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Abstract 

Well-being in the workplace epitomises the positive aspects of the physical, 

psychological, and social workplace experiences of individuals (Winter, 2017). 

Concern about workplace well-being for academics is becoming increasingly important 

within the higher education sector in Western and non-Western societies (Azeem & 

Nazir, 2008; Barkhuizen, Rothmann & van de Vijver, 2014; Chan, 2017; Watts & 

Robertson, 2011). Although the academic role is inherently rewarding, it is regarded as 

a high stress occupation (Shin & Jung, 2014), exposing individuals to job-related 

physical and psychological consequences. These individual consequences have a 

pervasive impact on organisations both positively and negatively. With this in mind, 

the current research was formulated to increase knowledge about the nature and factors 

leading to workplace well-being among Australian and Malaysian academics. This 

research conceptualises workplace well-being as comprising individual work-related 

affective and cognitive states of burnout and engagement experiences (e.g., Bakker & 

Oerlemans, 2011; Makikangas, Kinnunen, Feldt & Schaufeli, 2016; Salanova, Del 

Libano, Llorens & Schaufeli, 2014). This extends the Job-Demands-Resources (JDR) 

theory (Bakker & Demerouti, 2007) and also broadens knowledge about burnout and 

engagement in the modern workplace, at least within the specific national contexts of 

academics. This research is also a response to calls for more comparative studies of 

academic burnout and engagement experiences from different societies (Watts & 

Robertson, 2011). The national contexts of Australia and Malaysia are very diverse 

societies with different national cultural orientations that could produce unique effects 

on individuals’ workplace outcomes (Hofstede Insights, 2018; Moore, 2012).  

The proposed affective-cognitive workplace well-being model is central to an 

employment relationship because burnout and engagement affect individuals 
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(Barkhuizen et al., 2014; Bermejo-Toro, Prieto-Ursua & Hernandez, 2016) and 

organisations (Gan & Gan, 2014; Timms & Brough, 2013). Burnout is a negative and 

ill-being psychological state represented by exhaustion, cynicism, and reduced 

professional efficacy (Maslach, Schaufeli & Leiter, 2001); while engagement is a 

persistent and positive affective-cognitive psychological state represented by 

absorption, dedication, and vigour (Schaufeli & Bakker, 2003). This research 

acknowledges the many dialogues and perspectives of researchers and scholars in the 

existing literature about the conceptual relationship between burnout and engagement 

(e.g., Cole, Walter, Bedeian & O’Boyle, 2012; Leon, Halbesleben & Paustian-

Underdahl, 2015; Schaufeli & Bakker, 2003, 2004, 2010). However, Schaufeli and 

Bakker’s conceptualisation is adopted in this research to investigate academics’ 

burnout and engagement experiences in the determination of their state of workplace 

well-being (Bakker, Demerouti & Sanz-Vergel, 2014; Saito, Igarashi, Noguchi-

Watanabe, Takai & Yamamoto-Mitani, 2018; Timms, Graham & Cottrell, 2007). Using 

the JDR theory, Schaufeli and Bakker posited that burnout and engagement are two 

distinct and independent constructs which operate in separate continuums and are 

negatively correlated. Specifically, they demonstrated that both burnout and 

engagement have dissimilar predictors and that the two could co-exist to influence each 

other.  

This research employs an exploratory sequential mixed methods approach that 

comprises both qualitative (Study 1) and quantitative (Study 2) phases. The two Studies 

examined the direct and indirect influences of various constructs theorised to be 

relevant to Australian and Malaysian academics’ workplace well-being experiences 

(burnout and engagement). These constructs were individual relational and 

transactional psychological contract orientations, harmonious and obsessive passion 
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orientations towards work activities, fit in areas of worklife, and satisfied need for 

competence. Study 1, comprising 20 Australian and 20 Malaysian academics, provided 

an in-depth understanding of academics’ burnout and engagement experiences through 

the construct of psychological contract orientation. Study 2, comprising 203 Australian 

and 193 Malaysian academics, was based on the findings that emerged from Study 1. 

It statistically tested the factors determining academics’ experiences through the focal 

mediating constructs of psychological contract and passion orientations. Study 2 also 

tested whether or not academics’ experiences were a function of the constructs of areas 

of worklife and need for competence. The moderating influence of country (Australia 

and Malaysia) regarding the impact of different practices in areas of worklife with 

psychological contract and passion orientations were also tested.  

The overall findings in Study 1 showed the direct and indirect influences 

between individual psychological contract orientation and burnout and engagement 

experiences for both Australian and Malaysian academics. Australian academics, with 

a more relational-oriented contract at the school level, appeared to be more engaged in 

the workplace. However, Australian academics with a more transactional-oriented 

contract at the university level and with a hybrid contract, appeared to be 

simultaneously burnt-out and engaged in the workplace. Meanwhile, Malaysian 

academics with a predominantly relational-oriented contract and a hybrid contract at 

both school and university levels, also appeared to be simultaneously burnt-out and 

engaged in the workplace. These observations demonstrated the direct influences 

between psychological contract orientation and burnout and engagement. The overall 

findings in Study 1 also revealed other salient constructs of areas of worklife, need for 

competence, and passion for job in academics’ responses regarding their burnout and 

engagement experiences. These findings demonstrated the indirect influences between 
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psychological contract orientation and burnout and engagement through fit in areas of 

worklife, satisfied need for competence, and job passion. These findings consequently 

informed the direction of Study 2.  

In Study 2, being an academic in the Australian context revealed relationships 

between areas of worklife and relational and transactional contract orientations. Yet, 

these results showed how working in the Australian university context strengthened the 

relationship between fit in areas of worklife and relational-oriented contract only.  

Meanwhile, being an academic in the Malaysian context did not reveal any relationship 

between areas of worklife with either relational or transactional contract orientation. 

Accordingly, the mediating process between psychological contract orientation and 

burnout and engagement with fit in areas of worklife held for Australian academics 

only. These academics’ relational-oriented contract helped explain the relationships 

between fit in areas of worklife and lower burnout (with reduced cynicism and 

exhaustion and increased professional efficacy) and higher engagement. In contrast, 

these academics’ transactional-oriented contract helped explain the relationships 

between fit in areas of worklife and higher burnout (with increased cynicism and 

reduced professional efficacy) and lower engagement.  

With need for competence, Study 2 established the mediating effects between 

psychological contract orientation and burnout and engagement for both Australian and 

Malaysian academics. The relationships between satisfied need for competence and 

lower burnout (with reduced cynicism and exhaustion and increased professional 

efficacy) and higher engagement were partly attributed to academics’ relational-

oriented contract. Meanwhile, the relationships between satisfied need for competence 

and higher burnout (increased cynicism and reduced professional efficacy) and lower 

engagement were partly attributed to academics’ transactional-oriented contract. 
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Study 2 also showed being an academic in the Australian context revealed 

relationships between areas of worklife and both harmonious and obsessive passion 

orientations. Meanwhile, being an academic in the Malaysian context revealed a 

relationship between areas of worklife and obsessive passion orientation only. These 

results showed how working in the Australian university context strengthened the 

relationships between fit in areas of worklife and harmonious- and obsessive-oriented 

passion, and how working in the Malaysian university context strengthened the 

relationship between fit in areas of worklife and obsessive-oriented passion. 

Accordingly, the mediating process between passion orientation and burnout and 

engagement with fit in areas of worklife held uniquely for both Australian and 

Malaysian academics. A harmonious-oriented passion helped explain the relationships 

between fit in areas of worklife and lower burnout (with reduced cynicism and 

exhaustion and increased professional efficacy) and higher engagement for Australian 

academics only. Contrastingly, an obsessive-oriented passion helped explain the 

relationships between fit in areas of worklife and higher burnout (with increased 

cynicism and exhaustion and reduced professional efficacy) for both Australian and 

Malaysian academics.  

With need for competence, Study 2 established the mediating effects between 

passion orientation and burnout and engagement for both Australian and Malaysian 

academics. The relationships between satisfied need for competence and lower burnout 

(with reduced cynicism and exhaustion and increased professional efficacy) and higher 

engagement were partly attributed to academics’ harmonious-oriented passion. 

Furthermore, the relationships between satisfied need for competence and higher 

burnout (increased cynicism and exhaustion and reduced professional efficacy) and 

lower engagement were partly attributed to academics’ obsessive-oriented passion.  
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The exploration and examination of the constructs of psychological contract 

orientation, passion orientation, areas of worklife, and need for competence in the two 

Studies enabled further understanding of the nature and predictive factors of workplace 

well-being in terms of burnout and engagement for Australian and Malaysian 

academics. This research also lends support to the conceptualisation of Schaufeli and 

Bakker (2004) and their advocates that burnout and engagement indeed co-existed and 

operated separately. Furthermore, it broadens the JDR theory by integrating individual 

contextual factors and resources of psychological contract and passion orientations into 

the workplace well-being model. Ways to sustain individual orientations for relational 

contract and harmonious passion that are more favourable in the workplace were also 

deliberated. Finally, future research directions could leverage on both the strengths and 

weaknesses of this research to explore this social phenomenon in similar and/or 

dissimilar national contexts. These directions include use of different data collection 

approaches, different national cultural dimensions, a dialectic paradigm or an 

experience sampling methodology in longitudinal research.  
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Chapter One: Introduction 

 
The current research aims to understand the nature and causes of workplace 

well-being among Australian and Malaysian academics. Workplace well-being has 

attracted significant research attention over many decades because of its pervasive 

impact on individuals (Price, 2015) and organisations (Bakker, Demerouti & Sanz-

Vergel, 2014). Not the least because approximately one-third of an individual’s life is 

spent at work. Research in the subject continues to grow and discussions and debates 

on the topic have become commonplace (Makikangas, Kinnunen, Feldt & Schaufeli, 

2016). Evidence shows reduced workplace well-being is likely to have negative long-

term impacts on individuals such as work-related depression, lower life satisfaction, 

and longer duration and frequency of sickness (Hakanen & Schaufeli, 2012; Schaufeli, 

Bakker & Van Rhenen, 2009a). For organisations, reduced workplace well-being 

among staff is likely to lead to higher turnover, absenteeism, poorer quality of work, 

lower productivity, heightened tardiness, and disengagement (Kahill, 1988; Maslach & 

Leiter, 1997; Roberts, 2015; Timms & Brough, 2013).  

This chapter sets the stage for the current research. First, the broad concept of 

workplace well-being adopted in this research is introduced and positioned as 

comprising both burnout and engagement (Schaufeli & Bakker, 2004). Second, a brief 

discussion on the theoretical development of burnout and engagement is presented. 

Next, limitations in the existing literature on burnout and engagement as well as current 

evidence on the nature of burnout and engagement in academics within the higher 

education sector in Australia and Malaysia are presented. Following this is an 

introduction to the construct of psychological contract orientation that is argued to 

contribute to burnout and engagement in the current research is briefly covered. The 
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research questions are subsequently presented. This chapter concludes by reflecting on 

the significance of this research and the practical implications for organisations.   

1.1 Workplace well-being  

There are various definitions and interpretations of workplace well-being and 

perspectives on its measurement. Advocates of workplace well-being, in essence, agree 

that positive feelings in the workforce ultimately lead to employee happiness and 

increased productivity. These positive feelings include positive emotional states, 

positive working relationships, and engaging, interesting, meaningful, and challenging 

work that ultimately encapsulate workplace well-being (Harter, Schmidt & Keyes, 

2002). More specifically, workplace well-being embodies the psychological, physical, 

and social workplace experiences of an individual (Winter, 2017).  

The definition of workplace well-being adopted in this research focuses on 

individual work-related affective and cognitive states, namely, burnout and 

engagement. This affective-cognitive model of workplace well-being is pivotal in many 

work-related areas due to its impact on both individuals and organisations and has been 

widely used as a general indicator of individual workplace well-being (Bakker & 

Oerlemans, 2011; Makikangas, Feldt, Kinnunen & Mauno, 2013; Makikangas et al., 

2016; Salanova, Del Libano, Llorens & Schaufeli, 2014). This is because both 

conscious reasoning and emotions and moods in the workplace contribute to individuals’ 

assessments of their state of well-being.  

Engagement is a positive affective-emotional state and sense of 

accomplishment that includes three dimensions: vigour (high levels of mental energy), 

dedication (strong involvement and feelings of pride), and absorption (full 

concentration at work) (Bakker, Schaufeli, Leiter & Taris, 2008; Schaufeli & Bakker, 

2010). Engagement is primarily concerned with how individuals experience flow in 
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what seems enjoyable and intrinsically motivating to them, which is characterised by 

focused attention, clear mind, mind and body in harmony, effortless concentration, 

complete control, loss of self-consciousness, distortion of time, and intrinsic enjoyment 

(Csikszentmihalyi, 1990). Burnout, on the other hand, is a negative ‘ill-being’ 

psychological state. More precisely, burnout is ‘a prolonged response to chronic 

emotional and interpersonal stressors on the job, and is defined by the three dimensions 

of exhaustion (mental fatigue), cynicism (indifference attitude towards work), and 

professional inefficacy (sense of non-achievement)’ (Maslach, Schaufeli, & Leiter, 

2001, p. 397). Burnout represents diminished individual well-being and leads to 

negative organisational outcomes (Bakker et al., 2014). Paying attention to both 

burnout and engagement is important, and they are commonly used as a sign of 

individual workplace well-being (Luthans, 2002; Van den Broeck, Vansteenkiste, De 

Witte & Lens, 2008).  

1.2 Burnout and engagement 

There are varying views in the research literature about the relationship between 

burnout and engagement. For some researchers, burnout is conceptualised as the 

psychological polar opposite of engagement (Maslach et al., 2001). Individuals are 

either burnt-out or engaged and move from one state to the other on a single continuum. 

For instance, Leiter and Maslach (2004) posited that individuals could express their 

relationship with work on a continuum from the negative experience of burnout to the 

positive experience of engagement. A recent review by Cole, Walter, Bedeian, and 

Boyle (2012) supported this model, reinforcing that burnout and engagement are a 

paired construct that could be measured using a single burnout scale. Thus, researchers 

supporting this viewpoint, tend to assume that the same factors influencing the 

development of burnout are also relevant for the development of engagement.  
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In contrast, Schaufeli and Bakker (2004) argued that engagement is not a perfect 

opposite of burnout, and burnout and engagement represent two distinct constructs 

which are negatively correlated. For these researchers, the dimension of professional 

inefficacy in burnout does not constitute an opposite of the dimension of absorption in 

engagement, although the other two dimensions are direct opposites (exhaustion—

vigour; cynicism—dedication). They also proposed that individuals could experience 

both burnout and engagement simultaneously. They demonstrated only work resources 

are linked to engagement, while both work demands and resources are related to 

burnout (e.g., workload and work stress (work demands) and lack of autonomy and 

social support (work resources) lead to burnout; while work is fun and intrinsically 

motivating (work resources) lead to engagement). Similarly, Chirkowska-Smolak’s 

(2012) suggested the nature of the inter-relationship between burnout and engagement 

might be far more complex at the conceptual level, highlighting researchers’ doubts 

about the factorial structure of the burnout and engagement dimensions (e.g., Schaufeli 

& Bakker, 2004; Schaufeli, Taris & van Rhenen, 2008). Several other researchers also 

supported the view that burnout and engagement are not direct opposites of each other 

and they do not share similar predictors (Bakker, Demerouti & Schaufeli, 2003; 

Chirkowska-Smolak, 2012; Shirom, 2003). The current research accepts this viewpoint 

and does not automatically assume individuals who experience reduced efficacy in the 

workplace always see themselves as incompetent and their dissimilar factors of both 

burnout and engagement.  

In summary, it is interesting to note that scholars perpetually attempt to improve 

understanding on the conceptualisation of engagement relative to other variables such 

as burnout in particular as well as the relationships with the precursors and outcomes 

of engagement (Halbesleben, 2010). In a similar vein, Chirkowska-Smolak (2012) 
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pinpointed that the increased number of engagement research, carried out by the same 

researchers, generated ambiguous findings. For instance, researchers questioned the 

factorial structure of the dimensions of burnout and engagement (e.g. Schaufeli & 

Salanova, 2011; Schaufeli et al., 2008). Indeed, the proponents of the two different 

viewpoints of both constructs recognise that the inter-relationship between the two 

constructs remains somewhat unclear (Bakker & Leiter, 2010; Cole et al., 2012; Leon, 

Halbesleben & Paustian-Underdahl, 2015; Maslach, Leiter & Schaufeli, 2008).   

1.3 Limitations in the existing literature on burnout and engagement 

Burnout and engagement are not only significant indicators of individual well-

being, they are also connected to critical outcomes for organisations (Bakker et al., 

2008; Bakker, Demerouti & Xanthopoulou, 2012; Halbesleben, 2010). Combating 

burnout and promoting engagement in the workplace thus becomes not just the concern 

of researchers but also organisational managers (Gan & Gan, 2014). By virtue of this, 

the limitations in the existing literature on burnout and engagement need to be taken 

into account to drive future research and practice.  

1.3.1 Issue 1 

Prior research on individual well-being in the workplace has predominantly 

concentrated on job-related situational antecedents such as work demands (e.g., 

workload, work pressure) and resources (e.g., autonomy, social support) using the Job 

Demands-Resources theory (Bakker & Demerouti, 2007, 2014). It is, therefore, well-

established in the extant literature that job characteristics are key antecedents of burnout 

and engagement (e.g., Bakker, 2011; Bakker et al., 2003; Bakker, Hakanen, Demerouti 

& Xanthopoulou, 2007; Deci & Ryan, 2000; Demerouti, Bakker, Nachreiner & 

Schaufeli, 2001; Hakanen, Bakker, & Schaufeli, 2006; Nahrgang, Morgeson & 

Hofmann, 2011). However, fewer studies have examined the role of individual 
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psychological processes (e.g., through individual learning, perceiving, and sensing of 

workplace events, which contributes to an individual’s workplace attitudes and 

behaviours) to explain workplace well-being (e.g., Xanthopoulou, Bakker, Kantas & 

Demerouti, 2012). For example, only scant research are available that have considered 

workplace well-being outcomes arising from individual differences in workplace 

psychological contract orientation, which focuses on the reciprocal exchange between 

individuals and the organisation (Agarwal & Gupta, 2018; Rousseau, 1995). 

Understanding these differences has merits as an individual’s psychological contract 

orientation can create changing or dominating states within the individual to produce 

certain workplace outcomes. 

Studies outside the domain of occupational health psychology have shown 

happier individuals tend to be more engaged while less happy individuals are more 

likely to be burnt-out (Veenhoven, 2000). Another study indicated individuals’ 

dispositional gratitude is positively related to their orientations to happiness and 

personal accomplishment or professional efficacy. This is because these individuals are 

less likely to be emotionally drained and to feel depersonalised and are less likely to 

burn out (Chan, 2010).  

Recent well-being research has begun to consider the antecedents of burnout 

and engagement at both the individual and organisational levels to provide more insight 

into the interplay between the two, for example, the individual aspects of attitude, 

demographics, motivation, and personality (e.g., Barkhuizen et al., 2014; Gan & Gan, 

2014; Kim, Shin & Swanger, 2009; Langelaan, Bakker, Van Doornen & Schaufeli, 

2006; Swider & Zimmerman, 2010; Zimmerman, 2008) and the organisational aspect 

of psychosocial safety climate (e.g., Dollard & Bakker, 2010; Nahrgang et al., 2011; 

Zarei, Khakzad, Reniers & Akbari, 2016).  
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As discussed in section 1.5, the current research examines the factors 

determining individual experiences of workplace burnout and engagement from the 

perspective of an individual’s psychological contract orientation while integrating job 

characteristics.  

1.3.2 Issue 2  

Burnout and engagement are often present simultaneously in the modern 

workplace. However, a high level of burnout does not necessarily infer a low level of 

engagement and vice versa (Admasachew & Dawson, 2011; Attridge, Bennett, Frame, 

& Quick, 2009; Demerouti, Le Blanc, Bakker, Schaufeli & Hox, 2009; Freudenberger, 

1974; Innanen, Tolvanen & Salmela-Aro, 2014; Salmela-Aro, Moeller, Schneider, 

Spicer & Lavonen, 2015). This means that, the interplay between the two constructs 

are not linear as initially assumed (Maslach & Leiter, 1997). Thus, a key challenge in 

the field moving forward is to better understand the interplay between the two 

constructs in order to stay relevant in the modern workplace and to fully understand the 

current nuances in the constructs as exemplified by the clarion call of many scholars. 

In particular, Leon et al. (2015) urged for a better understanding of the various 

workplace behaviours and environments (and their interactions) in shaping individual 

workplace burnout and engagement experiences.  

More specifically, the extant body of research tends to overlook the theoretical 

and practical importance of understanding the sequential development process in 

burnout and engagement (Gan & Gan, 2014; Saks, 2006; Salanova, Agut & Peiro, 

2005). Most of the previous studies compared only two dimensions of the three-

dimensional measures of burnout and engagement. These studies have been inadequate 

in examining the dynamic interactions between burnout and engagement and 

identifying the patterns of the interactions across different samples (Gan & Gan, 2014).  
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Thus, an important issue moving forward is to more fully understand the nature 

of the relationships between the two constructs and if and how other contextual factors 

(e.g., individual psychological contract orientation in diverse national contexts) 

influence these relationships in the modern workplace. Moreover, such understanding 

is critical for designing, prioritising, and conducting interventions for both individuals 

and organisations (Gan & Gan, 2014). Hence, the current research examines the factors 

determining individual workplace well-being using the three-dimensional 

conceptualisations of burnout and engagement to provide a greater depth of 

understanding.     

1.3.3 Issue 3 

Freudenberger (2011) urged researchers and scholars to re-assess the concept of 

workplace well-being in the face of rapid global changes in the nature of work arising 

from a global economy, amidst social, political, and ecological changes. In line with 

the growing interest in workplace well-being and the rising global mobility of 

workforce, the clear need for theory testing in cross-national contexts has become 

evident. Lu, Gilmour, Kao, and Huang (2006) cautioned that scholars should not simply 

accept that findings obtained in Western and/or non-Western contexts would apply in 

any society. This research attempts to address calls to examine the nature of workplace 

well-being of individuals from diverse national contexts (Brough & O’Driscoll, 2010; 

de Jonge, van Vegchel, Shimazu, Schaufeli & Dormann, 2010).  

Cross-national studies often suffer from methodological complications, that is, 

the tools used have not been psychometrically evaluated across cultures (Smith, Fischer 

& Sale, 2001). Xanthopoulou et al. (2012) critiqued that the instruments used in studies 

comparing cross-national levels of burnout and engagement are merely translated from 

the original sets of the instruments. Xanthopoulou and her colleagues also indicated 
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that the relationships between the underlying constructs and the specific items of the 

instruments have not been studied cross-nationally. This leaves in question the validity 

of the instruments when applied for comparisons across different settings.  

Contextualised research of workplace well-being is clearly important and 

warranted to broaden inadequate current knowledge. Individual workplace outcomes in 

one national context may differ from those in another national context. Thus, this 

research takes into account these conceptual and methodological concerns to ascertain 

the extent to which workplace well-being theory (and findings) on burnout and 

engagement are generalisable to diverse national contexts. This will provide some 

clarity about the suitability of applying Western management frameworks, models, and 

theories to non-Western workplace settings and vice versa within the context of this 

research. This is particularly important to effectively manage individual workplace 

expectations and experiences in the employment relationship to ensure workplace well-

being for individuals as well as the well-being of the organisation in which they work.  

 As mentioned in section 1.2, this research aims to build on Schaufeli and 

Bakker’s (2004) model of burnout and engagement by investigating them as separate 

components within the proposed model of workplace well-being. In doing so, 

university academics from two different national contexts are chosen for this research. 

It has been argued that university academics might provide an ideal sample to 

investigate the whole range of burnout and engagement relationships (e.g., high burnout 

and engagement, low burnout and engagement, high burnout and low engagement, and 

low burnout and high engagement). These relationships will be examined from the 

perspective of individual psychological contract orientation.  

1.4 Burnout and engagement in the higher education context  

 This section considers burnout and engagement in the higher education sector 
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in general. Globally, the sector expanded inexorably during the twentieth century as 

universities became the prime training grounds for professional employment in 

business, science and technology, healthcare, environmental management, and a host 

of other fields (Chan, 2017). By 2014, it was estimated that the value of the global 

higher education industry was USD 4.3 trillion (Robertson & Komljenovic, 2016). 

There is no doubt that research into workplace well-being has penetrated and should 

penetrate the sector. Academics are not exempt from any transformations that take 

place in the sector (Chan, 2017). Studies have aimed to tackle the dearth of knowledge 

on workplace well-being in terms of burnout and engagement in the world of academia, 

particularly in understanding the extent to which these factors occurred and the reasons 

for their occurrence across different national contexts (Bartlett, 1994; Bermejo-Toro, 

Prieto-Ursua & Hernandez, 2016; Byrne, 1991; Doyle & Hind, 1998; Hakanen et al., 

2006; Lackritz, 2004; Watts & Robertson, 2011). Despite the on-going quest for 

answers within academia, there is a scarcity of quality research on academics’ 

workplace well-being in terms of burnout and engagement in different national contexts 

in relation to individual psychological contract orientation. Organisational 

investigations delving into this critical issue have only just begun.  

