job satisfaction at work indicates respondent’s satisfaction with their work 

(3 items; e.g. “I am satisfied with the work I have”), while over-commitment reflects 

difficulty separating work life from the private (6 items; e.g. “My work is on my mind 

even on weekends”). The statements are ranked on a scale from 1 (not true at all) to 

5 (completely true), where high scores on qualitative and quantitative workload and 

over-commitment indicate a high rate of work-related strain, while high scores on 

well-being at work indicate great satisfaction with the work.

M a s l a c h  B u r n o u t  I n v e n t o r y  –  G e n e r a l  S u r v e y

The three dimensions of burnout were assesses with the scales Exhaustion, Cynicism, 

and Professional Efficacy, which constitute the MBI-GS questionnaire (Swedish trans-

lation by MBI-GS, Schutte et al., 2000).

The Exhaustion scale consists of 5 items and measures respondent’s lack of 

emotional energy (e.g. I feel emotionally drained by my work.). Scores on the Cynicism 

scale consisting of 5 items (e.g. I’ve become less engaged by my work.) reflect the level 

of an indifferent or aloof attitude to work. The third scale—Professional Efficacy—con-

cerns respondent’s experience of work effectiveness and consists of 6 items (e.g. I am 

sure I am effective and get things done at work.). Items are rated on a 7-point Likert-

type scale from 0 (never) to 6 (always), with high scores on the Exhaustion and Cyni-

cism scales, combined with low scores on the Professional Efficacy scale indicating a 

state of burnout.

S l e e p  q u a l i t y

Sleep quality was exmained by a 4-item scale, assessing the prevalence of different 

forms of sleep problems (e.g. “I wake up several times a night and have trouble falling 

back asleep”). The claims are ranked on a scale of 1 (never or almost never) to 5 (al-

ways or almost always), where high scores indicate a large number of sleep problems. 

(Gustafsson, 2003).
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E m a i l  s t r e s s / b e h a v i o r  s c a l e

In order to investigate specific email use habits we created for the current study a 

scale intended to rate patterns of managing work-related email during non-office 

hours. The scale consists of two items (for ex. During non-office hours I check my 

work-related e-mail often) related to the ability to disengage from work in the free time. 

Items were rated on a 5-point scale from 1 (do not agree at all) to 5 (fully agree).

L e a d e r s h i p  s k i l l s

The 5-Item Leadership Skills scale from the Civic Attitudes and Skills Questionnaire 

(CASQ; Moely, Mercer, Ilustre, Miron & McFarland, 2002) was used to assess respon-

dents’ ability to lead. The scale has good internal reliability, α = .79 (Moely et al., 2002). 

An example item from the scale is ‘I am a good leader’. Items were rated on a 5-point 

scale from 1 (strongly disagree) to 5 (strongly agree). The scoring of items 1 and 4 was 

reversed before summing the total score for Leadership Skills. A higher total score 

reflects greater effectiveness and confidence in respondent’s abilities to lead.

M i n d f u l n e s s  A t t e n t i o n  A w a r e n e s s  S c a l e

A short version of the Mindfulness Attention Awareness Scale (MAAS; Brown & Ryan, 

2003) was used in this survey. Originally, MAAS consists of 15 items rated on a 6-point 

scale from 1 (almost always) to 6 (almost never). The scale measures the level of dis-

positional mindfulness, e.g. the level of awareness and attention experienced to what is 

happening in the present. A higher total score (the sum of scores of all items) reflects 

higher level of dispositional mindfulness. The short version consists of only six of the 

items (e.g., I find myself doing things without paying attention).

W o r k - l i f e  b a l a n c e

The balance between work duties and demands and personal life and responsibilities 

was assessed through a single Likert-type item (My working hours fit in with my family 

or social commitments outside work), rated on a 4-point scale from 1 (absolutely dis-

agree) to 4 (absolutely agree).

S o c i a l  s u p p o r t

This measures perceived social support at work, and is closely related to the social 

cohesion in teamwork. Examples of items include “People work well together.” and “I 

get along well with my superiors.” The Social Support Sub-scale is part of the Swedish 

Demand-Control-Support Questionnaire (Sanne, Torp, Mykletun, & Dahl, 2005), which 

was adapted from the Job Content Questionnaire (Karasek et al., 1998). It has six items, 

rated on a 4-point scale from 1 (absolutely disagree) to 4 (absolutely agree).
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O r g a n i z a t i o n a l  c o m m i t m e n t

Organizational commitment was studied with the Organizational Commitment scale 

that consists of three subscales. The overall reliability and the reliabilities of each of 

the subscales are high (Buchanan II, 1974).

The organizational identification subscale has two items (I feel a sense of pride 

in working for this organization.) that measure feelings of belongingness to the orga-

nization on a 4-point Likert-type scale from 1 (absolutely disagree) to 4 (absolutely 

agree). The job involvement subscale also consists of two items (I live, eat, and breathe 

my job.) rated on the same 4-point scale and measures the level of engagement and 

attachment of employees to their work. The last subscale, organizational loyalty, again 

has two items (I have warm feelings toward this organization as a place to live and 

work.) that are rated on a 4-point scale from absolutely disagree to absolutely agree 

and measures certain type of feelings that employees experience regarding the orga-

nization they are working for.

D e m o g r a p h i c  q u e s t i o n s

The questionnaire also included questions on demographics; gender, age, main type 

of practice (Business law, Criminal law or Human law), position (Owner / Partner or 

Employee), geographic area (Stockholm/Malmo/Gothenburg or Rest of country), pro-

fessional experience (in years) and number of colleagues at the survey participants’ 

office. Questions regarding business focus and geographical area were deemed in-

teresting by the representatives of the Bar Association. In the survey there was also 

space for lawyers’ to comment freely, which however has not been analyzed in the 

present study.

D a t a  a n a l y s i s

The Statistical Package for the Social Sciences software was used for data analysis. 

Descriptive statistics and psychometric properties of scales used in the survey were 

obtained.  In order to investigate differences between groups (2005 and 2016 sample, 

males and females, owners/partners and employees, different type of practice) Anal-

ysis of Variance (ANOVA) was performed. In order to analyse relationship between 

numerical variables, correlation analyses as well as hierarchical multiple linear re-

gression analyses were employed. 
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R e s u l t s

I  &  I I  P s y c h o m e t r i c  p r o p e r t i e s  a n d  d e s c r i p t i v e 
s t a t i s t i c s  f o r  s c a l e s  u s e d  i n  t h e  s u r v e y

In Table 3 reliability and descriptive parameters for all scales used in 2016 study are 

presented. Cronbach’s alpha coefficients of reliability range from .671 for Organiza-

tional Identification sub-scale to .939 for Job Satisfaction scale. It can be concluded 

that internal consistency of all scales is acceptable. 

Scale / subscale N ~ M SD

Quantitative workload 3 .785 3.38 .983

Qualitative workload 4 .751 2.28 .906

Job Satisfaction (Well-being at work) 3 .939 4.14 .893

Over-commitment 6 .884 3.37 .981

Sleep 4 .706 2.37 .770

MBI: Exhaustion 5 .850 2.13 1.273

MBI: Cynicism 5 .762 1.80 1.099

MBI: Professional Efficacy 6 .775 4.56 .756

Email Stress/Behavior scale 2 .794 3.68 1.277

Leadership scale 4 .704 3.83 .700

MAAS 6 .880 4.65 .897

Work-life balance 1 - 2.86 1.17

Social support 6 .872 2.78 1.149

Organizational Commitment – total score 6 .786 2.82 .817

     OC: Organizational Identification 2 .671 3.23 1.022

     OC: Job Involvement 2 .746 2.29 .889

     OC: Organization Loyalty 2 .766 2.93 1.186

It can be concluded that lawyers experience grater quantitative than qualitative 

workload. Levels of quantitative workload and over-commitment are moderate (3.38 

and 3.37, respectively, on a scale ranging from 1 to 6), whereas qualitative workload is 

lower (average value is 2.28). Average level of job satisfaction is relatively high (mean 

value of 4.14 on a scale ranging from 1 to 6). 

Average score on Sleep quality scale indicate moderate level of sleep problems. 

Lawyers experience high levels of Professional Efficacy (mean score of 4.56 on a 0-6 

scale), moderately low levels of Exhaustion (M=2.13) and low levels of Cynicism (M=1.8).

Scores on Email Stress/Behavior scale and Leadership scale indicate moderately 

high levels of e-mail communication related stress (M=3.68) and leadership (M=3.83). 

MAAS scores were quite high (M=4.65) and work-life balance scores as well as 

social support scores relatively low (M=2.86 and M=2.78, respectively).

Organizational Commitments scores as well as its Job Involvement and Orga-

nizational Loyalty sub-scales scores showed moderate average values. On the other 

side, scores on the Organizational Identification Loyalty scores were higher. 

TABLE 3

Reliability and 
descriptive statistics 
for scales from 2016 
study
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According to the categorization of MBI-GS scores (Maslach et al., 1996) based 

on North American sample of large number of professionals (N=3727) (Table 4), Swed-

ish lawyers from 2016 sample, based on their average scores, are in medium category 

for all three dimensions. 

Sub-scale low medium high

Emotional exhaustion ≤ 2.00 2.01-3.19 ≥ 3.20

Cynicism ≤ 1.00 1.01-2.19 ≥ 2.20

Professional Efficacy ≤ 4.00 4.01-4.99 ≥ 5.00

In addition, number and percentage of lawyers in each category was calculated 

(Table 5). Finding that more than one third (36%) of lawyers were classified into cate-

gory of high cynicism should be taken into consideration. 

Sub-scale low medium high

N % N % N %

Emotional exhaustion 856 55.4 336 21.7 354 22.9

Cynicism 448 29.0 542 35.0 556 36.0

Professional Efficacy 393 25.4 636 41.2 516 33.4

I I I  D e m o g r a p h i c  c h a r a c t e r i s t i c s  a n d  r e l e v a n t  v a r i a b l e s

Correlations of all relevant variables with age, years of experience and number of col-

leagues are presented in Table 6. Gender differences are presented in Table7. Differ-

ences related to main type of practice are presented in Table 8 and differences related 

to position in company (owner/partner or employee) in Table 9. Finally, differences 

related to geographical area are presented in Table 10.

Scale / subscale Age
Years of 

experience

Number of 

colleagues

Quantitative workload -.295** -.213** .064*

Qualitative workload -.263** -.179** no sig. corr.

Job Satisfaction (Well-being at work) .161** .108** no sig. corr.

Over-commitment -.231** -.177** .058*

Sleep -.114** -.109** no sig. corr.

MBI: Exhaustion -.303** -.264** no sig. corr.

MBI: Cynicism -.186** -.130** no sig. corr.

MBI: Professional Efficacy no sig. corr. no sig. corr. .067**

E-mail Stress/Behavior -.288** -.174** .118**

Leadership scale no sig. corr. no sig. corr. .074*

MAAS .249** .155** no sig. corr.

Work-life balance .183** .079** -.123**

TABLE 4

Categorization of MBI-
GS values based on 
North American sample 
(Maslach et al, 1996).

TABLE 5

Categorization of MBI-
GS values for 2016 
sample

TABLE 6

Correlations with 
Age, Experience and 
Number of colleagues
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Social support -.377** -.254** .175**

Organizational Commitment – total score -.112** -.100** .074**

     OC: Organizational Identification -.117** -.103** .059*

     OC: Job Involvement -.082** -.061* .072**

     OC: Organization Loyalty -.068** -.070** no sig. corr.

** Correlation is significant at the 0.01 level 
* Correlation is significant at the 0.05 level

** Correlation is significant at the 0.01 level

Older lawyers as well as lawyers with more experience seem to have higher levels 

of Mindfulness, better work-life balance and report higher job satisfaction. On the other 

side, they experience lower levels of social support, lower levels of emotional exhaus-

tion, lower levels of stress related to e-mail communication, lower levels of both quan-

titative and qualitative workload as well as over-commitment, lowers level of cynicism, 

less problems with sleep and lower levels of organizational commitment. Professional 

efficacy and leadership are not significantly correlated with age or years of experience.

Lawyers working in smaller companies have better work-life balance and lower 

stress related to email communication, quantitative workload and over-commitment. 

However, their level of experienced social support, perception of professional efficacy, 

organization identification and leadership scores are also lower. However, these cor-

relation coefficients are quite small (no higher than r=.175). 

Scale / subscale Gender N M SD ANOVA

Quantitative workload
M 967 3.30 1.012 F(1,1547)=18.903, p<.001, h2=.012

Females > MalesF 582 3.53 .913

Qualitative workload
M 965 2.21 .886 F(1,1545)=17.358, p<.001, h2=.011

Females > MalesF 582 2.40 .930

Job Satisfaction 
M 967 4.15 .870

no significant difference
F 582 4.11 .932

Over-commitment
M 966 3.26 .968 F(1,1546)=35.646, p<.001, h2=.023

Females > MalesF 582 3.56 .971

Sleep
M 953 2.26 .749 F(1,1531)=57.543, p<.001, h2=.036

Females > MalesF 580 2.56 .765

MBI: Exhaustion
M 961 1.92 1.232 F(1,1539)=73.867, p<.001, h2=.046

Females > MalesF 589 2.49 1.265

MBI: Cynicism
M 961 1.80 1.123

no significant difference
F 580 1.81 1.062

MBI: Professional 
Efficacy 

M 960 4.51 .772 F(1,1538)=9.270, p<.01, h2=.006
Females > MalesF 580 4.63 .726

Email Stress/Behavior 
scale

M 965 3.59 1.277 F(1,1545)=11.163, p<.01, h2=.007
Females > MalesF 582 3.81 1.263

Leadership scale
M 824 3.80 .719 F(1,1219)=5.164, p<.05, h2=.004

Females > MalesF 397 3.89 .649

TABLE 7

Gender differences
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MAAS
M 950 4.70 .876 F(1,1525)=9.752, p<.01, h2=.006

Males > FemalesF 577 4.55 .926

Work-life balance
M 944 2.94 1.113 F(1,1517)=13.564, p<.001, h2=.009

Males > FemalesF 575 2.73 1.114

Social support
M 950 2.68 1.199 F(1,15125)=19.353, p<.001, h2=.013

Females > MalesF 577 2.94 1.038

Organizational 
Commitment total score

M 946 2.80 .840
no significant difference

F 575 2.85 .775

OC: Organizational 

Identification
M 945 3.19 1.056

no significant difference
F 575 3.30 .954

OC: Job Involvement

M 945 2.27 .906
no significant difference

F 575 2.34 .859

OC: Organization 

Loyalty

M 945 2.94 1.213
no significant difference

F 575 2.91 1.137

Females have higher scores on2 Exhaustion, Sleep problems, Over-commitment, 

Social Support, both Quantitative and Qualitative workload, Email Stress/Behavior, 

Professional Efficacy and Leadership. Males are more successful in maintaining good 

work-life balance and have significantly higher scores on MASS, compared to females. 

On the other side, no significant gender differences exist in terms of Job satis-

faction, Cynicism, Organizational Commitments (and its sub-scales).

When h2 compared, it can be concluded that gender primarily impacts Exhaus-

tion (4.6% of variance), Sleep problems (3.6% of variance) Over-commitment (2.3% of 

variance), For all other variables, gender explains less than 2% of variance. 

Scale / subscale
Type of 

practice
N M SD ANOVA

Quantitative workload

Business 608 3.32 .973 F(2,1143)=6.490, p<.01, 
h2=.011

Business < Criminal, Business 
< Human

Criminal 249 3.48 1.040

Human 289 3.56 .974

Qualitative workload

Business 608 2.12 .856 F(2,1143)=11.998, p<.001, 
h2=.021

Business < Criminal, Business 
< Human

Criminal 249 2.30 .870

Human 289 2.42 .955

Job Satisfaction 

Business 608 4.20 .865

no significant differenceCriminal 249 4.29 .791

Human 289 4.24 .850

Over-commitment

Business 608 3.30 .957

no significant differenceCriminal 249 3.37 1.057

Human 289 3.37 .976

Sleep

Business 608 2.22 .737 F(2,1143)=14.272, p<.001, 
h2=.024

Business < Criminal, Business 
< Human

Criminal 249 2.43 .772

Human 289 2.48 .772

2 Variables are sorted by the strength of relationship between gender and relevant variables

TABLE 8

Differences related to 
type of practice
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MBI: Exhaustion

Business 608 1.83 1.196 F(2,1143)=19.916, p<.001, 
h2=.034

Business < Criminal, Business 
< Human

Criminal 249 2.16 1.278

Human 289 2.37 1.326

MBI: Cynicism

Business 608 1.65 1.074
F(2,1143)=3.384, p<.05, 

h2=.006
Business < Human

Criminal 249 1.74 1.067

Human 289 1.85 1.102

MBI: Professional 
Efficacy 

Business 608 4.60 .731

no significant differenceCriminal 249 4.58 .721

Human 289 4.58 .819

Email Stress/Behavior 
scale

Business 608 3.76 1.189 F(2,1143)=8.275, p<.001, 
h2=.014

Business > Criminal, Business 
> Human

Criminal 249 3.53 1.375

Human 289 3.41 1.398

Leadership scale

Business 608 3.88 .655
F(2,1143)=3.257, p<.05, 

h2=.006
Business > Human

Criminal 249 3.79 .729

Human 289 3.77 .741

MAAS

Business 608 4.77 .849
F(2,1143)=4.471, p<.05, 

h2=.008
Business > Human

Criminal 249 4.67 .886

Human 289 4.60 .907

Work-life balance

Business 608 2.95 1.089

no significant differenceCriminal 249 2.80 1.208

Human 289 2.88 1.195

Social support

Business 608 2.76 1.110 F(2,1143)=9.126, p<.001, 
h2=.016

Business > Criminal, Business 
> Human

Criminal 249 2.40 1.274

Human 289 2.53 1.299

Organizational 
Commitment total score

Business 608 2.89 .756

no significant differenceCriminal 249 2.81 1.013

Human 289 2.90 .866

OC: Organizational Iden-

tification

Business 608 3.34 .948

no significant differenceCriminal 249 3.20 1.221

Human 289 3.32 1.130

OC: Job Involvement

Business 608 2.33 .850

no significant differenceCriminal 249 2.22 1.047

Human 289 2.36 .877

OC: Organization 

Loyalty

Business 608 2.99 1.156

no significant differenceCriminal 249 3.02 1.359

Human 289 3.01 1.289

Differences between lawyers with different main type of practice were found 

only for3: Exhaustion (lawyers from business low have significantly lower scores com-

pared to other two groups – criminal and human law, who do not differ between them-

selves, Sleep problems (lawyers from business low have significantly lower scores 

compared to other two groups), Qualitative workload (lawyers from business low have 

3 Variables are sorted by the strength of relationship between type of practice and relevant variables
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significantly lower scores compared to other two groups), Social Support (lawyers 

from business low have significantly higher scores compared to other two groups), 

Email Stress/Behavior (lawyers from business low have significantly higher scores 

compared to other two groups), Quantitative workload (lawyers from business low 

have significantly lower scores compared to other two groups), MAAS (lawyers from 

business low have significantly higher scores compared to lawyers form human law 

field), Cynicism (lawyers from business low have significantly lower scores compared 

to their colleagues form human law field) and Leadership (business lawyers have sig-

nificantly higher scores compared to their colleagues form human law field). 

