ISSN 2162-3058

\\ Macrothi“k International Journal of Human Resource Studies
A InStitute i 2020, Vol. 10, No. 4

Linking Challenge Stress, Negative Affect, and Work
Engagement: The Moderating Effect of
Self-Compassion

Mr. Christophe RUKUNDO?, Dr Jean-Noel BEKA BE NGUEMA®, Miss Cynthia
Atamba!, Miss Mohamed Habuba Halima®, Miss Akorfa Neku*

YUniversity of Science and Technology of China, N0.96, JinZhai Road Baohe District, Hefei,
Anhui, 230026, P.R. China. E-mail: chris3@mail.ustc.edu.cn

Received: Oct. 22,2020  Accepted: Nov. 20, 2020  Online published: Nov. 30, 2020
doi:10.5296/ijhrs.v10i4.18007 URL: https://doi.org/10.5296/ijhrs.v10i4.18007

Abstract

Dealing with challenging stressors is unquestionably the cornerstone of work life. On the
other hand, challenge stress alters employees' work engagement and makes them feel unsure
of their ability to develop careers and perform well. In this study, we tested the mediating
effects of negative affect on the negative relationship between challenge stress and work
engagement. This relationship was moderated directly by self-compassion. Data from 137
employed professionals enrolled in the Executive MBA in one of the largest Chinese
universities were used to test these relationships. Data analysis results show that challenge
stress has a significant negative effect on work engagement while negative affect mediated
this relationship. The relationship between challenge stressors, negative affect, and work
engagement was directly and indirectly moderated by self-compassion. We finished by
discussing the theoretical and practical implications.
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Introduction

With the world of work that is evolving so fast, many researchers and practitioners have
focused on how various occupational stressors influence employees' work engagement levels.
Occupational stressors are characteristics or events in the workplace that can influence
employee work engagement (McGrath & Beehr, 1990; O'Brien & Beehr, 2019). Schaufeli
and Bakker (2010) theorized work engagement as a positive, affective-motivational state of
high energy, followed by high dedication and a strong motivation. Work engagement has

318 http://ijhrs.macrothink.org



ISSN 2162-3058

\ Macrothi“k International Journal of Human Resource Studies
A InStitute i 2020, Vol. 10, No. 4

been shown to coincide with high levels of creativity, task performance, organizational
citizenship behavior, and client satisfaction. Furthermore, employees' engagement has been
confirmed to improve productivity, reduce staff turnover, make more profits, and retain
customers at a higher rate (Bakker & Demerouti, 2014). However, studies have discovered
that work engagement may also differ within persons — across time and situations. There have
been limited studies examining when and how specific occupational stressors, such as
challenge stressors, may influence work engagement.

Previous studies have revealed that employees are most engaged when experiencing
challenge stressors as it provides them a variety of resources (Bakker & Demerouti, 2014).
Challenge stressors are explained as work-related demands or conditions that, though
strain-provoking, might lead to high-performance opportunities and, thus, a strong sense of
success if an individual can conquer the problematic situations they present. In the initial
phases, facing challenging stressors may induce negative affect, e.g., anger, frustration, and
guilt; however, in the long run, there is a sense of accomplishment accompanying high
performance is missing (Webster et al., 2011). Typical challenge stressors comprise high job
scope, responsibility, and time pressure (Cavanaugh et al., 2000).

Grounded in the transaction model of stress and coping (Ben-Zur, 2019), we posit that
challenge stressors will negatively influence work engagement, and this relationship will be
mediated by negative affect. The transactional theory of stress discusses the psychological
mechanisms of appraisal and coping that enormously contribute to an individual's stress
process. In line with the transaction stress story, work demands, or characteristics that
employees tend to view as challenges are positively associated with work engagement
(Crawford et al., 2010). There have been inconsistencies in the association between challenge
stressors and negative affect. Studies have shown that managing challenge stressors may be
motivating and trigger positive affect (Bennett et al.,, 2018; Tadi¢ et al., 2015).
Simultaneously, dealing with challenge stressors can also be effortful and increase strain and
trigger negative affect (e.g., Ten Brummelhuis & Bakker, 2012). Overall, there seems to be a
reason to believe that challenge stressors will have differential effects on negative affect. Our
primary focus is to study this relationship between challenge stressors and negative affect and
propose a moderating mechanism.