 Particularly noteworthy is Watts and Robertson’s (2011) systematic review on 

the burnout experiences of university academics in Canada, the United States of 

America (USA), the United Kingdom (UK), South Africa, Spain, Turkey, and the 

Netherlands. This review identified predictors of burnout among academics. The 

authors found that exposure to high numbers of postgraduate students was the strongest 

predictor of burnout followed by gender and age. The review also showed burnout 

among university teachers resembled burnout for employees in other service sectors, 

suggesting burnout among university academics deserves attention (Lackritz, 2004). 
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Watts and Robertson also highlighted the lack of comparative studies across different 

university contexts. Similarly, Byrne, Chughtai, Flood, Murphy, and Willis (2011) 

stated the limited research in higher education had mainly been conducted in the USA 

and in single institutions. These authors opposed the idea of employing these contextual 

findings across diverse national contexts (Schaufeli, Bakker, Hoogduin & Kladler, 

2001: Schaufeli & Van Dierendonck, 1995). Along the same line, Grau-Alberola, Gil-

Monte, Garcia-Juesus, and Figueiredo-Ferraz (2010) stated that social norms and 

values could influence the ease at which individuals report burnout and thus under-

report their negative experiences. Meanwhile, Bermejo-Toro et al. (2016) found that 

burnout syndrome in academics might be ameliorated through heightened level of 

engagement by academics in their work. Putting all the above together, it can be seen 

that there might be different factors leading to burnout and engagement among 

university academics in different national contexts.  

1.5 Burnout and engagement in Australian and Malaysian university contexts 

This section discusses three main reasons for understanding Australian and 

Malaysian university academics’ workplace well-being in terms of their nature and 

causes of burnout and engagement experiences.  

First, higher education is a growth industry in both of these countries. The 

increasing pressure on the sector is increasing burnout rates, which could impact on 

engagement and thus the workplace well-being of academics (Bermejo-Toro et al., 

2016; Boyd et al., 2011; Chan, 2017; Chan, Biggs & Troth, 2019; Lackritz, 2004; Ng, 

2015). In Australia, the expansion of the sector has been central to the overall growth 

in employment in education and training. By 2013-14, the sector was providing work 

for 8.1 percent of the workforce (ABS, 2014a), making the industry almost as large in 

employment terms as manufacturing (8.3 percent). As the traditional sources of its 
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national income (iron, coal and other primary commodities) decline in value, 

Australia’s economy has become gradually more dependent upon the continued success 

of its higher education sector; a sector that in 2014 was its principal source of non-

merchandise export income worth AUD 15.7 billion (ABS, 2014b). Similarly, Malaysia 

is determined to make long-term financial gains through its hefty investments in the 

higher education sector. In 2011, Malaysia allocated 3.8 percent of its GDP towards 

higher education, which was above the average OECD’s (Organisation for Economic 

Co-operation and Development) GDP of 3.4 percent. This percentage was higher than 

other Asian countries such as Singapore, Japan, and South Korea (Blessinger & Anchan, 

2015). Additionally, Malaysia aspires to increase its student enrolments in the sector 

from 1,326,340 in 2010 to 2,267,800 by 2020 (Arokiasamy, Ismail, Ahmad & Othman, 

2009). In 2015, Yen, Ong, and Ooi reported that the education sector in Malaysia 

created 1.21 higher education jobs for every 10, 000 Malaysian Ringgit invested.  

Second, exploring academics’ workplace well-being in terms of burnout and 

engagement is important because academic careers have typically been reliant on an 

individual’s sense of intrinsic engagement with work in terms of teaching, service, and 

research. Over time, intrinsic work engagement erodes an individual’s capacity and 

energy to respond to a wide array of external pressures and demands which is part of 

academic life (Coates & Goedegebuure, 2012; Raina & Khatri, 2015). This is evident 

as academics report high levels of satisfaction and enjoyment of intrinsic rewards 

despite the increasingly highly stressful nature of their work (Shin & Jung, 2014). Task 

characteristics of academics (allowing for autonomy, learning opportunities, ownership, 

competence, and growth) often influence the meaningfulness attached to academics and 

thus shape the impact on their burnout and engagement (Barkhuizen, Rothmann & van 

de Vijver, 2014). This means, for a task that allows for autonomy or learning 
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opportunities, academics invariably treasure the task significance and thus stay engaged 

in performing it. However, for a task that prohibits autonomy or learning opportunities, 

academics feel pressured into performing it and thus become susceptible to burnout 

(Barkhuizen et al., 2014; Bermejo-Toro et al., 2016; Boyd et al., 2011). In addition, 

exponential growth in service activities within the education sector often result in extra 

responsibilities for the academics (Bexley, James & Arkoudis, 2011; Boyd et al., 2011; 

Winter, 2017). Thus, an academic’s additional roles encompass more than just scholarly 

activities due to changing workplace expectations and experiences.  

Earlier research suggests that the intense physical and psychological 

concentration required of academics in their workplace coupled with complex personal 

and organisational social interactions expose them to job-related physical and 

psychological disruptions (Bermejo-Toro et al., 2016; Cenkseven-Onder & Sari, 2009; 

de Jonge, Spoor, Sonnentag, Dormann & Van den Tooren, 2012; Gutnick, Walter, 

Nijstad & De Dreu, 2012; Maslach, Jackson & Leiter, 1996). In addition, adverse and 

increasing psychological working conditions paired with dwindling energy levels can 

have an effect on an individual’s overall well-being (Babazono, Mino, Nagano, Tsuda 

& Araki, 2005; Boyd et al., 2011; Stansfeld & Candy, 2006; Yang, Ge, Hu, Chi & 

Wang, 2009).  

In Australian universities, only 28 percent of academic and professional staff 

agreed or strongly agreed that their job provided a good worklife balance, while 46 

percent felt their job had a negative impact on their health (NTEU, 2015; Parr, 2015). 

Boyd et al. (2011) suggested that increased work demands cause psychological strain 

in university academics. In particular, the perceived high work pressure and workload 

(work demands) lead to a sense of injustice and erode the perceived autonomy (work 

resources), eventually increasing the level of psychological work strain in these 
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academics. They further suggested that autonomy (or control) and fairness in 

procedures mediate the impact of work demands and resources on work strain.  

 In the case of Malaysia, there is fragmented workplace well-being research 

especially regarding university academics. Ng (2015) found that job resources, in terms 

of immediate superior support and perceived external prestige together with worklife 

enrichment and core self-evaluations, increased Malaysian academics’ engagement 

while collegial support correlated negatively with their engagement. She further 

suggested that these academics should be exposed to the beneficial influences and 

functions of different supports to counter the possible adverse impacts of collegial 

support on engagement. Malaysian public university physician academics were found 

to have much higher degrees of burnout than the academic physicians in a Washington 

State university and a Tanzanian university but lower burnout scores than the academics 

in a San Diego university and a Minnesota State university (Jaswantlal, Abdul Rahman, 

Rampal & Rampal, 2014). These authors also identified three specific groups who are 

prone to burnout, namely, female academics, academics with fewer years of teaching 

experience, and academics with lower job satisfaction.  

Third, while there has been some workplace well-being research done in the 

past in the higher education sector in Australia and Malaysia, the focus has been fairly 

restricted. Earlier reviews typically focus on a single workplace well-being concept, 

that is, either burnout or engagement (Makikangas et al., 2013; Mauno, Kinnunen, 

Makikangas & Feldt, 2010). As a result, these reviews do not reconcile both the burnout 

and engagement components of workplace well-being, which is necessary to 

comprehensively understand the concept (Makikangas et al., 2016). In this research, 

the nature and causes of both burnout and engagement are considered and examined as 

the components of workplace well-being for Australian and Malaysian academics 
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based on individual psychological contract orientation (discussed in more detail in 

section 1.6).  

1.6 Psychological contract orientation  

 This section discusses the role of individual psychological contract orientation 

in relation to individual burnout and engagement experiences and how they might be 

different for Australian and Malaysian academics. A psychological contract includes 

informal arrangements, mutual beliefs, and common grounds and perceptions that are 

developed and constantly evolving based on communication, or lack thereof, between 

individuals and their employers (Rousseau, 1995). Essentially, there are two main types 

of psychological contract orientation – relational and transactional. Relational-oriented 

contract is usually long-term and includes reciprocal obligations between individuals 

and their employers (Rousseau & McLean Parks, 1993). On the other hand, 

transactional-oriented contract is usually short-term and includes explicit employment 

obligations between individuals and their employers (Rousseau, 2004). 

Individuals need to believe that their lives are meaningful and that what they do 

has importance to stay engaged (Pines, 2003). Burnout and engagement are both 

distinct psychological states, which are not necessarily experienced by individuals in a 

similar fashion in similar work environments. Some individuals find joy, meaning, and 

satisfaction in their work despite their many workplace challenges and stressors. Others 

experience the reverse, highlighting how individuals with certain intrinsic human 

factors make them either more resilient or vulnerable to workplace difficulties. Thus, it 

makes sense to understand how psychological variables and processes might affect 

individual responses to workplace experiences in determining their workplace well-

being. This research also advocates Schaufeli’s (2016) plea for an understanding of the 

underlying psychological mechanisms that lead to individuals’ different burnout and 
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engagement experiences.   

 The relationship between psychological contract orientation and burnout and 

engagement may be advanced from the underpinning logic of the EVLN (E: exit, V: 

voice, L: loyal, N: neglect) framework (Hirschman, 1970; Farrell, 1983; O’Donohue, 

Grimmer & Teo, 2014; Rusbult, Zembrodt & Gunn, 1982). Drawing on O’Donohue et 

al.’s (2014) work, in undesirable workplace situations, individuals with relational- and 

transactional-oriented contracts can have different behavioural reactions to the 

employment relationship. This research argues that these reactions might further impact 

individuals’ workplace well-being in terms of their burnout and engagement 

experiences. For instance, individuals with a transactional-oriented contract tend to 

exhibit less desire to uphold the employment relationship as they are more likely to 

engage in exit and neglect behaviours (Kickul, Lester & Finkl, 2002; Robinson, 1996; 

Turnley, Bolino, Lester & Bloodgood, 2003). These individuals may experience low or 

no burnout and engagement following their behavioural changes when they feel their 

workplace situation is undesirable.  

In this research, academics from Australia and Malaysia are chosen to 

understand the nature and identify the causes of burnout and engagement in the 

proposed workplace well-being model. Based on the claim that “employees in emergent 

economies…are more positive regarding their work experiences than employees in 

more mature economies...” (Rothmann, 2014, p. 174), does this mean academics in 

Malaysia are more likely to experience positive workplace outcomes and thus exhibit 

lower burnout and higher engagement in the proposed workplace well-being model 

than academics in Australia? Australia and Malaysia are two diverse societies based on 

their different national cultural orientations. Zhao and Chen (2008) argued that cultural 

differences affect individual psychological contract orientation. For instance, 
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individuals from a collectivist society are more likely to be relationally-oriented 

(Kickul, Lester & Belgio, 2004) while individuals from an individualist society are 

more likely to be transactionally-oriented (Zhao & Chen, 2008). Meanwhile, Lin, Wang, 

and Chen (2013) posited that a high power distance workplace culture attenuates 

individual workplace well-being due to reduced communication and participation 

opportunities and fewer interpersonal relations (House, Hanges, Javidan, Dorfman & 

Gupta, 2004; Offermann & Hellmann, 1997). In contrast, a low power distance work 

culture intensifies individual workplace well-being as individuals are able to effect 

changes and take control of their career (O’Donohue et al., 2014). However, low-skilled 

German workforces reported higher workplace well-being under a high power distance 

management (Winkler, Busch, Clasen & Vowinkel, 2014).  

Putting the above together, this research aims to ascertain if the nature and 

causes of burnout and engagement in academics is in part due to their psychological 

contract orientation, and if these relationships are unique to the national contexts in 

Australia and Malaysia.  

1.7 Research questions 

 Based on the above, this research aims to address the overarching research 

question: ‘What factors predict the burnout and engagement experiences of Australian 

and Malaysian academics?’. This research question acts as a means to better understand 

the proposed model of workplace well-being for academics teaching in Australia and 

Malaysia. The overarching research question is addressed more specifically through 

qualitative (Study 1) and quantitative (Study 2) approaches in the adopted exploratory 

sequential mixed methods design.  

 In Study 1, there are three qualitative research questions to help address the 

overarching research question. They are:  
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1. What are the workplace experiences that contribute to the burnout and engagement 

of Australian and Malaysian academics? Do these experiences differ between 

Australian and Malaysian academics? 

2. What is the nature of the relational or transactional psychological contract 

orientation held by Australian and Malaysian academics? Does the nature of the 

psychological contract orientation differ between Australian and Malaysian 

academics? 

3. Does the psychological contract orientation held by Australian and Malaysian 

academics influence their perception of burnout and engagement? Does this 

relationship differ between Australian and Malaysian academics?  

In Study 2, the quantitative research question (based on the findings in Study 1) 

to help address the overarching research question is: ‘To what extent are Australian and 

Malaysian academics’ workplace burnout and engagement experiences a function of 

their relational or transactional psychological contract orientation, harmonious or 

obsessive passion orientation towards work activities, fit in areas of worklife, and 

satisfied need for competence?’.  

1.8 Research significance 

This research aims to find out if there are other contextual factors beyond job 

characteristics that can affect the nature and causes of burnout and engagement within 

the higher education sector in Asian developing and Western developed societies. In 

doing so, it extends the compelling literature on work demands and resources at least 

within the specific literature on university academics in different national contexts. As 

described earlier, there is an abundance of literature focusing primarily on job 

characteristics in explaining burnout and engagement. In view of the substantial 

education expenditures in both Australia (5.3 percent of GDP) and Malaysia (6.1 
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percent of GDP) in the global higher education industry (Central Intelligence Agency, 

2013), findings of this research may be generalisable to the wider and comparable Asian 

and Western contexts.  

Moreover, the current research considers a range of possible psychological 

connections in the workplace by encompassing all dimensions of the constructs of 

burnout (exhaustion, cynicism, and reduced professional efficacy) and engagement 

(absorption, dedication, and vigour) (Leiter & Maslach, 2017). This research aims to 

better understand individual burnout and engagement experiences in the proposed 

workplace well-being model. It is also cognizant of the position of Henrich, Heine, and 

Norenzayan (2010) who maintained that researchers have no apparent a priori reasons 

but to be less cavalier in claiming the universality of, or drawing inferences from, a 

particular behavioural phenomenon based on a single population sampling. Therefore, 

this research also aims to ascertain if burnout and engagement in the proposed model 

exist as a distinct phenomenon in terms of their nature and salient causes or factors for 

university academics in the national contexts of Australia and Malaysia.  

Lastly, this research addresses limitations in the existing literature to meet the 

needs of both researchers or splitters (split concepts into even-smaller pieces to study 

details…Schaufeli & De Witte, 2017, p. 58) and practitioners or lumpers (lump pieces 

together to understand larger picture… Schaufeli & De Witte, 2017, p. 58). It hopes to 

identify factors or strategies that can prevent high levels of burnout resulting in 

disengagement among university academics in different national contexts while 

maintaining optimal levels of burnout and engagement (e.g., the possibility of balanced 

levels of burnout and engagement simultaneously). To sum up, this research aims to 

contribute theoretically and empirically to the proposed model of workplace well-being 

and add to knowledge in practical ways.    
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Chapter Two: Literature Review 

	
As discussed in Chapter One, sustaining well-being in the workplace is a pivotal 

issue accompanied by increasing research deliberations. It is important to understand 

the nature, antecedents, and consequences of workplace well-being because of the 

important positive and negative consequences for individuals and organisations. Within 

the present research, the proposed model of workplace well-being, captured by both 

burnout and engagement, is explicitly the feelings of being worn-out (negative) and 

engrossed (positive) (Maslach & Leiter, 1997; Schaufeli & Bakker, 2010). This chapter 

first introduces these two constructs. Different views on the conceptualisation and 

measurement of these constructs will be discussed as well as some of their identified 

antecedents and consequences. Next, this chapter outlines existing theoretical 

frameworks that integrate burnout and engagement followed by a discussion of the 

concept of psychological contract orientation and its possible relationship with burnout 

and engagement. Finally, this chapter concludes by applying the theorised relationship 

within the context of academia.  

2.1 Burnout  

2.1.1 Construct development of burnout 

Research to increase understanding of burnout emerged at the start of the 

twentieth century. However, these studies appeared in the literature under dissimilar 

labels and terminology. In terms of burnout, one of its earlier explorations was Thomas 

Mann’s novel Buddenbrooks published in 1901. This novel chronicled the decline of a 

German bourgeoisie family over four generations. It portrayed the history of the family 

that highlighted the lead character’s extreme lethargy, loss of job idealism, and lack of 

passion. In 1953, a case study by Schwartz and Will depicted a cynical psychiatric nurse, 

Miss Jones, who demonstrated similar symptoms.    
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In 1960, the word ‘burnout’ was used, for the first time, in an English novel by 

Graham Greene, titled ‘A Burnt-Out Case’. It narrated a spiritually tormented and 

disillusioned architect (losing both faith and vocation) who quit his job and withdrew 

into the African jungle (Maslach et al., 2001). Then, burnout was associated, for the 

first time, as a psychological phenomenon within the helping professions for young 

adult offenders (Bradley, 1969).  

Some years later, Herbert Freudenberger (1974) labeled burnout, from the 

perspective of psychiatry, as a mental disorder caused by certain personal 

characteristics. Observing that his colleagues who worked at the free clinics for drug 

addicts and homeless people were emotionally exhausted and losing zest, 

Freudenberger himself also fell into the crucible of burnout on two occasions. He 

therefore declared burnout (a slang word used to describe the effects of prolonged drug 

abuse) to be a formidable enemy, a real killer that everyone was prone to. He also 

declared burnout to be a state of fatigue or frustration, resulting from professional 

relationships that failed to produce the expected rewards (Freudenberger & Richelson, 

1980). However, no empirical research was carried out during that time.  

2.1.2 Maslach’s conceptualisation of burnout and measurement 

For a considerable period, burnout was dismissed as pseudo-scientific jargon. 

This is partly because burnout started as a non-theoretical grass-roots concept that was 

derived from individual workplace experiences and voices. Put differently, managers 

and organisations were keener to understand burnout than academic scholars. However, 

this changed with Christina Maslach’s work on burnout.  

In 1976, Maslach interviewed employees from different human services to 

understand their emotional coping styles. She discovered a physical and psychological 

erosion process experienced by these employees. Initially, these employees felt 
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emotionally exhausted and, as the erosion process continued, they perceived others 

negatively and, finally, felt as though they accomplished less. Thus, Maslach (1982) 

defined burnout as “a syndrome of emotional exhaustion, depersonalisation, and 

reduced personal accomplishment that can occur among individuals who do ‘people 

work’ of some kind” (p. 3). In other words, it is a process of workplace behaviour 

epitomised as a persistent, work-related state of ill-being when energy decays into 

exhaustion, involvement into cynicism or depersonalisation, and efficacy into inefficacy 

(Maslach & Leiter, 1997; Maslach et al., 1996; Schaufeli, Leiter & Maslach, 2009b). 

Both Freudenberger and Maslach highlight the separate but presumably inter-related 

psychological components of burnout, namely a sense of “fatigue/emotional exhaustion” 

and an associated sense of failure in terms of “accomplishment/expected rewards” 

despite their differences in definitional emphasis. 

Next, Maslach and her colleagues devised a multi-dimensional burnout 

construct measure, the Maslach Burnout Inventory (MBI), from the standpoint of social 

psychology (Maslach & Jackson, 1981; Maslach et al., 2008). The MBI was the first 

validated psychological test for determining the interpersonal, organisational, and 

social triggers of burnout.  

In 1981, the first version of the MBI-Human Services Survey (MBI-HSS) was 

developed because people were overworked with low pay in unsafe conditions and 

devoting more time to tasks by taking work home. Some five years later, the MBI-HSS 

was adapted to develop the MBI-Educators Survey (MBI-ES). The MBI-ES was 

developed because teachers faced increasing pressure to solve social issues. Teaching 

became one of the largest professions during the social upheaval in the USA due to an 

unparalleled and startling demand for school education post-World War II. In 1996, the 

third version, the MBI-General Survey (MBI-GS) with its less human- but more work-
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oriented dimensions, made it possible to research burnout beyond the initial human 

services domain. This expansion corresponded with Freudenberger’s (1974) 

observation that anyone is susceptible to burnout.  

All three versions of the MBI comprise three components – energetic (emotional 

exhaustion/exhaustion), attitudinal (depersonalisation/cynicism), and evaluative 

(reduced personal accomplishment/professional efficacy). According to Maslach et al. 

(1996), the energetic component evaluates feelings of being emotionally stretched and 

exhausted by work; the attitudinal component assesses the insensitive and impersonal 

responses towards service recipients; and the evaluative component measures feelings 

of work achievement and competence.  

2.1.3 Positions about Maslach’s conceptualisation of burnout and 

measurement 

The conceptualisation of burnout is closely tied to the Maslach Burnout 

Inventory (MBI) because the multi-dimensional nature of burnout arose empirically, 

rather than theoretically. In the 1980s, there was an increased number of scholarly 

articles and systematic research on burnout. With the MBI, burnout research advanced 

rapidly in the USA (Schaufeli & Maslach, 1993). Deliberations on the concept of 

burnout and its measures were, nonetheless, initially limited.  

 Over the years, notwithstanding the widespread use of the MBI, its conceptual 

foundation and psychometric properties have been criticised. A major criticism of the 

three-dimensional MBI is that, as some researchers argued (e.g., Halbesleben & 

Demerouti, 2005), the MBI which emerged inductively from factor analyses is 

theoretically inferior to measures originated from theoretical frameworks (Schaufeli et 

al., 2009b). These researchers further argued only the energetic and attitudinal 

components formed the core of the burnout construct as these two components are 
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highly correlated with each other (e.g., Worley, Vassar, Wheeler & Barnes, 2008). 

These researchers rejected the evaluative component of the three-dimensional MBI as 

this component tended to correlate poorly with the energetic and attitudinal components 

(e.g., Worley et al., 2008). Therefore, this has effectively positioned the MBI as a two-

dimensional construct (Hu & Schaufeli, 2011; Schaufeli & Taris, 2005). However, 

Makikangas, Hatinen, Kinnunen, and Pekkonen (2011) asserted that the evaluative 

component is indeed relevant and valid in the burnout construct.  

Meanwhile, a different group of critics suggested that burnout is really a one-

dimensional form of exhaustion with various physical, emotional, and mental 

characteristics (Pines & Aronson, 1981); with physical or psychological components 

(Kristensen, Borritz, Villadsen & Christensen, 2005); or with physical, emotional, and 

cognitive features (Shirom & Melamed, 2005). In rebutting the proposal of the one-

dimensional burnout construct, advocators of the original three-dimensional MBI 

contended that there is no real scientific logic to tag the multi-faceted burnout construct 

under a single construct of exhaustion (Schaufeli et al., 2009b).  

Past criticisms of the MBI led to the development of alternative instruments 

such as the Burnout Measure (Pines & Aronson, 1988), the Shirom Melamed Burnout 

Measure (Shirom, 1989), the Oldenburg Burnout Inventory (Demerouti, Bakker, 

Vardakou & Kantas, 2003), and the Copenhagen Burnout Inventory (Kristensen et al., 

2005). Nevertheless, the supremacy of the MBI over these other burnout instruments 

continues to shape the trajectory of burnout research. Consequently, this seems to deter 

all other efforts to try probing the underlying phenomenon and development of any 

possible overarching issues concerning burnout (Reis, Xanthopoulou & Tsaousis, 2015; 

Shirom & Melamed; 2006). 

2.1.4 Antecedents and consequences of burnout 
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From the outset, burnout has been understood as a non-medical condition 

arising from individual perceptions of stressful and challenging workplace social 

relationships and work environments (Freudenberger, 1974; Maslach, 1976). 

Throughout the years, burnout has somehow evolved from a non-medical to a medical 

condition in some parts of the world. In the USA, however, burnout remains a non-

medical and socially accepted label that carries minimum psychiatric stigma (Shirom, 

1989). By contrast, in Europe, burnout is recognised as a dichotomous medical 

condition. It can be diagnosed using the International Classification of Diseases tool 

(ICD-10, 1994) and guidelines developed by the Royal Dutch Medical Association 

(Schaufeli et al., 2009b; Van der Klink & van Dijk, 2003). 

Abundant studies have looked into the predictors of burnout. These studies have 

also considered the devastating consequences of neglecting burnout in workplaces for 

individuals and organisations. In general, as discussed in Chapter One, these predictors 

revolve around both work demands and resources as portrayed in Figure 2.1. Maslach 

and her colleagues identified six areas of worklife as significant predictors or sources 

of burnout. These six areas, namely, autonomy, community, fairness, reward, value, 

and workload, are captured in the Areas of Worklife Scale (Leiter & Maslach, 2004, 

2013), and are explained and investigated in detail in Chapter Five as predictive factors 

of Australian and Malaysian academics’ workplace well-being. The rationale is that 

misalignment in these areas contributes to individual burnout through an increased 

workload; a lack of control over work decisions; inadequate work reward; a low quality 

of social relationships and support in the workplace; conflicting workplace values; and 

injustice or unfair workplace decisions. It is noteworthy that recent studies have also 

found that feelings of isolation, physical isolation and alienation, fragmented jobs, and 
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minimal social interactions with colleagues, could potentially trigger burnout 

(O’Donohue & Nelson, 2014).  

Burnout is widely understood to be a modern workplace hazard that can 

compromise an individual’s quality of life and may result in serious physical and 

psychological problems (Leiter & Maslach, 2011; Mojsa-Kaja, Golonka & Marek, 

2015). Untreated, it can also result in neurasthenia, fatigue, heart or circulatory 

disturbances, gastrointestinal complaints, musculoskeletal disorders, mental disorders, 

substance abuse, and depression for individuals (Kumar, 2015; Mojsa-Kaja et al., 2015), 

as well as absenteeism, reduced job performance and satisfaction, increased staff 

turnover, heightened costs in employees’ compensation benefits and health-related 

expenses, and reduced group dependence for organisations (Darr & Johns, 2008; 

Golembiewski, Boudreau, Sun & Luo, 1998; McFadden, Mallett & Leiter, 2018; 

Schaufeli et al., 2009a; Takac, 2008).  