On the other side, type of practice is not related to Job Satisfaction, Over-com-

mitment, Professional Efficacy, Work-life balance and Organizational Commitment.

Position can explain 3.4% of variance in Exhaustion, 2.4% of variance in Sleep 

problems and 2.1% of variance in Qualitative workload. For all other scales, position 

explains less than 2% of variance.

Differences between owners/partners and employees were examined only on 

the subsample of 480 lawyers from business law organisations with 25 or more law-

yers. This subsample consist of 54% owners/partners and 46% employees. Results 

are presented in Table 9.

Scale / subscale Position N M SD ANOVA

Quantitative workload
O/P 213 3.47 .899

no significant difference
E 187 3.56 .855

Qualitative workload
O/P 213 2.07 .834 F(1,398)=21.004, p<.001, h2=.050

E > O/PE 187 2.46 .883

Job Satisfaction 
O/P 213 4.26 .781 F(1,398)=37.922, p<.001, h2=.087

O/P > EE 187 3.73 .959

Over-commitment
O/P 213 3.33 .949 F(1,398)=14.059, p<.001, h2=.034

E > O/PE 187 3.67 .871

Sleep
O/P 211 2.13 .741 F(1,395)=13.073, p<.001, h2=.061

E > O/PE 186 2.49 .674

MBI: Exhaustion
O/P 213 1.74 1.171 F(1,397)=45.355, p<.001, h2=.103

E > O/PE 186 2.54 1.188

MBI: Cynicism
O/P 213 1.49 1.021 F(1,397)=38.881, p<.001, h2=.089

E > O/PE 186 2.16 1.129

MBI: Professional 
Efficacy 

O/P 213 4.71 .706 F(1,397)=9.591, p<.01, h2=.024
O/P > EE 186 4.49 .746

Email Stress/Behavior 
scale

O/P 213 3.89 1.066 F(1,398)=10.039, p<.01, h2=.025
E > O/PE 187 4.20 .871

Leadership scale
O/P 215 3.97 .595 F(1,250)=9.936, p<.01, h2=.038

O/P > EE 37 3.63 .650

MAAS
O/P 212 4.86 .783 F(1,394)=19.092, p<.001, h2=.046

O/P > EE 184 4.48 .923

Work-life balance
O/P 213 2.82 .995 F(1,396)=25.317, p<.001, h2=.060

O/P > EE 185 2.32 .973

TABLE 9

Differences related to 
position in the company 
(on the sample of 
lawyers form business 
law organizations with 
≥ 25 lawyers)
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Social support
O/P 213 3.13 .558 F(1,396)=13.697, p<.001, h2=.033

E > O/PE 185 3.34 .537

Organizational 
Commitment total score

O/P 213 2.99 .560 F(1,396)=22.169, p<.001, h2=.053
O/P > EE 185 2.72 .576

OC: Organizational 

Identification
O/P 213 3.42 .677 F(1,396)=22.348, p<.001, h2=.053

O/P > EE 185 3.10 .646

OC: Job Involvement

O/P 213 2.37 .792
no significant difference

E 185 2.39 .755

OC: Organization 

Loyalty

O/P 213 3.18 .894 F(1,396)=32.144, p<.001, h2=.075
O/P > EE 185 2.68 .895

Owners and partners have significantly higher scores on4 Job Satisfaction, 

Organizational Loyalty, Work-life balance, Organizational Commitment, Organization-

al Identification, MAAS, Leadership and Perceived Efficacy. Employees have signifi-

cantly higher scores on Exhaustion, Cynicism, Sleep problems, Qualitative workload, 

Over-commitment, Social Support as well as E-mail Stress / Behavior scale. No signif-

icant differences were found in terms of Quantitative workload and Job Involvement. 

When h2 compared, we can conclude that position can explain 10.3% of differ-

ences in Exhaustion, 8.9% of variance in Cynicism, 8.7% of variance in Job Satisfaction, 

7.5% of variance in Organization Loyalty, 6% of variance in Work-life balance, 5.3% of 

variance in Organizational Commitment and Organizational Identification. For all other 

variables with significant differences, position can explain less than 5% of variance. 

z

Scale / subscale Area N M SD ANOVA

Quantitative workload
Urban 730 3.38 .980 F(1,1145)=3.977, p<.05, h2=.003

Urban > Rest of the countryOther 417 3.50 1.003

Qualitative workload
Urban 730 2.19 .888 F(1,1145)=6.575, p<.05, h2=.006

Rest of the country > UrbanOther 417 2.33 .900

Job Satisfaction 
Urban 730 4.20 .852

no significant difference
Other 417 4.27 .844

Over-commitment
Urban 730 3.31 1.013

no significant difference
Other 417 3.37 .928

Sleep
Urban 730 2.33 .772

no significant difference
Other 417 2.33 .747

MBI: Exhaustion
Urban 730 2.01 1.287

no significant difference
Other 417 2.10 1.222

MBI: Cynicism
Urban 730 1.71 1.108

no significant difference
Other 417 1.72 1.037

MBI: Professional 
Efficacy 

Urban 730 4.63 .747
no significant difference

Other 417 4.54 .762

4  Variables are sorted by the strength of relationship between position and relevant variables

TABLE 10

Differences related to 
geographical area 
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Email Stress/Behavior 
scale

Urban 730 3.73 1.254 F(1,1145)=12.942, p<.001, h2=.011
Urban > Rest of the countryOther 417 3.44 1.346

Leadership scale
Urban 730 3.88 .684 F(1,1145)=8.566, p<.01, h2=.007

Urban > Rest of the countryOther 417 3.75 .708

MAAS
Urban 730 4.73 .893

no significant difference
Other 417 4.67 .842

Work-life balance
Urban 730 2.89 1.138

no significant difference
Other 417 2.91 1.155

Social support
Urban 730 2.68 1.160 F(1,1145)=4.389, p<.05, h2=.004

Urban > Rest of the countryOther 417 2.53 1.275

Organizational 
Commitment total score

Urban 730 2.86 .813
no significant difference

Other 417 2.88 .911

OC: Organizational 

Identification
Urban 730 3.29 1.044

no significant difference
Other 417 3.32 1.098

OC: Job Involvement

Urban 730 2.31 .879
no significant difference

Other 417 2.30 .954

OC: Organization 

Loyalty

Urban 730 2.98 1.214
no significant difference

Other 417 3.03 1.277

Lawyers from metropolitan areas have significantly higher scores on Email 

Strss/Behavior scale, Leadership scale, Social support scale and Quantitative work-

load. On the other side, lawyers from rest of the country showed higher scored on 

Qualitative workload. For all other variables, significant differences with respect to 

practice area were not found.

Geographical area can explain 1.1% of variance in ability to disengage from 

checking work related e-mails. For all other variables with significant differences, lo-

cation can explain less than 1% of variance in scores.5 

I V  E m a i l  S t r e s s / B e h a v i o r ,  L e a d e r s h i p  a n d  M A A S  c o r r e l a t e s 

Scale / subscale E-mail MAAS Leadership5

Quantitative workload .241** -.217** no sig. corr.

Qualitative workload .202** -.415** -.176**

Job Satisfaction -.099** .412** .260**

Over-commitment .450** -.345** no sig. corr.

Sleep .247** -.388** no sig. corr.

MBI: Exhaustion .300** -.536** -.132**

MBI: Cynicism .172** -.563** -.248**

MBI: Professional Efficacy no sig. corr. .396** .394**

E-mail Stress/Behavior 1 -.207* no sig. corr.

5 Only on the sub-sample of owners/partners (N=1342)

TABLE 11

Email Stress/Behavior, 
Leadership and MAAS 
correlates 
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Leadership scale no sig. corr. .213** 1

MAAS -.207** 1 .214**

Work-life balance -.193** .175** no sig. corr.

Social support .076** no sig. corr. .073*

Organizational Commitment .118** .051* .060*

OC: Organizational Identification no sig. corr. .098** .064*

OC: Job Involvement .265** -.144** no sig. corr.

OC: Organization Loyalty no sig. corr. .129** no sig. corr.

** Correlation is significant at the 0.01 level 
* Correlation is significant at the 0.05 level

Inability to disengage from checking work related e-mails positively correlates 

with Over-commitment, Exhaustion Job Involvement, Sleep problems, Quantitative 

overload, Qualitative workload, Organizational Commitment total score, Cynicism as 

well as with Social support. (Inability to disengage from checking work related e-mails 

correlates with Organizational commitment total score. However, more detailed anal-

ysis shows that it does not correlate significantly with Organizational Identification or 

Organization Loyalty subscales, but only with Job Involvement subscale. On the other 

side, ability to disengage from checking work related e-mails is positively correlated 

with MAAS, Work-life balance and Job Satisfaction – higher scores on these scales are 

related to better ability to disengage from checking work related e-mails. 

Dispositional mindfulness positively correlates Job Satisfaction, Profession-

al Efficacy, Leadership, Work-life balance as well as with Organizational Loyalty and 

Organizational Identification sub-scales and Organizational Commitment total score. 

On the other side, MASS negatively correlates with Cynicism, Exhaustion, Qualitative 

workload, Sleep problems, Over-commitment, Quantitative workload, E-mail Stress/

Behavior and Job Involvement. 

In the sub-sample of owners/partners, Leadership positively correlates with 

Professional efficacy, Job satisfaction, MASS as well as with Social support, Organiza-

tional Identification subscale and Organizational Commitment – total score and nega-

tively with Cynicism, Qualitative workload and Exhaustion. 

V  C o m p a r i s o n  b e t w e e n  2 0 0 5  a n d  2 0 1 6 

Before comparison in terms of relevant variables, two samples were compared in 

terms of their demographic structure (Table 2). 

Samples do not significantly differ in terms of age and number of colleagues. 

Years of experience are significantly higher in 2016, but only for, on average, 1.12 

years, compared to 2005 study.  Proportion of lawyers according to their main type of 

practice and geographical area are similar in both surveys. On the other side, propor-

tion of males and females in the sample slightly differ in two studies. In 2005 sample, 

males/females ratio was approximately 8:2 and in 2016 sample it was 6:4.

Given that two samples were similar in terms of demographic variables exam-

ined, comparison between two surveys is justifiable. Results of comparison are pre-

sented in Table 12.
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Scale / subscale Survey N M SD ANOVA

Quantitative workload 2005 2243 3.41 .936 no significant change

2016 1555 3.38 .983

Qualitative workload 2005 2268 2.22 .866 F(1,3818)=4.068, p<.05, 
h2=.001

2016 > 20052016 1552 2.28 .906

Job Satisfaction 2005 2261 4.11 .895 no significant change

2016 1554 4.14 .893

Over-commitment 2005 2258 3.16 .993 F(1,3809)=43.442, p<.001, 
h2=.011 2016 > 2005

2016 1553 3.37 .981

Sleep 2005 2253 2.19 .773 F(1,3790)=30.300, p<.001, 
h2=.013 2016 > 2005

2016 1539 2.37 .770

MBI: Exhaustion 2005 2251 2.09 1.21 no significant change

2016 1546 2.13 1.273

MBI: Cynicism 2005 2179 1.68 1.033 F(1,3723)=14.715, p<.001, 
h2=.003 2016 > 2005

2016 1546 1.80 1.099

MBI: Professional 
Efficacy 

2005 2204 4.35 .80534 F(1,3747)=59.627, p<.001, 
h2=.016 2016 > 2005

2016 1545 4.56 .75646

Between 2005 and 2016 scores on following variables increased: Professional 

Efficacy (Mean difference=0.21, 1.6% of variance explained), Sleep problems (Mean dif-

ference=0.18, 1.3% of variance explained), Over-commitment (Mean difference=0.21, 

1.1% of variance explained), Cynicism (Mean difference=0.12, 0.3% of variance ex-

plained) and Qualitative workload (Mean difference=0.06, only 0.1% of variance ex-

plained). It can be concluded that these significant changes are quite small.

In addition, gender differences in 2005 and 2016 were compared (Table 13). 

Scale / 

subscale
Gender

2005 2017

N M SD ANOVA N M SD ANOVA

Quantitative 
workload

M 1723 3.38 .931 F(1,2185)=12.291, 
p<.001, h2=.006

967 3.30 1.012 F(1,1547)=18.903, p<.001, 
h2=.012F 464 3.55 .924 582 3.53 .913

Qualitative 
workload

M 1744 2.21 .855 no significant 
difference

965 2.21 .886 F(1,1545)=17.358, p<.001, 
h2=.011F 468 2.25 .899 582 2.40 .930

Job Satisfac-
tion

M 1739 4.11 .887 no significant 
difference

967 4.15 .870
no significant difference

F 466 4.07 .927 582 4.11 .932

Over-com-
mitment

M 1740 3.14 1.007 no significant 
difference

966 3.26 .968 F(1,1546)=35.646, p<.001, 
h2=.023F 462 3.22 .948 582 3.56 .971

TABLE 12

Comparison between 
2005 and 2016 
samples

TABLE 13

Gender differences - 
comparison between 
2005 and 2016 
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Sleep
M 1732 2.14 .761 F(1,2195)=29.101, 

p<.001, h2=.013
953 2.26 .749 F(1,1531)=57.543, p<.001, 

h2=.036F 465 2.36 .8003 580 2.56 .765

MBI: Exhaus-
tion

M 1729 2.00 1.197 F(1,2195)=46.949, 
p<.001, h2=.021

961 1.92 1.232 F(1,1539)=73.867, p<.001, 
h2=.046F 468 2.43 1.210 589 2.49 1.265

MBI: Cyni-
cism

M 1673 1.67 1.020 no significant 
difference

961 1.80 1.123
no significant difference

F 455 1.71 1.070 580 1.81 1.062

MBI: Prof. 
Efficacy 

M 1698 4.34 .810 no significant 
difference

960 4.51 .772 F(1,1538)=9.270, p<.01, 
h2=.006F 456 4.40 .786 580 4.63 .726

In 2005 females reported higher levels of Exhaustion, Sleep problems and Quan-

titative workload. In 2016, females reported higher levels of Exhaustion, Sleep prob-

lems, Over-commitment, Quantitative workload, Qualitative workload and Professional 

Efficacy. For Job Satisfaction and Cynicism, gender differences were found neither in 

2005 nor in 2016. It can be concluded that gender differences in 2016 existed in terms 

of 6 variables, compared to only 3 variables in 2005 study. 

To summarize, Exhaustion, Sleep problems and Quantitative workload have been 

more present among female lawyers, compared to their male colleagues (confirmed in 

both 2005 and 2016 survey). In addition, Over-commitment, Qualitative workload and 

Professional Efficacy, which showed no gender differences 2005, were found to be 

higher among female lawyers in 2016 survey. 

V I  H i e r a r c h i c a l  R e g r e s s i o n  M o d e l s

Illustration of hierarchical regression models is presented in Figure 1. For each of five 

outcomes, separate hierarchical multiple linear regression analysis was performed, 

with all predictors and all control variables. Control variables were included in the first 

step of each hierarchical regression model and main predictors in the next step. Cat-

egorical control variables were coded as binary 0-1 variables, prior analysis. Results 

are presented in Table 14.

FIGURE 1

Model for hierarchical 
regression analysis 

CONTROL VARIABLES

Age

Gender

Years of experience

Number of colleagues

Position

Main type of practice

Geographical area

PREDICTORS

Quantitative workload

Qualitative workload

Job satistaction

Over-commitment

E-mail Stress/Behaviour

Leadership

MAAS

Social Support

Organizational Identification
Job Involvement

Organizational Loyalty

OUTCOMES

1. Exhaustion

2. Cynicism

3. Professional Efficacy
4. Sleep

5. Work-life balance
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All predictors taken together can explain 56.9% of variance in Exhaustion, 48.8% 

of variance in Cynicism, 35.5% of variance in Professional Efficacy, 30.9% of variance in 

Sleep problems and 28% of variance in Work-life balance. In all five models, after con-

trolling for demographic variables, main predictors significantly increase predictive 

potential of model. 