The current study makes two contributions. First, this study examines the potential for
within-person variation in negative affect during the appraisal of challenge stressors. Previous
research has interchangeably focused on various occupational stressors without examining
how appraisal of challenge stressors may impact negative affect and work engagement.
Secondly, our current study builds on the transaction model stress and coping Ben-Zur (2019)
proposed. We propose that self-compassion is a meaning-focused coping strategy that is
viable to employees faced by challenge stressors. Self-compassion plays a vital role as
underlying mechanisms explaining the relationships between challenge stressors, negative
affect, and work engagement. Self-compassion is defined as the ability to be accommodating
and sympathetic to oneself at times of mistake or misery (NEFF, 2003). Therefore, it is a
vigorous way of relating to oneself that internalizes the compassion and support that may
typically extend to a friend in times of need (Ferrari et al., 2019).
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Theory and Hypothesis Development
The Transactional Model of Stress and Coping

Employees have to deal with various challenge stressors in their work roles. Dealing with
high job scope, responsibility, and time pressure leaves the employee feeling exhausted and
may alter an employee's work engagement. This proposition is in line with Lazarus and
Folkman's (1987) transaction stress theory that challenge stressors arise from demands that a
person feels confident about mastering whatever he tries to do. These demands are aligned
with emotional reactions. When an employee perceives that environmental or internal
demands exceed their resources and evaluate their coping ability in response to the stressful
event, this generates an emotional reaction.

The change in coping depends on individual appraisal when faced with a challenging stressor
(Ben-Zur, 2019). His study posited that problem-focused and emotion-focused approaches
were not viable in the face of challenge stressors as they required extra resources. Therefore,
they proposed meaning-focused coping, whereby an individual draws on their beliefs, values,
and existential to cope with challenging stressors. By introducing a focused coping approach,
an individual identifies a self- growth in the face of challenge stressors and can generate
positive emotions and restore coping resources to stay engaged in their work. These feelings
allow continuous revision and development of new coping strategies to adapt effectively
despite initial unsuccessful attempts (Hitchcock et al., 2015). Using the most updated
transaction model of stress and coping from (Ben-Zur, 2019) as a framework, the current
study tests the modulating direct and indirect effect of self-compassion on the relationship
between challenge stress, negative effect, and work engagement.

Challenge stress, negative affect, and work engagement

Challenging stressors are perhaps inevitable in every working environment. Meta-analytical
evidence shows that challenge stressors have both adverse effects and favorable effects on
employees' motivation and performance (Bennett et al., 2018; Tadi¢ et al., 2015). Thus, we
suggest that exposure to challenge stressors might increase negative affect and reduce their
work engagement. Managing challenge stressors may be strenuous to individuals who have to
balance their work roles with others (Prem et al., 2017).

Referring to transactional model of stress and coping, challenge stressors provoke strain and
deplete employees' psychological, emotional, and mental resources. To fulfill their work
requirements, employees have to invest extra effort in their duties (Lepine et al., 2004). For
instance, employees may be required to concentrate on only one task and find ways to resist
distractions (Roseman et al., 1994). In instances where the challenge requires to work beyond
their job scope, they are required to invest time to develop the new skills in addition to
meeting their tight deadlines (Lepine et al., 2004). Therefore, the employees must draw on
their self-regulatory resources (e.g., Prem et al., 2016; Rivkin et al., 2015) when faced with
challenge stressors. Employees who cannot cope with challenge stressors will experience a
sense of failure (Lepine et al., 2004), increasing their experience of negative affect and
feeling less engaged in their work roles. Increased negative affect should further decrease
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creativity and development because it narrows employees' thought-action repertoire
(Fredrickson, 2001). In sum, we hypothesize:

Hypothesis 1: Challenge stress is negatively related to work engagement
Negative affect as a mediator

Past theoretical and empirical work has examined the associations between affectivity and
work-related outcomes (Deng et al., 2016), such as work engagement. According to (Schwarz
& Clore, 2006), people typically rely on their affect balance to form judgments of how (dis)
contented they are with their work accomplishments. Prior research has confirmed a negative
correlation between negative affect and work engagement (Schmitt et al., 2015), more so in
the face of occupational stressors.