 
Figure 2.1. Structural Model of Burnout. Reprinted from Maslach Burnout Inventory 
Manual Third Edition (p. 36), by Maslach et al., (1996), CA: Mind Garden, Inc. 
www.mindgarden.com. Copyright 1996 by Mind Garden. Reprinted with permission. 
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2.1.5 Maslach’s burnout measurement 

The Maslach Burnout Inventory (MBI) or American job burnout measure 

became the standard instrument for assessing burnout (Schaufeli & Taris, 2005; 

Schaufeli et al., 2009b; Sharma, 2007; Shirom & Melamed, 2006; Swagger, 2010). By 

the end of the 1990s, the MBI was used in 93 percent of studies reported in journals 

and dissertations (Schaufeli & Enzmann, 1998). By 2008, over 6,000 books, chapters, 

dissertations, and journal articles analysing burnout, from various disciplines, had been 

published worldwide (Schaufeli et al., 2009b). Makikangas et al. (2016) reported that 

79 percent of the longitudinal studies on burnout employed one of the three versions of 

the MBI. The use of the MBI remains prominent, with almost 80 percent of the studies 

related to burnout still referring to the three-dimensional conceptualisation by Maslach 

and Jackson as reported by Vachon, Papineau, Dupuis, and Roberge (2018).   

Since the development of the concept and measurement of burnout in the USA, 

it has been adopted and studied globally (e.g., in Greece, China, Japan, the Netherlands, 

Sweden, Germany, New Zealand, the United Kingdom, Spain, and Finland). By the late 

1980s, the MBI was also translated into other languages with comparable internal 

consistencies and factorial and construct validities intact. Some cross-national studies 

compared the psychometric properties of the MBI and found them to be invariant across 

samples from different countries (Schaufeli, Martinez, Pinto, Salanova & Bakker, 

2002a). This suggests that the MBI is a robust and valid instrument for use in cross-

national studies. Still, researchers and scholars have been cautioned about the cross-

national cultural dimensions if the MBI were to be used in contexts other than in the 

USA (Schaufeli, 2003; Schaufeli et al., 2009b). In view of this, the current research 

acknowledges that, while burnout appears to be widespread, its significance and 

prevalence might vary in different workplaces and national contexts.  
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2.2 Engagement 

2.2.1 Construct development of engagement 

The term “engagement” was possibly used for the first time in the 1990s by the 

Gallup organisation (Buckingham & Coffman, 1999; Schaufeli & Bakker, 2010). The 

aetiology of engagement may be traced back to the work of Kahn (1990), although in 

the absence of an operationalised construct, Kahn defined engagement as the harnessing 

of employees’ full-self in terms of physical (hands), cognitive (head), and emotional 

(heart) energies to task performance. Viewed from this position, Kahn’s description of 

engagement accounts for the sense of self in individuals and their investment of 

available energies into their work role (Cole et al., 2012). The result is a burnout-free 

conceptual definition of engagement coined by Kahn (1990).  

In the mid-1990s, engagement was integrated into burnout research. This was 

mainly motivated by the mounting research interest in positive psychology (Avey, 

Luthans & Youssef, 2010; Luthans & Avolio, 2009; Seligman & Csikszentmihalyi, 

2000). Positive psychology is defined as ‘… the study and application of positively 

oriented human resource strengths and psychological capacities that can be measured, 

developed, and effectively managed for performance improvement in today’s 

workplace’ (Luthans, 2003, p. 179). Studies on engagement, in academic and business 

fields, therefore bourgeoned owing to the substantial development of studies on burnout 

with the emergence of positive psychology in 2000 (Bakker et al., 2008; Maslach & 

Leiter, 1997, 2008; Maslach et al., 2001; Seligman & Csikszentmihalyi, 2000; 

Xanthopoulou et al., 2012). Hence, it is understandable that the research on engagement 

is largely grounded in the theories of burnout and well-being (Rich, LePine & Crawford, 

2010). 
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2.2.2 Maslach and Schaufeli conceptualisation of engagement and 

measurement 

Maslach and Leiter (1997, p. 24) labelled “burnout as an erosion of engagement 

(typified by energy, involvement, and efficacy)”. This implies that the direct opposites 

of the three dimensions in the Maslach Burnout Inventory (MBI), namely emotional 

exhaustion/exhaustion (energetic), depersonalisation/cynicism (attitudinal), and 

reduced personal accomplishment/professional efficacy (evaluative), denote 

engagement. Thus, the MBI is thought to measure burnout and engagement. Maslach 

and her colleagues argue that the continuous use of individual resources and thus their 

depletion can ultimately lead to burnout. This, in turn, causes attrition in individual 

engagement. As mentioned in Chapter One, this conceptualisation of engagement as 

the antithesis of burnout has been criticised by some scholars. This is because the 

constructs of burnout and engagement do not share the same precursors and are indeed 

explicated by different psychological mechanisms (Schaufeli & Bakker, 2003, 2010; 

Schaufeli, Salanova, Gonzalez-Roma & Bakker, 2002b; Timms, Graham & Cottrell, 

2007). This is also the position taken in the current research.  

Schaufeli and his colleagues described engagement as a positive antidote of 

burnout. Schaufeli and Bakker (2004) further asserted that both burnout and 

engagement are independent states which are negatively related rather than perfect 

opposites of each other. Along this line, Schaufeli and his colleagues have formulated 

engagement in its own terms rather than as the polar opposite of burnout (Schaufeli et 

al., 2002b). This formulation of engagement by Schaufeli differs from the original 

formulation rendered by Maslach, with the latter viewing burnout and engagement as 

polar opposites of the same construct (Maslach & Leiter, 1997, 2008).  
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Schaufeli and his colleagues described engagement as a persistent and positive 

affective-cognitive state of mind that is represented by the dimensions of vigour, 

dedication, and absorption and not the dimensions of energy, involvement, and efficacy 

in burnout. Quoting Schaufeli et al. (2002b), ‘vigour reflects high energy and mental 

fortitude, and a willingness to invest effort even in the face of difficulties; dedication 

refers to a sense of involvement and enthusiasm at work with feelings of pride, 

significance, inspiration, and challenge; while absorption is characterised by being fully 

concentrated and engrossed in work that one loses all track of time and has difficulty 

detaching oneself from work’ (p. 74-75). 

On this basis, Schaufeli and Bakker (2004) opined that the positive 

(engagement) and negative (burnout) affects should be treated separately from a 

psychometric viewpoint. They subsequently developed a stand-alone three-

dimensional Utrecht Work Engagement Scale (UWES) to assess the identified three 

dimensions (Schaufeli, Bakker & Salanova, 2006). The study by Demerouti, Mostert 

and Bakker (2010) found that burnout (using the MBI-GS) and engagement (using the 

UWES) were related but independent constructs. Another study by Hakanen and 

Schaufeli (2012) also resolved that burnout and engagement were not direct opposites 

of each other. Likewise, Saito, Igarashi, Noguchi-Watanabe, Takai, and Yamamoto-

Mitani (2018) concluded in their study that burnout and engagement were separate 

aspects of job-related well-being. In this sense, the use of the MBI as the measurement 

of engagement is moot. Given the above findings in previous studies, Schaufeli and 

Bakker’s (2004) conceptualisation of burnout and engagement is therefore adopted 

within the current research. This is because Schaufeli and Bakker demonstrated that 

both burnout and engagement have dissimilar predictors and that the two can co-exist 

to influence each other. 
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2.2.3 Antecedents and consequences of engagement 

Fundamentally, the work on engagement progressed from a focus on the 

development of the measure to research on its precursors, correlates, and consequences, 

notwithstanding the cross-sectional methodologies (Biggs, 2011; Rich et al., 2010). 

Most theoretical and empirical studies on engagement focus on job characteristics (e.g., 

demands and resources as encapsulated in Bakker and Demerouti’s (2008) Job 

Demands-Resources (JDR)) as the key predictors. Job demands are job aspects that 

require an individual’s continual physical or mental effort (e.g., workload, work 

pressure, and time pressure). Job resources refer to both job and personal resources: job 

resources are job aspects to achieve work goals, reduce job demands, or stimulate 

personal growth and development (e.g., performance feedback, job control, and social 

support); personal resources are individual aspects of resilience and capacity to control 

and impact work environments (e.g., self-efficacy, emotional stability, personality) 

(Schaufeli, 2013). This focus is due to the core assumption in the field of occupational 

health psychology that job characteristics often affect workforces’ workplace well-

being. In essence, job demands trigger burnout while job resources initiate engagement 

(Bakker & Demerouti, 2007; Brauchli, Schaufeli, Jenny, Fullemann & Bauer, 2013; 

Levi, 2010). On the contrary, Macey and Schneider (2008) contended that engagement 

needs to be understood in its entirety from both individual and environmental sources. 

This research embraces the JDR as well as Macey and Schneider’s view by integrating 

individual perspectives of psychological contract orientation while allowing for job 

characteristics and national cultural orientation to manifest in the proposed model.  

Engagement is a positive experience that became an important concept to study 

as it relates to individual good health (low ill-health, high life satisfaction, and positive 

perception of self-efficacy) and a wide array of workplace attitudes and behaviours 
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(decreased intention to leave, high job performance and commitment) (Adriaenssens, 

De Gucht & Maes, 2015; Bakker et al., 2012; Bakker, Shimazu, Demerouti, Shimada 

& Kawakami, 2011; Salanova et al., 2005; Schaufeli & Bakker, 2004; Schaufeli et al., 

2002b; Shimazu, Schaufeli, Kamiyama & Kawakami, 2015; Sonnentag, 2003). 

Contemporary organisations need employees who are psychologically connected to 

their work for them to be able to fully invest themselves in their work roles (Bakker & 

Leiter, 2010). This approach regards engagement as an involvement of employees 

within an organisation through their commitment, thereby reflecting a positive and 

affective-motivational state of workplace well-being (Kim, Kolb & Kim, 2013).  

Engagement is also known as an experience that empowers employees to not 

only meet but to exceed their goals and to contribute to organisational success while 

maintaining personal well-being at the same time (Bakker et al., 2007; Freeney & 

Fellenz, 2013). Engaged employees are thus healthier and manifest a more positive 

outlook which should result in increased work performance (Bakker et al., 2012). Going 

beyond mere satisfaction in the workplace, these individuals are able to disburse energy 

at their workplace because working is fun for them (Gorgievski, Bakker & Schaufeli, 

2010). Engagement subsequently leads to a stronger client loyalty (Salanova et al., 

2005) and better organisational financial turnover can be expected (Xanthopoulou, 

Bakker, Demerouti & Schaufeli, 2009). In contrast, disengaged employees could 

potentially cost organisations more with lower productivity, higher absenteeism, and 

greater intention to leave (Andrew & Sofian, 2012; Karatepe, 2013; Makhbul, Rahid & 

Hasun, 2011). According to researchers, these individuals tend to withhold their energy 

so that their performance is lackadaisical, meaning they approach tasks in a robotic, 

passive, and detached manner (Goffman, 1961; Hochschild, 1983; Kahn, 1990).  

2.2.4 Schaufeli’s engagement measurement 
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Engagement is a relatively new scholarly focus with a fairly brief epistemology. 

By early 2016, the number of publications on engagement studies had increased to over 

4,000 (Maslach & Leiter, 2016). This shows the growing importance and consolidation 

of research in this area. It is notable that all the longitudinal studies on engagement 

employed a version of the UWES (Makikangas et al., 2016). There are a few versions 

of the UWES, namely, UWES-24, UWES-17, UWES-15, and UWES-9. The UWES 

has been reported to have an internal reliability ranging from .80 to .90 Cronbach’s 

alpha (Schaufeli & Bakker, 2003). Similar to the MBI, the UWES is also available in 

many translated versions. The different versions of the UWES have been used widely 

across a range of professions, including teachers, dentists, blue-collar workers, hospital 

staff, managers, police officers, and etcetera (Schaufeli 2007; Schaufeli & Bakker, 

2003).  

The study conducted in Finland by Seppala et al. (2009) indicated that the 

psychometric properties of the UWES remained somewhat under-explored. Seppala 

and her colleagues further pinpointed in their study that the UWES had some construct 

validity issues when applied to different contexts, individuals, groups, and 

organisations. Moreover, scholars tended to consider the dimensions of vigour and 

dedication only, often omitting the dimension of absorption (e.g., Trepanier, Fernet, 

Austin & Menard, 2015). Additionally, Sulaiman and Zahoni (2016) detected 

differences in the psychometric properties of the UWES from the original version in 

the Malaysian context. These authors rationalised this discrepancy could be attributed 

to the differences in individualism-collectivism culture orientation between the West 

and Malaysia. The current research helps to identify the cultural specificity of 

engagement as well as identify the perceived desirable workplace behaviours for 

promoting engagement.  
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2.3 Nature and causes of burnout and engagement experiences in different 

national contexts   

While burnout is universal, its concept and prevalence might vary in different 

national contexts (Schaufeli et al., 2009b). Furthermore, recent pushes for the UWES 

to be validated in non-Western contexts (e.g., Rana and Ardichvili, 2015; Rothmann, 

2014) suggest that the testing of the concept of engagement is still a work-in progress 

and warrants further analysis. This research argues that there could be differences in 

the patterns of academics’ burnout and engagement experiences in the proposed 

workplace well-being model due to national cultural orientations (Moore, 2012). Prior 

research suggests the dimension of individualism-collectivism as one of the most 

apparent cultural differences between Asian and Western contexts (e.g., Ravlin, Liao, 

Morrell, Au & Thomas, 2012). Thus, the current research considers this dimension and 

its possible influence on burnout and engagement experiences of academics.  

Western societies value independence, individuality, autonomy, merit-based 

promotion decisions, and self-achievement (Hofstede, 1980), while Asian societies 

emphasise interdependence, harmony, relatedness, and connection (Hofstede, 1983b; 

Singelis, 1994; Triandis, 1995). Individuals in a collectivist-oriented culture cherish 

greater associative and nurturing needs (Restubog, Bordia, Tang & Krebs, 2010). These 

individuals value support, protection, and guidance from management and reciprocate 

by accomplishing tasks wholeheartedly (Anand, Vidyarthi, Liden & Rousseau, 2010; 

Tripathi, 1990). Utilising the EVLN (E: exit, V: voice, L: loyal, N: neglect) framework, 

Moore (2012) argued that individuals in a collectivist-oriented society are less likely to 

engage in exit and neglect behaviours than individuals in an individualist-oriented 

society. Thus, these individuals are less likely to experience burnout and more likely to 

experience engagement because fulfilling obligations is legitimate and socially 
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acceptable (Lu et al., 2006). By contrast, the individualistic concepts of burnout and 

engagement (as they embrace individual experiences) dovetail individualist-oriented 

societies where individuals are accountable for and celebrate their workplace outcomes 

and obstacles (Farber, 1983; Leiter & Maslach, 2014; Schaufeli et al., 2009b). This, in 

turn, improves individual sense of efficacy by not relying on others in overcoming 

burnout and engagement. The above implies academics in Australia and Malaysia could 

have different experiences of and causes for their burnout and engagement due to 

differences in individualism-collectivism culture orientation.    

2.4 Existing theoretical frameworks integrating burnout and engagement  

Leaving aside the multiple debates and perspectives on the conceptualisation 

and interpretation of both burnout and engagement, it is still plausible to study the two 

as a dual-process model, as proposed by Schaufeli and Bakker (2004). This dual-

process model of workplace well-being is not new. Indeed, it has been abundantly 

researched across a number of disciplines, ranging from industrial psychology, 

psychiatry, human resources management, medicine, and organisational behaviour. 

Indeed, as indicated in Chapter One, the dual-process model is adopted as a guiding 

framework for the proposed model of workplace well-being in the current research.  

Several well-known models and theories have been used in prior studies to 

explain the aetiology of burnout and engagement and their impact on performance in 

different types of occupations and organisations (e.g., Bakker & Demerouti, 2007; 

Hakanen et al., 2006; Kimber & Gardner, 2016; Vander Elst et al., 2016). Among these 

theoretical perspectives that resonate the importance of work demands and/or resources 

are the Conservation of Resources (COR, Hobfoll, 1989), Job Demands-Control (JDC, 

Karasek, 1979), Job Demands-Resources (JDR, Bakker & Demerouti, 2007; Bakker et 

al., 2014; Demerouti et al., 2001; Schaufeli & Bakker, 2004; Schaufeli & Taris, 2014), 
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Self-Determination (SD, Ryan & Deci, 2000), Social Exchange (SE, Blau, 1964; 

Homans, 1961; Schaufeli, 2006), and the Stress-as-Offense-to-Self theories (SOS, 

Semmer, Jacobshagen, Meier & Elfering, 2007; Semmer, McGrath & Beehr, 2005).  

With the COR theory, individuals acquire and conserve work resources, 

including objects, personal characteristics, conditions, and energies to deal with work 

environments (Hobfoll, 1989). According to Karasek’s (1979) JDC model, job control 

buffers the impact of job demands on job strain. Job control also helps to enhance 

individual job satisfaction and thus reduces strain due to the opportunity to engage in 

challenging tasks and learn new skills. The JDR theory proposes job demands corrode 

individual inner resources, while job resources heighten individual workplace well-

being (Bakker & Demerouti, 2007). Within the SD theory, satisfaction of basic needs 

is considered to translate to individual psychological energetic resources that fuel 

individual well-being and performance, and thwarting of those needs has an energy-

depleting psychological effect (Moller, Deci, & Ryan, 2006; Ryan & Deci, 2000). 

Meanwhile, the SE theory provides an explanation of how individuals offer and obtain 

resources in social exchange relationships to maintain well-being (Sluss, Klimchak & 

Holmes, 2008). Lastly, the SOS theory integrates existing research and proposes that 

boosts to self-esteem are powerful resources while lack of fairness and reciprocity 

thwart self-esteem (Semmer et al., 2005, 2007). Overall, these theoretical perspectives 

highlight the critical role of job characteristics (e.g., demands and/or resources) in 

explaining individual well-being. The current research examines the factors 

determining individual well-being in terms of burnout and engagement from the 

perspective of individual psychological contract orientation, while integrating job 

characteristics.  
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2.5 Psychological contract orientation 

2.5.1 Concept of psychological contract 

The concept of psychological contract emerged in the 1960s among 

organisational and behavioural theorists, in particular, Chris Argyris and Edgar Schein. 

The concept remains a fertile area of study in contemporary research (e.g., Coyle-

Shapiro & Parzefall, 2008) due to its complex and dynamic philosophy. To the extent 

that employees believe that the organisation in which they work has fulfilled its 

promises to them, the social exchange relationship between employees and that 

particular organisation flourishes and thus results in positive workplace outcomes. 

Psychological contract is a gauge of what it means to individuals to be in a job that they 

do, in a particular organisation, and with particular career values and personal goals in 

mind. Essentially, a psychological contract encapsulates the mutual obligations in 

behaviours, forces, and feelings that fluctuate between employees and their 

organisations (Morrison & Robinson, 1997; Robinson & Rousseau, 1994; 

Rousseau, 1989, 1995). While the psychological contract is an elusive notion, it is 

nevertheless central to the analysis of the employment relationship, potentially aligning 

individual needs with those of the organisation. In this research, it is argued that the 

nature of the psychological contract will have consequences on individual burnout and 

engagement, and that the nature of these relationships might vary according to national 

contexts.  

Psychological contract operates at various levels – societal, organisational, 

dyadic, and individual. Individual perceptions of psychological contracts are mostly 

affected by the organisational practices and processes that are required to adapt to its 

operating environment (Guest & Conway, 2004). Although a psychological contract is 

implicit and has no legal status, studies have shown that it often exerts a large influence 
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on individual attitudes, behaviours, and feelings. It resembles a mental model of 

individual attitudes that ultimately influences workplace outcomes as well as individual 

well-being at work (e.g., Chambel & Oliveira-Cruz, 2010; DelCampo, 2007; Nadin & 

Cassell, 2007; van der Smissen, Schalk & Freese, 2013; Zhao, Wayne, Glibkowski & 

Bravo, 2007). Psychological contract also makes the work context more controllable 

and predictable (Rousseau, 1995). Increasingly, it helps to define and understand the 

contemporary employment relationship, especially with the varied workplace mindsets 

and perceptions of individuals in the modern workplace. It is therefore critical to 

examine individual workplace expectations by understanding the true nature of their 

workplace psychological contract orientations. The current research is also cognizant 

of other individual factors such as upbringing, societal values, past experiences 

(Rousseau, 2001), personality traits, and cultural values (Liao-Troth, 2005; Raja, Johns 

& Ntalianis, 2004; Thomas, Au & Ravlin, 2003; Zhao & Chen, 2008) in the formation 

of individual workplace psychological contract orientation.  

2.5.2 Types of psychological contract orientation 

Two distinct types of psychological contracts, namely, relational and 

transactional, dominate the psychological contract research (De Cuyper, Rigotti, De 

Witte & Mohr, 2008; O’Donohue et al., 2014). A relational-oriented contract focuses 

primarily on a relationship that is built on trust and implicit emotional attachment 

(O’Donohue et al., 2014). It typically embodies long-term employment, promotes 

interdependence, and lessens self-interest. By contrast, a transactional-oriented contract 

is less complex and more concerned with “tit-for-tat” economic transactions 

(O’Donohue et al., 2014). It is more about direct exchange of commitments and explicit 

and short-term expectations. Assumed self-interest lies at its core. Another type of 

psychological contract which deserves a brief mention is the balanced contract. A 
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balanced-oriented contract combines ‘the open-ended time frame and mutual concern 

of relational agreements with the performance demands and re-negotiation of 

transactional contract’ (Rousseau, 2004, p.123). This means, a balanced-oriented 

contract is a hybrid of relational- and transactional-oriented contracts. It is also 

characterised by a longer time horizon to accommodate evolving and changing 

workplace situations (Persson & Wasieleski, 2015). The current research focuses on 

relational- and transactional-oriented contracts. 

It is noteworthy that some scholars distinguish between relational- and 

transactional-oriented psychological contracts as opposite ends of a continuum instead 

of as distinct types (Ruokolainen, et al., 2016). Earlier studies also recognised that it is 

unlikely for individuals to have only one type of psychological contract in its pure form; 

in reality, individuals are likely to have a blend of both relational- and transactional-

oriented psychological contracts, with one type dominating (Conway & Briner, 2009; 

De Cuyper et al., 2008). Individuals are, therefore, classified as either ‘mostly relational’ 

or ‘mostly transactional’ by scholars. The present research embraces these stances by 

investigating both relational- and transactional-oriented psychological contracts as 

separate components which are not necessarily always direct opposites of each other. 

This means, an individual academic’s psychological contract orientation could contain 

both relational and transactional components. Thus, academics with a more dominant 

relational orientation are categorised as individuals with a relational-oriented contract, 

while those with a more dominant transactional orientation are categorised as 

individuals with a transactional-oriented contract.  

The longitudinal study conducted by Ruokolainen et al. (2016) in a Finnish 

university discovered that the patterns of psychological contract orientation, which 

included many different obligations for both employees and employers, impact on 
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workplace outcomes. These outcomes include indicators of work-related well-being of 

employees’ engagement in terms of vigour and job satisfaction and indicator of in-role 

performance in terms of proficiency in the workplace. Some of the effects of these 

outcomes even persevere over time. At the same time, change in the nature of the 

employment relationship also has profound consequences on the way in which 

individuals involve or orientate themselves in the organisations for which they work 

(Pearce, 1993).  

In undesirable workplace situations, different psychological contract 

orientations can lead to different individual reactions that affect the employment 

relationship and can be subsumed under the EVLN typology (O’Donohue et al., 2014). 

Hirschman first invented the model in 1970 with exit, voice, and loyalty (EVL). The 

original threefold EVL model was later expanded to include the previously ignored 

category of neglect (Farrell, 1983; Rusbult, 1982). The EVLN framework explains the 

responses of states, organisations, and individuals to undesirable workplace situations. 

The responses can be in one or a combination of the four identified categories. Exit is 

terminating an employment relationship or actively taking steps to find an alternate 

employment relationship. Voice comprises active attempts and efforts to help solve 

problems by actions. Loyalty, aside from the controversy of whether it suppresses or 

activates Voice, refers to passive and optimistic responses such as patiently waiting and 

trust in management to solve problems (Graham & Keeley, 1992; Hirschman, 1970). 

Neglect includes intentional passive responses of being lax and reducing work ability, 

effort and contribution in an employment relationship (Allen & Tuselmann, 2009; 

Rusbult, Farrell, Rogers & Mainous, 1988; Travis, Gomez & Barak, 2011). 

2.6 Nature of psychological contract orientation in different national contexts  

Culture conditions individual psychological and social system functioning. 
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Individuals’ attitudes, behaviours, feelings, subjective perceptions, and values in the 

employment relationship are all influenced by their national cultural orientations 

(Hofstede & Bond, 1988). By the same token, the current research argues that there 

could be differences (and similarities) in the nature of individual psychological contract 

orientation in the proposed model of workplace well-being within different national 

contexts (Agarwal & Gupta, 2018: Zhao & Chen, 2008). The current research focuses 

on one of the most relevant cultural dimensions of individualism-collectivism to find 

out if the psychological contract orientations of individual academics vary according to 

the national cultural orientation in Australia and Malaysia. 