After controlling for controlling for influence of demographic variables, sig-

nificant predictors of Exhaustion, sorted by their impact, are: Job Satisfaction (-), 

Over-commitment (+), Mindfulness (-), Quantitative workload (+), Qualitative workload 

(+), Job Involvement (+) and Social Support (-). Lawyers who are more satisfied with 

their job, less over-committed, with higher levels of mindfulness, with lower workload, 

less involved in job and with better social support are less likely to be exhausted. If we 

analyze additional contribution of demographic variables, lawyers working in business 

law, lawyers with more experience and male lawyers are less likely to be exhausted.  

Significant predictors of Cynicism (after controlling for demographic variables), 

sorted by their impact, are: Job Satisfaction (-), Mindfulness (-), Qualitative workload 

(+) and Leadership (-). Lawyers who are more satisfied with their job, with higher levels 

of mindfulness, with lower qualitative workload and higher levels of leadership ten-

dency are less likely to be report cynicism. If we analyze additional contribution of 

demographic variables, older and female lawyers are less likely to report cynicism.  

Significant predictors of Professional Efficacy (after controlling for demograph-

ic variables), sorted by their impact, are: Leadership (+), Mindfulness (+), Job Satisfac-

tion (+), Qualitative workload (-), Organizational Identification (+),  Job Involvement (+) 

and Over-commitment (-).Lawyers with higher levels of leadership and mindfulness, 

who are more satisfied with their job, with lower qualitative workload, higher organi-

zational identification and job involvement and less over-committed are more likely to 

feel higher professional efficacy. If we analyze additional contribution of demographic 

variables, junior lawyers and female lawyers report higher professional efficacy.

Significant predictors of Sleep problems are Over-commitment (+), Mindfulness 

(-), Job Satisfaction (-) and E-mail Stress Behavior (+). Lawyers who are less over-com-

mitted, with higher levels of mindfulness, more satisfied with their job and with better 

ability to disengage from checking work related e-mails have better sleep quality. In 

addition, younger lawyers, male lawyers and lawyers working in the field of business 

law have better sleep quality. 

Significant predictors of Work-life balance are Quantitative workload (-), Organi-

zation Identification (+), Over-commitment (-) and Social support (+). Lawyers with lower 

levels of quantitative workload, more identified with their organizations, less over-com-

mitted and with better social support have better work-life balance. In addition, older 

lawyers and lawyers working in smaller companies have better work-life balance.
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Exhaustion Cynicism Prof. Efficacy Sleep Work-life balance

Model 1 2 1 2 1 2 1 2 1 2

adj. R2 .123*** 569*** .033*** 488*** .017** 355*** .046*** 309*** .022*** 280***

Δ R2 .129*** .447*** .040*** .456*** .024** .342*** .053*** 267*** .029*** 263***

Age -.173*** .001 -.199*** -.080* .046 -.001 .017 .134** .120** .119**

Gender  (F) .074* .087*** -.107** -.052* .128*** .067* .134*** .127*** -.029 -.020

Experience -.125** -.091** .036 .055 -.040 -.072* -.097* -.061 -.002 -.045

N of colleagues .018 .012 -.044 -.014 .058 .021 -.017 -.031 -.083** -.080**

Position (O/P) -.018 .007 -.033 .021 .076* .001 .002 .010 .020 -.007

Type of practice (B) -.145*** -.113*** -.048 -.025 -.003 -.034 -.135** -.115** .095* .045

 Type of practice (H) .028 .015 .062 .041 -.038 -.021 -.016 -.010 .053 .036

Area (Urban) -.016 .007 .027 .031 .034 .020 .028 .037 .003 -.009

Quant. workload .114*** .023 .056 -.012 -.244***

Qual. workload .104*** .076** -.090** .040 -.056

Job Satisfaction -.269*** -.380*** .203*** -.145*** .022

Over-commitment .235*** .027 -.064* .294*** -.171***

E-mail .040 .023 .018 .088** -.014

Leadership .017 -.057* .252*** .049 -.023

MAAS -.232*** -.331*** .251*** -.192*** -.056

Social support -.051* -.043 -.029 -.026 .106**

Org. Identification .034 -.018 .089** -.035 .240***

 Job Involvement: .061** -.016 .083** .052 -.026

Org. Loyalty -.004 -.020 .025 .056 .084

* p < .05, ** p < .01, *** p < .001

Job satisfaction and Mindfulness are found to be the most important predictor 

of burnout (they are among top three predictors for all three dimensions of burnout). 

Mindfulness can also predict Sleep problems.

Leadership is the most important predictor of Professional Efficacy and can also 

predict Cynicism.

E-mail Stress/Behavior is significant predictor only for Sleep problems. 

TABLE 14

Hierarchical 
regression models  
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D i s c u s s i o n

The current study aimed to research a number of work and job characteristics and 

their effects on performance, wellbeing, mental health,  and personal life for a sample 

of practicing Swedish lawyers. Current state of lawyers’ work conditions is compared 

with results obtained in a similar survey in 2005.

In general, Swedish lawyers experience quantitative workload, work-life bal-

ance, and social support, tend to have difficulties to disengage from work-related 

communication during non-office hours and tend to cope with work demands through 

overcommitment. They are satisfied with their job and leadership skills, identify them-

selves with the organization they are working for and are loyal to it. They are also mind-

ful and aware of what is happening in their lives in the present. Mean sample results 

for emotional exhaustion, cynicism, and professional efficacy are at the medium level 

for all three subscales of the Maslach Burnout Inventory based on normative values 

from a North American sample. Although sample mean results on the three subscales 

are not indicative for burnout each participant who reported high level of cynicism or 

emotional exhaustion and low level of professional efficacy is in danger of developing a 

burnout syndrome. In this case, more than one third of the participants reported high 

levels of cynicism, and more than 20% of the lawyers in the sample experienced high 

emotional exhaustion and low professional efficacy. 

A model of emotional exhaustion, cynicism, professional efficacy, sleep prob-

lems, and work-life balance predicted by work-related and personal characteristics 

after controlling for demographic variables was confirmed.

Seven variables significantly predicted emotional exhaustion. Most important 

predictors with negative relationship to exhaustion were job satisfaction and disposi-

tional mindfulness, the most important positive predictor was overcommitment. Cyn-

icism had four significant predictors. Again job satisfaction and dispositional mind-

fulness were negatively related to cynicism and were the strongest from the four 

predictors. Professional efficacy was predicted by seven work characteristics. Stron-

gest predictors, positively related to efficacy, were leadership, mindfulness, and job 

satisfaction. Sleep problems were predicted by four variables from which overcommit-

ment, positively related, and dispositional mindfulness and job satisfaction, negatively 

related to sleep problems, explained the largest percent of variance. Work–life bal-

ance had four significant predictors. Quantitative workload and overcommitment were 

the strongest negative predictors and organizational identification was the strongest 

positive predictor of work-life balance.

Job satisfaction and dispositional mindfulness were found to be among the 

strongest predictors of emotional exhaustion, cynicism, professional efficacy, and 

sleep-related problems. Job satisfaction and mindfulness also correlated positively to 

one another. Negative correlations of dispositional mindfulness with exhaustion, cyn-

icism, sleep problems, and overcommitment, and positive correlations with efficacy 

and job satisfaction are consistent with findings relating dispositional mindfulness to 

wellbeing and the experience of positive emotions (Brown and Ryan, 2003).

Surprisingly, no significant difference was found between mean results on 

the emotional exhaustion scale in 2016 and 2005. Mean differences on the cynicism 

and professional efficacy scales reached significance but effect sizes were negligi-

ble. These findings indicate that work conditions with respect to burnout and each 
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of the three subscales constituting burnout remained unchanged during the past ten 

years—Swedish lawyers’ work conditions did not worsen but it should be noted that 

they also did not improve.

Large enough gender differences in the 2016 study were found only on the 

emotional exhaustion, sleep problems, and overcommitment scales on which wom-

en received higher scores compared to men. Minor gender differences were found 

also regarding scores on the following scales: social support, quantitative and qual-

itative workload, email stress/behavior, professional efficacy, and leadership again 

with women receiving higher mean scores than men meaning that women experienced 

greater emotional exhaustion, sleep related problems, overcommitment, workload 

and email communication overload but also found themselves to be more efficient, with 

better leadership skills and receiving more social support. Men, on the other hand, ex-

perienced better work-life balance and were aware of the present to a greater extent 

than women with higher scores on the work-life balance and MAAS scales but again 

effect sizes were quite small.

When comparing demographic characteristics of the 2016 sample with demo-

graphic characteristics of the 2005 sample, one major difference is obvious—in 2016 

the percentage of female participants was higher than in 2005. It is consistent with the 

fact that the number of women working as lawyers in Sweden increased during the 

last decade. In 2005 gender differences were found on only three of the scales—fe-

male lawyers experienced greater quantitative workload, emotional exhaustion, and 

sleep problems than male lawyers. Gender differences on the same scales remain in 

2016 and were found on three more scales. However, differences are very small for 

the results to be conclusive and when work characteristics are added to the regres-

sion model, the percent of variance explained by gender decreases for cynicism and 

professional efficacy, is not significant for work-life balance, slightly increases for 

emotional exhaustion and remains almost the same for sleep problems. Gender differ-

ences need to be additionally investigated and replicated in a survey with a different 

sample. If confirmed, a hypothesized causal relationship between qualitative charac-

teristics of work conditions and gender should be further researched. It is possible 

that women are treated differently than men on their work place, or that they are too 

overwhelmed with personal and professional demands which contribute together to 

their inability to relax and reduce stress experiences.

Results on some of the scales depend significantly on the type of practice (busi-

ness, criminal, or human law) and geographical area (urban area or rest of the coun-

try). Business lawyers experienced less emotional exhaustion, qualitative workload, 

and sleep problems than criminal and human lawyers. Although effects of geograph-

ical area on email related stress, leadership skills, quantitative and qualitative work-

load, and social support was found to be significant, differences are too small to be 

relevant.

For business lawyers working in organizations with 25 or more lawyers emo-

tional exhaustion, cynicism, job satisfaction, sleep problems, qualitative workload, 

dispositional mindfulness, overcommitment, social support, and professional efficacy 

depend significantly on the type of position in the company—owner/partner or em-

ployee. Employees in business law companies experienced higher levels of emotional 

exhaustion, cynicism, sleep problems, qualitative workload, and overcommitment but 

surprisingly also reported to receive more social support. On the other hand own-

ers/partners are more satisfied with their job, have better work-life balance, reported 
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higher levels of organizational loyalty and identification, dispositional mindfulness and 

professional efficacy. Causes of these differences need to be further researched. It 

is expected that they reflect differences in work situations of owners/partners and 

employees—owners/partners are not only lawyers, they are also managers and are 

responsible for the success of the company but as owners they also have more free-

dom in creating their work schedule, have the right to delegate tasks and receive help 

from various assistants. 

As every other research in the field of social sciences, the current is character-

ized by some limitations. First of all, we are not claiming that this sample is represen-

tative for the population of Swedish lawyers. All reported results should be interpret-

ed consciously and it should be taken into account that they reflect only the current 

psychological state of survey participants. Participants in the survey were unevenly 

distributed with regards to gender, type of practice, geographical area, and position 

in the company. Most of the participants were male, practiced business law, worked 

in an urban area of the country, and were owners/partners. A similar demographic 

structure was observed in the 2005 survey sample.

Misinterpretation of very small differences and correlation coefficients should 

be avoided. It is widely known that small differences could reach statistical signifi-

cance when samples are large enough. All effects and results need to be critically ana-

lyzed and confirmed with further studies or compared to empirical findings of already 

existing surveys.

The classification of low, medium, and high levels of emotional exhaustion, cyn-

icism, and professional efficacy is based on reference values from a North American 

sample (Maslach et al., 1996). We do not claim that the sample of Swedish lawyers who 

participated in the survey is identical to the North American sample but due to the lack 

of reference values for Swedish population this is the only available guidance for clas-

sification of results of burnout constituents.

The study presented here contributes to the research of lawyers’ work condi-

tions while exploring email-related communication as a factor contributing to the ex-

perience of stress and work overload, researching significant predictors of emotional 

exhaustion, cynicism, professional efficacy, sleep problems, and work-life balance, in-

vestigating the effects of dispositional mindfulness on burnout and work stress, and 

its possible utilization as a copying mechanism with demands related to work and per-

sonal life.

All scales used in the survey, with the exception of the single item work-life balance 

scale for which this analysis is not applicable, showed acceptable to excellent internal 

consistency.

It is especially important that the email stress/behavior scale reached a very high 

level of reliability because this scale was specifically developed for the current study in 

order to reflect changes in work and personal life due to increased use of internet and 

mobile technologies. The highest positive correlations of email stress were with over-

commitment and emotional exhaustion. Together with the small but still significant cor-

relations with quantitative and qualitative workload the results indicate that email com-

munication overload contributes to the experience of a general work-related overload 

due to an inability to separate work from personal life. It looks possible that the scale 

reflects to some degree an aspect similar to the inadequate copying with demands rep-

resented by overcommitment.
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One of the most important findings of this study is the predictive value of disposi-

tional mindfulness on emotional exhaustion, cynicism, professional efficacy, and sleep 

problems. Higher values of dispositional mindfulness are related to lower levels of ex-

haustion, cynicism, sleep problems, qualitative workload, and overcommitment, and to 

higher levels of professional efficacy and job satisfaction. It seems that maintaining a 

higher level of mindfulness and awareness towards present events should be an effec-

tive tool against burnout and towards a healthy and satisfying attitude to work demands, 

clients, and colleagues. Higher levels of job satisfaction and leadership skills that also 

predicted and correlated positively with professional efficacy and negatively with cyni-

cism would help further to prevent or reduce the development of burnout. These results 

are valuable for the development of workshops, trainings, stress management and relax-

ation techniques for lawyers.

Gender differences on the experience of stress and burnout, differences based on 

the type of practice and position in the company are also of relevance for the practice and 

indicate that trainings should be developed for specific subgroups of lawyers. 

Causes for the demographic differences should be additionally researched, more 

specifically qualitative characteristics and aspects of work environments, work demands 

and rewards of male and female lawyers, lawyers practicing business, criminal, and hu-

man law, owners/partners and employees in business law companies. Future research 

should address the prevalence of owners/partners in the sample.

An interesting point for future research is also the tendency for older lawyers to 

be more mindful and aware than younger ones, and if this tendency is related to the high-

er levels of email communication overload experienced by younger lawyers.

In conclusion, psychologists are unable to change characteristics of lawyers’ work 

situation inherent to the profession but could help lawyers to utilize different emotional, 

cognitive, and mental resources that are expected to help lawyers to better cope with 

demands. This could happen, for example through mindfulness techniques and exercises 

that teach lawyers to be more present and aware of what is happening in the moment.

R e f e r e n c e s

Bakker, A. & Sanz-Vergel, A. I. (2013). Weekly work engagement and flourishing: The 

role of hindrance and challenge job demands. Journal of Vocational Behavior, 

83, 397-409.

Barley, S., Meyerson, D., & Grodal, S. (2011). E-mail as a source and symbol of stress. 

Organizational Science, 22 (4), 887-906.

Beehr, T. A., Walsh, J. T., & Taber, T.D. (1976). Relationship of stress to individually and 

organizationally valued states: Higher order needs as a moderator. Journal of 

Applied Psychology, 61, 41-47.

Brayfield, A. & Rothe, H. (1951) An Index of Job Satisfaction. Journal of Applied Psy-

chology, 35, 307-311.

Brown, K. & Ryan, R. (2003). The benefits of being present: Mindfulness and its role in 

psychological well-being. Journal of Personality and Social Psychology, 84 (4), 

822-848.



35

Introduction to survey of Swedish lawyers – 2017

Buchanan II, B. (1974). Building organizational commitment: The socialization of man-

agers in work organizations. Administrative Science Quarterly, 19 (4), 533-546.

Carmeli, A., Gilat, G., & Waldman, D. (2007). The role of perceived organizational per-

formance in organizational identification, adjustment and job performance. 

Journal of Management Studies, 44 (6), 972-992. doi: 10.1111/j.1467-

6486.2007.00691.x

Chan, J., Poynton, S., & Bruce, J. (2014). Lawyering stress and work culture: An Austra-

lian study. UNSW Law Journal, 37 (3), 1062-1102.

Cherniss, C. (1980). Professional burnout in the human services. New York: Praeger.

Clarke, B. (2015). Coming out in the classroom: Law professors, law students and de-

pression. Journal of Legal Education, 64 (3), 403-415.

Dabbish, L. & Kraut, R. (2006, November). Email overload at work: An analysis of factors 

associated with email strain. CSCW’06, Banff, AB.

Daicoff, S. (1998). Asking leopards to change their spots: Should lawyers change? A 

critique of solutions to problems with professionalism by reference to empiri-

cally-derived attorney personality attributes. Georgetown Journal of Legal Eth-

ics, 11, 547-595.

Daicoff, S. (2004). The comprehensive law movement. Touro Law Review, 19, 825-846.

Daicoff, S. (2006). Law as a healing profession: The “Comprehensive law movement”. 

Pepperdine Dispute Resolution Law Journal, 6 (1), 1-61.

Daicoff, S. (2012). Expanding the lawyer’s toolkit of skills and competences: Synthesiz-

ing leadership, professionalism, emotional intelligence, conflict resolution, and 

comprehensive law. Santa Clara Law Review, 52, 795-874.