As challenge stressors emerge from individual perceptions of events, these perceptions may
influence the experience of negative affect and work engagement (Extremera & Rey, 2016).
Accumulating research literature has confirmed the mediating role of negative affect between
self-reported stressors and work engagement both in general and in organizational contexts
(Bennett et al., 2018; Tadi¢ et al., 2015). Challenges stressors highlight is regarded as
strenuous, which increases negative affective responses (Parker et al., 2017). We, therefore,
posit the following hypothesis:

Hypothesis 2:  Negative affect mediates the relationship between challenge stress and work
engagement.

Moderating effect of self-compassion

Challenging stressors are perhaps inevitable in every working environment. Meta-analytical
evidence shows that challenge stressors have both adverse effects and favorable effects on
motivation and performance (Bennett et al., 2018; Tadi¢ et al., 2015). Therefore, we propose
that exposure to challenge stressors might hold the potential for both positive and adverse
effects on employees' negative affect and work engagement.

Coping with challenging stressors may be motivating and provide opportunities for personal
growth and learning at work (Prem et al., 2017), which further reduces negative affect and
positively affects employees’ work engagement. Simultaneously, coping with challenging
stressors can also be effortful and increase strain (e.g., Demerouti & Bakker, 2007). Therefore,
we propose an increase in negative affect and a reduction in work engagement. Overall, there
seems to be a reason to believe that challenge stressors will have differential effects on
employee negative affect and work engagement. It also highlights the potential for a
moderating mechanism. We propose a self-compassion as a boundary condition in the
relationship between challenge stress and negative affect.

Self-compassion has recently appeared as a construct of interest in applied psychology
(Ferrari et al., 2019; Neff, 2011), driven by recognizing the connection between a tendency to
be self-compassionate and employee well-being. Neff (2003) conceptualized self-compassion
as the ability to be kind, connected to self, and be mindful of oneself. With that being said,
self-compassion enables an individual to extend support to oneself, recognize that
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imperfection is part of the human condition, and approach negative emotions with equanimity.
In organizational settings, a tendency to be self-compassionate has been linked with a range
of outcomes, including work engagement (Kotera et al., 2020), burnout (P&ula-de Torres et
al., 2019), and perceived organizational threat (Henshall et al., 2018).

A\ MacrOthlnk International Journal of Human Resource Studies

Referring to the transactional model of stress and coping, it provides personal growth
opportunities when employees find meaning in the face of challenging stressors. Previous
research suggests that self-compassion might buffer the adverse effects of fear of failure, fear
of negative evaluation, social comparison, and social anxiety (Vdter & Schnell, 2019).
Therefore, self-compassion might be particularly useful for evaluating stressors as a way of
meaning-focused coping (Lazarus & Folkman, 1987). Through meaning-focused coping,
employees who are high in self-compassion will experience a sense of personal
accomplishment when faced with challenging stressors (Lepine et al., 2004). In contrast,
employees low in self-compassion will be immersed in self-criticism and negative affect, e.g.,
anxiety (Neff, 2011). An increase in negative affect will impede creativity and development
because it narrows employees' thought-action repertoire (Fredrickson, 2001) and alters
employees' work engagement. Thus, self-compassion promotes meaning-focused coping,
which then reduces challenge stress and negative affect and results in greater work
engagement. In sum, we hypothesize:

Hypothesis 3: Self-compassion moderates the relationship between challenge stress and
negative affect.

Hypothesis 4: Self-compassion indirectly moderates the relationship between challenge stress
and work engagement via negative affect.

Aims and Objectives

The existing study aims to contribute to the literature investigating the potential mechanisms
underlying the associations between challenge stressors, negative affect, and work
engagement. This study proposed four hypotheses to test these relationships. These
hypotheses included: (1) challenge stress is positively connected to work engagement; (2)
negative affect mediates the relationship between challenge stress and work engagement; (3)
self-compassion directly moderates the relationship between challenge stress and negative
affect; (4) Self-compassion indirectly moderates the relationship between challenge stress and
work engagement.

Participants

The sample comprises 150 Executive MBA students from one of China's largest universities
who voluntarily participated in the survey. These students worked on a full-time basis before
enrolling in the university and are still working on a part-time basis (during weekends).