Hui, Lee, and Rousseau (2001) contended that the identified types of 

psychological contract orientation developed in Western society could be commonly 

applied to the Chinese setting. Others contested that perceptions of the nature of 

psychological contract orientation differ according to culture. For example, when 

examining individuals from the USA and Hong Kong, Kickul et al. (2004) found that 

individuals in Hong Kong expected an exchange employment relationship that is rooted 

in its reciprocity and more collective cultural norms compared with individuals from 

the USA. This suggests individuals from a cultural profile with collectivism motives 

tend to be more relationally-oriented, while those from a cultural profile with 

individualism motives tend to be more transactionally-oriented in the employment 

relationship (Zhao & Chen, 2008).  

The above suggests individual academics in Australia and Malaysia could have 

different psychological contract orientations due to differences in their national cultural 

roots in terms of individualism-collectivism. Indeed, the current research acknowledges 

the importance of being aware of these differences so that the proposed workplace well-

being model could be better interpreted and understood.   
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2.7 Psychological contract orientation in explaining burnout and engagement 

Most studies do not distinguish between the workplace outcomes of different 

types of psychological contract orientation (Agarwal & Gupta, 2018; Ho, Rousseau & 

Levesque, 2006; Hui et al., 2001; Jensen, Opland & Ryan, 2010; Kickul, 2001; Montes 

& Irving, 2008; Raja & Johns, 2010; Raja et al., 2004; Robinson, 1996; Robinson & 

Morrison, 1995). The current research investigates an explanatory path from different 

individual psychological contract orientation to different workplace outcomes of 

burnout and engagement. Examining psychological contract orientation as a precursor 

to burnout and engagement builds greater understanding of burnout and engagement. 

This is because it supplements the application of the JDR theory which proposes 

burnout and engagement are affected by job demands and resources (Bakker & 

Demerouti, 2007). 

Drawing on the underpinning logic in the literature, the relationship between 

individual psychological contract orientation and the EVLN framework can be 

advanced. The current research advances this relationship by observing their influence 

on the nature of and causes leading to individual burnout and engagement experiences 

in the proposed workplace well-being model. In doing so, this research expands existing 

knowledge in the areas of psychological contract, the EVLN framework, and burnout 

and engagement experiences among academics in Australia and Malaysia, which 

remains under-investigated.   

Applying the EVLN framework, O’Donohue and his colleagues conjectured 

that individuals with a transactional-oriented contract, (a) are more likely to engage in 

the destructive behaviour of exit in a low power distance society; and (b) are more likely 

to engage in the destructive behaviour of neglect in a high power distance society, if 

they perceive themselves to be in an undesirable employment relationship (e.g., non-



	

	 	 43 

fulfillment of contract by organisation) as illustrated in Figure 2.2 (Kickul et al., 2002; 

Robinson, 1996; Turnley et al., 2003). These individuals are typically more 

performance-oriented and invest less emotional attachment or commitment to the 

organisation. They receive short-term economic benefits such as fair pay in return. On 

this basis, this research proposes that individuals with a transactional-oriented contract 

are more likely to chronicle lower levels of burnout and engagement as they have little 

trust and minimal commitment and loyalty to uphold in the employment relationship 

(O’Donohue et al., 2014). Individuals who exhibit destructive behaviours – neglect and 

exit – avoid conflict and reduce their workplace contributions and effort when they 

perceive an undesirable employment relationship (Kickul et al., 2002; Robinson, 1996; 

Turnley et al., 2003) and thus experience low burnout and engagement.  

By contrast, individuals with a relational-oriented contract, (a) are more likely 

to engage in the constructive behaviour of voice in a low power distance society; and 

(b) are more likely to engage in the constructive behaviour of loyalty in a high power 

distance society, if they perceive themselves to be in an undesirable employment 

relationship (e.g., non-fulfillment of contract by organisation) under the EVLN 

framework, as illustrated in Figure 2.2. This is because social-emotional investments 

with a long-term focus on the collective interests of oneself and the organisation are 

important to these individuals (Coyle-Shapiro & Conway, 2004). They are, therefore, 

more likely to remain with the organisation through thick and thin (McLean Parks & 

Smith, 1998; Rusbult et al., 1988; Turnley & Feldman, 1999). They are also more 

humanistic-oriented and therefore more susceptible to workplace emotional distress 

(Ruokolainen et al., 2016), which could weaken their workplace well-being. This arises 

due to their long-term involvement, social investments, and loyalty in the workplace. 

On this basis, this research proposes that individuals with a relational-oriented contract 
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are more inclined to experience high levels of burnout and engagement in the 

employment relationship. Individuals who exhibit constructive behaviours – loyalty 

and voice - accept that the reciprocity in workplace exchange may not be instant. They 

continue to invest their inner resources to stay engaged and to repair and improve the 

employment relationship. They, nevertheless, feel drained cognitively, emotionally, 

and physically albeit stay loyal and engaged, as the employment relationship continues 

and their inner resources dwindle.  

From the above, individuals with a relational-oriented contract would be more 

likely to experience higher levels of burnout and engagement compared with 

individuals with a transactional-oriented contract in an undesirable employment 

relationship. In view of this, it is imperative to unpack the relationship between 

individual orientation for psychological contract and burnout and engagement. Further, 

the role of psychological contract orientation in academia is vital (Krivokapic-Skoko, 

O’Neill & Dowell, 2010). 	

 
Figure 2.2. The Link between Typology of Exit, Voice, Loyalty, and Neglect (EVLN) 
and Relational and Transactional Psychological Contracts. Adopted from O’Donohue 
et al. (2014).  
 

2.8 Conclusion  

The relationships between psychological contract orientation (in terms of 

relational and transactional) and workplace well-being (in terms of burnout and 

engagement) are not simple. Variations in individuals’ dominant type of psychological 
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contract orientation in the employment relationships, appear to produce marked 

differences in their well-being, productivity, and career development (Burke, 2012; 

Conway & Briner, 2009; Leiter, Bakker & Maslach, 2014). The current research intends 

to further disentangle these inter-relations in the proposed workplace well-being model 

of burnout and engagement as summarised in the conceptual model shown in Figure 

2.3. Such understanding has merits because it is crucial to optimise the leverage points 

in the employment relationship to combat burnout and to foster engagement (Maslach 

& Leiter, 2008). The present research suggests the nature of an individual’s 

psychological contract orientation is a potential leverage point for maintaining optimal 

levels of burnout and engagement in the proposed workplace well-being model for 

academics in Australia and Malaysia.  

Retaining competent academics is currently an important concern within the 

global higher education sector (Parker, Martin, Colmar & Liem, 2012). Nonetheless, 

studies to understand the processes underlying workplace well-being within the 

university context are very limited (Azeem & Nazir, 2008; Otero-Lopez, Marino & 

Bolano, 2008; Parker et al., 2012). The main aim of this research is to provide clarity 

about the proposed model of workplace well-being in terms of the nature of and factors 

causing burnout and engagement for Australian and Malaysian academics based on 

their psychological contract orientation. These academics’ experiences of burnout and 

engagement are expected to vary because the national cultural orientation of a society 

can impact on a range of individual workplace attitudes and behaviours (Moore, 2012). 

This coincides with summons for research to pry open the concerns for burnout and 

engagement and to iterate upon previous efforts to build new theories, new 

methodologies, and decrease conceptual confusion regarding burnout and engagement 

(Cole et al., 2012; Leon et al., 2015; Schaufeli & Bakker, 2010). 
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 Additionally, the limitations of past research are partly addressed through 

examining the role of individual psychological contract orientation in academics from 

different national contexts. This is supported by the fact that individual psychological 

contract for university academics is prominent and cannot be neglected (Krivokapic-

Skoko et al., 2010). Furthermore, prior research identifying and specifying the 

relational and transactional psychological contract orientations of individual academics 

is scant in terms of differences across national contexts. Yet, they are expected to vary 

because the national cultural orientation of a society could affect individual perceptions 

of workplace expectations which relate to their psychological contract orientation 

(Agarwal & Gupta, 2018; O’Donohue et al., 2014). Hence, the role of psychological 

contract orientation in fathoming academics’ workplace burnout and engagement 

experiences cannot be completely overlooked although the nature of the relationship 

between them is yet to be fully understood.  

It will also be worthwhile to ascertain differences (and similarities) in 

workplace psychological processes and their connections to burnout and engagement, 

to explain potential differences across countries and levels (culturally, individually, and 

organisationally). This is in tandem with Rothmann’s (2014) claim that individuals in 

Malaysia appear to be more positive towards their workplace experiences than those in 

Australia.  

 
Figure 2.3. Conceptual Model: Australian and Malaysian Academics’ Workplace Well-
being from Psychological Contract Orientation. 
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Chapter Three: Research Methodology 

	
The current research aims to answer the overarching research question of ‘What 

factors predict the burnout and engagement experiences of Australian and Malaysian 

academics?’ through several research questions using both qualitative and quantitative 

methods. This chapter describes the adopted research paradigm and the epistemological 

and ontological approaches taken to guide this programme of research. The researcher’s 

role in conducting the research is also discussed as well as the methods used to 

investigate the workplace experiences of burnout and engagement for Australian and 

Malaysian academics. This chapter also provides an overview of the qualitative and 

quantitative approaches to the research, the strengths and weaknesses of each, and why 

each method was chosen. The ethical concerns in conducting the research are also 

addressed.  

3.1 Philosophical foundation of research 

A paradigm can be defined as the worldviews or a basic set of beliefs that are 

inherent to researchers that guide their research (Denzin & Lincoln, 2011; Guba & 

Lincoln, 1994). Each paradigm has a different epistemology and ontology. 

Epistemology is the study of the nature and theory of knowledge that informs research 

(Crotty, 1998). Epistemology asks the questions: what is the relationship between the 

knower and what is known?; how do we know what we know?; and what counts as 

knowledge? (Tuli, 2010). On the other hand, ontology studies the nature of existence 

and humanity (Duberley, Johnson & Cassell, 2012). In other words, it is the belief 

regarding whether reality and humanity exist independent of us knowing and perceiving 

them.  

The notable differences between the paradigms of positivism, post-positivism, 

and constructivism are the methods used. Using deductive logic with precise empirical 
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observations of individual behaviour (Neuman, 2003), positivism and post-positivism 

paradigms employ surveys, experiments, and laboratory studies to infer and predict 

conditions and reasons for causality in an independent reality (Crotty, 1998). The goal 

of these paradigms is to develop the most objective methods to achieve the closest 

approximation of reality as contained in their realist or objectivist ontology and 

empiricist epistemology (Ulin, Robinson & Tolley, 2004). Their underpinning 

philosophical orientation is that the world exists and is knowable and can be discovered 

using quantitative methodology (Cohen, Manion & Morrison, 2000).  

Constructivism, through inductive logic, is oriented towards discovery and 

process (Ulin et al., 2004). The constructivism paradigm employs case studies, 

ethnological studies, and phenomenological studies to interpret social actions and does 

not attempt to generalise to a population (Farzanfar, 2005; Neuman, 2003; Ulin et al., 

2004). The goal of this paradigm is to obtain an insider’s view of the social actions as 

contained in its constructionist ontology and interpretivist epistemology (Tuli, 2010). 

The underpinning philosophical orientation is that reality is a natural and social process 

and can be reported descriptively using words (Bassey, 1995; Cohen et al., 2000; Mutch, 

2005).  

Positivist and post-positivist researchers tend to be more detached than 

constructivist researchers in their roles. These researchers hold that human behaviours 

can be measured, tested, and broken into variables, and thus are independent of their 

interest, feelings, and values (Bryman, 2001; Farzanfar, 2005). On the other hand, 

constructivist researchers gather most of their data as they believe in understanding the 

social actions and behaviours though first-hand experience, truthful reporting, and 

quotations of actual conversations from insiders’ perspectives (Merriam, 1998). The 

approach for positivist and post-positivist researchers is analytical in focus as opposed 
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to constructivist researchers’ interpretive approach where reality is subjective in its 

unique context (Amare, 2004; Bryman, 1984; Krauss, 2005; Lincoln & Guba, 2000).  

Contrarily, a pragmatist, embracing both the views of a positivist and 

constructivist, believes research questions matter more than the methods or the 

worldviews underlying the methods (Tashakkori & Teddlie, 2010). Accordingly, for 

pragmatists, research questions and phases determine the use of methods in deriving 

knowledge about social actions.  

Pragmatism underpins the current research which involves both deductive and 

inductive logic and qualitative and quantitative methods in data collection and analysis. 

Brown and Wright (1994, p.162) remarked that “unless case study findings are placed 

in a statistical perspective, their significance may be ignored” in espousing the 

complementary nature of qualitative and quantitative techniques. In a similar vein, the 

use of mixed methods within this research provides a more complex and complete 

examination of the proposed workplace well-being model of burnout and engagement 

for academics in different national contexts as captured in the conceptual model shown 

in Figure 2.3.  

3.2 The researcher’s role 

The researcher’s role varied in Studies 1 and 2. Study 1, which is qualitative in 

nature, leads the researcher ‘…into the field, into complex, and varied interactions with 

the participants’ (Rossman & Rallis, 2012, p.33). In other words, the researcher was 

not detached from the participants in Study 1. The researcher was highly connected 

with the participating parties throughout the in-depth interviews. The researcher saw 

her own self as part of the process of the interviewees telling their stories (Samnani, 

2013) and her own part in the story telling as being essential to understanding the 

qualitative interview data (Samnani, 2013). Thus, the researcher acknowledged the 
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importance of representing the viewpoints of the participating parties in a fair and 

equitable way. A likely bias of the researcher would be the result of empathy for the 

participating interviewees who had suffered burnout within their workplace.  

In Study 2, the researcher’s role was to send out electronic and mail surveys and 

receive the surveys back both in electronic and hardcopy forms. The researcher 

implemented the surveys with the assistance of the contact persons and participants in 

the sampled universities in Australia and Malaysia. These surveys enabled the 

researcher to ascertain the reality of the social phenomenon of interest by testing and 

confirming the inferences drawn from the interview findings in Study 1. The 

researcher’s managerial work experience of more than a decade in the higher education 

sector contributed to a more nuanced understanding of both the academic profession 

and general academia settings. 

The researcher analysed and interpreted the data collected in the two Studies 

using established, systematic, and rigorous methodological techniques. Nonetheless, it 

is important that researchers constantly scrutinise their perspectives on what it is to be 

objective and subjective. By the same token, the researcher acknowledged that the 

research design of the current research is not without its weaknesses. The design is 

lengthier and more time-consuming than a single-method design. The practicality of 

data collection and analysis has to be evaluated prior to adopting the design (Creswell 

& Plano Clark, 2011). The researcher constantly examined her own perspectives on 

objectivity and subjectivity while researching the proposed workplace well-being 

model for academics in different national contexts. The researcher was also aware that 

no one method of research would provide an absolute truth about the conceptual model. 
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3.3 Research design 

In order to examine the dynamic interplay in the conceptual model shown in 

Figure 2.3, a mixed methods research design is adopted in this research. In choosing 

the design for this research, four factors were considered, namely, level of interaction 

(degree of connection in research question, data collection, and analysis), priority 

(importance between qualitative and quantitative approaches), timing (concurrent or 

sequential data collection), and mixing (when and how qualitative and quantitative 

processes connect; Creswell & Plano Clark, 2011). With these factors in the 

researcher’s mind, employing both qualitative and quantitative approaches, rather than 

employing a single approach, was thought to provide an improved understanding of the 

social phenomenon, especially where little is known about the proposed workplace 

well-being model for Australian and Malaysian academics. Moreover, Trochim (2006) 

advocates all qualitative and quantitative data are inseparable and they cannot be 

considered to exist in a vacuum; researchers thus need to make use of both qualitative 

and quantitative approaches. A mixed methods approach could also increase the 

accuracy and reliability of the research findings (Hesse-Biber, 2011). 

Qualitative techniques are effective for providing contextual data to enable the 

induction of patterns and regularities. They allow researchers to individually and 

collectively construct the meaning of social phenomena by conducting research in 

natural settings and using textual analysis to draw suppositions (Creswell, 2009; Hesse-

Biber, 2011; Teddlie & Tashakkori, 2009). Researchers examine data found in the 

context of every-day life settings, look at the various situational factors in analysing the 

data, and produce a nuanced understanding of the phenomena in question (Creswell, 

2009; Hesse-Biber, 2011). Study 1 of the current research uses this approach to allow 

a small number of Australian and Malaysian academics to tell stories to help the 
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researcher to explore and understand the social phenomenon of interest. The research 

questions examined using the qualitative approach are:  

- What are the workplace experiences that contribute to the burnout and engagement 

of Australian and Malaysian academics? Do these experiences differ between 

Australian and Malaysian academics?  

- What is the nature of the relational and transactional psychological contract 

orientation held by Australian and Malaysian academics? Does the nature of the 

psychological contract orientation differ between Australian and Malaysian 

academics?  

- Does the psychological contract orientation held by Australian and Malaysian 

academics influence their perception of burnout and engagement? Does this 

relationship differ between Australian and Malaysian academics?  

On the other hand, quantitative techniques enable the deduction of cause-and–

effect relationships and the ability to test the theory developed, as well as to provide 

more generalisability from a sample to a population (Creswell, 2013). Researchers 

value objectivity and validate reality through logical scientific analysis by reducing 

investigations to specific variables, questions, and hypotheses for empirical testing 

(Creswell & Plano Clark, 2011; Malina, Norreklit & Selto, 2011). The investigations 

are carried out by researchers at a distance from participants with selected instruments 

and variables to quantify the intensity of the relationships being studied. Study 2, based 

on the qualitative findings of Study 1, uses this quantitative approach to develop the 

quantitative research question and measures for the cross-sectional survey to address 

the overarching research question of the current research. The research question for the 

quantitative Study 2 is:  
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- To what extent are Australian and Malaysian academics’ workplace burnout and 

engagement experiences a function of their relational or transactional 

psychological contract orientation? 

With a mixed methods design, both qualitative and quantitative procedures are 

used, from collecting and analysing, to integrating the data (Creswell & Plano Clark, 

2011; Teddlie & Tashakkori, 2009). Often, the use of a mixed methods design allows 

researchers to answer their research questions more rigorously by neutralising the 

shortfalls of each approach, and thus strengthening their research suppositions. Table 

3.1 summarises the overall design of the current research.  

Table 3.1: Overall Design of Research 
Study Study 1 Study 2 

Number of 
participants 

40 396 

Methodology Interpretivist Positivist 

Method Semi-structured interviews Electronic and mail surveys 
Data Analysis Content analysis Correlations, reliabilities, 

significance of group 
differences, mediation, and 
moderated mediation 

Validity Justifiable knowledge claims Data justly measures truth 

Reliability Implications of subjectivity are 
acknowledged and addressed 

Results can be reproduced 

Research 
aims 

To explore and understand the 
workplace well-being model for 
cross-national academics; 
To explore and understand the 
orientation of relational or 
transactional psychological 
contract for cross-national 
academics; 
To explore and understand the 
relationship between relational and 
transactional psychological 
contract orientations and the 
workplace well-being model for 
cross-national academics 

To test and support (or not) 
the findings in Study 1 by 
examining the interplay 
between the workplace well-
being model and relational 
and transactional 
psychological contract 
orientations for cross-national 
academics; 
To test and support (or not) 
other findings emerged from 
Study 1 to explain the 
workplace well-being model 
for cross-national academics 
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3.4 Exploratory sequential mixed methods  

Creswell (2013) described an exploratory sequential mixed methods design as 

a two-phase strategy, which permits researchers to first collect qualitative data followed 

by quantitative data collection and analysis. It is the reverse of the explanatory 

sequential design that is widely used in domains with a heavy quantitative emphasis. 

Accordingly, an exploratory sequential mixed methods design is adopted in the current 

research to grasp in more detail the understudied social phenomenon of interest 

(Salkind, 2010) as little is known about the proposed workplace well-being model for 

academics in the selected national contexts.  

The exploratory sequential design, as shown in Figure 3.1, allows for the 

qualitative phase to first explore the views of academics regarding their own workplace 

burnout and engagement experiences in Study 1. The qualitative data will then be 

analysed and used to guide the formulation of testable hypotheses and measures in 

Study 2. The quantitative outcomes will help refine and advance insights on the 

qualitative findings. The different types of data exploration in the design will enable 

the researcher to gain better and newer insights into the complex aspects of the social 

phenomenon of interest (Hesse-Biber, 2011).  

 
Figure 3.1. Exploratory Sequential Mixed Methods Design: Australian and Malaysian 
Academics’ Workplace Well-being. 
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3.5 Ethical considerations 

In the two Studies, general ethical research principles and standards were 

followed at all times (GUREM, 2017). Some of these principles and standards include, 

but are not limited to, the provisions of the National Statement 2007: ‘a person’s 

decision to participate in research is voluntary and based on sufficient information and 

adequate understanding of both the proposed research and the implications of 

participation in it’, ‘respect for human beings is the common thread through all the 

discussions of ethical values’, and ethical use and management of data and information. 

This practice ensures the research carried out minimises any potential economic 

(employment) and social (peer relations) risks or harms to all parties involved, 

including the researcher, Griffith University, and participating academics and 

universities.  

The necessary approvals from relevant authorities in Australia and Malaysia 

and ethical clearance from the Research Ethics Committee at Griffith University, 

Australia were obtained prior to the commencement of Studies 1 and 2. The two Studies 

involved negligible risks physically, psychologically, socially, economically, legally, 

and environmentally. The two qualitative and quantitative Studies were conducted with 

academics over the age of 18 years. Hence, the two Studies qualified for an expedited 

review as per the University Research Ethics Committee’s requirements based on the 

guidelines in the National Statement 2007.  

Consent forms were developed for the two Studies (see Appendices 3.1 and 3.2). 

These forms warranted participants’ rights and clarified the protection of their rights, 

as well as acknowledged their voluntary participation in the two Studies and their right 

to withdraw from the research at any point in time. The return of the completed consent 

forms reflected participants’ voluntary participation in the two Studies. It was crucial 
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that the anonymity and confidentiality of the participants be respected in the two 

Studies. Academics (and their universities) who participated in the qualitative Study 1 

were assigned pseudonyms for any description generated from their interview data. 

Academics (and their universities) who participated in the quantitative Study 2 were 

assigned numerical codes to protect their anonymity. These qualitative and quantitative 

data are securely stored and maintained in line with the University’s specified 

requirements for secure research storage. Both sets of data are only accessible by the 

researcher and will be destroyed after a reasonable period of time, adhering to the 

University’s stipulated requirements. Participants were also informed that analysed 

data might be disseminated in scholarly journals and shared with participating 

universities, but that responses would not be identifiable and traceable to any one 

individual.  

3.6 Conclusion 

In summary, social science research is diverse and multifaceted. The 

approaches and methods adopted by researchers vary according to underlying 

paradigms, as well as underpinning philosophical orientations and goals. In the current 

research, investigating the nature and causes of the social phenomenon of interest is an 

on-going process. Individuals who experience workplace burnout and engagement 

cannot be completely understood by measurement scales, statistical significance or 

having their stories conveyed from only one perspective. Different perspectives of 

academics about their workplace well-being involving experiences of burnout and 

engagement from psychological contract orientation must be sought. The current 

research adopted a mixed methods approach to guide the inquiry based on its 

underpinning pragmatism paradigm. The role of the researcher as well as the strengths 

and weaknesses of both qualitative and quantitative approaches to address the research 
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questions were also discussed. Lastly, this chapter considered the adherence to the 

ethical guidelines and standards of the University in carrying out the research.  
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Chapter Four: Study 1 – A qualitative study of Australian and Malaysian 

academics’ perceived workplace burnout and engagement experiences and their 

relational and transactional psychological contract orientations 

 

Study 1 is a qualitative study that investigates workplace well-being by 

examining the burnout and engagement experiences of Australian and Malaysian 

academics and the role of their psychological contract orientation in these experiences. 

It builds on current knowledge in the area of workplace well-being in three main ways. 

First, Study 1 bridges the gap in the lack of comparative studies for university 

academics’ burnout and engagement experiences and extends the investigation to 

examine the nature and causes among academics in Australia and Malaysia. There is 

little available and relevant evidence examining and comparing these experiences 

across different national contexts (Langdridge, 2007; Leon et al., 2015; Watts & 

Robertson, 2011). In this research, the selected national contexts of Australia and 

Malaysia represent very diverse societies with different national cultural orientations 

on the individualism-collectivism dimension. These orientation differences are 

expected to produce unique effects on individuals’ nature and causes of burnout and 

engagement as reviewed in Chapter Two.  

Second, Study 1 expands the extant knowledge by examining the nature of 

psychological contract orientation among academics in Australia and Malaysia. There 

are few and limited prior studies examining and comparing the nature of workplace 

psychological contract orientation in different national contexts (Agarwal & Gupta, 

2018; Thomas et al., 2003; Zhao & Chen, 2008). Differences in the national cultural 

orientations between Australia and Malaysia are expected to produce unique effects on 

how individual academics perceive their psychological contract orientation as reviewed 

in Chapter Two.  
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Third, Study 1 increases insight into the relationships between psychological 

contract orientation and burnout and engagement among Australian and Malaysian 

academics. Not much is known about the role of individual psychological contract 

orientation in the workplace outcomes of burnout and engagement (Leiter & Maslach, 

2017; Schaufeli, 2016). It is noteworthy that Burke (2012) and Conway and Briner 

(2009) suggested individuals’ relational or transactional psychological contract 

orientation can yield differences in their workplace outcomes. Study 1 thus focuses 

specifically on understanding the nature and causes of burnout and engagement as the 

workplace outcomes from the perspective of psychological contract orientation.  