Elwork, A. & Benjamin, A. D. (1995). Lawyers in Distress. Psychiatry & Law, 23, 205-229.

Gustafsson, P. (2003). Questionnaire. Stockholm: Karolinska Institutet.

Hellberg, H. (2002). Stress and burnout taxes the lawyers’ insurances. The Lawyer, 

4, 15.

Hellgren, J., Sjoberg, A., & Sverke, M. (1997). Intention to quit: Effects of job satisfac-

tion and job perception. In: F. Avallone, J. Arnold, & K. de Witte (Eds.), Feelings 

work in Europe (pp. 415-423). Milan: Guerini.

Isaksson, K. & Johansson, G. (1997). Contractual pension with profit and loss. Stock-

holm: Folksam.

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., & Amick, B. (1998). 

“The Job Content Questionnaire (JCQ): An Instrument for Internationally Com-

parative Assessments of Psychosocial Job Characteristics.” Journal of Occu-

pational Health Psychology 3 (4): 322–55. 

Lau, B. (2008). Effort-reward imbalance and overcommitment in employees in a Nor-

wegian municipality: a cross sectional study. Journal of Occupational Medicine 

and Toxicology, 3 (9), 1-11.

Mark, G., Iqbal, S., Czerwinski, M., Johns, P., & Sano, A. (2016, May). Email duration, 

batching and self-interruption: Patterns of email use on productivity and stress. 

CHI’16, San Jose, CA.

Maslach, C., Jackson, S. E., Leiter, M.P. (1996). Maslach’s Burnout Inventory (3rd Ed.). 

Palo Alto, CA: Consulting Psychologist’s Press.

Maslach, C. & Leiter, M.P. (1999). The truth about burnout – How the job causes per-

sonal stress and what you can do about it. Stockholm: Bokförlaget Natur och 

Kultur.



36

Introduction to survey of Swedish lawyers – 2017

Mills, C. (2010). Effective stress management techniques for lawyers. London, UK: Ark 

Group

Moely, B., Mercer, S., Ilustre, V., Miron, D., & McFarland, M. (2002). Psychometric prop-

erties and correlates of the civic attitudes and skills questionnaire (CASQ): A 

measure of students’ attitudes related to service-learning. Michigan Journal of 

Community Service Learning, Spring, 15-26.

Moksness, L. (2014). Verbal Measure, or Graphic Measure, or Both? Psychometric 

Study of Organizational Identification (Unpublished master’s thesis). UiT Nor-

way’s Arctic University, Tromsö.

Näsström, J. & Mesick, T. (2006). Undersökning av svenska advokaters arbetssituation. 

(Master’s thesis). University of Stockholm. 

Patel, K., Rajderkar, S., & Naik, J. (2012). Occupational stress and burnouts as predictors 

of job satisfaction amongst lawyers in district Sangli. National Journal of Medical 

Research, 2 (2), 141-144.

Ringl, R. (2013). The relationship between job embeddedness and work engagement 

(Master’s thesis). Retrieved from SJSU ScholarWorks.

Samarasekara, S., Yajid, T., Khatibi, A., & Perera, D. (2015). An analysis of occupational 

stress and burnout among lawyers in Sri Lanka. Global Journal of Commerce and 

Management Perspective, 4 (4), 14-18.

Sanne, B., Torp, S., Mykletun, A., & Dahl, A. (2005). “The Swedish Demand—Control—Sup-

port Questionnaire (DCSQ): Factor Structure, Item Analyses, and Internal Consisten-

cy in a Large Population.” Scandinavian Journal of Publish Health. 33 (3): 166–74. 

Schaufeli, W. & Enzman, D. (1998). The burnout companion to study & practice: A criti-

cal analysis. London: Taylor & Francis Limited.

Schutte, N., Toppinen, S., Kalimo, R., & Schaufeli, W. (2000). The factorial validity of the 

Maslach Burnout Inventory-General Survey (MBI-GS) across occupational groups 

and nations. Journal of Occupational and Organizational Psychology, 73, 53-66.

Steptoe, A., Siegrist, J., Kirschbaum, C., & Marmot, M. (2004). Effort–reward imbalance, 

overcommitment, and measures of cortisol and blood pressure over the working 

day. Psychosomatic Medicine, 66, 323–329.

Swedish Bar Association. (2004). The Swedish Bar Association’s annual report. Fälth & 

Hässler.

Sverke, M., & Hellgren, J. (2002). Questionnaire. Stockholm: Department of Psychology, 

Stockholm University.

Sverke, M., Hellgren, J., & Öhrming, J. (1997). Hospital corporatization: How are nurses’ 

job perception and work-related attitudes affected? Reports from the Department 

of Psychology, Stockholm University, 1997, No. 839.

Tei-Tominaga, M., Akiyama, T., Miyake, Y., & Sakai, Y. (2009). The relationship between 

temperament, job stress and overcommitment: A cross-sectional study using the 

TEMPS-A and a scale of ERI. Industrial Health, 47, 509-517.

Trumbull, R. & Appley, M. (1986). A conceptual model for the examination of stress dy-

namics. In: R. Appley and M. Trumbull (Eds.), Dynamics of stress/Physiological, 

psychological and social perspectives. New York: Plenum Press.

Tsai, F., Huang, W., & Chan, C. (2009). Occupational stress and burnout of lawyers. J Oc-

cup Health, 51, 443-450.

Turunen, T. (2011). Commitment to employment and organisation: Finland in a European 

comparison. Research on Finnish Society, 4, 55-66.



Jens Näsström

Introduction to survey of 
Swedish lawyers – 2017



Jens Näsström

Introduction to survey of 
Swedish lawyers – 2017



2

Introduction to survey of Swedish lawyers – 2017

Introduction to survey of 
Swedish lawyers – 2017

Jens Näsström, Psychologist

A b s t r a c t

A decade after the first study of Swedish lawyers’ working conditions in which partici-

pants showed high level of emotional exhaustion and medium level of cynicism was con-

ducted a second survey (n=1812) that aimed to extend the research on lawyers’ work 

demands and resources and to investigate changes in Swedish lawyers’ stress and 

burnout levels which occurred during the past ten years. In 2017, practicing Swedish 

lawyers experience emotional exhaustion, cynicism, and professional efficacy, have 

difficulties to disengage from work demands reflected through unnecessary check-

ing of work-related communication during non-office hours and through the negative 

coping mechanism of overcommitment. Burnout levels, sleep-related problems, and 

work-life balance were predicted by a number of work characteristics. The strongest 

predictors were found to be leadership, job satisfaction, and dispositional mindfulness 

indicating their important preventative role. 
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O v e r v i e w

In recent years there is a raise in the number of articles that concern the psychologi-

cal state, health and wellbeing of lawyers all over the world. From India (Patel, Rajder-

kar & Naik, 2012), Sri Lanka (Samarasekara, Yajid, Khatibi, & Perera, 2015) and Taiwan 

(Tsai, Huang, & Chan, 2009) through Australia (Chan, Poynton & Bruce, 2014) and the 

United Kingdom (Mills, 2010) to the United States of America (Clarke, 2015; Daicoff, 

1998) lawyers, psychologist and researchers are trying to raise awareness to issues 

related to lawyers’ increased experience of work stress and job dissatisfaction leading 

to alcohol abuse, depression and suicides.

Catrin Mills (2010) reviewed publications and studies that declared lawyers for 

one of the most stressed and dissatisfied occupations in the United Kingdom. Levels of 

alcohol and drug abuse, suicide incidents amongst lawyers and the number of lawyers 

who wanted the leave the profession were rising.

Concerned about lawyers’ mental health Chan, Poynton and Bruce (2014) re-

ported results from the first Australian study of relationships between stress, anxiety 

and depression of lawyers and work conditions characteristic for the legal profes-

sion. Participants that reported severe to extremely severe symptoms were 18% for 

depression, 15% for anxiety and 16% for stress. These rates were described by the 

authors as ‘alarmingly high’ (Chan et al., 2014, p. 1098) even if they were just a few 

points above the levels of depression and anxiety of the general Australian population. 

One third of the lawyers, participating in the survey, were at medium or high risk of al-

cohol abuse. More importantly a positive relationship was found between depression, 

stress, and anxiety scores and job related characteristics—job satisfaction, effort-re-

ward ratio, overcommitment, work-family conflict, and practice ethos. This means that 

higher levels of depression were characteristic for lawyers who experienced greater 

job dissatisfaction and by lawyers who experienced inability to meet family responsi-

bilities due to work commitments.

Not surprisingly, the topic is most discussed in the United States of America.

Brian Clarke (2015), a lawyer who left practice career because of a clinical 

depression and become a law professor, aimed to raise awareness of the danger of 

mental illnesses that lawyers and law students were facing. In a series of blog posts 

he shared his opinion about the need to publically discuss the growing body of study 

results declaring that lawyers suffered from depression a couple times more than the 

general population. He was especially concerned about mental health of law students 

and stated that lawyers and specifically law professors should address personality 

traits of lawyers and characteristics of the law profession and the study of law that 

contribute to greater number of mental health problems experienced by lawyers.

Susan Daicoff (1998; 2004; 2006; 2012) is a former lawyer who left private legal 

practice to become law professor, researcher and writer on topics related to psy-

chology of lawyers, lawyers’ personality, distress and dissatisfaction, etc. Important 

points of her works are summarized and presented later in this work. However, she is 

concerned with issues similar to those expressed by Clarke (2015).

For Swedish lawyers, first data about their work conditions were collected in 

2006 (Näsström & Mesick, 2006). The conduction of the study was influenced by the 

increased number of lawyers’ sick leaves due to stress-related symptoms (Hellberg, 

2002; Swedish Bar Association, 2004). Näsström and Mesick (2006) concluded that 
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Swedish lawyers were to a greater extent emotionally exhausted and with average 

scores on the cynicism scale, both predicted by their workload and overcommitment.

S t r e s s  a n d  B u r n o u t

D e f i n i t i o n  o f  s t r e s s

In order to better understand the concept of stress it is required to first have some basic 

knowledge about the interrelationship of the three systems that function parallel to main-

tain a person—these are the physiological, psychological and social systems. A common 

trait of all of them is that they develop over time and undergo changes (Trumbull & Appley, 

1986). The physiological system has subsystems which functioning depends on biochem-

ical and neurological processes. The efficiency of the physiological subsystems is evident 

by the subjective state of health of one’s body, the availability to perform work and create 

work products, and by waste products. The psychological system is also characterized 

by subsystems, for example memory, cognition, perception, emotional experience and 

regulation, etc. The psychological subsystems are generally influenced by the functioning 

of some or all of the physiological subsystems and their processing is assessed through 

characteristic personality traits, temperament types, behavioral patterns, learning out-

comes, etc. The social system includes different social and moral norms and values, cul-

tural attitudes and differences, social in-group belongingness, etc. The role of the social 

system is to provide support for the other two major systems.

The dynamic process model of stress of Trumbull and Appley (1986) explains 

stress as a process by which functioning of one or more of the systems described above 

is damaged due to a discrepancy between a stressor and the carrying capacity of one 

or all of the systems of a person. The stressor is a demand that can be real or perceived 

and ‘may arise from an eventful, chronic or cumulative’ (Trumbull & Appley, 1986, p. 34) 

events and from ‘a change within the systems’ (Trumbull & Appley, 1986, p. 34). Stress 

results when the distance between demands and carrying capacity increases beyond 

given optimal level that is tolerable for the organism, e.g. even if demands increase be-

yond normal level stress would not be experienced when carrying capacity is still able to 

meet the demands and the distance between them remains optimal.

D e f i n i t i o n  o f  b u r n o u t

Burnout is a special case of stress experience that is related to work and work outcomes. 

Burnout is described as a stress response that results in negative work related attitudes 

and behaviors (Schaufeli & Enzman, 1998).

Maslach, Jackson and Leiter (1996) extended the definition of burnout which they 

operationalized in the Maslach Burnout Inventory (MBI). They stressed that burnout 

is a psychological phenomenon that occurs in healthy people. It is a state of emotion-
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al exhaustion and depersonalization that results in reduced personal accomplishment 

(Maslach, Jackson & Leiter, 1996; Schutte, Toppinen, Kalimo, & Schaufeli, 2000).

D i m e n s i o n s  o f  b u r n o u t

Maslach et al. (1996) defined three general components of burnout which are conceptual-

ized as three individual scales in the Inventory. Originally, Maslach Burnout Inventory was 

developed in order to measure burnout in the so called contact professions in which em-

ployees’ work involves being aware of and eventually helping to resolve personal problems 

of the recipients. With that in mind, the scales of the originally developed Maslach Burnout 

Inventory, Emotional Exhaustion, Cynicism and Personal Accomplishment, were designed 

to address specific characteristics of the work environment of these professionals, name-

ly the close contact with people and their personal lives and problems which often involved 

dealing with a range of negative emotions. Later, a version of MBI, the Maslach Burnout 

Inventory-General Survey (MBI-GS) was created for the assessment of burnout in any oc-

cupation (Schutte et al., 2000). The scales of the MBI-GS reflect the original three scales 

but were redesigned, so that the effect of the originally implied idea that burnout results 

mostly from personal contact between professionals and recipients was removed. MBI-

GS scales are Exhaustion, Cynicism and Professional Efficacy.

Exhaustion refers to the feeling of being out of emotional resources and being 

unable to give yourself. Cynicism describes an attitude towards work that is character-

ized by indifference, negativity and depersonalization. Professional efficacy is related 

to employees’ expectations of their work effectiveness. As a component of burnout it 

reflects the tendency of an employee to evaluate his/her work accomplishments neg-

atively and is characterized by job dissatisfaction. Scores of the scales are analyzed 

separately and a total score reflecting the scores of three scales is not calculated. 

Results on the scales Exhaustion and Cynicism appear to be highly correlated while 

Professional Efficacy is independent from them. To consider the presence of a burnout 

syndrome a subject is expected to receive high scores on Exhaustion and Cynicism 

and a low score on Professional Efficacy. Burnout is thought to reflect one end of a 

continuum. On the other end is engagement which is characterized by an optimistic 

and positive attitude towards work reflected in good performance and confidence in 

personal effectiveness (Maslach et al., 1996; Schutte et al., 2000).

C a u s e s  o f  b u r n o u t

It was already stated that burnout is syndrome that describes a specific work-relat-

ed state of mind. It is therefore not surprising that its development is caused by or-

ganizational and work specific characteristics and not by personality traits (Maslach 

& Leiter, 1999; Schaufeli & Enzman, 1998) but it could be potentially enhanced by age, 

gender and education level (Maslach & Leiter, 1999).

C o n s e q u e n c e s  o f  b u r n o u t

Because burnout affects employees’ ability to cope with work demands and their per-

sonal efficacy it also directly affects work outcomes and work quality. It is very im-
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portant to note that there is a very broad range of burnout consequences that extend 

beyond employees’ wellbeing. Burnout also affects organizations and their clients or 

service recipients; it is related to decreased service quality and has effect on turnover 

rates, absenteeism, low morale, physiological wellbeing and personal life of employees 

(Maslach et al., 1996).

Maslach et al. (1996) found out that police officers who scored high on Emotion-

al Exhaustion were described by their wives as angry, tense and physically exhausted 

when returning from work and the officers themselves reported incidents of feeling 

angry with their wives and children and were more willing to spend time alone than 

with their families. It was also observed that they were more likely to experience in-

somnia and to use alcohol to cope with stress.

Subjects with higher scores on Emotional Exhaustion and lower scores on Per-

sonal Accomplishment felt more dissatisfied with available job development opportu-

nities (Maslach et al., 1996).

S t r e s s  a m o n g  l a w y e r s

Elwork and Benjamin (1995) tried to adapt the general model of stress to the pro-

fession of lawyers. They identified the following three groups of circumstances and 

characteristics of lawyers and their work environment—stressors, consequences of 

stress and interventions.

Stressors that according to Elwork and Benjamin (1995) are characteristic for 

the profession of lawyers are related to their workload, tasks and time constraints. In 

the form of stressors lawyers also experience strains that result from aspects of the 

legal system and of norms and values specific for the communication between lawyers 

and other law professionals and between lawyers and their clients. Strains can also 

result from unrealistically high or unspoken expectations on the part of clients and from 

the responsibility to solve problems that in most cases affect their clients’ personal lives.

An interesting concept is that of professional mystique based on the theory of 

Cherniss (1980) and listed by Elwork and Benjamin (1995) as a possible stressor. The 

concept of professional mystique is not specific to the occupation of law professionals 

but to all qualified professions. It describes a phenomenon related to the existence of 

an unrealistic representation of given profession and its representatives. Because of 

this mental representation both sides might have unrealistically high expectations—on 

the part of the client that might affect his/her expectation of a positive result that is im-

possible to be fulfilled; on the part of the lawyer that might lead to too high expectations 

of his/her professional abilities and work duties. When none of the expectations could 

be satisfied, both sides would likely feel disappointed.

The third group of stressors in the model of Elwork and Benjamin (1995) is called 

personal factors among which are type A behavior, aggressiveness, analytical think-

ing. Although Elwork and Benjamin (1995) listed personal factors under the category 

of stressors, they assumed that personal factors might in fact moderate the relation-

ship between stressors and stress consequences. Näsström and Mesick (2006) found 

it reasonable to list them in a separate category.
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S t r e s s  r e l a t e d  p a t t e r n s  f o u n d  a m o n g  s u b g r o u p s 
l a w y e r s  f o u n d  i n  t h e  f i r s t  s u r v e y

Statistically significant differences regarding work conditions, health problems, and 

burnout were found with respect to practice area, gender, age, experience, and loca-

tion (Näsström & Mesick, 2006).