Recruitment

Survey takers were recruited by using students' network WeChat groups. WeChat is a popular
social media application that was developed by Tencent. WeChat was launched in 2011.
Similar to WhatsApp and Telegram, WeChat has changed into the most extensive stand-alone
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application in China.
Sample Selection

We collected data from working Executive MBA students enrolled in their studies on a
part-time basis. We designated this sample for various reasons. First, working Executive
MBA students emerge from a wide selection of organizations, which improved our
generalizability findings. Second, previous studies have revealed that working MBA students
share some common factors such as job level, social class, and relative income relevant to our
study outcome. Third, working MBA students are eligible for being knowledgeable
employees. Davenport (2005; 19) stated that knowledge workers had higher education,
expertise, or the primary purpose of their jobs involves the creation and experience,
distribution, or application of knowledge compared to other workers. In this context, we
assumed that knowledge workers were passionate about learning and development in their
workplace and could flourish amidst challenging stressors. Also, previous research has shown
that knowledge workers were susceptible to occupational stressors (Prem et al., 2017) and
strived to be engaged in their work roles.

Measurements

Challenge stress: Challenge stress was measured with a six-item scale from LePine et al.
(2004). The participants were asked to specify the extent to which the statements produced
stress at work using scale ranging from 1 (no stress) to 7 (a great deal of stress). The sample
items are "The number of projects/assignments in your workplace,” "The difficulty of the
work required in your workplace."

Negative affect: Negative affect was measured with a six-item scale adapted from (Keeping
& Levy, 2000) scale. The negative affect items were "agitated,” "angry,” "annoyed,"
"bothered," "disgusted," and "irritated.” For this scale, employees responded in terms of how
they felt at that moment, thus evaluating their current affective state. Responses were
indicated on a 7-point scale from does not apply at all to applies very much.

Self-Compassion: Self-compassion was evaluated using the Self-Compassion Scale
developed by Neff in 2003. This scale requires individuals to show their agreement on six
items that assess three aspects of self-compassion; self-kindness, common humanity, and
mindfulness. The sample items were "When I'm going through a tough time, I give myself the
caring and tenderness | need,” "When things are going badly for me, | see the difficulties as
part of life that everyone goes through.” The items were evaluated on a 7-point Likert-type
response scale wherel = almost always and 7 = rarely.

Work Engagement Scale: Work engagement was assessed with five items of the Utrecht Work
Engagement Scale (UWES) developed by Schaufeli et al. (2002). Participants were asked to
rate the engagement level when faced with a stressful work event but were bound to bring a
sense of accomplishment. Sample items are "I feel strong and vigorous" and "I feel bursting
with energy." All items were estimated on a 7-point scale ranging from 1 (does not apply) to 7

(fully applies).
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Control variables: Gender, age, and tenure were used as control variables in the statistical
analyses.

Research methodology
Procedure

Before conducting this study, all measures were prepared following the national research
committee of Chinese ethical standards and Helsinki's declaration. We obtained consent from
all the respondents who participated in the study. The consent comprised of the following
elements: the stated purpose of the study, a declaration regarding confidentiality and
anonymity of our survey takers, and a declaration regarding the participant's right to
withdraw and cancel their consent at any time they want. Web-based questionnaires were sent
to all the participants to focus on those employees who met the study criteria. The study
criteria state that the employees should have been worked at their current workplace for at
least three months and worked with a minimum of forty hours a week (full-time employees)
before the time of participating in the survey. After evaluating their eligibility, 13 members
did not meet the sample screening criteria, leaving a sample of one hundred and thirty-seven
participants. Of the 137 participants, sixty-seven percent were males and the rest being
females; 29.70 years was the mean age of our participants (SD = 0.47) with an average tenure
of 4.83 years (SD = 0.82).

Data Analysis

To examine the hypothesis that we established, we first used SPSS version 23.0 to conduct
the hierarchical multiple regression to study the mediating effect of negative affect on the
suggested independent variables and work engagement. Then we studied the moderating
effect of self-compassion by using hierarchical multiple regression. We first put the control
variables in Step 1, the independent variable in step 2, and the moderator in step 3. We
calculated the mean for all the component variables required to establish the relationship
between the variables, i.e., role conflict (challenge stress) and self-compassion (SEC). We
then put the interacted variables (SEC x CS) in step 4. Lastly, we conducted our
bias-corrected bootstrapping procedure in PROCESS macro, Model 8, to assess the
moderated mediated model (Hayes, 2013).