The rich verbal languages of academics that emerge in Study 1 will build greater 

knowledge through understanding individual reflections and thoughts in their own 

words (Duriau, Reger & Pfarrer, 2007). More specifically, Study 1 will boost 

knowledge regarding the nature and causes of burnout and engagement experiences 

from psychological contract orientation in these two quite distinct national groups of 

academics (Henrich et al., 2010; Leiter & Maslach, 2014, 2017; Makikangas et al., 

2016; Schaufeli, 2016). As well as the theoretical contributions described above, in 

practical terms, this study will also help identify aspects of the employment relationship 

that can be leveraged to reduce burnout and cultivate engagement (Maslach & Leiter, 

2008).    

The remainder of this chapter outlines the Study 1 methodology and the results 

that emerged from 40 semi-structured interviews conducted with academics from 

Australian and Malaysian universities. The results are presented in the order of the 

qualitative research questions listed below. This chapter concludes with a summary of 

the key findings from Study 1 and their implications for Study 2. In summary, Study 1 
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uses the conceptual model shown in Figure 2.3 to address the following qualitative 

research questions:  

1. What are the workplace experiences that contribute to the burnout and engagement 

of Australian and Malaysian academics? Do these experiences differ between 

Australian and Malaysian academics?  

2. What is the nature of the relational or transactional psychological contract 

orientation held by Australian and Malaysian academics? Does the nature of the 

psychological contract orientation differ between Australian and Malaysian 

academics? 

3. Does the psychological contract orientation held by Australian and Malaysian 

academics influence their perception of burnout and engagement? Does this 

relationship differ between Australian and Malaysian academics? 

4.1 Method 

4.1.1 Sample 

The target population consisted of academics from business schools in one 

public university in Australia and one in Malaysia. These academics were drawn from 

permanent full-time, permanent part-time, fixed-term, and casual or sessional 

employees. Participants represented all academic levels from lecturers to professors.  

Table 4.1 shows the demographic and workplace characteristics of the 40 

academics who participated in the interviews. The characteristics include gender, 

highest educational qualification, length of employment, job position, pre-set and actual 

weekly working hours, job profile, and preferred job profile. In total, 33 academics had 

doctoral qualifications, six had a Masters degree and one had an Honours degree. Most 

of the seven non-doctoral qualified academics were completing their doctoral studies 

at the time of interview. Table 4.1 also shows that the majority of the academics worked 
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longer than the prescribed weekly hours.  

Table 4.1: Demographic and Workplace Characteristics of Participating Academics 

 Australian  Malaysian  
Gender 

Male 
Female 

14 
6 

7 
13 

Highest educational qualification 
Bachelor 
Master 
Doctorate 

1 
3 
16 

0 
3 
17 

Length of employment (years) 
1-5  
5.1-10  
10.1-15  
15.1-20  
>20 

9 
5 
2 
2 
2 

 4 
7 
4 
4 
1 

Current job position 
Lecturer 
Senior Lecturer 
Associate Professor 
Professor 
Other 

8 
6 
2 
3 
1 

4 
13 
1 
2 
0 

Pre-set weekly working hours 
1-10  
10.1-20  
30.1-40  
>40.1  

1 
2 
17 
0 

0 
1 
16 
3 

Actual weekly working hours 
1-10  
10.1-20  
20.1-30  
30.1-40  
40.1-50  
50.1-60  
>60.1  

1 
1 
1 
3 
10 
4 
0 

0 
1 
0 
0 
8 
10 
1 

Current job profile 
Research & Teaching-focused 
Research-focused 
Teaching-focused 
Other 

13 
2 
3 
2 

19 
0 
0 
1 

 

The two universities are broadly similar in their national university hierarchies 

and programme offerings ranging from certificates, diplomas, degrees, masters, and 

doctorates. They also have similar academic workload profiles that are divided into 

teaching, research, and administration. The research activities and teaching quality of 
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these universities are regarded to be on par with world-class standards. English is used 

extensively in the two universities and both universities are heavily regulated by their 

respective governments.  

4.1.2 Procedure 

  The recruitment of academics across the two participating universities in Study 

1 was on a voluntary basis and participant confidentiality was assured as stated in the 

information sheet with the ethics identification: 2015/828 (see Appendix 3.1). The 

contact persons in the Business Schools of each university were first approached via 

emails and personal networks to introduce the researcher to the academics in their 

universities. The researcher provided her contact details to the academics so that 

interested academics could directly liaise with her on the logistics of the interview. 

Snowball sampling, whereby some participants were not directly recruited by the 

researcher but through the networks of the participants (Marcus, Weigelt, Hergert, Gurt 

& Gelleri, 2017), was also employed in Study 1. These participants might have been 

unknown to the researcher in the first instance, but they were relevant to the topic of 

this research. 

The recruited Business academics were distributed across different campus 

locations in the sampled university in Australia, whereas the sampled university in 

Malaysia had its Business academics in only one location. The interviews were 

conducted face-to-face and/or via telephone. Mason (2010) suggested it is generally 

acceptable to have a minimum of 15 and a maximum of 30 interviews. Study 1 capped 

the number of interviews at 20 for each university as a fair data saturation point. The 

interviews, which spanned an average of 45 minutes, were taped using a personal 

recording device as and when consented by the recruited academics.  
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In Study 1, 40 semi-structured interviews were conducted in English with 20 

Australian and 20 Malaysian university academics in the Business discipline. The 

researcher occasionally re-focused the interviews in times of deviation from the topics 

and issues (Gray, 2013). The recorded interviews ranged in duration between 21 

minutes and one hour and 32 minutes. The interview recordings were transcribed 

verbatim into MS Word documents (Microsoft, 2010a), with unimportant and repetitive 

utterances (e.g., you know, mmm, uh, oh, like) omitted. The transcripts followed a 

consistent format in all verbal exchanges between the interviewer (who was also the 

researcher) and the interviewee, that is, with a question or statement made by the 

interviewer followed by a statement or response made by the interviewee.  

4.1.3 Materials 

An interview protocol (Appendix 3.1) was developed to guide the one-on-one 

semi-structured interviews. The protocol was organised into five distinct sections: 

information sheet, consent form, demographic information, open-ended semi-

structured interview questions, and paper-and-pencil survey. The open-ended interview 

questions were established based on the literature review presented in Chapter Two. 

The interviews were semi-structured and in-depth, and were designed to address the 

qualitative research questions. The protocol was provided beforehand, in an electronic 

or a hardcopy format, to the academics who were interested in participating in the 

research. Using the general interview guide approach (Teddlie & Tashakkori, 2009), 

the pre-set questions in the protocol were reiterated with associated question prompts 

(Jamshed, 2014) and were followed up during the course of the interview, for instance, 

How would you describe your work experiences? As positive and/or negative? E.g. 

working with students, peers, immediate superiors, and university management? 

4.1.4 Analysis 
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The analysis was conducted in three phases and aligned with each qualitative 

research question. This research utilised the Leximancer text mining software to 

scrutinise the emerging and evolving research concepts and themes. Leximancer has 

gained increased recognition with its complex algorithmic analysis (Young, Wilkinson 

& Smith, 2015) and is commonly used in accounting-, business-, and general education-

related research (Hyndman & Pill, 2017). Leximancer, with its lexicographic tool, can 

visually exhibit its contextual comparisons of words through term-occurrence 

information, such as co-occurrence, positions, and frequencies of nouns and verbs 

(Brady, 2012; Hyndman & Pill, 2017). The analysis began with the verbal exchanges 

between the interviewer and interviewees. A textual list demonstrating weighted 

classifications and relations between key words, which are viewed as concepts, was 

populated by Leximancer. It then learned from the list and built visual concept maps 

based on the correlation level of key words or concepts in the analysed interview 

transcripts (Crofts & Bisman, 2010). The built maps are the outcomes of conceptual 

(thematic) analysis and relational (semantic) analysis (Kivunja, 2013). The statistical 

counts and correlations in Leximancer can then be used to identify related concepts and 

themes that may be overlooked in manual analysis.  

 The researcher was fully absorbed in the data to enrich the process of accurately 

analysing and interpreting the concepts and contexts. The current research adopted both 

computer-assisted and manual analytical approaches (Krippendorff, 2013). Before 

utilising Leximancer, interview data were first familiarised by reading through the 

researcher’s scribbled notes and typed writing to get a general sense of the interview 

responses. Interview data were then organised and sorted through transcription into 

consistent dialogue tags. Subsequently, concepts were automated from Leximancer 

using its in-built default and customised settings. Examples of the customised settings 
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in Leximancer used for Study 1 are the text blocks were increased from two to three 

sentences because of the casual and long-winded dialogue style of the interviews, and 

the sensitivity of the concept finding process was set at 160 instead of automatic to 

discover the less frequently used but potentially important concepts. Later, several 

comparative runs using the clustering feature in Leximancer were executed and 

repeated until the most indicative and representative concepts were stabilised and their 

relative positioning was almost similar between runs. The researcher then identified the 

clusters of the main concepts related to the qualitative research questions using the 

visual representation of cognitive mappings in Leximancer (Crofts & Bisman, 2010). 

Non-lexical weak information and concepts were restricted using the features of stop-

list (e.g., ‘and’, ‘the’, ‘of’, ‘but’) and kill concepts (e.g., interviewer’s comments) in 

Leximancer. These features removed frequently occurring words that held little 

semantic meaning in the processing of the data. This inevitably expedited the process 

to identify the emerging concepts from the data within the current research as the 

automatic concepts from frequent words have been avoided.  

Leximancer lends itself to coding open-ended interview questions and 

responses through a complex algorithmic analysis without bias as substantiated in the 

grounded theory research conducted by Harwood, Gapp, and Stewart (2015). The 

research concepts and themes based on the qualitative research questions were 

generated from the large volume of transcripts in Leximancer at very fast speeds. In 

addition, the unbiased approach and analysis speed of Leximancer suit the nature of the 

current research as it enables efficient comparative data analyses of the academics 

whereby key concepts and word correlations for different categories were compared 

(Palmer, 2011) across the Australian and Malaysian samples.  
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The content analysis undertaken by the researcher concentrated on drawing 

meaning and interpretation from the text mining analysis. The findings from the initial 

text mining analysis were manually checked by the researcher to corroborate the main 

concepts and themes. Interpretation of the main concepts and themes involved the 

process of making sense of the findings and drawing upon the current research 

conceptual framework. Information gleaned from the data analysis and interpretation 

process substantiated the researcher’s profiling to understand the workplace burnout 

and engagement experiences and psychological contract orientations of Australian and 

Malaysian academics. This information also suggested new quantitative research 

questions to explore in Study 2. 

4.1.5 Establishing qualitative trustworthiness 

Validity, reliability, and generalisability procedures in qualitative research 

differ from those of quantitative research. In qualitative research, validity means 

appropriateness of the tools, processes, and data. Reliability refers to exact replicability 

of the processes and results. Generalisability is not an expected attribute in most 

qualitative research studies as they typically study a specific phenomenon in a specific 

population (Leung, 2015). Essentially, there are four aspects to heighten the 

trustworthiness of the results in qualitative research, namely, credibility (degree of 

believability of phenomena from interviewees’ eyes), dependability (degree of 

accountability for changes occurring within the research context), transferability 

(degree research results are generalisable to other contexts), and confirmability (degree 

research results are corroborated by others) (Lincoln & Guba, 1985).  

Within Study 1, a number of strategies were applied to ensure the 

trustworthiness of the findings. First, the interview transcripts were checked and re-

checked throughout the study against the audio recordings and scribbled notes taken 
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during the interview. A reflexive journal comprising the interview summaries was 

created to document the researcher’s observations during the interview and post-

interview readings (Lincoln & Guba, 1985). These summaries were then used for 

auditing purposes to reduce the researcher’s potential bias or distortion in the 

observations and readings. To ensure the interviewees’ perspectives are accurately 

captured, the researcher ensured all critical points made by the interviewees were 

reiterated as and when necessary during the interview (Lincoln & Guba, 1985; Tobin 

& Begley, 2004). The researcher was also mindful in staying flexible throughout the 

process in order to account for potential changes to the planned settings and processes 

of the interview. For instance, in one occasion where an interviewee felt uneasy about 

being audio-recorded during the interview, the researcher modified the process by 

scribbling notes, keeping the interviewee engaged as the interview went on. From the 

notes, the researcher prepared a manual script post-interview, then shared it with the 

interviewee to eliminate possible misinterpretation of the interviewee’s perspectives 

(Lincoln & Guba, 1985).   

 Evidence from different data sources (interview transcripts, audio recordings, 

scribbled notes, and reflexive journal) were examined and used to justify the identified 

concepts and themes using Leximancer (Teddlie & Tashakkori, 2009). Leximancer 

accelerated the data analysis through its deterministic process, increased reliability, 

reduced bias, and enabled reproducibility because Leximancer uses a set of validated 

algorithms which reduce the need for inter-rater reliability (Smith & Humphreys, 2006). 

Establishing inter-rater reliability is crucial when the grounded approach is not being 

used (Campbell, Quincy, Osserman & Pedersen, 2013). In Leximancer, using the 

grounded approach, concepts transpire from actual data to provide a platform for 

unbiased, objective, and automatic discovery, thus reducing the potential subjective 
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biases underlying the qualitative research process (Tse & Dasborough, 2008). The 

excerpts provided by Leximancer were also repeatedly randomly-checked by the 

researcher and concurred by another experienced user of Leximancer to confirm that 

the identified concepts were not predominantly derived from a single transcript.      

4.2 Results 

The bird-eye summary maps (see Appendices 4.1 – 4.3) show the conceptual 

structures of the information in the transcripts. They enable uncomplicated searches of 

the documents for discovering occurrences of the concepts and their inter-relationships 

(Hyndman & Pill, 2017; Povey et al., 2013). This facilitates the search of conceptual 

features, including those that fall outside the pre-conceived research framework 

(Cretchley, Rooney & Gallois, 2010; Smith & Humphreys, 2006).  

4.2.1 Examination of concepts and themes for perceptions of workplace 

burnout and engagement experiences 

In phase one, the main goal was to examine patterns of perception in Australian 

and Malaysian academics which led them to workplace burnout and engagement 

experiences. The edited summary map (Appendix 4.1) presents the semantic data 

structure and how Australian and Malaysian academics are situated in that semantic 

space. Editing involved merging similar concepts (e.g., feeling and feelings), tagging 

the folders comprising Australian and Malaysian academics, and tagging for the 

interviewer and interviewee in the folders. The tags are pseudo-concepts that 

characterise the whole dialogue between the interviewer and the interviewees as well 

as the positions of the tags in relation to other concepts.  

Four semantic themes emerged in relation to the interview questions 

specifically about workplace burnout and engagement experiences as shown in Table 

4.2: people, research, work, and students. The theme of people includes discourses on 
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the differences between university and academics with the concepts of people, 

university, different, doing, and things. The research theme includes discussions on 

activities such as research and teaching. Work is concerned with reflections in the 

concepts of feel and share, and related constructions in the concepts of job, work, 

working, and time. The theme of students includes students, need, and school. In other 

words, and not surprisingly, Australian and Malaysian academics touched on areas 

surrounding colleagues, university, research and teaching activities, and students in 

describing their perceived workplace burnout and engagement experiences. The 

summary map (Appendix 4.1) provides further insight into the nature of the interview. 

The adjacently positioned themes of Interviewer and Interviewee suggest that the 

interview focused on the discourse on the workplace experiences of burnout and 

engagement in Australian and Malaysian academics. The analysis in the following sub-

sections examines perceptions of workplace burnout and engagement experiences first 

among Australian and then Malaysian academics.  

Table 4.2: Examination of Concepts and Themes for Perceptions of Workplace Burnout 
and Engagement Experiences  

First Qualitative Research Question  Population Theme Concept 

What are the workplace experiences that 
contribute to the burnout and engagement 
of Australian and Malaysian academics? 
Do these experiences differ between 
Australian and Malaysian academics?  

Australian 
People 

People 
Things 

Different 
University 

Doing 

Research 
Research 

Teaching 

Malaysian 

Work 

Work 
Job 

Feel 
Working 

Share 
Time 

Students 
Students 

Need 
School 

 

4.2.1.1 Australian academics 
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The people and research themes were closest to the Australian academics 

tag depicted on the left of the map (Appendix 4.1). This proximity suggests that the 

interview responses of Australian academics were likely to contain texts that were 

coded as the concepts in the people and research themes. Also, the proximity of the 

people and research themes and the position of the concept of people suggest that 

people was also discussed in conjunction with the major activities involving research 

and teaching in relation to the questions about burnout and engagement. Research and 

teaching were the most tightly clustered concepts (both under the theme of research), 

suggesting that they were frequently brought up together during phase one of the 

interview. Examples of quotes to show the clustered concepts of teaching and research 

are provided below:  

I enjoy teaching and research…whether it is research or teaching, I think there 
needs to be a way that academics can be spending less time on admin and more 
time on the things that really count. (Interview A8) 
 
In regard to research, I enjoy the research but I never have enough time to do 
what I need to do because teaching and emails, etcetera, take up so much time. 
(Interview A2) 
 

Australian academics had a professional interest in creating and making an 

impact in academia through their profession. Lyubomirsky, King, and Diener (2005) 

and Seligman (2011) posited that engagement in certain happiness-relevant activities 

might lead to positive gains in well-being. Australian academics expressed passion in 

doing research and/or teaching activities, which brought about their positive and/or 

negative workplace experiences. They felt that without passion, one would not be an 

effective teacher or researcher and would merely fulfill dispassionately the objectives 

of the university. This view is congruent with the notion that passion is highly prevalent 

in the teaching realm (Carbonneau, Vallerand, Fernet & Guay, 2008). The merit of 

passion in explaining Australian academics’ perceived workplace burnout and 
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engagement experiences thus requires attention. Passion also led to the occurrence of 

concurrent burnout and engagement, as well expressed by the following excerpt from 

an academic interviewed: 

I experience it myself and I am very aware of it that you can be doing things, 
an exciting research project, but at the same time, you’re so exhausted that you 
just feel like you really need a holiday and lie down in a corner and go to sleep, 
and I’m probably suffering that about right now, actually. (Interview A9) 
 

Some academics were quite cynical but conscious of the inevitable rising 

administration expectations on academics due to the general settings in the higher 

education sector, as captured in the concepts of people, things, different, university, and 

doing within the people theme (Table 4.2). They also shared the observation that the 

constant changing goal posts of the university with no continuity were frustrating and 

wearisome. Indicative quotes include:  

 (The university) can’t keep going like that and expect us to sustain on that level 
that you keep raising the bar. (Interview A4) 
 
I guess cynicism is not just about this institution; it’s about the university sector 
in general … lots of committees, lots of initiatives to change things that either 
don't need changing or have already just been changed without knowing 
whether what we just did was going to be successful or not. (Interview A5) 
 
…Since universities are changing a lot, the sector is changing a lot. (Interview 
A8) 
 
I teach about double what I used to. So, we all have to do more for less, but 
that’s not the university per se. That’s in general. (Interview A12) 
 
The goal posts are moving each year, so you can never sit down and find a 
constant pattern and like all human beings, we like continuity. (Interview A16) 
 

Another academic stated that the onerous administration of teaching killed 

the very reason that she joined academia. She was not alone as there were other 

academics who shared similar sentiments. This demonstrates work overload and work 

pressure continue to drain these academics’ resources as postulated in the literature on 

job demands and resources (Bakker & Demerouti, 2007). An example of the sentiment 
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is presented below:  

I never have enough time to do what I need to do because teaching and emails, 
etcetera, take up so much time… there’s too much administration in teaching 
… I’m engaged with my teaching. I’m engaged with my research, but having 
the time to be able to do that is something different altogether which creates 
burnout. (Interview A2) 

 
Their dismay in what used to be an achievement was no longer recognised 

as an achievement due to raised expectations of the university notwithstanding the 

increased workload. These interview responses are underpinned by a finding that only 

30 percent of 7,000 Australian academics and professional staff thought the assigned 

workloads were reasonable (NTEU, 2015).  

Empirical evidence has shown greater group identification to be associated 

with better moral and instrumental support, and thus high identifiers tend to have better 

health outcomes than those with lower group identification (Haslam, Jetten & Waghorn, 

2009; Haslam, Reicher & Levine, 2012; Sani, Herrera, Wakefield, Boroch & Gulyas, 

2012; Wakefield, Bickley & Sani, 2013). Within this research context, Australian 

academics revealed that their colleagues in the schools were good and capable, which 

made them feel good and positive in their workplace. They suggested that:  

Like among the people I would commonly talk about some of these things, 
they’re more in my (teaching) position. There’s another bunch of people who 
are more research-focused, who have a different set of problems and I’d still 
talk to them ... (Interview A5) 
 
There is a collegial atmosphere. That you don't work in competition to each 
other but rather work cooperatively, and that generally, you will support each 
other in research and teaching. (Interview A15) 
 

There was also an emphasis among the academics that their negative work 

feelings were not caused by the department/element/school. The following excerpts 

reflect the above observation: 

My disillusionment would be around the expectations that the university has 
more broadly of research performance. So, it’s not so much in this Element. 
(Interview A5) 
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There are some things that we can’t control and the head of school has to be 
quite confidential in what she can tell us…The leadership style is fine. 
(Interview A10) 
 
Certain times, I have problems with the usefulness of what we all do here. But, 
that’s not really something specific about the department. (Interview A11) 
 

In other words, these academics stayed to contribute and fulfill their 

responsibilities to, and the needs of, the university in spite of their perceptions of 

violation due to the university’s changing goal posts. While the changing goal posts 

stirred much of the academics’ negative work experiences, the elements of collegiality 

within the department/element/school and personal need fulfillment seemed to buffer 

the negative workplace feelings.  

It is worth noting that Australian academics had differing views on the 

focus of research and teaching in the sector and university when responding to the 

questions on burnout and engagement as encapsulated in the themes of people and 

research. The focus of the sector and the university is unlikely to fade and not many 

academics believe they can balance their demanding roles to the level that is expected 

within their institutions (Chan, 2017). Some spoke positively about the university 

having a good and balanced focus between research and teaching. For instance, one 

senior academic, who enjoyed teaching, research, and administration, held that the tri-

factor model of research, teaching, and service kept everybody happy. Contrarily, some 

reflected that the balanced workload, which was imposed on and not originated from 

academics, might not be the best practice. They went on sharing that their teaching-

intensive colleagues were capable researchers and given the opportunity, they could 

make good contributions to the school and university. A female academic felt that 

teaching, which was mostly done by women, was probably looked down upon 

compared to research. Two male academics from different Elements voiced the 

misplaced focus on research as they believed that the most impact would be achieved 
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via the teaching of students.  

Australian academics viewed their profession with a sense of personal and 

professional pride while recognising the barriers for them to be as good as they could 

be. Transcripts from these academics also revealed concerns regarding unresponsive 

higher-ups in fixing simple things, not taking heed of or respecting academics’ valuable 

inputs or ideas, lack of managerial training for academic managers, superfluous 

academic evaluations hampering academic autonomy, and a shift away from the ideals 

of academia. These concerns led the academics to doubt the worthiness of their work 

pursuits, resulting in contrasting workplace feelings and experiences of burnout and 

engagement. The results showed the academics did not merely react to events beyond 

their control, but as active thinking, feeling, and intentional individuals, who rebuild 

their working worlds to fit their own values and goal intentions (Winter, 2017).  

4.2.1.2 Malaysian academics 

Malaysian academics occupied the semantic regions of the work and 

students themes on the right of the summary map (Appendix 4.1) for responses relating 

to their burnout and engagement experiences. This implies that, when talking about 

burnout and engagement, their interview responses were likely to contain dialogue that 

was coded as the concepts in the work and students themes. These two themes are 

associated with the concepts of work, job, working, time, feel, share, students, need, 

and school. Putting the concepts together, it can be interpreted that most Malaysian 

academics, when describing the factors contributing to their positive and/or negative 

workplace experiences, paid more attention to the attachments with the job profession, 

school, university, colleagues, environment, and leader in the face of the challenging 

workload that was required of them. This is also the case for Australian academics, 

specifically, regarding the association with good and supportive colleagues within their 
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department/element/school. 

Typically, workplace experiences of burnout and engagement affect 

individuals cognitively, psychologically, and physically (Kahn, 1990; Pines & Aronson, 

1981). The attachments Malaysian academics had in their workplace reflected their 

cognitive, psychological, and physical investments. These academics’ workplace 

attachments were not just a context for their social interactions, but the attachments 

were also the subjects of their intense psychological investment. The attachments were 

necessary to satisfy their communal and intrinsic needs, illustrated below: 

I have good colleagues and a good surrounding … the way the leader tackles 
the employees … we feel like we want to do more for him. (Interview M1) 
 
I love my work. Of course, if you want to be happy in any organisation, first 
and foremost is you must have friends. The environment here is not too bad. 
(Interview M2) 
 
My department colleagues, we’re same age, we’re friends, so that’s keeping me 
now here. If I cannot get this type of people here, I’m leaving. (Interview M3) 
 
The helping culture is in our team. It is harmonious like family as we help each 
other and I never felt isolated although I’m not local. (Interview M9) 

 
I’m happy and satisfied with my job because I have very helpful colleagues and 
the environment also suit my job tasks. (Interview M10) 

 
These academics also professed an issue with poor time management 

subsequent to their job demands when sharing their workplace experiences as portrayed 

in the work theme. However, some also viewed their workload as manageable and 

reasonable, evidenced through the following quotes:  

A lot of job tasks to be done … we feel too many things to do, I mean with short 
notice … the thing that makes us burnt-out, I think, or feel stressed, maybe 
because of time management. (Interview M1) 
 
At this moment, I can manage that intensity (of work). (Interview M3) 
 
But when it comes to admin job, seriously I’m not happy. (Interview M5) 
 
Sometimes it’s fun but sometimes it’s stressful because it makes me tired 
working around deadlines, I feel burnt-out but it’s still manageable … The 
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punctuality in adhering to deadlines, we need to work around that by 
anticipating work delays. (Interview M9) 

 
It can probably be negative when your job demands require you to do 
something extra than what you can give. (Interview M14) 
 
The job itself, I’d say, does not actually impose so much so that you feel burnt-
out. I think that the job requirements are very reasonable. (Interview M17) 
 

Within the work theme, there were contrasting thoughts among Malaysian 

academics pertaining to the new management within the school. Some academics spoke 

encouragingly about the fast decision-making process within the school and academic 

freedom under the new management. An academic felt appreciated for his work with 

the acknowledgement and recognition from the new management. He further related 

his negative workplace experiences to the prejudiced work rules under the previous 

management that undervalued the contributions of foreign academics. In contrast, some 

academics were dissatisfied with the new management due to loss of autonomy, an 

unempathetic work style, and the imposing of unrealistic expectations. 