Family law attorneys and criminal lawyers reported higher levels of qualitative 

workload, exhaustion, and cynicism, health- and sleep-related problems and lower 

professional efficacy compared to business lawyers.

Women reported higher levels of quantitative workload and exhaustion and 

more health- and sleep-related problems than men.

Lawyers in the rest of the country experienced higher qualitative workload and 

lower professional efficacy compared to lawyers in metropolitan areas.

Finally, junior lawyers reported higher levels of qualitative and quantitative 

workload, overcommitment, exhaustion, cynicism, and professional efficacy.

Although significant, gender, age, experience, and location differences were 

small.

C o n s e q u e n c e s  o f  s t r e s s  a m o n g  l a w y e r s

Similar to the understanding that burnout affects employees’ work and personal life 

as well as their organizations, the clients of the organizations and the quality of prod-

ucts and services (Maslach et al., 1996), Elwork and Benjamin (1995) described two 

groups of consequences of stress among lawyers. The first group are consequences 

that affect lawyers, specifically their wellbeing. Here are mental and physical health 

problems, drug and alcohol abuse, impaired professional efficacy, disabilities and de-

creased quality of life. The second group includes consequences that affect lawyers’ 

clients and the legal system in general due to inefficient and incompetent representa-

tion and violations of ethical norms and rules.

I n t e r v e n t i o n s

Elwork and Benjamin (1995) described two groups of interventions—psycholegal in-

terventions and reforms of the legal system—that aimed to moderate the effects of 

experienced stress and to decrease the severity of the consequences.

Psycholegal interventions include different forms of psychological education, 

trainings, courses in psychology, the development of interpersonal skills and abilities 

to communicate efficiently, etc.

Reforms of the legal system are suggested as a possible way to reduce work 

stress experienced by lawyers because, as explained earlier, stressors are divided 

in two groups and the second one includes stressors that result from aspects and 

characteristics of the legal system which a single lawyer has no power to change or 

control.
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L i n k i n g  l a w y e r s ’  s u c c e s s  t o  p e r s o n a l i t y  f a c t o r s

Summarizing 40 years of empirical research on lawyers’ and law students’ personal-

ities, values and goals, decision-making styles, motives and moral development Susan 

Daicoff stated about American lawyers that they ‘differ from the general population’ (Da-

icoff, 1998, p. 548). In this and other of her works (Daicoff, 2006; Daicoff, 2012) she of-

fers extensive discussions on problems related to lawyers’ growing job dissatisfaction, 

their professionalism and the negative public opinion about lawyers and their work.

As was noted earlier, even though Elwork and Benjamin (1995) defined lawyers’ 

personality factors as stressors, they actually saw them as a variable that might mod-

erate the effect of stressors on lawyers’ wellbeing. A similar approach towards prob-

lems inherent of the law profession and possible solutions that might alleviate them is 

taken by Daicoff (1998; 2012). She basically states that understanding lawyers’ per-

sonalities is important not only because some of their traits and characteristics might 

be the cause of lawyers’ distress, mental health problems and job dissatisfaction but 

more importantly because there are specific personality traits that cause lawyers’ 

professional success. On her opinion, it is wisely to carefully review and analyze pro-

posed solutions and changes of the legal system and education from the perspective 

of personality traits that are typical for most lawyers and even necessary for a person 

to choose this occupation and become a lawyer.

A number of factors, traits and skills have been identified in empirical studies 

of lawyers in Canada and the USA (Daicoff, 2012). Daicoff (2012) summarizes them in 

four broad categories as follow: 

• Intrapersonal skills—awareness, values and abilities related to the self (motiva-

tion, diligence, self-knowledge, independence, etc.)

• Intrapersonal management competencies (work process organization, profes-

sional development, stress management, etc.)

• Interpersonal skills—awareness related to other people (understanding others 

and their behavior, emotions and moods, being tolerant and patient, etc.)

• Interpersonal management competencies—skills and abilities related to business 

development, building connections, dealing and communicating with other people 

(clients, business partners, colleagues), etc.

It seems that a number of skills have been identified as inherent to lawyers more often 

than others. These are ‘drive, honesty, integrity, understanding others, obtaining and 

keeping clients, counseling clients, negotiation, problem solving, and strategic plan-

ning’ (Daicoff, 2012, p. 828). Additionally, Daicoff summarizes that a growing body of 

research on lawyers’ personalities has recognized lawyers as ‘more competitive, dom-

inant, achievement-oriented, focused on the economic bottom line, and analytical than 

the general population’ (Daicoff, 2012, p. 830).

O r g a n i z a t i o n a l  i d e n t i f i c a t i o n

Based on social identity theory, organizational identification is referred to as the degree 

to which an employee identifies his-/herself as being a part of (or belonging to) given 

organization (Carmeli, Gilat, & Waldman, 2007; Moksness, 2014). Organizational iden-

tification is influenced by favorable organizational status and prestige, organizational 
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performance and by items with the logo of the organization (Carmeli et al. 2007; Mok-

sness, 2014). From the two aspects of organizational performance—perceived social 

responsibility and development and perceived market and financial performance—the 

former is found to have greater effect on organizational identification (Carmeli et al. 

2007). Companies and organizations should engage in activities that foster stronger 

organizational identification on the part of employees because it has direct effect on 

member adjustment which in turn influences job performance (Carmeli et al. 2007). In 

sum, employees who strongly identify themselves with the organization they work for 

fit easier in the organization and perform better on their tasks.

O r g a n i z a t i o n a l  l o y a l t y

Organizational commitment relates to the extent to which an employee is loyal to the 

current organizations expressed through his/her willingness to stay with the organi-

zation, work for its success and feel proud of being part of it as opposed to employment 

commitment which is a general commitment to paid work (Turunen, 2011). Stronger 

organizational commitment is a desirable goal in western countries because of its re-

lationship to turnover rates and absenteeism (Turunen, 2011).

J o b  i n v o l v e m e n t

The concept of job involvement or work engagement describes the state of mind and 

the effort with which an employee executes his/her work tasks and is characterized 

by vigor, dedication, and absorption (Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 

2002, as cited in Ringl, 2013). Vigor refers to the positive attitude of employees to-

wards their jobs and the persistence with which they overcome work-related obsta-

cles and difficulties. Dedication involves the emotional component of work. Dedicated 

employees find meaning in the work they do; they commit to their job and experience 

positive emotions in regard to it. Absorption describes certain level of engagement—

one in which an employee is so engrossed in work and focused on his/her tasks that 

he/she finds it difficult to stop working.

Organizational fit and organizational sacrifice (elements of job embeddedness) 

are positively related to work engagement (Ringl, 2013) and personal resources (e.g. 

self-efficacy, optimism, etc.) have positive effect on temporal work engagement mod-

erated by high level of challenge demands (Bakker & Sanz-Vergel, 2013). Cited results 

mean that employees would feel more involved in their job if they fit well in the orga-

nization they are working for and if they think that leaving their current organization 

would be extremely difficult for them. Work engagement level can also vary temporally 

because of the presence or absence of challenge job demands (demands that give an 

employee a chance to learn and grow as a professional). High level of challenge de-

mands strengthens the positive influence of employee’s personal resources on work 

engagement on a weekly basis (Bakker & Sanz-Vergel, 2013). Higher level of employ-

ees’ work engagement is important for the organizations due to its positive relation-

ships to employees’ performance and positive job attitudes (Harter, Schmidt, & Hayes, 

2002, as cited in Ringl, 2013).
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W o r k - r e l a t e d  e m a i l  c o m m u n i c a t i o n  a n d  i t s  r e l a t i o n s h i p  t o  s t r e s s

The past 10 to 15 years are characterized by an increased use of different types of 

mobile devices that allow the user to be online constantly and to have access to his/

her email account and other communication tools available online. Dabbish and Kraut 

(2006) regarded email communication as ‘the most successful and widely used form 

of computer-mediated communication’(p. 431) but researches often emphasized the 

negative relationship between work-related email use and stress (Barley, Meyerson, 

& Grodal, 2011; Dabbish & Kraut, 2006; Mark, Iqbal, Czerwinski, Johns, & Sano, 2016).

Barley, Meyerson, and Grodal (2011) summarized that the relationship between 

email overload and stress is discussed from two different points of view—the work-

life literature and the literature related to communication technologies overload. Both 

perspectives imply that increased experience of stress based on email overload is be-

cause of an overall increase in working hours—handling communication issues ex-

tends the amount of work to be done because it represents an additional task that 

needs to be executed—but propose different mechanisms of how this happens. Stud-

ies in the work-life literature state that email communication leads to work overload 

because the constant access to email allows an employee to work during non-office 

hours and hinders his/her ability to disengage from work. Studies related to commu-

nication technologies state that these technologies in general and email in particular 

contribute to the sense of being overloaded because they extend the amount of work 

employees should do on their own. In the past communication activities were handled 

by secretaries and assistants—now everyone has to take care of his/her email mes-

sages and telephone conversations alone.

Empirical studies investigated the relationship of email communication overload 

and strategies of email management with stress, productivity and task coordination 

(Barley et al., 2011; Dabbish & Kraut, 2006; Mark et al., 2016). The time spent on han-

dling emails was positively related to the perceived sense of being overloaded (Barley 

et al., 2011) meaning that an increase in the time spent on doing emails should lead to 

an increase of employee’s experience of overload. Interestingly, this effect was found 

only by employees who were engaged extensively with other types of communication 

(e.g. phone calls, meetings, etc.). Similar results were found by Mark, Iqbal, Czerwins-

ki, Johns, and Sano (2016) who reported that the increase of time spent on email on 

a daily basis led to increase of employees’ stress level and to decrease in their per-

formance. However, longer time spent on emails affected performance positively by 

employees who checked emails on self-interruptions (as opposed to external notifi-

cations) and clustered email use to 2-3 times a day (as opposed to constant use) sug-

gesting that successful email managing strategies might help to diminish email related 

stress. Further, email volume is also positively associated with overload moderated by 

job characteristics and email managing strategies (Dabbish & Kraut, 2006). Feelings 

of overload reduced by employees who experienced autonomy in their work, kept the 

number of emails in the inbox and the number of folders in their email account small. 

Additionally, greater overload was associated with decreased task coordination.

It’s impossible to imagine the 21st century without the Internet and without all 

kinds of online accessible social and communication media. Their use will probably 

continue to rise during the following years. And because refusing to use email and oth-

er communication technologies in work and personal life is not an option, organizations 
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and employees are expected to put an effort in minimizing email and communication 

related stress and overload while applying appropriate stress managing techniques.

U n d e r s t a n d i n g  E f f o r t - R e w a r d  I m b a l a n c e ,  O v e r c o m m i t m e n t 

a n d  T h e i r  R e l a t i o n s h i p s  t o  H e a l t h  a n d  W e l l b e i n g

G e n e r a l  p o i n t s

According to the model of Siegrist, effort-reward imbalance reflects the ratio between 

the effort put by employees into their work and the reward they receive for the work 

done (Lau, 2008). Both represent two sides of a social contract that states that the 

value of the reward should be similar to that of the effort. Poorer effort-reward ratio 

occurs when effort exceeds reward and is associated with health issues, psychiat-

ric disorders, alcohol abuse, etc. (Lau, 2008; Steptoe, Siegrist, Kirschbaum, & Mar-

mot, 2004). Another component of the model is overcommitment which is described 

as improper coping with demands characterized by excessive and exhaustive com-

mitment to work (Lau, 2008; Steptoe et al., 2004). Overcommitment is experienced as 

being overwhelmed by pressure at work and unable to relax and disengage from work 

during nonworking hours (Tei-Tominaga, Akiyama, Miyake, & Sakai, 2009). Overcom-

mitment is also hypothesized to be related to adverse health effects. It is also expected 

that overcommitment might moderate the effects of effort-reward imbalance on health 

and wellbeing (Lau, 2008).

Salivary cortisol is a measure of a physiological stress response. Higher levels 

of cortisol are associated with higher levels of stress and with poorer wellbeing (Step-

toe et al., 2004). Steptoe, Siegrist, Kirschbaum, and Marmot (2004) found gender dif-

ferences between overcommitted men and women on cortisol levels by waking-up and 

over the working day. In their study, overcommitted men had higher levels of waking 

cortisol and higher average levels of cortisol during the day compared to overcom-

mitted women. Cortisol levels of overcommitted men increased in 30 minutes after 

waking-up compared to nonovercommited men.

Lau (2008) found that high-skilled workers showed higher levels of overcommit-

ment than low-skilled workers. He reported association between overcommitment and 

health-related variables and between effort-reward ration and health-related variables. 

The strongest associations were found with burnout and psychological distress indicat-

ing that higher levels of effort-reward imbalance as well as higher levels of overcommit-

ment are associated with higher levels of burnout and experienced distress.

In a study of relationships between temperament types and efforts, rewards 

and overcommitment, Tei-Tominanga, Akiyama, Miyake, and Sakai (2009) found that 

some temperaments were predictors of experienced overcommitment. Depressive 

and anxious temperaments were predictors of perceived effort and of overall rewards 

while depressive, anxious and hyperthymic temperaments were predictors of over-
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commitment. Taking into account that ‘temperaments underlie the major dimensions 

of personality’ (Tei-Tominaga et al., 2009, p. 510) results indicating that specific tem-

perament types are associated with overcommitment are very important on the part 

of applying successful strategies for stress management.

E f f o r t - r e w a r d  i m b a l a n c e  a n d  o v e r c o m m i t m e n t  i n  l a w y e r s

High-skilled white-collar workers showed greater overcommitment than low-skilled 

workers and reported higher levels of perceived effort (Lau, 2008). Overcommitment 

is described as a specific trait pattern of coping with demands that is characterized 

by elements of type A behavior (Tei-Tominaga et al., 2009). Lawyers are highly skilled 

professionals associated with type A behavior. They might represent a group of pro-

fessionals that tend to experience overcommitment because of personality and work 

characteristics inherent to lawyers.

Approximately half of the respondents in a survey of Australian lawyers per-

ceived that for them effort was greater than the corresponding reward (Chan, Poy-

nton, & Bruce, 2014). Higher levels of effort-reward imbalance and overcommitment 

were associated with higher levels of depression and stress.

A i m s  o f  t h e  c u r r e n t  s t u d y

As mentioned earlier, first results regarding work conditions, stress and burnout lev-

el, and health problems of Swedish lawyers were obtained in 2005 (Näsström & Me-

sick, 2006). The survey consisted of the following 7 scales: Maslach Burnout Invento-

ry - General Survey, Quantitative Workload, Qualitative Workload, Well-Being at Work, 

Overcommitment, Health Disorders and Sleep Quality. Same scales were also used in 

the current survey in order to obtain to do quasi-longitudinal data. That would allow us 

to compare the data from 2005 and 2016 and to analyze the change in work conditions 

and stress levels of lawyers that possibly occurred during the last decade.

The second goal of this survey was to create a more comprehensive analysis of 

lawyers’ work conditions and to gain insight into the current psychological state and 

wellbeing of Swedish lawyers. We were interested in extending the survey in order to 

assess a greater number of job and work characteristics that could possibly be re-

lated to wellbeing and mental health. Because of that we had to include in the survey 

additional scales. These were the following 5 scales: Organizational Commitment (with 

three sub-scales: Organizational Identification, Job Involvement and Organizational 

Loyalty), Work-Life Balance, Mindfulness Attention Awareness Scale, Email Stress/

Behavior Scale, Leadership Skills and Social Support.

M a i n  r e s e a r c h  o b j e c t i v e s

I. To check reliability of new scales

II. To examine descriptive statistics parameters for all scales used in study and to 

compare burnout levels with normative values
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III. To investigate relationship between demographic characteristics (age, years of 

experience, number of colleagues, gender, main type of practice, position and geo-

graphical area) and scores on all scales

IV. To investigate relationship between E-mail Stress/Behavior, Leadership, MAAS 

and other scales used in the study

V. To examine differences between samples from 2005 and 2016 in terms of scores 

on all variables used in both studies, as well as in terms of gender differences

VI. To examine how Quantitative workload, Qualitative workload, Job Satisfaction, 

Over-commitment, as well as E-mail Stress/Behavior, Leadership, MAAS, Social 

support and Organizational Commitment influence burnout (Exhaustion, Cynicism, 

Professional efficacy), Sleep problems and Work-life balance, after controlling for 

demographic variables. 

M e t h o d

P r o c e d u r e

The survey was sent out via e-mail to all active members of the Swedish Bar Associa-

tion, from the platform Surveymonkey. Two reminders were sent out to those that did 

not respond. 

P a r t i c i p a n t s

Only active lawyers were included in the survey. Lawyers who were inactive due to 

retirement, disability pension, long-term sick leave, personal leave, parental leave, 

etc. were not taken into account. 

In total, 5178 questionnaires were sent out and 1812 lawyers participated in 

the current study. Therefore, response rate was 34,9%

Demographic structure of the sample is presented in Table 1. Table 2 present 

comparison of demographic structure in two studies – 2005 and 2016. 