Results

The mean (M), standard deviation (SD), and correlation for all variables are summarized in
Table 1. Challenge stress (CS) was observed to be positively related to negative affect (NA)
where (f = .17, p < .05). Furthermore, challenge stress was negatively related to work
engagement (WE) where (8 = -.16, p <.05). Negative affect fully mediated the relationship
between challenge stress and work engagement (5 = 0.33, p<0.05; Table 2, Model 6). Table 3
shows that the interaction between challenge stress and self-compassion was negatively
correlated with employee work engagement (8 = 0.10, p<0.05). The indirect effect of
challenge stress on work engagement via negative affect was only significant for low and
mean self-compassion levels. These are a depiction of the support of hypotheses 1, 2, 3, and 4.
The interaction plot illustrated in Figure 2 shows that self-compassion buffers employees
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from experience negative affect when faced with challenge stressors.
Discussion

The current study builds on prior work (Prem et al., 2017) to examine the interaction between
challenge stress, negative affect on work engagement. Our results revealed that challenge
stress negatively predicted work engagement, and negative affect fully mediated the
relationship between challenge stress and work engagement. These results challenge the
previous findings that show that challenge stressors are always associated with positive
outcomes. Further, Barker et al. (2012) and Burger et al. (2017) demonstrated that challenge
stress increases the risk of psychological problems after every adverse life event.

In line with the transactional stress theory (see: Susan Folkman, 1984), we found the
relationship between challenge stress, negative affect, and work engagement depends on
employees' self-compassion. In particular, the results propose that high levels of
self-compassion buffer the outcome of challenge stress on employees' negative affect and
work engagement. These findings imply that self-compassion plays an essential role in
evaluating occupational stressors, promoting their work engagement. As challenges were
previously seen to have both adverse and positive outcomes at work (Prem et al., 2017), our
new outcomes make a vital contribution to the literature, allowing us to comprehend better
how such interaction influences work engagement.

Theoretical Implications

This study contributed two significant theoretical contributions. First, our study solved the
problem of the inconsistent findings around outcomes of challenge stress while utilzing the
transactional model of stress and coping (See: Ben-Zur, 2019) as its framework. Specifically,
we demonstrated that employees consider challenge stress a negative strain that negatively
influences employees' work engagement. We also related challenge to general negative affect
and explored its differential effects on employees' negative affect. Second, we tested the
moderating role of self-compassion in alleviating the effect of challenge stress on negative
affect and work engagement. Positive psychology literature has shown that harnessing
positive emotions may reduce negative emotions (Fredrickson, 2001), thereby promoting
work engagement. In sum, this present study's overall purpose was to build and test these
associations to provide a coherent and meaningful contribution to the previous studies.

Practical Implications

Our findings provide additional evidence that challenge stress outcomes thwart employees'
work engagement. Based on our results, employees always found coping mechanisms for
both challenge stress and negative affect. When faced with challenging stressors, employees
will often find meaning in them and thereby stay engaged in their work. However, previous
research has highlighted that self-compassion is a trait (Halbesleben & Wheeler, 2008).
Leaders may institute intervention to harness self-compassion in the employees to enable
them to face challenging stressors. Work engagement has a reverse causality such that
engaged employees perform better than non-engaged employees because they often
experience positive emotions such as happiness, enthusiasm, and joy (Fredrickson, 2001).
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They are also characterized by a high level of enthusiasm, experience better health, create
their resource and their won job, and finally transfer their engagement to their fellow
employees at work (Bakker & Demerouti, 2008). This causality means that engaged
employees are more tolerant of challenging stressors.

A\\ MacrOthlnk International Journal of Human Resource Studies

Limitations and Future Directions

Although we presented theoretical and practical implications of our findings, this study has
certain limitations, which researchers may find as avenues for future studies. First, since the
current study results were collected using a self-reported questionnaire, there is the possibility
of common method bias known as CMB (Podsakoff et al., 2003). Thus, CMB may be a
concern to address in future studies. Second, about our research design, our self-reported data
were collected from a single source at one point in time, and we strongly encourage future
studies to consider collecting data from different sources and timeframe. Third, since the
current study used a cross-sectional design, we cannot assess real causal relationships. In
future studies, we suggest using rigorous research designs, such as experimental or
longitudinal designs, to facilitate causal inferences. Besides, the objective of our research is
limited to work engagement. Future research might explore other possible outcomes that may
result from this relationship. A call for future studies is to explore other possible
organizational variables that may moderate and mediate the association between challenge
stress, negative affect, and work engagement. Despite these limitations, our findings deliver
evidence of the importance of self-compassion. The direct and direct effect of challenge
stress on negative affect and work engagement hinges upon this moderator.