One academic, who had been with the university for 16 years, admitted that 

he had been very pessimistic with the workplace ingenuity and only wanted to interact 

with genuine people, leading to his sceptical view of the workplace atmosphere that 

brought about his negative workplace experience as recorded in the work theme. He 

indicated:  

Everybody has office politics, some people form groups, some people try to 
show good gestures … they want to renew the contract and some are for career 
development … you see, you’re doing the extra role, you are pretending. So, it 
is something that is negative’. (Interview M3) 
 

A reading of the transcripts showed obligation to or concern for students 

was another major point recurrently highlighted by Malaysian academics in the 

evaluation of their workplace experiences within the student theme. Helping and 

witnessing students reach their true potential was satisfying and fulfilling to the 
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academics. They also loved working with students in disseminating knowledge. 

Obligation to students turned out to be one of the reasons for these academics to keep 

going or be engaged and/or become drained or burnt-out in the profession. They still 

performed the fiduciary duty to guide and teach despite feeling letdown by and 

frustrated with uninterested students in class. In coping with negative workplace 

feelings, they narrated:  

Everyday frequently I’m facing students and all the problems they’d come to 
me so this really drained me … Maybe we have lunch, so that I’d be able to 
face again my job (Interview M2) 
 
It’s one way I can save myself-have to ignore and do things that I love. 
(Interview M5) 

 
This view corresponds with Carbonneau et al. (2008) who argued that when 

individuals internalise a passionate activity, they freely accept the activity as important 

and contenting to them. Within this context, the academics did not feel compelled to 

engage in the work activities. In fact, they were able to decide when to engage in or 

disengage from the activities. This signifies their internalising of passionate and 

contenting job activities, which mattered to them, in shaping them as an individual. The 

majority of Malaysian academics unwaveringly identified themselves with the 

profession due to passion. This was also the case with the dissatisfied academics as 

reported:  

What makes me continue to go on, the passion for teaching. If you have passion, 
if you love what you do, you can produce to the best level. (Interview M5) 
 
It’s my passion, I always have passion for teaching. (Interview M14) 

 
Passion became the motivational force for them to engage in the activity 

willingly (Carbonneau et al., 2008; Vallerand, 2012). Based on the above, for 

Malaysian academics, job passion appeared to influence their perceptions of workplace 

burnout and engagement experiences. However, a number of Malaysian academics 
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feared their habitual work involvement could take a toll on other domains (Day, 2004) 

as portrayed in the work and student themes. For instance, previous studies have 

supported the relationships between the intensity of non-preferred job tasks (Rana, 

Jordan, Jiang & Tse, 2017) and work interference with family and personal lives and 

health (Burke & Fiksenbaum, 2009; Halbesleben, Harvey & Bolino, 2009). A typical 

response that highlights the consequence of habitual work involvement is presented 

below:  

It’s eating me up like last year triggered me when I got admitted to the hospital. 
(Interview M2)  
 

It is noteworthy that there were more suggestive cases of simultaneous 

burnout and engagement experiences in the Malaysian academics who were 

interviewed. They discussed work strain yet inner satisfaction while immersing 

themselves in the work activities. Some also attributed the situation to the management 

or school. An example of the academics’ responses is recounted below:  

The expectations on academics are much higher because of the need to meet 
different KPIs, research, teaching, publication … the most difficult and 
burdening. Although I enjoy doing research, but it’s not easy when there’re 
also other on-going research projects. (Interview M9) 
 

There appeared to be a notable difference in the tone of the responses 

between Australian and Malaysian academics in relation to the qualitative research 

question in phase one: What are the workplace experiences that contribute to the 

burnout and engagement of Australian and Malaysian academics? Do these 

experiences differ between Australian and Malaysian academics? Australian 

academics seemed more critical of the changing goalposts, increased expectations to 

perform administrative duties and workloads, reduced academic equality and freedom, 

and conflicting academic values while also highlighting the rewarding aspects of job 

passion, intrinsic motivation, and communal support within their 
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department/element/school.  

On the other hand, Malaysian academics placed a strong emphasis on their 

need fulfillment through the communal and social support of their colleagues, 

environment, job, school, and university. To a certain degree, both Australian and 

Malaysian academics had similar views when describing the aspects of collegiality and 

job passion in their workplace experiences of burnout and engagement. The collegial 

atmosphere within the department/element/school and intrinsic fulfillment were 

particularly important for Australian academics in bringing about positive workplace 

experiences, as was the case for Malaysian academics. Malaysian academics also 

highlighted aspects of the environment and the university, which were absent in the 

sample of Australian academics.  

It can be surmised that both samples of Australian and Malaysian 

academics held somewhat different notions when describing the factors contributing to 

their workplace burnout and engagement. Overall, academics in Malaysia appeared to 

be more positive towards their workplace experiences than those in Australia 

(Rothmann, 2014), at least for this particular sample. The data captured within the 

identified concepts, themes, and mapped themes answered the first qualitative research 

question in phase one (Table 4.2).  

4.2.2 Examination of concepts and themes for perceptions of workplace 

psychological contract orientation 

Krivokapic-Skoko et al. (2010) posited that psychological contract orientation 

in academics is prominent and cannot be neglected. Phase two explored Australian and 

Malaysian academics’ perception of workplace psychological contract orientation. 

Specifically, phase two looks at the relational and transactional psychological contract 

orientations in the academics’ employer-employee relationships. Individual academic’s 
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perceptions of, or references to, the obligations with their employer have persevering 

effects on their workplace outcomes (Ruokolainen et al., 2016). The edited summary 

map (Appendix 4.2) provides the semantic data structure and how Australian and 

Malaysian academics are situated in that semantic space. Editing involved merging 

similar concepts (e.g., expectation and expectations, work and working), tagging the 

folders comprising Australian and Malaysian academics, tagging for the interviewer 

and interviewee in the folders, and re-naming the names of the universities to protect 

their confidentiality.  

Six semantic themes emerged as shown in Table 4.3: Australian University, 

people, time, feel, Malaysian University, and students. Australian University and 

Malaysian University represent the universities in the context. People includes 

discussions on activities such as research and teaching involving people. Time, 

containing concepts such as time, things, and doing, pertains to having the time to do 

things. Feel is concerned with needs and senses (feel) while students includes 

interchanges surrounding students. The work theme in the centre of the map makes 

sense as this research orbits around workplace experiences (as shown in Appendix 4.2). 

In phase two, Australian and Malaysian academics focused on areas covering 

universities, colleagues, management, school, research and teaching, time, students, 

needs, and feelings in describing their perceived workplace psychological contract 

orientation. The analysis below explores the ways in which Australian and Malaysian 

academics perceived psychological contract orientation based on the identified 

concepts and themes. 
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Table 4.3: Examination of Concepts and Themes for Perceptions of Workplace 
Psychological Contract Orientation  

Second Qualitative Research Question Population Theme Concept 

What is the nature of the relational or 
transactional psychological contract 
orientation held by Australian and 
Malaysian academics? Does the nature of 
the psychological contract orientation 
differ between Australian and Malaysian 
academics?  

Australian 

Australian 
University 

U-AU 

People 
People 
Research 

Teaching 

Time 
Time 

Things 

Doing 

Malaysian 

Feel Feel 

Malaysian 
University 

U-MY 

Students Students 

 

4.2.2.1 Australian academics 

The Australian University and people themes were closest to the Australian 

academics tag depicted on the left of the map (Appendix 4.2). This proximity suggests 

that the interview responses of Australian academics were more likely to contain texts 

that were coded as the concepts in the Australian University and people themes. Also, 

the intersection of the people and time themes suggests the time concern in performing 

research and teaching activities played a role in Australian academics’ perceptions of a 

relational or transactional psychological contract orientation with their employer. The 

interview responses showed Australian academics believed their employment 

relationship with the university enabled them to do research- and/or teaching-related 

activities. The following is a typical example:  

If I (were) offered a job somewhere else, it’d need to be paying pretty well and 
I want to be able to do the sort of things I like doing that I can do here. 
(Interview A14) 
 

These activities that the academics were passionate about were not merely 

important to fuel the academics’ need for enjoyment and challenges, they seemed to 

impact on the academics’ relational- or transactional-oriented psychological contract as 

captured in the concepts within the Australian University and people themes. However, 
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their positive affective experiences with their research and teaching activities had both 

positive and negative consequences for well-being (Vallerand, 2012). In particular, 

Australian academics raised the issue of not having the time to perform the activities 

that they were passionate about in the employment relationship as denoted in the time 

theme. One academic indicated that the university facilitates academic growth 

opportunities via providing useful workshops in research and teaching. However, as a 

result of attending these workshops, she ended up having to work in her leisure hours, 

which interfered with her work-life balance. This theme is clearly demonstrated by the 

recounts from a number of academics:  

The university, in terms of its service, does everything it can to stop you doing 
those things. (Interview A5) 
 
Teaching workload model doesn't allow enough time … I take home too much 
research. (Interview A14) 
 
Students matter, research matters … many of my colleagues get so embroiled 
in the day-to-day running of the institution that they neglect their research and 
students. (Interview A18) 
 

It seems that Australian academics are enthusiastic about the academic 

profession. At the same time, they feel somewhat vulnerable in their perceived 

relational- and transactional-oriented psychological contracts. The shift from a 

relational- to a transactional-oriented contract over time for some Australian academics 

can be seen below:  

It’s difficult to see how things are going to change substantially … I think my 
expectations will be less, will be made less …it started being social-emotional, 
and it has become more transactional now, but not total(ly). (Interview A5) 
 
The organisation as a whole has no loyalty whatsoever towards individuals … 
I used to believe in a lot of loyalty stuff but I sort of realised after a while, no, 
that's not how the organisation works … It was much more collegial when I got 
in and now less collegial. (Interview A14)  
 

A perceived lack of trust in the management and the university among 

Australian academics also led to a perceived breach of the psychological contract. 
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Whether real or perceived, the potential effects of this perception on attitudinal and 

behavioural reactions in the employment relationship appear to be intense (Atkinson, 

2007). This can be detrimental for institutional performance as a whole (van den Heuvel, 

Freese, Schalk & van Assen, 2017). Some examples of lack of trust and thus the 

perceived breach in the contract by Australian academics are:  

I don't believe a thing they tell me … all of these meetings, what’s the vision of 
the uni, what’s going on, we don't care ... but I do my job. (Interview A10)  
 
What promises? No promises have been made…I just do what needs to be done. 
(Interview A16) 
 

It has been suggested that a psychological contract can become more 

transactional after a breach (Atkinson, 2007). Perceived inequity in social-economic 

and/or economic exchanges leads to feelings of betrayal and unfairness in the existing 

obligation. For instance, an academic described the injustice he experienced when 

management promised to move him to a full research load but the move never happened. 

The following quotes show the academics’ feelings of betrayal and unfairness 

subsequent to the perceived breach in the contract:    

I don't think I’ve been treated well … I’m still pissed off about the promotion 
stuff because I think it’s unfair … I need the money, it’s a good job, it pays well. 
(Interview A10)  
 
People said certain things and they never fulfilled their promises, so I don't 
trust them in that sense … I don't feel any loyalty or sense of belonging … I 
come to work, I go home. (Interview A12)  
 
They’d get rid of me as fast they could if they thought that was in (their) interest 
to do so … replacement is getting paid half or a fifth … so, a lot of people would 
feel betrayed by that. I’m too cynical to feel betrayed. (Interview A14)  
 

The incidents cited below refer to the academics’ perceptions of their 

existing obligation, not necessarily its fulfillment; indeed, a high number of incidents 

demonstrated the perceived short-term and non-social-economic based obligation to the 

university. For instance, 



	

	 	 84 

A silly choice for my career (choosing the university over another) … in 
addition to career, I want a life too. I want my partner and myself, we have a 
happy life. (Interview A7) 
 
The university has quite instrumental reasons in hanging onto me, I’d have 
fairly instrumental but different sorts of instrumental reason hanging onto it. 
So, it’s mutual in the sense that those two things coincide. If (the management 
is) actually looking for emotional attachments as opposed to instrumental 
attachments, then they’ll have to start to treat (academics) like people, like 
human beings. (Interview A14)  
 
A lot of people aren’t moving because they’ve got nowhere to go. (Interview 
A16)  
 

In outlining his relationship with the institution, one academic recognised 

the fact that the university operated better compared with other universities. 

Additionally, other academics reasoned that their ‘contract’ was to do with work 

interest and satisfaction, provision of resources, fair culture, gender equality, and family 

and financial commitments. Another academic rebutted this remark on gender equality 

stating that ‘women are probably a little bit marginalised … for other women, it has 

worked but not for me’. An academic disclosed that he had to be grateful towards the 

university although he did not make much money in the academic profession compared 

with his previous job. Another academic was happy with the salary and superannuation 

benefits in his contract with the university but maintained that he would not work extra 

due to unappreciated work efforts.  

In considering psychological contract orientation, Australian academics 

also associated their orientation with the homogenized landscape of the profession as 

characterised by the theme of Australian University. They discussed how 

managerialism in academia has gradually intensified over time to the point where 

academics were marginalised (Winter, 2017). The many initiatives and corporate 

objectives of the management of the university were perceived to be a reflection of the 

imposed pressures arising from government education policy. For example,  
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My disillusionment is not necessarily with (the university) … more about the 
university sector overall. (Interview A5) 
 
It’s just overly bureaucratic and with all the budget cuts … you have less and 
less freedom … that’d be not something directly (the university)’s fault. 
(Interview A12) 
 
There’s a tendency in (managerialism) direction across all universities and (the 
university)’s doing that. (Interview A14) 
 

A small group of academics reiterated a resentment towards the primary 

focus of research in academia in their psychological contract orientation as summarised 

in the concept of research. For example:  

If you’re going to be excellent in anything, research is the first thing … the 
university, in a formal sense, doesn't privilege research over teaching, but it’s 
more of the culture of the profession. (Interview A5) 
  
The phrase in academia is publish or perish, no matter what happens, your 
publications are your currency … Nobody’s research that I know of is going to 
change the world … 75% of our income in the university comes through 
students, not through the research. (Interview A16) 
 

On the other hand, a considerable number of Australian academics reported 

that the communal attachment with colleagues or superiors in the 

department/element/school was important in their perceptions of psychological 

contract orientation. Their remarks reflected how the dynamics of their differences (and 

similarities) with each other functioned and acted towards shared group norms, values 

and understanding in their workplace (Reicher, Spears & Haslam, 2010). Taken from 

the themes of Australian University and people, remarks made by academics included 

the following:   

Academics, in general, like the head and colleagues within the school but not 
(the university). (Interview A1) 
 
The people that you work with, you’re happy, the boss that you work with, 
you're happy … if I’m happy in (school), then I’m happy in (the university) … 
no effective supervisors, then there’s no such relationship to speak (of). 
(Interview A3) 

 
I feel that coming to the office, see people … kind of helpful for my 
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psychological well-being. (Interview A7) 
 
It’s my relationship with (school) at (the university) that probably makes me a 
little more attached. (Interview A9) 

 
It’s still people first. (The university), is (a) kind of vehicle but without the right 
people, it’s nothing. (Interview A19) 
 

Based on the themes Australian University and people, which tap into the 

interview discussion about psychological contract orientation, the academics concurred 

that the university does its best in retaining good academics. Thus, they were willing to 

go the extra mile doing things for the university, albeit, disliking those things at times. 

Some of them shared the sentiment about their identification with the university and 

management in the perceived relational- and transactional-oriented contracts. For 

example, one academic confessed to behaving like a loyal citizen of the university and 

that she would defend it in public, if required, due to her emotional attachment to the 

university. However, in the meantime, she refused to engage in any dealing with the 

management in her perceived transactional-oriented contract. This adds to the existing 

literature pertaining to the connection between psychological contract orientation and 

citizenship behaviour (Coyle-Shapiro & Kessler, 2000). The psychological connections 

between these academics and the university and management, regardless of its 

relational or transactional nature, held them together in an interdependent way and 

structured their social behaviours in the workplace (Reicher et al., 2010). Relevant 

excerpts include:  

When you think of the university, you have to do something for them and you 
sometimes have to do something that you don't like doing. (Interview A4) 
 
When I go to public events, I always behave properly as (the university) citizen, 
but that again is the public stuff. My private stuff is I don't think I’ve been 
treated well. (Interview A10) 
 
I’m proud of being a member of (the university) and other people may or may 
not say nasty things about the university, I’d defend it. (Interview A13) 
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I see myself not just part of the (school) but also part of (the university) … that’s 
part of the identification … you become part of the institution and the institution 
becomes a part of you. (Interview A15) 
 

There were also academics who likened the nature of their obligations in 

the employment relationship to their inherent need for competence. Academics with a 

high need for competence might be motivated intrinsically or extrinsically to seek 

mastery of job challenges and new job skills that are right at the edge of their abilities 

(Deci & Ryan, 2000; Rigby & Ryan, 2018). This means it is vital that these academics’ 

need for competence could be facilitated by the job characteristics. An academic 

clarified that he would feel personally dissatisfied or incompetent if he did not do what 

he did not like doing in the job. He further explained that his personal sense of worth 

pushed him to fulfill what he thought the system wanted him to do. To the academics, 

success in maintaining their identity and sense of self-esteem through their competent 

performance of work activities was important. Likewise, failure to maintain their 

identity and sense of self-esteem might create adverse psychological impacts on 

individuals (Vallerand, 2012).  

Extracts from the themes of Australian University, people, and time, 

indicated that the academics felt obliged to perform their roles morally and socially as 

part of the employment relationship. This involved academics going the extra mile on 

their own initiatives, in spite of time constraints and increased workload, for students 

and the university. Academics typically spent their weekends going through doctoral 

students’ thesis drafts in order to not delay their progress. Another academic was of the 

view that the management allowed no time for academics to do engaging activities with 

students. In addition, they also asserted their moral compass as an academic:  

You don't get up the ladder because you have moral and social obligations. 
(Interview A16) 
  
It’s also about my morality in that these are the things that are important … to 
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do the right thing by the world … for the world … it’s an ethical and it's a 
political issue that we have in our sector … will drive us even harder, will 
challenge us as individuals. (Interview A18) 
 

The above corresponds with the finding of Coates, Dobson, Goedegebuure, 

and Meek (2010) that, while Australian academics did not exhibit identical levels of 

attachment to their institutions, they were attached to the profession and values of 

scholarship. One academic held that the university did not execute its social mandate 

promise to develop the community, which partly contributed to his transition from a 

relational-oriented to transactional-oriented psychological contract. Institutions need to 

constantly observe and practice social-ethical principles or promises as this is crucial 

for shaping trust in academics (Winter, 2017). More importantly, it has been well 

established in the extant literature that trust is fundamental to the formation of 

psychological contract orientation (Atkinson, 2007; Niesen, Van Hootegem, Vander 

Elst, Battistelli & De Witte, 2018).  

A group of Australian academics exhibited weaker connection with the 

university. For them, getting the job done was the priority and above anything else. 

This suggests that the psychological contract orientation between these academics and 

the university was largely transactional in nature. In contrast, some academics talked 

about their social-emotional attachment to the university while not denying the 

economic reason. They indicated that their psychological contract orientation with the 

university was both relational and transactional. A typical example is provided below:  

With the fact that I’ve got two kids already, moving around the country … is 
not something that I’d be able to do it. .. Yes (the need to have a job) (because 
I want to do something for the institution … I’m willing to put the extra hours…I 
love the discipline in particular). (Interview A20) 
  

4.2.2.2 Malaysian academics 

Malaysian academics occupied the semantic regions of the feel, Malaysian 

University, and students themes on the right of the summary map (Appendix 4.2). In 
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characterising their psychological contract orientation, Malaysian academics referred 

heavily to their connection with the surrounding community comprising their 

colleagues in the school and/or their association with the university under the themes 

of feel and Malaysian University. This suggests the highly relational nature of their 

psychological contract orientation. These academics commonly shared emotional 

significance, norms, values, and understandings (Tajfel, 1978), which, in turn, 

influenced their workplace behaviours (Kreiner & Ashford, 2004). This strengthened 

their attachment and identification with each other. For example,  

I also want my school (to) be successful, I want to be proud of my university … 
I want (to) work hard as I have to help the university grow, without expecting 
any return. (Interview M6) 
 
Actually, I got an offer from other university as well, but for the time being, I’d 
like to stay here and see how it goes in a couple of years. (Interview M7) 
 
The people around me and the environment. I like to work (here), I feel 
comfortable … I can work in (the university). (Interview M10) 
 
Because the work is not (just) you, your colleagues (are) not only your 
academician friends, (they’re) your administrator friends as well, have to be 
there for moral support … sometimes, you just buy extra food for them. 
(Interview M11)  
 

Malaysian academics also emphasised their attachment to the work 

environment as connoted in the themes of feel and Malaysian University.  

The sense of belonging because I’m the alumn(us) of this university, I want to 
do something for this university … with this university, I have personal touch, 
personal contract … because of this environment, like green forest … we don't 
feel too rushed to do everything, we feel like living in a very calm society. 
(Interview M1) 
 
Remuneration and compensation are important but (they’re) not my ultimate 
objective being here. I feel this place is calm, relaxed, and peaceful compared 
to working in K(uala) L(umpur). (Interview M9) 
 
It’s more like a personal contract (with the university) … I think maybe because 
of (the) environment, maybe because of the peers. (Interview M16) 
 

Evidence suggests exchange relationships between leaders or superiors and 
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workgroup members influence individual workplace outcomes in terms of 

organisational commitment, helping behaviours, task performance, job satisfaction, and 

turnover intentions (Tse, Dasborough & Ashkanasy, 2008). Nevertheless, whether and 

how these exchange relationships play a role (or not) in the psychological contract 

orientation of individual academics remain to be probed. A long-serving senior 

professor disagreed with the idea of working for the leader when describing her 

employment relationship with the university. She asserted that ‘I’m working (at the 

university) not because of the leader’. This simply means that her relational obligation 

with the university had no tie whatsoever with the leader. In contrast, a group of junior 

academics, when describing their perceived obligatory relationship with the university, 

paired it with the leader or superior within the school.  

I do love (the university) … it’s not something monetary ... It depends on the 
top management and middle management as well, mostly middle management. 
(Interview M13) 
 
There’re some points (that) you feel frustrated and stressed … you’re doing 
work but nobody appreciates your work then it makes (you feel) disappointed. 
Hope that (I) will have (a) long-term (relationship with the university) but it’s 
difficult (under the previous management) … I d(id)n't feel safe here. (Interview 
M18) 
 
People (Leader) have already assigned task to you that I have to finish it … 
because of my responsibility … I cannot disappoint people (leader). (Interview 
M19)  
 

Malaysian academics spoke ardently about the significance of the 

profession. They touched on the contributions of the profession not only to the 

university, but also more broadly to the community and society. It could be inferred 

that the significance of the academic profession was in congruence with the academics’ 

personal interests, needs, and values, thus, the likelihood of psychological benefits 

(Vallerand, 2012). It could also be inferred that the national cultural orientation for 

collectivism in the context of Malaysian academics partly contributed to their salient 
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relational-oriented contract (Liao-Troth, 2005; Raja et al., 2004; Thomas et al., 2003; 

Zhao & Chen, 2008).   

To help the society, to help the community, I think this should be my philosophy. 
It’s not about making money. (Interview M6) 
 
(The staff) are not (only) contributing to the university, they are concerned 
(about) community outside (the university) … that’s what I love (about) the 
positive culture here. (Interview M8) 
 
Just do whatever I want and I like (the freedom) in this university and at the 
same time can contribute to the society … because you’re part of the university 
… what you do is directly and indirectly contributing to the university … the 
university is focusing more on the research and publication, so I also need to 
help. (Interview M20) 
 

Notably, only one academic talked specifically about the obligation 

towards students when discussing a relational-oriented psychological contract as 

indicated in the theme of students. This was demonstrated by her statement:  

The priority is my obligation to my students … that’s what binds me (with) the 
university. (Interview M2) 
 

Overall, it was clear that the majority of Malaysian academics strongly 

associated themselves with the university, their profession, colleagues, leader/superior, 

school, and students as insinuated by the themes of feel, Malaysian University, and 

students. They acted in a manner that furthered the institution’s collective interests 

(Haslam et al., 2009). The need for communal and social support in the discourse on 

perceived workplace psychological contract orientation was not only relevant to 

Malaysian academics but also to Australian academics as outlined earlier.  

Additionally, apart from the attachments to the job profession, school, 

colleagues, leader/superior, institution, and students, work satisfaction also transpired 

as another factor in the salient relational-oriented workplace psychological contract 

among Malaysian academics. They affirmed feeling content and fulfilled in their 

obligation with the university was crucial for them to fulfill their motivational 
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psychological need in the workplace. They sought mastery in new workplace 

challenges and experiences also illustrating the need for a sense of job competence. 