Variable Participated in the survey Completed the survey

N % M SD N % M SD

Age 1812 49.64 12.638 1572 49.60 12.54

Gender 1817 1575

    Males 1134 62.4 983 62.4

    Females 683 37.6 592 37.6

Main type of practice 1807 1567

    Business law 1017 56.3 872 55.6

TABLE 1

Demographic structure 
of the 2016 study 
sample
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    Criminal law 341 18.9 309 19.7

    Human law 449 24.8 386 24.6

Geographical area 1805 1567

    Urban / Big city 1217 67.4 1047 66.8

     Rural / Rest of the country 588 32.6 520 33.2

Position 1816 1577

    Owner / Partner 1342 73.9 1161 73.6

    Employee 474 26.1 416 26.4

Work experience (years) 1803 15.87 13.772 1564 15.88 14.009

Number of colleagues 1808 36.33 84.137 1572 34.69 79.901

Variables 2005 valid answers 2016 valid answers

N % M SD N % M SD

Age 2237 49.76 10.51 1572 49.60 12.54

Gender 2257 1575

    Males 78.8 983 62.4

    Females 21.2 592 37.6

Main type of practice1 1183 1567

    Business law 709 59.9 872 55.6

    Criminal law 286 24.2 309 19.7

    Human law 188 15.9 386 24.6

Geographical area 2262 1567

    Urban / Big city 61.1 1047 66.8

     Rural / Rest of the country 38.9 520 33.2

Work experience (years) 2280 14.72 10.12 1564 15.88 14.009

Number of colleagues 2278 30.54 66.56 1572 34.69 79.901

1It can be concluded that sample structure was similar in both studies. Majority of 

sample in both studies were males (62.4% in 2016 study) lawyers from urban areas (66.8% 

in 2016 study). Main type of practice for majority of the sample was business law (55.6% in 

2016 study). Average age of participants was approximately 50 years, their professional 

experience was about 15 years and number of colleagues, on average, was 35.  

In 2016 study, additional question regarding position was included, and almost ¾ 

of lawyers in the sample indicated they were owners or partners, compared to only ¼ of 

employees. 

1 For 2005 study, N was calculated as a sum of answers only for these three categories and per-
centages were calculated based on total number of answers only for these three categories.

TABLE 2

Comparison of 
demographic structure 
of 2005 and 2016 
samples
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M a t e r i a l s

Data were collected using a questionnaire compiled by the authors for this purpose 

(Appendix E).

W o r k i n g  c o n d i t i o n s

Participants’ working conditions were investigated using the scales quantitative work-

load (Beehr, Walsh & Taber, 1976), qualitative workload (Sverke, Hellgren & Öhrming, 

1997), job satisfaction at work (Hellgren, Sjoberg & Sverke, 1997 based on Brayfield & 

Rothe, 1951) and over-commitment (Sverke & Hellgren, 2002). The scale quantitative 

workload refers to the quantity of the work burden (3 items; e.g. “I often have much 

to do at work”) while qualitative workload refers to the qualitative content (4 items; 

e.g. “My work contains elements that place too high demands with regards to my ca-

pacity”). Job satisfaction at work indicates respondent’s satisfaction with their work 

(3 items; e.g. “I am satisfied with the work I have”), while over-commitment reflects 

difficulty separating work life from the private (6 items; e.g. “My work is on my mind 

even on weekends”). The statements are ranked on a scale from 1 (not true at all) to 

5 (completely true), where high scores on qualitative and quantitative workload and 

over-commitment indicate a high rate of work-related strain, while high scores on 

well-being at work indicate great satisfaction with the work.

M a s l a c h  B u r n o u t  I n v e n t o r y  –  G e n e r a l  S u r v e y

The three dimensions of burnout were assesses with the scales Exhaustion, Cynicism, 

and Professional Efficacy, which constitute the MBI-GS questionnaire (Swedish trans-

lation by MBI-GS, Schutte et al., 2000).

The Exhaustion scale consists of 5 items and measures respondent’s lack of 

emotional energy (e.g. I feel emotionally drained by my work.). Scores on the Cynicism 

scale consisting of 5 items (e.g. I’ve become less engaged by my work.) reflect the level 

of an indifferent or aloof attitude to work. The third scale—Professional Efficacy—con-

cerns respondent’s experience of work effectiveness and consists of 6 items (e.g. I am 

sure I am effective and get things done at work.). Items are rated on a 7-point Likert-

type scale from 0 (never) to 6 (always), with high scores on the Exhaustion and Cyni-

cism scales, combined with low scores on the Professional Efficacy scale indicating a 

state of burnout.

S l e e p  q u a l i t y

Sleep quality was exmained by a 4-item scale, assessing the prevalence of different 

forms of sleep problems (e.g. “I wake up several times a night and have trouble falling 

back asleep”). The claims are ranked on a scale of 1 (never or almost never) to 5 (al-

ways or almost always), where high scores indicate a large number of sleep problems. 

(Gustafsson, 2003).
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E m a i l  s t r e s s / b e h a v i o r  s c a l e

In order to investigate specific email use habits we created for the current study a 

scale intended to rate patterns of managing work-related email during non-office 

hours. The scale consists of two items (for ex. During non-office hours I check my 

work-related e-mail often) related to the ability to disengage from work in the free time. 

Items were rated on a 5-point scale from 1 (do not agree at all) to 5 (fully agree).

L e a d e r s h i p  s k i l l s

The 5-Item Leadership Skills scale from the Civic Attitudes and Skills Questionnaire 

(CASQ; Moely, Mercer, Ilustre, Miron & McFarland, 2002) was used to assess respon-

dents’ ability to lead. The scale has good internal reliability, α = .79 (Moely et al., 2002). 

An example item from the scale is ‘I am a good leader’. Items were rated on a 5-point 

scale from 1 (strongly disagree) to 5 (strongly agree). The scoring of items 1 and 4 was 

reversed before summing the total score for Leadership Skills. A higher total score 

reflects greater effectiveness and confidence in respondent’s abilities to lead.

M i n d f u l n e s s  A t t e n t i o n  A w a r e n e s s  S c a l e

A short version of the Mindfulness Attention Awareness Scale (MAAS; Brown & Ryan, 

2003) was used in this survey. Originally, MAAS consists of 15 items rated on a 6-point 

scale from 1 (almost always) to 6 (almost never). The scale measures the level of dis-

positional mindfulness, e.g. the level of awareness and attention experienced to what is 

happening in the present. A higher total score (the sum of scores of all items) reflects 

higher level of dispositional mindfulness. The short version consists of only six of the 

items (e.g., I find myself doing things without paying attention).

W o r k - l i f e  b a l a n c e

The balance between work duties and demands and personal life and responsibilities 

was assessed through a single Likert-type item (My working hours fit in with my family 

or social commitments outside work), rated on a 4-point scale from 1 (absolutely dis-

agree) to 4 (absolutely agree).

S o c i a l  s u p p o r t

This measures perceived social support at work, and is closely related to the social 

cohesion in teamwork. Examples of items include “People work well together.” and “I 

get along well with my superiors.” The Social Support Sub-scale is part of the Swedish 

Demand-Control-Support Questionnaire (Sanne, Torp, Mykletun, & Dahl, 2005), which 

was adapted from the Job Content Questionnaire (Karasek et al., 1998). It has six items, 

rated on a 4-point scale from 1 (absolutely disagree) to 4 (absolutely agree).
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O r g a n i z a t i o n a l  c o m m i t m e n t

Organizational commitment was studied with the Organizational Commitment scale 

that consists of three subscales. The overall reliability and the reliabilities of each of 

the subscales are high (Buchanan II, 1974).

The organizational identification subscale has two items (I feel a sense of pride 

in working for this organization.) that measure feelings of belongingness to the orga-

nization on a 4-point Likert-type scale from 1 (absolutely disagree) to 4 (absolutely 

agree). The job involvement subscale also consists of two items (I live, eat, and breathe 

my job.) rated on the same 4-point scale and measures the level of engagement and 

attachment of employees to their work. The last subscale, organizational loyalty, again 

has two items (I have warm feelings toward this organization as a place to live and 

work.) that are rated on a 4-point scale from absolutely disagree to absolutely agree 

and measures certain type of feelings that employees experience regarding the orga-

nization they are working for.

D e m o g r a p h i c  q u e s t i o n s

The questionnaire also included questions on demographics; gender, age, main type 

of practice (Business law, Criminal law or Human law), position (Owner / Partner or 

Employee), geographic area (Stockholm/Malmo/Gothenburg or Rest of country), pro-

fessional experience (in years) and number of colleagues at the survey participants’ 

office. Questions regarding business focus and geographical area were deemed in-

teresting by the representatives of the Bar Association. In the survey there was also 

space for lawyers’ to comment freely, which however has not been analyzed in the 

present study.

D a t a  a n a l y s i s

The Statistical Package for the Social Sciences software was used for data analysis. 

Descriptive statistics and psychometric properties of scales used in the survey were 

obtained.  In order to investigate differences between groups (2005 and 2016 sample, 

males and females, owners/partners and employees, different type of practice) Anal-

ysis of Variance (ANOVA) was performed. In order to analyse relationship between 

numerical variables, correlation analyses as well as hierarchical multiple linear re-

gression analyses were employed. 
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R e s u l t s

I  &  I I  P s y c h o m e t r i c  p r o p e r t i e s  a n d  d e s c r i p t i v e 
s t a t i s t i c s  f o r  s c a l e s  u s e d  i n  t h e  s u r v e y

In Table 3 reliability and descriptive parameters for all scales used in 2016 study are 

presented. Cronbach’s alpha coefficients of reliability range from .671 for Organiza-

tional Identification sub-scale to .939 for Job Satisfaction scale. It can be concluded 

that internal consistency of all scales is acceptable. 

Scale / subscale N ~ M SD

Quantitative workload 3 .785 3.38 .983

Qualitative workload 4 .751 2.28 .906

Job Satisfaction (Well-being at work) 3 .939 4.14 .893

Over-commitment 6 .884 3.37 .981

Sleep 4 .706 2.37 .770

MBI: Exhaustion 5 .850 2.13 1.273

MBI: Cynicism 5 .762 1.80 1.099

MBI: Professional Efficacy 6 .775 4.56 .756

Email Stress/Behavior scale 2 .794 3.68 1.277

Leadership scale 4 .704 3.83 .700

MAAS 6 .880 4.65 .897

Work-life balance 1 - 2.86 1.17

Social support 6 .872 2.78 1.149

Organizational Commitment – total score 6 .786 2.82 .817

     OC: Organizational Identification 2 .671 3.23 1.022

     OC: Job Involvement 2 .746 2.29 .889

     OC: Organization Loyalty 2 .766 2.93 1.186

It can be concluded that lawyers experience grater quantitative than qualitative 

workload. Levels of quantitative workload and over-commitment are moderate (3.38 

and 3.37, respectively, on a scale ranging from 1 to 6), whereas qualitative workload is 

lower (average value is 2.28). Average level of job satisfaction is relatively high (mean 

value of 4.14 on a scale ranging from 1 to 6). 

Average score on Sleep quality scale indicate moderate level of sleep problems. 

Lawyers experience high levels of Professional Efficacy (mean score of 4.56 on a 0-6 

scale), moderately low levels of Exhaustion (M=2.13) and low levels of Cynicism (M=1.8).

Scores on Email Stress/Behavior scale and Leadership scale indicate moderately 

high levels of e-mail communication related stress (M=3.68) and leadership (M=3.83). 

MAAS scores were quite high (M=4.65) and work-life balance scores as well as 

social support scores relatively low (M=2.86 and M=2.78, respectively).

Organizational Commitments scores as well as its Job Involvement and Orga-

nizational Loyalty sub-scales scores showed moderate average values. On the other 

side, scores on the Organizational Identification Loyalty scores were higher. 

TABLE 3

Reliability and 
descriptive statistics 
for scales from 2016 
study
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According to the categorization of MBI-GS scores (Maslach et al., 1996) based 

on North American sample of large number of professionals (N=3727) (Table 4), Swed-

ish lawyers from 2016 sample, based on their average scores, are in medium category 

for all three dimensions. 

Sub-scale low medium high

Emotional exhaustion ≤ 2.00 2.01-3.19 ≥ 3.20

Cynicism ≤ 1.00 1.01-2.19 ≥ 2.20

Professional Efficacy ≤ 4.00 4.01-4.99 ≥ 5.00

In addition, number and percentage of lawyers in each category was calculated 

(Table 5). Finding that more than one third (36%) of lawyers were classified into cate-

gory of high cynicism should be taken into consideration. 

Sub-scale low medium high

N % N % N %

Emotional exhaustion 856 55.4 336 21.7 354 22.9

Cynicism 448 29.0 542 35.0 556 36.0

Professional Efficacy 393 25.4 636 41.2 516 33.4

I I I  D e m o g r a p h i c  c h a r a c t e r i s t i c s  a n d  r e l e v a n t  v a r i a b l e s

Correlations of all relevant variables with age, years of experience and number of col-

leagues are presented in Table 6. Gender differences are presented in Table7. Differ-

ences related to main type of practice are presented in Table 8 and differences related 

to position in company (owner/partner or employee) in Table 9. Finally, differences 

related to geographical area are presented in Table 10.

Scale / subscale Age
Years of 

experience

Number of 

colleagues

Quantitative workload -.295** -.213** .064*

Qualitative workload -.263** -.179** no sig. corr.

Job Satisfaction (Well-being at work) .161** .108** no sig. corr.

Over-commitment -.231** -.177** .058*

Sleep -.114** -.109** no sig. corr.

MBI: Exhaustion -.303** -.264** no sig. corr.

MBI: Cynicism -.186** -.130** no sig. corr.

MBI: Professional Efficacy no sig. corr. no sig. corr. .067**

E-mail Stress/Behavior -.288** -.174** .118**

Leadership scale no sig. corr. no sig. corr. .074*

MAAS .249** .155** no sig. corr.

Work-life balance .183** .079** -.123**

TABLE 4

Categorization of MBI-
GS values based on 
North American sample 
(Maslach et al, 1996).

TABLE 5

Categorization of MBI-
GS values for 2016 
sample

TABLE 6

Correlations with 
Age, Experience and 
Number of colleagues
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Social support -.377** -.254** .175**

Organizational Commitment – total score -.112** -.100** .074**

     OC: Organizational Identification -.117** -.103** .059*

     OC: Job Involvement -.082** -.061* .072**

     OC: Organization Loyalty -.068** -.070** no sig. corr.

** Correlation is significant at the 0.01 level 
* Correlation is significant at the 0.05 level

** Correlation is significant at the 0.01 level

Older lawyers as well as lawyers with more experience seem to have higher levels 

of Mindfulness, better work-life balance and report higher job satisfaction. On the other 

side, they experience lower levels of social support, lower levels of emotional exhaus-

tion, lower levels of stress related to e-mail communication, lower levels of both quan-

titative and qualitative workload as well as over-commitment, lowers level of cynicism, 

less problems with sleep and lower levels of organizational commitment. Professional 

efficacy and leadership are not significantly correlated with age or years of experience.

Lawyers working in smaller companies have better work-life balance and lower 

stress related to email communication, quantitative workload and over-commitment. 

However, their level of experienced social support, perception of professional efficacy, 

organization identification and leadership scores are also lower. However, these cor-

relation coefficients are quite small (no higher than r=.175). 

Scale / subscale Gender N M SD ANOVA

Quantitative workload
M 967 3.30 1.012 F(1,1547)=18.903, p<.001, h2=.012

Females > MalesF 582 3.53 .913

Qualitative workload
M 965 2.21 .886 F(1,1545)=17.358, p<.001, h2=.011

Females > MalesF 582 2.40 .930

Job Satisfaction 
M 967 4.15 .870

no significant difference
F 582 4.11 .932

Over-commitment
M 966 3.26 .968 F(1,1546)=35.646, p<.001, h2=.023

Females > MalesF 582 3.56 .971

Sleep
M 953 2.26 .749 F(1,1531)=57.543, p<.001, h2=.036

Females > MalesF 580 2.56 .765

MBI: Exhaustion
M 961 1.92 1.232 F(1,1539)=73.867, p<.001, h2=.046

Females > MalesF 589 2.49 1.265

MBI: Cynicism
M 961 1.80 1.123

no significant difference
F 580 1.81 1.062

MBI: Professional 
Efficacy 

M 960 4.51 .772 F(1,1538)=9.270, p<.01, h2=.006
Females > MalesF 580 4.63 .726

Email Stress/Behavior 
scale

M 965 3.59 1.277 F(1,1545)=11.163, p<.01, h2=.007
Females > MalesF 582 3.81 1.263

Leadership scale
M 824 3.80 .719 F(1,1219)=5.164, p<.05, h2=.004

Females > MalesF 397 3.89 .649

TABLE 7

Gender differences
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MAAS
M 950 4.70 .876 F(1,1525)=9.752, p<.01, h2=.006

Males > FemalesF 577 4.55 .926

Work-life balance
M 944 2.94 1.113 F(1,1517)=13.564, p<.001, h2=.009

Males > FemalesF 575 2.73 1.114

Social support
M 950 2.68 1.199 F(1,15125)=19.353, p<.001, h2=.013

Females > MalesF 577 2.94 1.038

Organizational 
Commitment total score

M 946 2.80 .840
no significant difference

F 575 2.85 .775

OC: Organizational 
Identification

M 945 3.19 1.056
no significant difference

F 575 3.30 .954

OC: Job Involvement
M 945 2.27 .906

no significant difference
F 575 2.34 .859

OC: Organization 
Loyalty

M 945 2.94 1.213
no significant difference

F 575 2.91 1.137

Females have higher scores on2 Exhaustion, Sleep problems, Over-commitment, 

Social Support, both Quantitative and Qualitative workload, Email Stress/Behavior, 

Professional Efficacy and Leadership. Males are more successful in maintaining good 

work-life balance and have significantly higher scores on MASS, compared to females. 

On the other side, no significant gender differences exist in terms of Job satis-

faction, Cynicism, Organizational Commitments (and its sub-scales).