Conclusion

Based on a sample of 137 employed professionals enrolled in an Executive MBA in one of
the Chinese largest universities, we have tested a moderated mediation model in which
self-compassion directly and indirectly moderates the effect of challenge stress on negative
affect and work engagement. Our findings reveal that the indirect effect is highest when
self-compassion is high and lowest when self-compassion is low. This research exclusively
examined challenge stressors since it has been shown to have both positive and negative
outcomes at the workplace. The central message from these findings is that public
organizations should encourage self-compassion in employees to enhance work engagement
among their employees.
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Appendix

Table 1. Mean, standard deviations, correlation, and reliability analysis

M SD 1 2 3 4 5 6 /

1. Gender 1.32 .46 1

2. Age 1.16 .47 -.03 1

3. Tenure 207 .82 .02 297 1

4. Work engagement 388 1.75 .12 .00 .00 (0.95)

5. Negative affect 329 1.06 .06 -02 .02 .17 (0.85)

6. Self-compassion 372 1.49 -01 .01 200 .16 .21 (0.90)

7. Challenge stress 321 1.26 .05 .04 227 -16" .17 .19  (0.88)
Notes: N = 137.

*p < 0.05; **p <0.01.

Table 2. Negative affect as a mediator of challenge stress and work engagement

Negative Affect Work engagement

Model Model L.L. UL Model Model L.L. UL Model Model L.LC. UL
1 2 C.1 C.1 3 4 C.1 C.I 5 6 | C. 1

1. Gender 13 A2 46 49 .46 .45
-26 .50 -13 1.13 -16 1.08

(.19) (.19) (.32) (.31) (.32) (.31)

2. Age -.07 -.07 .01 .00 .01 .02
-46 .32 -65 .65 -61 .66

(.20) (.20) (.33) (.33) (.33) (.32)

3. .04 -.00 -.00 .08 -.00 .09
-24 22 -29 47 -28 .46

Employment (.12) (.11) (.19) (.19) (.19) (.19)

4. Challenge 14 -25 -30
.00 .29 -49 -01 -54 -06

stress (.07) * (.12) * (12) *

5. Negative .33
.05 .60

affect (.14) *
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R? 006  .053 015 015 015  .015
AR? 006 .048* .048* .032* 062* .042*
Notes: N = 137.
*p < 0.05; **p <0.01; ***p<0.001
Table 3. Results of the Moderating Effect of self-compassion
Negative Affect
L.L. UL
Model 1 Model 2 Model3 C.1 C.I
1. Gender 13 (.19) 14 (.19) .07(19) -30 .45
2. Age -.07 (.20) -.05(.19) -00(.19) -39 .38
3. Employment .04 (.11) -.03 (.12) -04(12) -28 .19
4. Challenge stress (CS) .01 (.08) .00(.08) -15 .16
5. Self-compassion (SEC) A7 (.06) ** .14 (.06) * .02 .27
CS x SEC -.09 (.04)* -19 -.00
R? .006 .060 ** .095 **
AR? .006 .065 ** .025 **
Notes: 137.

*p < 0.05; **p <0.01; ***p<0.001

Table 4. Results of the Moderated Path Analysis

Moderator

Challenge stress (X) —Negative

affect (M)— Work engagement (Y)

Low levels of self compassion (-1 SD)
Mean levels of self compassion

High levels of self compassion (+1 SD)

Indirect  Boot SE 95% C.I
Effects
.07 .05 [.024, .048]
-.00 .04 [.056, .407]
-.04 .06 [-.387, .457]

Notes: n = 137 . Bootstrap N=10,000.

Pwux -Path from challenge stress to employee negative affect;

Pym - Path from negative affect to work engagement;
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Pyx - Path from challenge stress to work engagement.

*p < 0.05, **p < 0.01.

Challenge stress Negative affect —»| Waork engagement

Self-compassion

Figure 1. The hypothesized model

4.5 A

4 A —e— Low Self
compassion

('S
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Negative Affect
(8]

Low Challenge stress High Challenge stress

Figure 2. The moderating effect of self-compassion on the relationship between
challenge stress and negative affect
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