This was also the case for Australian academics with a constant need to feel competent 

and effective in their workplace. These results are consistent with the findings of 

Neubauer, Lerche, and Voss (2018) who showed individuals vary in the degree to 

which their well-being is tied to job competence. The following statements reflect this 

observation:  

I don't want the list of publications, but I want to write there (in my CV) the 
selected (list of) publications. (Interview M3) 
 
It’s my personality … the sense of achievement for myself … I’d describe (it) 
as the last place in my career to be an academician. (Interview M4) 
 
I think teaching gives you a great satisfaction … you cannot make money as an 
academic … the system improves, the way you do work, satisfaction increases. 
(Interview M17) 

 
Malaysian academics also described the role of job passion in determining 

the nature of their employment relationship, regardless of the relational or transactional 

nature of this relationship.  

I think, part of it to become an academic is my childhood dream. (Interview 
M4) 
 
Because I love wisdom, I love knowledge, I love education. (Interview M5)  
 
I’m working because I love the job. (Interview M11) 
 
I work hard and play extra roles not because of my attachment with (the 
university), mainly because my interests and my passion … but I do love (the 
university)… because this is my (alma mater). (Interview M13) 
 
Due to passion that I have (in my job). (Interview M16) 
 
I love my job here, I honestly do. (Interview M17) 
  

In summary, amalgamating the data from both Australian and Malaysian 

academics in phase two, there are a few major factors that influence these academics’ 

perceived workplace psychological contract orientation. They relate to individual job 
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passion, communal attachments to the department/element/school, colleagues, and 

leader/superior, and both tangible and intangible workplace needs. From the transcripts, 

some Australian and Malaysian academics labelled their contract orientation as a hybrid 

of relational-transactional; some Australian academics focused increasingly on their 

transactional-oriented obligations; and most Malaysian academics indicated their 

contract orientation as predominantly relational. The above provided knowledge and 

resources needed to understand the varying employer-employee relationships for 

Australian and Malaysian academics. Thus, these data answered the second qualitative 

research question in phase two (Table 4.3). 

4.2.3 Examination of concepts and themes for perceptions of the role of 

workplace psychological contract orientation in burnout and engagement 

experiences 

The last phase of analyses was conducted to examine any relationships that 

might exist between the academics’ perceived psychological contract orientation and 

workplace experiences of burnout and engagement. The edited summary map 

(Appendix 4.3) demonstrates how Australian and Malaysian academics are 

semantically situated in phase three. Three semantic themes emerged as shown in Table 

4.4: people, university, and work. People encompasses discourses about people, things, 

research, doing, teaching, academics, and academic. University contains concepts such 

as university, management, better, and given. Work has citations about work, time, need, 

job, and course. Australian academics dominated the semantic regions of people and 

university, while Malaysian academics dominated the region of work. The analysis 

below looks into the likely (or unlikely) link between the perceived workplace 

experiences of burnout and engagement and psychological contract orientation for 

Australian and Malaysian academics based on the identified concepts and themes. 
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Table 4.4: Examination of Concepts and Themes for Perceptions of the Role of 
Psychological Contract Orientation in Burnout and Engagement Experiences 

Third Qualitative Research Question Population Theme Concept 

Does the psychological contract 
orientation held by Australian and 
Malaysian academics influence their 
perception of burnout and 
engagement? Does this relationship 
differ between Australian and 
Malaysian academics?  

Australian 

People  

People 

Things  

Research 

Doing 

Teaching 

Academics 
Academic 

University 

University 

Management 

Better 
Given 

Malaysian Work 

Work 

Time 

Need 

Job 

Course 

 

4.2.3.1 Australian academics 

People and university were the dominating themes for Australian 

academics. This means the interview responses of Australian academics, when 

considering perceived workplace psychological contract orientation and burnout and 

engagement experiences, were likely to contain dialogue related to these two themes 

(Table 4.4). Analyses of the transcripts showed that the perceptions of Australian 

academics had much to do with the management, the university, and the people 

surrounding them.  

In characterising perceived workplace psychological contract orientation 

and how it relates to their experiences of burnout and engagement, Australian 

academics addressed the rising work expectations of the university on them to adapt to 

the corporatised nature of the higher education sector (Winter, 2017). This environment 

challenged the academics as individuals and increasingly pushed them towards a 

transactional orientation in their employment relationship. This shift from a relational- 

to a transactional-oriented contract over time was evident among Australian academics. 
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This finding is in line with Guest’s (2004) argument that an individual psychological 

contract is likely to modify over time depending on contextual factors.  

Modifications to the nature of psychological contract orientation had a 

range of consequences that affected the academics’ experiences of burnout and 

engagement. In this context, they became highly cynical and less emotional in the 

workplace even though they stayed engaged in maintaining the increasingly 

transactional-oriented relationship with the university. Chen and Miller (2011) 

highlighted that employment agreements or disagreements in the employer-employee 

relationship can impact on both parties’ behaviours and outcomes. A great number of 

incidents (see below) illustrate the shift from a more relational- to a more transactional-

oriented contract in Australian academics and the resulting workplace behaviours and 

burnout and engagement experiences:  

..the kind of employment relationship with the university and my high burnout 
low engagement…The teaching policies that they pass down have to do with 
my high burnout, the research policies that they’ve put out have to do with my 
low engagement…for as long as it works, I'll stay. I have no problem packing 
my bags and leaving, if it doesn't work. (Interview A4) 
 
(The middle management) ha(s) to keep putting in place initiatives and they 
have to keep trying to reform things and change things. That’s part of their job, 
but the results of that don't seem to be part of their job … Constant change for 
no apparent reason without letting things settle down to see how they go, that’s 
what people get annoyed about … they were never business in the past, they 
were public service … It’s the nature of the management in the Business School, 
but then, it is, to some degree, (a) reflecti(on) of the management of the 
university overall but also the external pressures … it’s not really something 
(that) can even be fixed internal to the university to any great degree. (Interview 
A5) 
 
 (The management) basically commodify(ies) academics and the life of 
academics. And if they’re actually looking for emotional attachments as 
opposed to instrumental attachments, then they’ll have to start treating them 
like people, like human beings … they really got no idea what it’s like for the 
planters. (Interview A14) 
 
Everybody’s individualistic, they’re working on their own cocoons … I will tell 
them to stop looking at the numbers and start looking at the people … if you 
want to look at the numbers, look at the return on investment of that person. 
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These are people who teach … Happy or not, you can’t compartmentalise that 
much where you take your emotions away … I hold the ship to get there, they 
just let me go … I just do what needs to be done … low engagement, it’s respect 
and also communication of that respect, that’s what’s not happening. So, you 
can see I’m quite disheartened. (Interview M16)  
 

One male academic spoke about the unrealistic expectations of the 

university in promoting any sort of academic work-life balance. Another academic felt 

the management of the university failed to see through the initial expectation placed on 

academics. Thus, academics continued to struggle, treading a fine line to outperform 

every time the expectation changed. She also expressed concern about the poor work-

life balance for academics (Kinman & Jones, 2008), stating:  

I have not met one academic that has a very good work-life balance… There’s 
a lot of flexibility in academia, but there’s a lot of pressure especially for 
research, to publish. (Interview A11) 
 

Notably, not all Australian academics perceived their psychological 

contract as transactional-oriented as contained in the themes of people and university: 

Your engagement and identity are closely linked … if you’re identified with the 
organisation, then you’re willing to engage in activities more because it reflects 
your belief about yourself and your belief about your purpose and your 
recognition of the mutual benefits that are obtained by engaging effectively. 
(Interview A15) 
 
Because I want to do something for the institution, I want particularly my 
(school) discipline to be able to perform better. So, I’m willing to do these 
contributions beyond the expectations, and that’d have caused the burnout too. 
(Interview A20) 
 

More academics associated themselves with their 

department/element/school rather than the university when discussing how their 

psychological contract orientation impacted on their perceived workplace experiences 

of burnout and engagement. One explanation for this is that proximity often leads to 

group formation and this may also result in stronger identification and cohesion with 

the department than with the organisation (Ashforth & Mael, 1989). Secondly, the study 

by Haslam and his colleagues (2009) showed that high identifiers were less likely than 
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low identifiers to suffer burnout as social support buffered strong identifiers from the 

adverse effects of workplace strain. The data analyses for this phase also suggested that 

Australian academics’ connection with their superiors and/or colleagues contributed to 

a relational-oriented contract with their school and a transactional-oriented contract 

with the university, and thus the mixed feelings of burnout and engagement. The 

examples below, extracted from the identified themes of people and university, 

demonstrate the above reflection:  

Indirectly, I suppose, that impacts on my relationship with (the university) 
because that was something that was paid for, added some other funding from 
the (school). That was really a positive experience that makes you feel good 
and it makes you feel valued, I guess. (Interview A9) 
 
They were very much of a group orientation around teaching and I really liked 
that. I think, overall (the university) is still like that, it’s now not much like that 
… yeah (collegial relationship makes my job more fun and feel more engaged 
to it). (Interview A17) 
 

A few academics discussed their desire for a continuing position at the 

university in determining their workplace psychological contract orientation. The 

perceived psychological contract orientation in these individuals governed their 

continuing development of the employment relationship (Wangithi & Muceke, 2012) 

and accordingly their perceived burnout and engagement experiences over time. A 

typical example is provided below:  

My next big target is to get a continuing contract, therefore, within these three 
years, I will be highly engaged … yeah, I’m engaged now because I want to 
stay here long-term. (Interview A7) 
   

There was also a group of academics who articulated their moral obligation 

to their work as a form of contract that had an impact on their burnout and engagement.  

Academics would continue doing what they have to do due to moral obligation 
despite feeling burnt-out. (Interview A1)  
 
Academics are supposed to be smart but we never push back … we never fight 
back, we just complain. We grumble amongst ourselves and then we take on-
board the extra load … I don't know if it’s because of morality … we just do 
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what we’re told, pretty much and that’s a pity. (Interview A10) 
 

The above quotes demonstrate that other factors also gave rise to a 

perceived mutual obligation between Australian academics and their university that is 

not always explainable in terms of a psychological contract orientation (Persson & 

Wasieleski, 2015).  

4.2.3.2 Malaysian academics 

Work was the dominant theme for Malaysian academics in this phase of 

analysis (Appendix 4.3). The work theme is associated with the concepts of work, time, 

need, job, and course. Based on these concepts, it can be ascertained that Malaysian 

academics were concerned about the availability of workplace resources and their 

personal communal and intrinsic needs in this theme. These concerns influenced their 

predominantly relational-oriented contract with the university and thus triggered their 

workplace experiences of burnout and engagement.  

In characterising the role of workplace psychological contract orientation 

in burnout and engagement experiences, the salience of Malaysian academics’ 

attachments to their colleagues, university, school, job, and supervisors within the work 

theme were highlighted in the interview discussions.  

Everything that we have … we have to give to the university especially our 
knowledge sharing, experience sharing, and our everything, we give our energy 
and everything for the sake of the university. (Interview M1)   
 
I completed my Degree and Masters here as well. So, can you see the 
attachment with the university since then? … The Malaysian work culture 
within the school gives me the sense of belonging. (Interview M4)  
 
(About the trust, about the respect, about the rewards and recognitions) are the 
things that can turn around someone to become so passionate to help the 
university or it just shuts the door. When people don't trust the leadership or 
the management or where we want to put the university, then they will not give 
you their very best. They just serve the minimum possible. (Interview M7) 
 
We’re trying to put on the positive spirit and we also know that changes occur 
as our university just received our first AACSB so we know that things are not 
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going to be the same … It is also a survival for our university … even though 
we might not be happy with the increase in terms of criteria for promotion, we 
sort of understood. It’s a good thing, I think, with the top management in our 
school that they're very open with us. (Interview M12)  
 
It’s more on the personal touch that I have here (with the university). And, this 
is the place I get my PhD … it’s quite cozy with the people around are very well 
with me and that’s why, one of the factors I’d say that really ties me up with 
this place … The country’s having economic turmoil, so I cannot be blaming 
the university. If I have grant … I think I will be quite relaxed … others are 
quite manageable. (Interview M16) 
 
If you feel you’re important when participating in something, and love this 
work, you will be in this work. And, if I feel this manager listens to me and they 
ask me, sure I’ll be committed and loyal to him. (Interview M18) 
 

As the above transcripts suggest, Malaysian academics’ strong group 

identification led to their tendencies to act together purposefully and effectively to 

contribute to collective achievement and to buffer them from their workplace distress 

(Haslam et al., 2009). Increased social support amongst these academics enabled them 

to cope with their workplace hardships through minimising their workplace distress and 

uplifting their sense of self-efficacy (Reicher et al., 2010). 

The link between individuals’ fulfilled need for job competence and 

workplace burnout and engagement experiences through workplace psychological 

contract orientation was evident for Malaysian academics. Below is a comment made 

by another academic to illustrate this link:  

Intrinsic part, which is very important. This one comes from your achievement 
and is about the hierarchy of needs, you want to have self-esteem and you want 
to feel respected from others…sure this will affect your psycholog(ical state) … 
but if you do this and you don't have anything, you’ll reach one time and you 
will feel burnt-out (Interview M18) 
 

Under the work theme, a few interviewees indicated that their assigned job 

tasks from management were overstretching and short notice at times. One academic 

held forth that the nature of employment relationship could affect individual burnout 

and engagement experiences. Therefore, it would be necessary not to further aggravate 
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one’s individual psychological state with the already elevated academic workloads and 

administration expectations. There was also much bitterness among Malaysian 

academics about the university’s budget cut by the government. As a result, the 

academics had to help generate income for the university as an added job performance 

indicator (Noor, 2011).  

Challenges with work-life balance for academics appears to be consistent 

around the globe (Bothwell, 2018; Kinman & Jones, 2008; NTEU, 2015; Winter, 2017). 

Likewise, Malaysian academics, when describing their perceived workplace 

psychological contract orientation and burnout and engagement experiences, brought 

up the mounting issue regarding the work-life balance of academics as identified in the 

work theme. The ability to balance the needs between work and non-work domains is 

equally important for academics like any other workers universally (Noor, 2011). This 

was also ascertained from the Australian academics within the present research and also 

the NTEU 2015 survey described earlier (Winter, 2017). Prior studies argued that long-

term work-life balance creates employee-company loyalty and positive employee 

attitudes to work due to reduced job stress and burnout (Bell, Rajendran & Theiler, 

2012; Moore, 2007; Parkes & Langford, 2008).  

Malaysian academics also touched on their coping and recovery 

mechanisms (e.g., focus shift, work pace adjustment, and being optimistic) for 

workplace strain in sustaining their relational-oriented contract with the university. 

Empirical evidence shows recovery is helpful in recuperating from work strain, thus, 

maintaining well-being (Kinnunen, Mauno & Siltaloppi, 2010). Kinnunen and her 

colleagues also concluded that poor recovery experiences might impair occupational 

well-being and vice versa. Below is a quote from a Malaysian academic to support the 

above interpretation:  
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Sometimes when we feel exhausted, we become less productive, we may feel 
bored or not finishing or producing quality work on time. However, it’s not a 
prolonged process and it fluctuates from time to time. If we can manage or 
counter burnout, away from (the university) and have holiday when I feel burnt-
out, I will recover from exhaustion … my burnout is concentrated on my 
research-chasing deadline where I will fully focus and commit myself in the 
research. After that, I go back to normal. So, burnout, to me, is temporary. As 
an academic, we work with flexible hours so we need to be smart in managing 
our time and our burnout not letting it prolong that it will give negative impact. 
It’s not to say that burnout always gives negative impact, it can be a motivator 
as well. (Interview M9) 

 
In assessing the link between Malaysian academics’ perceived workplace 

psychological contract orientation and their burnout and engagement experiences, the 

transcripts also revealed that these academics consider the empathy from management 

to play a part in shaping their relational-oriented employee-employer relationship. They 

stressed that the relationship should be employee-driven and not employer-driven so as 

not to prompt negative workplace experiences. Another academic discussed the multi-

faceted role of the profession that often requires them to be able to juggle their own 

various emotions and psychological states. She reasoned that academics had to wear 

different hats throughout the employment relationship, whether it was a relational- 

and/or transactional-oriented psychological contract.  

The above, in answering the third qualitative research question in Study 1, 

reveals a nexus between Malaysian academics’ salient relational-oriented workplace 

contract with the university and their mixed workplace experiences and feelings of 

burnout and engagement. It is also interesting to note that Malaysian academics 

mentioned the concepts of burnout and engagement more than Australian academics 

(burnout: eight versus two percent; engagement: four versus two percent). Incidentally, 

Australian academics cited the rising expectations of the university on them more than 

Malaysian academics. 
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4.3 Discussion, implications, and concluding comments 

This section discusses the main findings in terms of the mapped themes in the 

three phases of Study 1 as presented in Table 4.5. From the pitch of the interview 

responses in phase one, when responding to the questions concerning perceived 

workplace burnout and engagement experiences, individuals across the two samples of 

Australian and Malaysian academics held some different notions.  

Australian academics were more critical of the increasing administration 

expectations and changing goal posts that appeared to trigger a largely cynical attitude 

towards any officious initiatives from management. However, when Australian 

academics described the vocational aspect of academia and the nature of communal 

support within their department/element/school, strong elements of dedication, and 

passion seemed to partly offset their perceived negative workplace experiences of 

exhaustion and cynicism. The majority of these intrinsically motivated Australian 

academics discussed how their self-efficacy and vigour for their academic role 

promoted their engagement at work. Meanwhile, some Malaysian academics spoke 

about the escalating academic workload which resulted in their poor time management 

when explicating their negative workplace experiences. In contrast, the majority of the 

passionate and intrinsically driven Malaysian academics’ attachments to their 

colleagues in the schools, university, environment, leader/supervisor, and students 

seemed to promote positive psychological outcomes and thus cushioned them from 

negative workplace experiences (Donavan, Janda & Suh, 2006). To some extent, 

Australian and Malaysian academics have comparable views, namely, their attachment 

to their workplace community and job passion which nurtured their positive workplace 

experiences. Finally, the reading of the transcripts suggests to a small extent that there 
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were more indicative cases of coexisting burnout and engagement in Malaysian rather 

than in Australian academics.  

Phase two addressed the second qualitative research question: What is the 

nature of the relational or transactional psychological contract orientation held by 

Australian and Malaysian academics? Does the nature of the psychological contract 

orientation differ between Australian and Malaysian academics? Psychological 

contract essentially focuses on the employee-employer exchange (Rousseau, 1989, 

1995). The interview responses showed some Australian and Malaysian academics had 

a hybrid of relational-transactional contract with their university. As discussed in 

Chapter Two, individual psychological contract orientation could concurrently contain 

both relational and transactional elements that may not be mutually exclusive but with 

one type dominating (Conway & Briner, 2009; Coyle-Shapiro & Kessler, 2000; De 

Cuyper et al., 2008). To these individuals, the binding reason for the hybrid contract 

with the university was complex in that it comprised both calculated or short-term and 

uncalculated or long-term employment obligations. These obligations tended to 

generate both positive and negative individual and organisational outcomes (Manxhari, 

2015).  

Based on the responses of Australian and Malaysian academics, Australian 

academics seemed to have a less intense bond with their university than Malaysian 

academics, albeit, their moral obligation due to their vocation as an academic. This 

appeared to render Australian academics’ psychological contract orientation more 

transactional and Malaysian academics’ psychological contract orientation more 

relational. For passionate (in terms of their profession) and intrinsically motivated 

Australian academics, a more transactional-oriented contract resulted from the 

homogenized higher education sector and trust issue followed by feelings of betrayal 
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and unfairness with management of the university. There was also a generally low 

mutuality in the perception of employment obligations for this sample of Australian 

academics. This had led to their greater perceptions of breach of obligations in the 

employment relationship with the university and thus their increasing focus on 

transactional-oriented obligations. Their transactional-oriented obligations can become 

more calculated and interactive (Manxhari, 2015). Individuals with a transactional-

oriented contract tend to have a less hostile reaction to breaches, making emotional 

reactions less likely compared to individuals with a relational-oriented contract 

(Atkinson, 2007). Nonetheless, as this transactional-oriented contract continues, the 

perceived breaches may be strengthened in Australian academics and hamper the 

performance of the university in due course.  

In the case of Malaysian academics, their predominantly relational contract with 

the university might be a finding specific to this sample of Malaysian academics. 

Further, this could be due to the possible influence of national differences between the 

two nations represented in Study 1 (Hofstede, 1983a; Li, Frenkel & Sanders, 2011). 

Malaysia reported a high index in the national cultural orientation for collectivism as 

opposed to Australia which reported a high index for individualism (Hofstede Insights, 

2018). The specific finding in this sample of Malaysian academics is supported by 

similar findings in prior studies (e.g., Kickul et al., 2004; Zhao & Chen, 2008). 

Individuals with collectivism motives tend to be relationally-oriented while individuals 

with individualism motives tend to be transactionally-oriented. Malaysian academics 

may continue to fulfill their ongoing relational-oriented obligations or they may react 

with outrage if they perceive potential violations from the university. Due to the ‘very 

inclusive and includes everybody’ culture, as termed by one of the academics 

interviewed, the emotional reactions in Malaysian academics may or may not render 
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their salient relational-oriented contract to become more transactional-oriented. That 

said, the passionate and intrinsically driven Malaysian academics might continue to 

satisfy their relational-oriented obligations even with perceived violations from the 

university. It is noteworthy that a transactional-oriented contract can become a 

relational-oriented contract once the transactional requirements are fulfilled, and a 

relational-oriented contract can regress to a transactional-oriented contract if the 

relational requirements are not met (Atkinson, 2007).  

Phase three addressed the third qualitative research question: Does the 

psychological contract orientation held by Australian and Malaysian academics 

influence their perception of burnout and engagement? Does this relationship differ 

between Australian and Malaysian academics? How Australian and Malaysian 

academics perceived their relational- and transactional-oriented workplace 

psychological contracts with the university appeared to have direct and indirect 

bearings on their workplace experiences of burnout and engagement. Perceptions of 

their workplace psychological contract orientation were important for shaping their 

interpretation of the employment relationship, and thus the impact on their workplace 

behaviours and emotions (Persson & Wasieleski, 2015).  

In clarifying the relationship between perceived workplace psychological 

contract orientation and burnout and engagement experiences in this phase, Australian 

academics spoke greatly about the gulf of unrealistic and intensified work expectations 

owing to the culture of the profession in the sector. This caused reduced academic 

autonomy and poor academic work-life balance, which gradually shifted their 

relational-oriented contract to a transactional-oriented contract over time. The 

relational contract orientation for some Australian academics was attributed to their 

communal attachments to their colleagues and superiors in close proximity in their 
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department/element/school. These attachments produced positive psychological 

outcomes that led to their engagement in favourable actions towards their identified 

groups of colleagues and superiors (Ashforth & Mael, 1989; Donavan et al., 2006; 

Haslam et al., 2009).  

The reading of the transcripts also suggested the majority of Australian 

academics were somewhat exhausted and sceptical but stayed engaged in the 

transactional-oriented contract with the university. Due to the vocational nature of the 

academic career, some academics upheld their moral obligation to contribute to the 

community and society notwithstanding their psychologically drained state in the 

transactional-oriented contract with the university. These academics reported a low 

intention to leave the profession despite the perceived violated contract. Possible 

working assumptions for this within the current research could be that, 1) parallel 

violations occur in other universities, or 2) they give up on building a relational-oriented 

contract with their university and adapt to the work environment, or 3) the struggle to 

find other jobs that would allow for a mix of teaching and research since academics 

typically enjoy teaching and research activities.  

Meanwhile, Malaysian academics, when talking about the link between their 

perceived relational psychological contract orientation and burnout and engagement 

experiences, highlighted the issues with poor time management and work-life balance. 

Noor (2011) found Malaysian academics felt happy to be in the working environment 

that helped them to balance between the needs of their workplace and personal lives. 

These academics’ personal need for competence, which was facilitated by the 

profession that they were passionate about, appeared to influence their perceptions of 

their workplace relational-oriented contract with the university and burnout and 

engagement experiences. It is sensible to distinguish between different types of job 
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passion as they can provoke different psychological adjustments and outcomes (Ho, 

Wong & Lee, 2011). This distinction is necessary more so for Malaysian academics as 

there were more indicative cases of simultaneous burnout and engagement in these 

academics with relational-oriented contract than in Australian academics. From the 

nuances of the relevant nodes, it can be learned that the communal attachments of 

Malaysian academics to their colleagues, university, schools, and supervisors buffered 

them from their workplace distress and enriched their self-efficacy (Haslam et al., 2009; 

Reicher et al., 2010). The interview results showed some Malaysian academics 

practiced work coping and recovery mechanisms in managing their perceived highly 

relational-oriented contract with the university and burnout and engagement 

experiences.  

Lastly, it can be concluded that there seemed to be linking relationships between 

perceived workplace psychological contract orientation and experiences of burnout and 

engagement for both Australian and Malaysian academics. This is demonstrated 

through the analyses of the interview responses in Study 1 with direct and indirect links 

between perceived workplace psychological contract orientation and burnout and 

engagement for these academics. In the Australian context, individuals with a more 

relational-oriented contract at the department/element/school level were engaged in the 

workplace; individuals with a more transactional-oriented contract at the university 

level and individuals with both relational- and transactional-oriented contracts were 

burnt-out but also engaged in the workplace. In the Malaysian context, individuals with 

salient relational-oriented contract and individuals with both relational- and 

transactional-oriented contracts at both levels of department/element/school and 

university were burnt-out but also engaged. Given the differences (and similarities) 

between Australian and Malaysian academics in terms of their nature and causes of 
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burnout and engagement and their nature of psychological contract orientation, the 

strength of the relationship between the two needs to be understood in its entirety.  