When h2 compared, it can be concluded that gender primarily impacts Exhaus-

tion (4.6% of variance), Sleep problems (3.6% of variance) Over-commitment (2.3% of 

variance), For all other variables, gender explains less than 2% of variance. 

Scale / subscale
Type of 

practice
N M SD ANOVA

Quantitative workload

Business 608 3.32 .973 F(2,1143)=6.490, p<.01, 
h2=.011

Business < Criminal, Business 
< Human

Criminal 249 3.48 1.040

Human 289 3.56 .974

Qualitative workload

Business 608 2.12 .856 F(2,1143)=11.998, p<.001, 
h2=.021

Business < Criminal, Business 
< Human

Criminal 249 2.30 .870

Human 289 2.42 .955

Job Satisfaction 

Business 608 4.20 .865

no significant differenceCriminal 249 4.29 .791

Human 289 4.24 .850

Over-commitment

Business 608 3.30 .957

no significant differenceCriminal 249 3.37 1.057

Human 289 3.37 .976

Sleep

Business 608 2.22 .737 F(2,1143)=14.272, p<.001, 
h2=.024

Business < Criminal, Business 
< Human

Criminal 249 2.43 .772

Human 289 2.48 .772

2 Variables are sorted by the strength of relationship between gender and relevant variables

TABLE 8

Differences related to 
type of practice
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MBI: Exhaustion

Business 608 1.83 1.196 F(2,1143)=19.916, p<.001, 
h2=.034

Business < Criminal, Business 
< Human

Criminal 249 2.16 1.278

Human 289 2.37 1.326

MBI: Cynicism

Business 608 1.65 1.074
F(2,1143)=3.384, p<.05, 

h2=.006
Business < Human

Criminal 249 1.74 1.067

Human 289 1.85 1.102

MBI: Professional 
Efficacy 

Business 608 4.60 .731

no significant differenceCriminal 249 4.58 .721

Human 289 4.58 .819

Email Stress/Behavior 
scale

Business 608 3.76 1.189 F(2,1143)=8.275, p<.001, 
h2=.014

Business > Criminal, Business 
> Human

Criminal 249 3.53 1.375

Human 289 3.41 1.398

Leadership scale

Business 608 3.88 .655
F(2,1143)=3.257, p<.05, 

h2=.006
Business > Human

Criminal 249 3.79 .729

Human 289 3.77 .741

MAAS

Business 608 4.77 .849
F(2,1143)=4.471, p<.05, 

h2=.008
Business > Human

Criminal 249 4.67 .886

Human 289 4.60 .907

Work-life balance

Business 608 2.95 1.089

no significant differenceCriminal 249 2.80 1.208

Human 289 2.88 1.195

Social support

Business 608 2.76 1.110 F(2,1143)=9.126, p<.001, 
h2=.016

Business > Criminal, Business 
> Human

Criminal 249 2.40 1.274

Human 289 2.53 1.299

Organizational 
Commitment total score

Business 608 2.89 .756

no significant differenceCriminal 249 2.81 1.013

Human 289 2.90 .866

OC: Organizational Iden-
tification

Business 608 3.34 .948

no significant differenceCriminal 249 3.20 1.221

Human 289 3.32 1.130

OC: Job Involvement

Business 608 2.33 .850

no significant differenceCriminal 249 2.22 1.047

Human 289 2.36 .877

OC: Organization 
Loyalty

Business 608 2.99 1.156

no significant differenceCriminal 249 3.02 1.359

Human 289 3.01 1.289

Differences between lawyers with different main type of practice were found 

only for3: Exhaustion (lawyers from business low have significantly lower scores com-

pared to other two groups – criminal and human law, who do not differ between them-

selves, Sleep problems (lawyers from business low have significantly lower scores 

compared to other two groups), Qualitative workload (lawyers from business low have 

3 Variables are sorted by the strength of relationship between type of practice and relevant variables
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significantly lower scores compared to other two groups), Social Support (lawyers 

from business low have significantly higher scores compared to other two groups), 

Email Stress/Behavior (lawyers from business low have significantly higher scores 

compared to other two groups), Quantitative workload (lawyers from business low 

have significantly lower scores compared to other two groups), MAAS (lawyers from 

business low have significantly higher scores compared to lawyers form human law 

field), Cynicism (lawyers from business low have significantly lower scores compared 

to their colleagues form human law field) and Leadership (business lawyers have sig-

nificantly higher scores compared to their colleagues form human law field). 

On the other side, type of practice is not related to Job Satisfaction, Over-com-

mitment, Professional Efficacy, Work-life balance and Organizational Commitment.

Position can explain 3.4% of variance in Exhaustion, 2.4% of variance in Sleep 

problems and 2.1% of variance in Qualitative workload. For all other scales, position 

explains less than 2% of variance.

Differences between owners/partners and employees were examined only on 

the subsample of 480 lawyers from business law organisations with 25 or more law-

yers. This subsample consist of 54% owners/partners and 46% employees. Results 

are presented in Table 9.

Scale / subscale Position N M SD ANOVA

Quantitative workload
O/P 213 3.47 .899

no significant difference
E 187 3.56 .855

Qualitative workload
O/P 213 2.07 .834 F(1,398)=21.004, p<.001, h2=.050

E > O/PE 187 2.46 .883

Job Satisfaction 
O/P 213 4.26 .781 F(1,398)=37.922, p<.001, h2=.087

O/P > EE 187 3.73 .959

Over-commitment
O/P 213 3.33 .949 F(1,398)=14.059, p<.001, h2=.034

E > O/PE 187 3.67 .871

Sleep
O/P 211 2.13 .741 F(1,395)=13.073, p<.001, h2=.061

E > O/PE 186 2.49 .674

MBI: Exhaustion
O/P 213 1.74 1.171 F(1,397)=45.355, p<.001, h2=.103

E > O/PE 186 2.54 1.188

MBI: Cynicism
O/P 213 1.49 1.021 F(1,397)=38.881, p<.001, h2=.089

E > O/PE 186 2.16 1.129

MBI: Professional 
Efficacy 

O/P 213 4.71 .706 F(1,397)=9.591, p<.01, h2=.024
O/P > EE 186 4.49 .746

Email Stress/Behavior 
scale

O/P 213 3.89 1.066 F(1,398)=10.039, p<.01, h2=.025
E > O/PE 187 4.20 .871

Leadership scale
O/P 215 3.97 .595 F(1,250)=9.936, p<.01, h2=.038

O/P > EE 37 3.63 .650

MAAS
O/P 212 4.86 .783 F(1,394)=19.092, p<.001, h2=.046

O/P > EE 184 4.48 .923

Work-life balance
O/P 213 2.82 .995 F(1,396)=25.317, p<.001, h2=.060

O/P > EE 185 2.32 .973

TABLE 9

Differences related to 
position in the company 
(on the sample of 
lawyers form business 
law organizations with 
≥ 25 lawyers)
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Social support
O/P 213 3.13 .558 F(1,396)=13.697, p<.001, h2=.033

E > O/PE 185 3.34 .537

Organizational 
Commitment total score

O/P 213 2.99 .560 F(1,396)=22.169, p<.001, h2=.053
O/P > EE 185 2.72 .576

OC: Organizational 
Identification

O/P 213 3.42 .677 F(1,396)=22.348, p<.001, h2=.053
O/P > EE 185 3.10 .646

OC: Job Involvement
O/P 213 2.37 .792

no significant difference
E 185 2.39 .755

OC: Organization 
Loyalty

O/P 213 3.18 .894 F(1,396)=32.144, p<.001, h2=.075
O/P > EE 185 2.68 .895

Owners and partners have significantly higher scores on4 Job Satisfaction, 

Organizational Loyalty, Work-life balance, Organizational Commitment, Organization-

al Identification, MAAS, Leadership and Perceived Efficacy. Employees have signifi-

cantly higher scores on Exhaustion, Cynicism, Sleep problems, Qualitative workload, 

Over-commitment, Social Support as well as E-mail Stress / Behavior scale. No signif-

icant differences were found in terms of Quantitative workload and Job Involvement. 

When h2 compared, we can conclude that position can explain 10.3% of differ-

ences in Exhaustion, 8.9% of variance in Cynicism, 8.7% of variance in Job Satisfaction, 

7.5% of variance in Organization Loyalty, 6% of variance in Work-life balance, 5.3% of 

variance in Organizational Commitment and Organizational Identification. For all other 

variables with significant differences, position can explain less than 5% of variance. 

z

Scale / subscale Area N M SD ANOVA

Quantitative workload
Urban 730 3.38 .980 F(1,1145)=3.977, p<.05, h2=.003

Urban > Rest of the countryOther 417 3.50 1.003

Qualitative workload
Urban 730 2.19 .888 F(1,1145)=6.575, p<.05, h2=.006

Rest of the country > UrbanOther 417 2.33 .900

Job Satisfaction 
Urban 730 4.20 .852

no significant difference
Other 417 4.27 .844

Over-commitment
Urban 730 3.31 1.013

no significant difference
Other 417 3.37 .928

Sleep
Urban 730 2.33 .772

no significant difference
Other 417 2.33 .747

MBI: Exhaustion
Urban 730 2.01 1.287

no significant difference
Other 417 2.10 1.222

MBI: Cynicism
Urban 730 1.71 1.108

no significant difference
Other 417 1.72 1.037

MBI: Professional 
Efficacy 

Urban 730 4.63 .747
no significant difference

Other 417 4.54 .762

4  Variables are sorted by the strength of relationship between position and relevant variables

TABLE 10

Differences related to 
geographical area 
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Email Stress/Behavior 
scale

Urban 730 3.73 1.254 F(1,1145)=12.942, p<.001, h2=.011
Urban > Rest of the countryOther 417 3.44 1.346

Leadership scale
Urban 730 3.88 .684 F(1,1145)=8.566, p<.01, h2=.007

Urban > Rest of the countryOther 417 3.75 .708

MAAS
Urban 730 4.73 .893

no significant difference
Other 417 4.67 .842

Work-life balance
Urban 730 2.89 1.138

no significant difference
Other 417 2.91 1.155

Social support
Urban 730 2.68 1.160 F(1,1145)=4.389, p<.05, h2=.004

Urban > Rest of the countryOther 417 2.53 1.275

Organizational 
Commitment total score

Urban 730 2.86 .813
no significant difference

Other 417 2.88 .911

OC: Organizational 
Identification

Urban 730 3.29 1.044
no significant difference

Other 417 3.32 1.098

OC: Job Involvement
Urban 730 2.31 .879

no significant difference
Other 417 2.30 .954

OC: Organization 
Loyalty

Urban 730 2.98 1.214
no significant difference

Other 417 3.03 1.277

Lawyers from metropolitan areas have significantly higher scores on Email 

Strss/Behavior scale, Leadership scale, Social support scale and Quantitative work-

load. On the other side, lawyers from rest of the country showed higher scored on 

Qualitative workload. For all other variables, significant differences with respect to 

practice area were not found.

Geographical area can explain 1.1% of variance in ability to disengage from 

checking work related e-mails. For all other variables with significant differences, lo-

cation can explain less than 1% of variance in scores.5 

I V  E m a i l  S t r e s s / B e h a v i o r ,  L e a d e r s h i p  a n d  M A A S  c o r r e l a t e s 

Scale / subscale E-mail MAAS Leadership5

Quantitative workload .241** -.217** no sig. corr.

Qualitative workload .202** -.415** -.176**

Job Satisfaction -.099** .412** .260**

Over-commitment .450** -.345** no sig. corr.

Sleep .247** -.388** no sig. corr.

MBI: Exhaustion .300** -.536** -.132**

MBI: Cynicism .172** -.563** -.248**

MBI: Professional Efficacy no sig. corr. .396** .394**

E-mail Stress/Behavior 1 -.207* no sig. corr.

5 Only on the sub-sample of owners/partners (N=1342)

TABLE 11

Email Stress/Behavior, 
Leadership and MAAS 
correlates 
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Leadership scale no sig. corr. .213** 1

MAAS -.207** 1 .214**

Work-life balance -.193** .175** no sig. corr.

Social support .076** no sig. corr. .073*

Organizational Commitment .118** .051* .060*

OC: Organizational Identification no sig. corr. .098** .064*

OC: Job Involvement .265** -.144** no sig. corr.

OC: Organization Loyalty no sig. corr. .129** no sig. corr.

** Correlation is significant at the 0.01 level 
* Correlation is significant at the 0.05 level

Inability to disengage from checking work related e-mails positively correlates 

with Over-commitment, Exhaustion Job Involvement, Sleep problems, Quantitative 

overload, Qualitative workload, Organizational Commitment total score, Cynicism as 

well as with Social support. (Inability to disengage from checking work related e-mails 

correlates with Organizational commitment total score. However, more detailed anal-

ysis shows that it does not correlate significantly with Organizational Identification or 

Organization Loyalty subscales, but only with Job Involvement subscale. On the other 

side, ability to disengage from checking work related e-mails is positively correlated 

with MAAS, Work-life balance and Job Satisfaction – higher scores on these scales are 

related to better ability to disengage from checking work related e-mails. 

Dispositional mindfulness positively correlates Job Satisfaction, Profession-

al Efficacy, Leadership, Work-life balance as well as with Organizational Loyalty and 

Organizational Identification sub-scales and Organizational Commitment total score. 

On the other side, MASS negatively correlates with Cynicism, Exhaustion, Qualitative 

workload, Sleep problems, Over-commitment, Quantitative workload, E-mail Stress/

Behavior and Job Involvement. 

In the sub-sample of owners/partners, Leadership positively correlates with 

Professional efficacy, Job satisfaction, MASS as well as with Social support, Organiza-

tional Identification subscale and Organizational Commitment – total score and nega-

tively with Cynicism, Qualitative workload and Exhaustion. 

V  C o m p a r i s o n  b e t w e e n  2 0 0 5  a n d  2 0 1 6 

Before comparison in terms of relevant variables, two samples were compared in 

terms of their demographic structure (Table 2). 

Samples do not significantly differ in terms of age and number of colleagues. 

Years of experience are significantly higher in 2016, but only for, on average, 1.12 

years, compared to 2005 study.  Proportion of lawyers according to their main type of 

practice and geographical area are similar in both surveys. On the other side, propor-

tion of males and females in the sample slightly differ in two studies. In 2005 sample, 

males/females ratio was approximately 8:2 and in 2016 sample it was 6:4.

Given that two samples were similar in terms of demographic variables exam-

ined, comparison between two surveys is justifiable. Results of comparison are pre-

sented in Table 12.



27

Introduction to survey of Swedish lawyers – 2017

Scale / subscale Survey N M SD ANOVA

Quantitative workload 2005 2243 3.41 .936 no significant change

2016 1555 3.38 .983

Qualitative workload 2005 2268 2.22 .866 F(1,3818)=4.068, p<.05, 
h2=.001

2016 > 20052016 1552 2.28 .906

Job Satisfaction 2005 2261 4.11 .895 no significant change

2016 1554 4.14 .893

Over-commitment 2005 2258 3.16 .993 F(1,3809)=43.442, p<.001, 
h2=.011 2016 > 2005

2016 1553 3.37 .981

Sleep 2005 2253 2.19 .773 F(1,3790)=30.300, p<.001, 
h2=.013 2016 > 2005

2016 1539 2.37 .770

MBI: Exhaustion 2005 2251 2.09 1.21 no significant change

2016 1546 2.13 1.273

MBI: Cynicism 2005 2179 1.68 1.033 F(1,3723)=14.715, p<.001, 
h2=.003 2016 > 2005

2016 1546 1.80 1.099

MBI: Professional 
Efficacy 

2005 2204 4.35 .80534 F(1,3747)=59.627, p<.001, 
h2=.016 2016 > 2005

2016 1545 4.56 .75646

Between 2005 and 2016 scores on following variables increased: Professional 

Efficacy (Mean difference=0.21, 1.6% of variance explained), Sleep problems (Mean dif-

ference=0.18, 1.3% of variance explained), Over-commitment (Mean difference=0.21, 

1.1% of variance explained), Cynicism (Mean difference=0.12, 0.3% of variance ex-

plained) and Qualitative workload (Mean difference=0.06, only 0.1% of variance ex-

plained). It can be concluded that these significant changes are quite small.

In addition, gender differences in 2005 and 2016 were compared (Table 13). 

Scale / 

subscale
Gender

2005 2017

N M SD ANOVA N M SD ANOVA

Quantitative 
workload

M 1723 3.38 .931 F(1,2185)=12.291, 
p<.001, h2=.006

967 3.30 1.012 F(1,1547)=18.903, p<.001, 
h2=.012F 464 3.55 .924 582 3.53 .913

Qualitative 
workload

M 1744 2.21 .855 no significant 
difference

965 2.21 .886 F(1,1545)=17.358, p<.001, 
h2=.011F 468 2.25 .899 582 2.40 .930

Job Satisfac-
tion

M 1739 4.11 .887 no significant 
difference

967 4.15 .870
no significant difference

F 466 4.07 .927 582 4.11 .932

Over-com-
mitment

M 1740 3.14 1.007 no significant 
difference

966 3.26 .968 F(1,1546)=35.646, p<.001, 
h2=.023F 462 3.22 .948 582 3.56 .971

TABLE 12

Comparison between 
2005 and 2016 
samples

TABLE 13

Gender differences - 
comparison between 
2005 and 2016 
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Sleep
M 1732 2.14 .761 F(1,2195)=29.101, 

p<.001, h2=.013
953 2.26 .749 F(1,1531)=57.543, p<.001, 

h2=.036F 465 2.36 .8003 580 2.56 .765

MBI: Exhaus-
tion

M 1729 2.00 1.197 F(1,2195)=46.949, 
p<.001, h2=.021

961 1.92 1.232 F(1,1539)=73.867, p<.001, 
h2=.046F 468 2.43 1.210 589 2.49 1.265

MBI: Cyni-
cism

M 1673 1.67 1.020 no significant 
difference

961 1.80 1.123
no significant difference

F 455 1.71 1.070 580 1.81 1.062

MBI: Prof. 
Efficacy 

M 1698 4.34 .810 no significant 
difference

960 4.51 .772 F(1,1538)=9.270, p<.01, 
h2=.006F 456 4.40 .786 580 4.63 .726

In 2005 females reported higher levels of Exhaustion, Sleep problems and Quan-

titative workload. In 2016, females reported higher levels of Exhaustion, Sleep prob-

lems, Over-commitment, Quantitative workload, Qualitative workload and Professional 

Efficacy. For Job Satisfaction and Cynicism, gender differences were found neither in 

2005 nor in 2016. It can be concluded that gender differences in 2016 existed in terms 

of 6 variables, compared to only 3 variables in 2005 study. 

To summarize, Exhaustion, Sleep problems and Quantitative workload have been 

more present among female lawyers, compared to their male colleagues (confirmed in 

both 2005 and 2016 survey). In addition, Over-commitment, Qualitative workload and 

Professional Efficacy, which showed no gender differences 2005, were found to be 

higher among female lawyers in 2016 survey. 

V I  H i e r a r c h i c a l  R e g r e s s i o n  M o d e l s

Illustration of hierarchical regression models is presented in Figure 1. For each of five 

outcomes, separate hierarchical multiple linear regression analysis was performed, 

with all predictors and all control variables. Control variables were included in the first 

step of each hierarchical regression model and main predictors in the next step. Cat-

egorical control variables were coded as binary 0-1 variables, prior analysis. Results 

are presented in Table 14.

FIGURE 1

Model for hierarchical 
regression analysis 

CONTROL VARIABLES

Age

Gender

Years of experience

Number of colleagues

Position

Main type of practice

Geographical area

PREDICTORS

Quantitative workload

Qualitative workload

Job satistaction

Over-commitment

E-mail Stress/Behaviour

Leadership

MAAS

Social Support

Organizational Identification
Job Involvement

Organizational Loyalty

OUTCOMES

1. Exhaustion

2. Cynicism

3. Professional Efficacy
4. Sleep

5. Work-life balance
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All predictors taken together can explain 56.9% of variance in Exhaustion, 48.8% 

of variance in Cynicism, 35.5% of variance in Professional Efficacy, 30.9% of variance in 

Sleep problems and 28% of variance in Work-life balance. In all five models, after con-

trolling for demographic variables, main predictors significantly increase predictive 

potential of model. 

After controlling for controlling for influence of demographic variables, sig-

nificant predictors of Exhaustion, sorted by their impact, are: Job Satisfaction (-), 

Over-commitment (+), Mindfulness (-), Quantitative workload (+), Qualitative workload 

(+), Job Involvement (+) and Social Support (-). Lawyers who are more satisfied with 

their job, less over-committed, with higher levels of mindfulness, with lower workload, 

less involved in job and with better social support are less likely to be exhausted. If we 

analyze additional contribution of demographic variables, lawyers working in business 

law, lawyers with more experience and male lawyers are less likely to be exhausted.  

Significant predictors of Cynicism (after controlling for demographic variables), 

sorted by their impact, are: Job Satisfaction (-), Mindfulness (-), Qualitative workload 

(+) and Leadership (-). Lawyers who are more satisfied with their job, with higher levels 

of mindfulness, with lower qualitative workload and higher levels of leadership ten-

dency are less likely to be report cynicism. If we analyze additional contribution of 

demographic variables, older and female lawyers are less likely to report cynicism.  

Significant predictors of Professional Efficacy (after controlling for demograph-

ic variables), sorted by their impact, are: Leadership (+), Mindfulness (+), Job Satisfac-

tion (+), Qualitative workload (-), Organizational Identification (+),  Job Involvement (+) 

and Over-commitment (-).Lawyers with higher levels of leadership and mindfulness, 

who are more satisfied with their job, with lower qualitative workload, higher organi-

zational identification and job involvement and less over-committed are more likely to 

feel higher professional efficacy. If we analyze additional contribution of demographic 

variables, junior lawyers and female lawyers report higher professional efficacy.

Significant predictors of Sleep problems are Over-commitment (+), Mindfulness 

(-), Job Satisfaction (-) and E-mail Stress Behavior (+). Lawyers who are less over-com-

mitted, with higher levels of mindfulness, more satisfied with their job and with better 

ability to disengage from checking work related e-mails have better sleep quality. In 

addition, younger lawyers, male lawyers and lawyers working in the field of business 

law have better sleep quality. 

Significant predictors of Work-life balance are Quantitative workload (-), Organi-

zation Identification (+), Over-commitment (-) and Social support (+). Lawyers with lower 

levels of quantitative workload, more identified with their organizations, less over-com-

mitted and with better social support have better work-life balance. In addition, older 

lawyers and lawyers working in smaller companies have better work-life balance.
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Exhaustion Cynicism Prof. Efficacy Sleep Work-life balance

Model 1 2 1 2 1 2 1 2 1 2

adj. R2 .123*** 569*** .033*** 488*** .017** 355*** .046*** 309*** .022*** 280***

Δ R2 .129*** .447*** .040*** .456*** .024** .342*** .053*** 267*** .029*** 263***

Age -.173*** .001 -.199*** -.080* .046 -.001 .017 .134** .120** .119**

Gender  (F) .074* .087*** -.107** -.052* .128*** .067* .134*** .127*** -.029 -.020

Experience -.125** -.091** .036 .055 -.040 -.072* -.097* -.061 -.002 -.045

N of colleagues .018 .012 -.044 -.014 .058 .021 -.017 -.031 -.083** -.080**

Position (O/P) -.018 .007 -.033 .021 .076* .001 .002 .010 .020 -.007

Type of practice (B) -.145*** -.113*** -.048 -.025 -.003 -.034 -.135** -.115** .095* .045

 Type of practice (H) .028 .015 .062 .041 -.038 -.021 -.016 -.010 .053 .036

Area (Urban) -.016 .007 .027 .031 .034 .020 .028 .037 .003 -.009

Quant. workload .114*** .023 .056 -.012 -.244***

Qual. workload .104*** .076** -.090** .040 -.056

Job Satisfaction -.269*** -.380*** .203*** -.145*** .022

Over-commitment .235*** .027 -.064* .294*** -.171***

E-mail .040 .023 .018 .088** -.014

Leadership .017 -.057* .252*** .049 -.023

MAAS -.232*** -.331*** .251*** -.192*** -.056

Social support -.051* -.043 -.029 -.026 .106**

Org. Identification .034 -.018 .089** -.035 .240***

 Job Involvement: .061** -.016 .083** .052 -.026

Org. Loyalty -.004 -.020 .025 .056 .084

* p < .05, ** p < .01, *** p < .001

Job satisfaction and Mindfulness are found to be the most important predictor 

of burnout (they are among top three predictors for all three dimensions of burnout). 

Mindfulness can also predict Sleep problems.

Leadership is the most important predictor of Professional Efficacy and can also 

predict Cynicism.

E-mail Stress/Behavior is significant predictor only for Sleep problems. 

TABLE 14

Hierarchical 
regression models  
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D i s c u s s i o n

The current study aimed to research a number of work and job characteristics and 

their effects on performance, wellbeing, mental health,  and personal life for a sample 

of practicing Swedish lawyers. Current state of lawyers’ work conditions is compared 

with results obtained in a similar survey in 2005.

In general, Swedish lawyers experience quantitative workload, work-life bal-

ance, and social support, tend to have difficulties to disengage from work-related 

communication during non-office hours and tend to cope with work demands through 

overcommitment. They are satisfied with their job and leadership skills, identify them-

selves with the organization they are working for and are loyal to it. They are also mind-

ful and aware of what is happening in their lives in the present. Mean sample results 

for emotional exhaustion, cynicism, and professional efficacy are at the medium level 

for all three subscales of the Maslach Burnout Inventory based on normative values 

from a North American sample. Although sample mean results on the three subscales 

are not indicative for burnout each participant who reported high level of cynicism or 

emotional exhaustion and low level of professional efficacy is in danger of developing a 

burnout syndrome. In this case, more than one third of the participants reported high 

levels of cynicism, and more than 20% of the lawyers in the sample experienced high 

emotional exhaustion and low professional efficacy. 

A model of emotional exhaustion, cynicism, professional efficacy, sleep prob-

lems, and work-life balance predicted by work-related and personal characteristics 

after controlling for demographic variables was confirmed.

Seven variables significantly predicted emotional exhaustion. Most important 

predictors with negative relationship to exhaustion were job satisfaction and disposi-

tional mindfulness, the most important positive predictor was overcommitment. Cyn-

icism had four significant predictors. Again job satisfaction and dispositional mind-

fulness were negatively related to cynicism and were the strongest from the four 

predictors. Professional efficacy was predicted by seven work characteristics. Stron-

gest predictors, positively related to efficacy, were leadership, mindfulness, and job 

satisfaction. Sleep problems were predicted by four variables from which overcommit-

ment, positively related, and dispositional mindfulness and job satisfaction, negatively 

related to sleep problems, explained the largest percent of variance. Work–life bal-

ance had four significant predictors. Quantitative workload and overcommitment were 

the strongest negative predictors and organizational identification was the strongest 

positive predictor of work-life balance.

Job satisfaction and dispositional mindfulness were found to be among the 

strongest predictors of emotional exhaustion, cynicism, professional efficacy, and 

sleep-related problems. Job satisfaction and mindfulness also correlated positively to 

one another. Negative correlations of dispositional mindfulness with exhaustion, cyn-

icism, sleep problems, and overcommitment, and positive correlations with efficacy 

and job satisfaction are consistent with findings relating dispositional mindfulness to 

wellbeing and the experience of positive emotions (Brown and Ryan, 2003).

Surprisingly, no significant difference was found between mean results on 

the emotional exhaustion scale in 2016 and 2005. Mean differences on the cynicism 

and professional efficacy scales reached significance but effect sizes were negligi-

ble. These findings indicate that work conditions with respect to burnout and each 
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of the three subscales constituting burnout remained unchanged during the past ten 

years—Swedish lawyers’ work conditions did not worsen but it should be noted that 

they also did not improve.

Large enough gender differences in the 2016 study were found only on the 

emotional exhaustion, sleep problems, and overcommitment scales on which wom-

en received higher scores compared to men. Minor gender differences were found 

also regarding scores on the following scales: social support, quantitative and qual-

itative workload, email stress/behavior, professional efficacy, and leadership again 

with women receiving higher mean scores than men meaning that women experienced 

greater emotional exhaustion, sleep related problems, overcommitment, workload 

and email communication overload but also found themselves to be more efficient, with 

better leadership skills and receiving more social support. Men, on the other hand, ex-

perienced better work-life balance and were aware of the present to a greater extent 

than women with higher scores on the work-life balance and MAAS scales but again 

effect sizes were quite small.

When comparing demographic characteristics of the 2016 sample with demo-

graphic characteristics of the 2005 sample, one major difference is obvious—in 2016 

the percentage of female participants was higher than in 2005. It is consistent with the 

fact that the number of women working as lawyers in Sweden increased during the 

last decade. In 2005 gender differences were found on only three of the scales—fe-

male lawyers experienced greater quantitative workload, emotional exhaustion, and 

sleep problems than male lawyers. Gender differences on the same scales remain in 

2016 and were found on three more scales. However, differences are very small for 

the results to be conclusive and when work characteristics are added to the regres-

sion model, the percent of variance explained by gender decreases for cynicism and 

professional efficacy, is not significant for work-life balance, slightly increases for 

emotional exhaustion and remains almost the same for sleep problems. Gender differ-

ences need to be additionally investigated and replicated in a survey with a different 

sample. If confirmed, a hypothesized causal relationship between qualitative charac-

teristics of work conditions and gender should be further researched. It is possible 

that women are treated differently than men on their work place, or that they are too 

overwhelmed with personal and professional demands which contribute together to 

their inability to relax and reduce stress experiences.

Results on some of the scales depend significantly on the type of practice (busi-

ness, criminal, or human law) and geographical area (urban area or rest of the coun-

try). Business lawyers experienced less emotional exhaustion, qualitative workload, 

and sleep problems than criminal and human lawyers. Although effects of geograph-

ical area on email related stress, leadership skills, quantitative and qualitative work-

load, and social support was found to be significant, differences are too small to be 

relevant.

For business lawyers working in organizations with 25 or more lawyers emo-

tional exhaustion, cynicism, job satisfaction, sleep problems, qualitative workload, 

dispositional mindfulness, overcommitment, social support, and professional efficacy 

depend significantly on the type of position in the company—owner/partner or em-

ployee. Employees in business law companies experienced higher levels of emotional 

exhaustion, cynicism, sleep problems, qualitative workload, and overcommitment but 

surprisingly also reported to receive more social support. On the other hand own-

ers/partners are more satisfied with their job, have better work-life balance, reported 
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higher levels of organizational loyalty and identification, dispositional mindfulness and 

professional efficacy. Causes of these differences need to be further researched. It 

is expected that they reflect differences in work situations of owners/partners and 

employees—owners/partners are not only lawyers, they are also managers and are 

responsible for the success of the company but as owners they also have more free-

dom in creating their work schedule, have the right to delegate tasks and receive help 

from various assistants. 

As every other research in the field of social sciences, the current is character-

ized by some limitations. First of all, we are not claiming that this sample is represen-

tative for the population of Swedish lawyers. All reported results should be interpret-

ed consciously and it should be taken into account that they reflect only the current 

psychological state of survey participants. Participants in the survey were unevenly 

distributed with regards to gender, type of practice, geographical area, and position 

in the company. Most of the participants were male, practiced business law, worked 

in an urban area of the country, and were owners/partners. A similar demographic 

structure was observed in the 2005 survey sample.

Misinterpretation of very small differences and correlation coefficients should 

be avoided. It is widely known that small differences could reach statistical signifi-

cance when samples are large enough. All effects and results need to be critically ana-

lyzed and confirmed with further studies or compared to empirical findings of already 

existing surveys.

The classification of low, medium, and high levels of emotional exhaustion, cyn-

icism, and professional efficacy is based on reference values from a North American 

sample (Maslach et al., 1996). We do not claim that the sample of Swedish lawyers who 

participated in the survey is identical to the North American sample but due to the lack 

of reference values for Swedish population this is the only available guidance for clas-

sification of results of burnout constituents.

The study presented here contributes to the research of lawyers’ work condi-

tions while exploring email-related communication as a factor contributing to the ex-

perience of stress and work overload, researching significant predictors of emotional 

exhaustion, cynicism, professional efficacy, sleep problems, and work-life balance, in-

vestigating the effects of dispositional mindfulness on burnout and work stress, and 

its possible utilization as a copying mechanism with demands related to work and per-

sonal life.

All scales used in the survey, with the exception of the single item work-life balance 

scale for which this analysis is not applicable, showed acceptable to excellent internal 

consistency.

It is especially important that the email stress/behavior scale reached a very high 

level of reliability because this scale was specifically developed for the current study in 

order to reflect changes in work and personal life due to increased use of internet and 

mobile technologies. The highest positive correlations of email stress were with over-

commitment and emotional exhaustion. Together with the small but still significant cor-

relations with quantitative and qualitative workload the results indicate that email com-

munication overload contributes to the experience of a general work-related overload 

due to an inability to separate work from personal life. It looks possible that the scale 

reflects to some degree an aspect similar to the inadequate copying with demands rep-

resented by overcommitment.
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One of the most important findings of this study is the predictive value of disposi-

tional mindfulness on emotional exhaustion, cynicism, professional efficacy, and sleep 

problems. Higher values of dispositional mindfulness are related to lower levels of ex-

haustion, cynicism, sleep problems, qualitative workload, and overcommitment, and to 

higher levels of professional efficacy and job satisfaction. It seems that maintaining a 

higher level of mindfulness and awareness towards present events should be an effec-

tive tool against burnout and towards a healthy and satisfying attitude to work demands, 

clients, and colleagues. Higher levels of job satisfaction and leadership skills that also 

predicted and correlated positively with professional efficacy and negatively with cyni-

cism would help further to prevent or reduce the development of burnout. These results 

are valuable for the development of workshops, trainings, stress management and relax-

ation techniques for lawyers.

Gender differences on the experience of stress and burnout, differences based on 

the type of practice and position in the company are also of relevance for the practice and 

indicate that trainings should be developed for specific subgroups of lawyers. 

Causes for the demographic differences should be additionally researched, more 

specifically qualitative characteristics and aspects of work environments, work demands 

and rewards of male and female lawyers, lawyers practicing business, criminal, and hu-

man law, owners/partners and employees in business law companies. Future research 

should address the prevalence of owners/partners in the sample.

An interesting point for future research is also the tendency for older lawyers to 

be more mindful and aware than younger ones, and if this tendency is related to the high-

er levels of email communication overload experienced by younger lawyers.

In conclusion, psychologists are unable to change characteristics of lawyers’ work 

situation inherent to the profession but could help lawyers to utilize different emotional, 

cognitive, and mental resources that are expected to help lawyers to better cope with 

demands. This could happen, for example through mindfulness techniques and exercises 

that teach lawyers to be more present and aware of what is happening in the moment.
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