Study 1 revealed themes of autonomy, community, fairness, reward, value, and 

workload, which have been well-researched in areas of worklife (Leiter & Maslach, 

2013). Other emerging aspects such as job passion and need for competence were also 

consistently and repeatedly raised by the academics in responding to the qualitative 

research questions about their perception of workplace psychological contract 

orientation and experiences of burnout and engagement. Thus, the emerging aspects of 

areas of worklife, job passion, and need for competence in Study 1 are noted here and 

used to inform the direction of Study 2 in extending these findings of Study 1. Study 2 

therefore aims to quantitatively test all of these elements for a better understanding of 

the relationship between perceived workplace psychological contract orientation and 

burnout and engagement experiences for academics.  
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Table 4.5: Qualitative Research Questions with Mapped Themes 

 

4.4 A link to Study 2 

In the exploratory sequential mixed methods design, which is the adopted 

research design within this research, subsequent quantitative data collection and 

analysis are performed to follow from and build on the findings from the qualitative 

study (Study 1). It is a principle of the exploratory sequential mixed methods design 

that the findings of the qualitative data can be applied broadly (Creswell, 2009; 

Creswell & Plano Clark, 2011) by progressing to a quantitative methodology. Building 

Qualitative Research Question  Population Theme Mapped Theme  

What are the workplace 
experiences that contribute to 
the burnout and engagement 
of Australian and Malaysian 
academics? Do these 
experiences differ between 
Australian and Malaysian 
academics?  

Australian 
People; 
Research 

Job passion;  
Need for competence; 
Areas of worklife 
(Autonomy, community, 
fairness, reward, value, 
workload) 

Malaysian 
Work; 
Students 

Job passion;  
Need for competence; 
Areas of worklife 
(Autonomy, community, 
value, workload) 

What is the nature of the 
relational or transactional 
psychological contract 
orientation held by Australian 
and Malaysian academics? 
Does the nature of the 
psychological contract 
orientation differ between 
Australian and Malaysian 
academics?  

Australian 

Australian 
University; 
People; 
Time 

Transactional; 
 Job passion;  
Need for competence; 
Areas of worklife 
(Autonomy, community, 
fairness, reward, value, 
workload) 

Malaysian 

Feel; 
Malaysian 
University; 
Students 

Relational; Job passion;  
Need for competence; 
Areas of worklife 
(Community, value) 

Does the psychological 
contract orientation held by 
Australian and Malaysian 
academics influence their 
perception of burnout and 
engagement? Does this 
relationship differ between 
Australian and Malaysian 
academics? 

Australian 
People; 
University 

Directly and indirectly; 
Areas of worklife 
(Autonomy, community, 
value, workload)  

Malaysian Work 

Directly and indirectly; 
Job passion;  
Need for competence; 
Areas of worklife 
(Community, workload) 
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on the findings in Study 1, a quantitative study (Study 2) with hypothesised models was 

conducted. Study 2 aims to discover whether the findings in Study 1 can be applied to 

a broader sample of academics in Australia and Malaysia. To this end, the following 

quantitative research question directs the analyses in Study 2:  

- To what extent are Australian and Malaysian academics’ workplace burnout and 

engagement experiences a function of their relational or transactional 

psychological contract orientation, harmonious or obsessive passion orientation 

towards work activities, fit in areas of worklife, and satisfied need for competence?  

Study 2 will allow the researcher to identify any significant statistical links, both 

direct and indirect paths among the variables, across the two groups of participants. 

Answering the quantitative questions is important in order to respond to the overarching 

research question within this research. A more detailed deliberation on the study 

variables, guiding hypothesised models, procedure, analyses, and results of the 

quantitative approach in Study 2 are presented in Chapters Five and Six.  
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Chapter Five: Study 2 (Part 1) – A quantitative study to investigate factors 

affecting Australian and Malaysian academics’ perceived workplace 

burnout and engagement experiences with the focal mediating variable of 

psychological contract orientation  
 

 The aim of Study 2 is to build on the interview findings of Study 1 to further 

examine the factors affecting Australian and Malaysian academics’ workplace burnout 

and engagement experiences. More specifically, academics’ psychological contract 

orientation (relational or transactional) (reported in this chapter) and passion orientation 

(reported in Chapter Six) are examined as the mediating mechanisms in these 

relationships. Thus, Study 2 aims to quantitatively confirm and examine in more detail 

the inductive research findings that emerged from the interviews in Study 1. It also 

examines the additional constructs of areas of worklife alignment and academics’ need 

for job competence as potential factors affecting academics’ burnout and engagement 

experiences and whether there are differences between Australian and Malaysian 

academics.  

Study 2 addresses the various calls (as described in Chapters One and Two) in 

the literature to increase understanding of how certain behaviours and work 

environments, and their interactions, shape workplace experiences of burnout and 

engagement (e.g., Leon et al., 2015) in academia across different national contexts (e.g., 

Bermejo-Toro et al., 2016; Henrich et al., 2010; Watts & Robertson, 2011). Study 2 

investigates burnout and engagement using multi-dimensional measures of burnout and 

engagement (Gan & Gan, 2014) across Australian and Malaysian academic samples to 

more fully understand the proposed model of workplace well-being (e.g., Makikangas 

et al., 2013, 2016; Mauno et al., 2010). More specifically, individual variations (e.g., 

Agarwal & Gupta, 2018; Schaufeli, 2016; Vallerand et al., 2003; Xanthopoulou et al., 

2012) in worklife congruence, need for competence, and psychological contract 

orientation are predicted to explain workplace burnout and engagement. In summary, 
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Study 2 will examine whether Australian and Malaysian academics’ i) psychological 

contract orientation (reported in this chapter) and ii) passion orientation towards work 

activities (reported in Chapter Six) mediate the predicted relationships between fit in 

areas of worklife (Leiter & Maslach, 2004, 2013) and satisfied need for competence 

(Deci & Ryan, 2000) with levels of workplace burnout and engagement, and if there 

are any differences between the two groups. This aims to answer the overarching 

research question within the current research: What factors predict the burnout and 

engagement experiences of Australian and Malaysian academics? 

Chapter Five partly addresses the overarching research question through the 

following more specific research question one: To what extent are Australian and 

Malaysian academics’ workplace burnout and engagement experiences a function of 

their relational or transactional psychological contract orientation, fit in areas of 

worklife, and satisfied need for competence? To answer this, the following sub-

questions are tested:  

1. Does fit in areas of worklife predict burnout and engagement for Australian and 

Malaysian academics with psychological contract orientation as the focal 

mediating variable? 

2. Does satisfied need for competence predict burnout and engagement for Australian 

and Malaysian academics with psychological contract orientation as the focal 

mediating variable? 

        This chapter will begin by overviewing the literature on areas of worklife and 

need for competence. Next, the underlying relationships expected between areas of 

worklife, need for competence, psychological contract orientation, burnout, and 

engagement will be discussed and how these might vary between Australian and 

Malaysian academics. This chapter will also overview the methodology used in Study 
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2 including the data collection procedure using a multistage sampling technique, choice 

and administration of electronic and mail surveys, and missing data identification. It 

will also describe the measures used, data entry, and data screening processes before 

presenting the results with psychological contract orientation as the focal mediating 

variable (Chapter Six will have passion orientation as the focal mediating variable).  

5.1 Areas of worklife  

The findings of Study 1 indicated that congruence in areas of worklife in both 

Australian and Malaysian academics had an influence on their burnout and engagement 

experiences. For instance, both Australian and Malaysian academics spoke about how 

the element of collegiality or community support within the department/element/school 

produced positive workplace experiences, while challenging workload caused negative 

workplace experiences. They also shared that reduced academic autonomy in their 

workplace subsequent to the changing landscape in academia affected them.  

The model of areas of worklife developed by Leiter (2008) (as briefly described 

in Chapters One and Two) can offer insightful and dual perspectives on relevant 

workplace domains for fostering workplace well-being and inculcating positive 

employment relationships between individuals and institutions. These areas affect 

individual workplace well-being depending on the level of perceived congruity or 

incongruity between individuals and the work environment areas that are detailed 

below (Gascon et al., 2013). Incompatibilities in these areas lower the capacity for 

energy, involvement, and effectiveness, while compatibilities enhance engagement. 

The areas, embracing autonomy, community, fairness, reward, value, and workload, 

provide theoretical information on the triggers of burnout as well as engagement in 

individuals. They have many implications for practical interventions, productivity, and 

retention for both individuals and organisations (Brom, Buruck, Horvath, Richter & 
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Leiter, 2015; Gregory, 2015). In particular, this model enables individuals, managers, 

and organisations to identify congruency (or incongruency) in specific areas and then 

to formulate targeted strategies to improve congruency (Roberts, 2015).  

5.1.1 Autonomy 

Autonomy is defined as individuals having the opportunity to have a say over 

work choices, decisions, and responsibilities affecting them (Ray, Wong, White & 

Heaslip, 2013). When there is an adequate level of autonomy, there is congruence 

between individuals and their workplace; when there is a lack of autonomy to fulfill 

individual workplace responsibility, there is incongruence between individuals and 

their workplace. For example, participation in decision-making brings about positive 

workplace feelings of efficacy and worthiness in individuals (McFadden et al., 2018; 

Roberts, 2015) and vice versa. An example from Study 1 relating to this is: ‘He dictates 

everything that I need to do until I lost my authority towards my job until I lost my 

commitment (Interview M5)’. 

5.1.2 Community 

Community captures level of social support and interpersonal conflicts 

(Maslach et al., 2001). Individuals can lose their sense of community in a constantly 

changing landscape and thus risk not thriving in the social climate of the workplace 

(Maslach et al., 2001). In this context, individuals do not feel attached to their internal 

and external customers including colleagues, supervisors, and customers. This is due to 

the incongruence between individual expectations of social supports and interpersonal 

conflicts and the actual support that is available in the workplace (Leiter & Maslach, 

2004, 2013). The social support from and interactions with colleagues and immediate 

supervisors have been found to relate to individual efficacy (Leiter & Maslach, 1999) 

and lead to work engagement (Knight, Patterson & Dawson, 2017). This was also one 
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of the common themes which emerged in Study 1 for both Australian and Malaysian 

academics, for example: ‘We’re quite a good little group of people (Interview A13)’ 

and ‘My colleagues, especially people in my cohort, we share the same outlook … with 

people like that, it’s quite (doable) to come to work (Interview M12)’. 

5.1.3 Fairness 

Fairness is about equity, respect, and social justice in the workplace (Brom et 

al., 2015). A fair exchange is more than just adequate pay. Benefits and opportunities 

also elicit a reward response while an unfair exchange spurs a threat response in the 

workplace. Maslach et al. (2001) contended that unfairness can lead to individual 

burnout subsequent to the emotionally draining and upsetting unfair treatment, thus 

contributing to cynicism towards institutions. Conversely, when individuals perceive 

fairness in the workplace, it can reduce their risk of burnout, thus contributing to 

engagement. (Leiter & Maslach, 1999). In a longitudinal research, Maslach and Leiter 

(2008) found that incongruence in perceived fairness in the organisation drove 

individuals towards burnout instead of engagement. From the observations in Study 1, 

incongruence in this area between academics and institutions seemed to exacerbate 

academics’ cynicism but did not lessen their level of engagement.  

5.1.4 Reward 

Reward refers to the power of reinforcements in shaping individual behaviour 

(Leiter & Maslach, 2011). These rewards can be both intrinsic and extrinsic for 

individuals, and they shape individual experiences of personal efficacy. For instance, 

financial compensation is an extrinsic reward while recognition for work effort is an 

intrinsic reward (Maslach et al., 2001). Individuals can feel both intrinsically and 

extrinsically unappreciated, unvalued, and overlooked when their hard work goes 

unnoticed. Leiter and Maslach (1999) contended that individuals feeling unappreciated 
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and unvalued in this domain report higher burnout. In contrast, Hoole and Hotz (2016) 

showed that performance and career management using Neinaber’s (2010) total 

rewards preference model (represented by base pay, performance and career 

management, contingency pay, quality working environment, benefits, and work-home 

integration) had greater influence on work engagement. The findings in Study 1 are 

consistent with the position of Leiter and Maslach (2011). A typical example to 

demonstrate this is the following quote from an academic, who shared about his lack 

of work recognition: ‘if you do this and you don't have anything, you’ll reach one time 

and you will feel burnt-out (Interview M18)’. 

5.1.5 Value 

Values relate to individual interpretation of the extent to which their job goals 

and expectations are in line with them cognitively and emotionally (Leiter & Maslach, 

2011). Contradicting values between individuals and institutions often cause 

exhaustion (Vansteenkiste et al., 2007), cynicism, and reduced personal efficacy (Leiter, 

2008; Leiter, Frank & Matheson, 2009; Leiter & Maslach, 1999). Conversely, 

consistency in intrinsic work values between individuals and their institution promotes 

work engagement (Bakker & Demerouti, 2007; Peng, Lee & Tseng, 2014). For instance, 

higher intrinsic and altruistic work values in Japanese nurses not only reduced burnout 

but also increased engagement in the study conducted by Saito et al. (2018). It has also 

been suggested that value consistency mediated the other five worklife areas (Roberts, 

2015), as conflicting values are associated with all three burnout dimensions (Maslach 

& Leiter, 2008). Conflicting values may thus lead to adverse effects on other worklife 

areas such as detaching oneself from the work community, for example. In Study 1, 

there was evidence that value alignment in terms of the vocation as an academic kept 
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academics engaged in spite of other areas of worklife misalignment (e.g., work 

overload).      

5.1.6 Workload 

Workload refers to job demands placed on individuals with specific amounts of 

time and resources (Ray et al., 2013). Increasing workload causes burnout as it depletes 

individual capacity to cope with work (Leiter, 2008). Working for long hours, 

multitasking, taking on extra work responsibilities with limited resources, and doing 

incompatible job tasks are some examples of overworking. This can cause exhaustion 

emotionally, mentally, and physically. Workload was the common cause of emotional 

exhaustion in mental health employees, as found by Paris and Hoge (2010). Likewise, 

Roberts (2015) found that workload was a significant predictor of emotional exhaustion 

among the older employees working in a non-profit direct care agency in New York. In 

the UK and Australia, the rise of capitalism in academia has intensified academic 

workloads and increased levels of stress, frustration, and feelings of betrayal (Winter, 

2017). In Study 1, both Australian and Malaysian academics repeatedly highlighted that 

workload caused exhaustion for them. Scholars confirmed that job resources (e.g., 

social support, constructive feedback) lifted engagement and diminished the negative 

effects of high job demands on engagement (Bakker et al., 2007; Christian, Garza & 

Slaughter, 2011; Hakanen, Bakker & Demerouti, 2005; Halbesleben, 2010; Mauno, 

Kinnunen & Ruokolainen, 2007).  

5.2 Need for competence 

Need for competence is about a sense of efficacy and mastery over the 

environment and the need to develop new skills (White, 1959). It is one of the three 

basic human psychological needs as put forward by Deci and Ryan (2000). The other 

two needs are the need for autonomy and the need for relatedness. They argued that 
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individuals experience motivation and well-being when the three needs are satisfied 

(Deci & Ryan, 2008), irrespective of differences in culture, age, or other characteristics 

(Neubauer et al., 2018). Numerous domains of research have confirmed this view (Chen 

et al., 2015; Deci et al., 2001; Greguras & Diefendorff, 2010; Lian, Ferris & Brown, 

2012; Neubauer & Voss, 2016; Rosen, Ferris, Brown, Chen & Yan, 2014). Along a 

similar line, the work by Van den Broeck, Ferris, Chang, and Rosen (2016) found that 

each of the needs is an independent indicator of psychological growth, internalisation, 

and well-being.  

Study 2 specifically focuses on the need for competence because it emerged as 

a salient theme in Study 1, with regards to academics’ workplace experiences of 

burnout and engagement. Examples of relevant quotes from academics include: ‘I’ve 

always been an overachiever (Interview A5)’, ‘we (academics) don’t retire ..a lot of the 

work that I spend extra time on is stuff that I love doing (Interview A6)’, ‘there’s still a 

lot more research that I want to do, that I need to do (Interview A8)’, ‘it’s mostly on my 

own self … to continue the work that I’m doing .. I don’t have to do anything to meet 

the university’s expectations (Interview A9)’, ‘inner-self fulfilment then obligation to 

students and (the university) (Interview M2)’, ‘If I move out from this university, it’s 

not because I don’t love this university, but it’s actually just to get a new challenge 

(Interview M7)’.  

Based on the views expressed by academics in Study 1, it appeared that need 

for competence was equally salient for both Australian and Malaysian academics. This 

aligns with the universality of needs satisfaction described by Deci and Ryan (2000), 

who argued that fulfillment of needs is necessary for individual well-being, irrespective 

of differences in culture, age or other characteristics. While prior studies have looked 

into the relationships between need satisfaction and burnout and engagement, the 
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mediating role of individual psychological contract orientation has not been considered 

in examining these relationships (e.g., Van den Broeck et al., 2008; Vansteenkiste et 

al., 2007). 

Individuals have an innate tendency to search for optimal challenges and 

solutions to satisfy their own need for competence (Deci & Ryan, 2000). Individuals 

with an inherent tendency to develop themselves require challenging but not 

unreasonable goals. They choose to set just-manageable goals with just-manageable 

risks as easy goals with low risks do not provide a sense of competence while 

challenging goals with high risks have too great a chance of failure and loss of control 

(Deci & Ryan, 2000). Such individuals thrive on overcoming and solving significant 

but not monumental workplace challenges and situations. They also work effectively 

individually and are concerned with career advancement. When an environment 

increases an individual’s perceived competence, interest and engagement may be 

enhanced and vice versa. In other words, individual perceived competence depends 

partly on the degree to which the environment can facilitate competence-satisfying 

conditions. For instance, positive and informative feedback and supportive work 

environment enhance interest and engagement; whereas demeaning feedback and non-

failure tolerating work environment hinder engagement (Reeve, 2014). Nevertheless, it 

is likely that individuals may differ in the strength of their desire for this need. Thus, 

the need satisfaction for competence may or may not contribute to individual intrinsic 

and extrinsic motivation or well-being (Van den Broeck et al., 2016).  

5.3 Relationships between areas of worklife, psychological contract orientation, 

burnout, and engagement 

This section examines existing literature on the relationships between fit in areas 

of worklife, psychological contract orientation, burnout, and engagement in academics. 
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Drawing on the discussion from Chapter Two and the findings of Study 1, Study 2 

extends the Job Demands-Resources theory (Bakker & Demerouti, 2007) by adding 

psychological contract orientation, which is beyond job characteristics, as a salient 

precursor to burnout and engagement. Additionally, by integrating job characteristics, 

psychological contract orientation acts as the mechanism through which fit in areas of 

worklife influences burnout and engagement. The theorised model in Study 1 

distinguishes itself from prior studies (Agarwal & Gupta, 2018) as it considered 

workplace outcomes of burnout and engagement from perspective of individual 

workplace psychological contract orientation. Moreover, the dynamics constituting the 

content of a contract between individuals and their workplace remain largely unknown 

(Bankins, 2012). Although the employment relationship is often developed through 

agents such as supervisors, academics are aware that the contract essentially exists 

between them and the organisation. Individual interpretations (Sparrow & Cooper, 

1998) of the quality of the employment relationship (through organisational policies 

and practices) have a bearing upon their contract beliefs. It is proposed that fit in areas 

of worklife is one way to capture the perceived quality of the employment relationship. 

Areas of worklife emerged as one of the themes explaining Australian and 

Malaysian academics’ burnout and engagement experiences in Study 1. This was 

unsurprising as the relationship between the two has been well-documented in Leiter’s 

(2008) model. Study 2 advances the model by positioning psychological contract 

orientation as the focal mediator in the relationship. Relevant quotes from Study 1 

include: ‘it’s mutual in the sense that … the pay’s okay and I can get to teach and 

research what I want here (Interview A14)’, ‘when the university appreciates and it 

takes care of my well-being, so I can be happ(ier) and perform better .. the engagement 

will be better (Interview M10)’, and ‘I can leave the university anytime but then to me, 
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since this is a good place to me...and my peers are very supportive, so why not I just 

stay (Interview M16)’. From the above quotes, it is proposed that academics’ perceived 

fit in areas of worklife would be positively associated with relational psychological 

contract orientation. This is because such congruence between academics and their 

workplace carries with it the potential to intensify academics’ desire for an employment 

relationship that is about long-term benefits and continuing obligations. That, in turn, 

has the potential to attenuate academics’ desire for an employment relationship that is 

about immediate benefits and economic obligations. Thus, it is predicted that: 

Hypothesis 1a: Fit in areas of worklife is positively related to relational 

psychological contract orientation.  

Hypothesis 1b: Fit in areas of worklife is negatively related to transactional 

psychological contract orientation.     

The two-process model developed by Leiter (2008) provides theoretical 

information on the triggers of burnout as well as engagement (Brom et al., 2015). An 

improved congruity of work expectations in these areas between individuals and their 

workplace may result in positive workplace outcomes, such as engagement, leading to 

decreased prevalence of burnout. The impact of academics’ workplace health on both 

organisational and personal functioning is imperative for the global higher education 

industry as a whole (Krivokapic-Skoko et al., 2010; Parker et al., 2012). Hence, there 

is a need to understand how academics interact with and perceive their work 

environments, and how this influences their workplace psychological contract 

orientation and their subsequent workplace burnout and engagement experiences 

(Leiter & Maslach, 2017; Schaufeli, 2016). Based on the above, it can be envisaged 

that fit in areas of worklife can also be related to burnout and engagement through the 

potential mediating role of psychological contract orientation. Thus, it is predicted that:  



	

	 	 122 

Hypothesis 2a: Relational psychological contract orientation mediates the 

relationship between fit in areas of worklife, burnout, and engagement, such 

that the relationship is negative for burnout and positive for engagement. 

Hypothesis 2b: Transactional psychological contract orientation mediates the 

relationship between fit in areas of worklife, burnout, and engagement, such 

that the relationship is positive for burnout and negative for engagement.  

5.4 Relationships between need for competence, psychological contract 

orientation, burnout, and engagement 

This section examines the relationship between need for competence, 

psychological contract orientation, burnout, and engagement in academics. Based on 

the findings of Study 1 (see above section 5.2), both Australian and Malaysian 

academics highlighted the need to feel competent and effective in undertaking self-

initiated activities and not pressured by others into performing the activities. Satisfying 

the need for competence is necessary for, and has a positive effect on, individual well-

being (Deci & Ryan, 2000). Dissatisfaction of this need thwarts individual well-being. 

Positive behavioural and psychological outcomes can be predicted as individuals 

benefit from the fulfillment of the need (Ahmad, Vansteenkiste & Soenens, 2013; 

Neubauer et al., 2018). Likewise, competence dissatisfaction has a negative impact on 

individual well-being (Neubauer et al., 2018; Sheldon, 2011). It is proposed that 

individual need for competence that is satisfied or dissatisfied through their job is one 

way to capture their interpretation of the employment relationship, which has an 

influence over their contract orientation with the organisation (see above section 5.3).  

Drawing on the findings of Study 1, Study 2 taps into the need satisfaction 

theory (Deci & Ryan, 2000) by theorising satisfied need for competence as a salient 

precursor to burnout and engagement. Additionally, relational psychological contract 
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orientation is the mechanism through which satisfied need for competence influences 

burnout and engagement. Thus, it is theorised that academics’ perceived satisfaction of 

the need for competence would be positively associated with relational psychological 

contract orientation and negatively associated with transactional psychological contract 

orientation.  

First, such fulfillment of the need for competence in academics is likely to 

support their desire to form a positive and connected relationship with the organisation 

(Ahmad et al., 2013; Neubauer et al., 2018). Second, perceived fulfillment of the need 

for competence combined with the fact that an academic career is often intrinsically 

rewarding and sophisticated (Shin & Jung, 2014) are likely to support individual desire 

to continue the instrumental employment relationship with the organisation. The 

instrumental employment relationship refers to individuals’ belief that paid 

employment is primarily a means to non-work ends rather than a central life interest 

(Macky, 2012). These, in turn, attenuate academics’ likelihood of low social-emotional 

connection and investment in the employment relationship.  

Examples of quotes obtained from academics in Study 1 that reflect the above 

include: ‘I think I will find a niche for myself … a space for myself to excel in and that’s 

doing anything that I love doing … yet making this visible to (the university) (Interview 

A4)’, ‘the university and I happen to be completely in sync with what I want to do and 

what the university wants me to do (Interview A13)’, and ‘I’m rewarded via my salary. 

Anything else I agree to do … is probably for my own personal career advancement in 

a very selfish instrumental way (Interview A18)’, and ‘I’m somebody overseeing how 

we’re going to drive the (becoming top Business Management School) model to achieve 

what we want (it makes me feel good) (Interview M6)’. As a consequence, it can be 



	

	 	 124 

expected that satisfied need for competence in academics will influence the orientation 

of their contract in the employment relationship with the organisation.     

Hypothesis 3a: Satisfied need for competence is positively related to relational 

psychological contract orientation.  

Hypothesis 3b: Satisfied need for competence is negatively related to 

transactional psychological contract orientation.     

To the extent that the perception of satisfied need for competence persists, the 

likelihood of a relational- or transactional-oriented contract changes as individuals 

become pre-occupied with ‘cherishing’ their satisfied need (and whether this is 

supported or not in their employment relationship), and thus translated into positive and 

negative workplace outcomes in terms of burnout and engagement experiences. The 

rationale underlying this is that the intrinsic motivational need for competence activates 

individual cognitive processing regarding the form, direction, intensity, and duration 

(Pinder, 2008) of an individual’s psychological connection within the work 

environment. This, in turn, regulates individual work-related attitudes and behaviours 

leading to well-being outcomes. Taken together, the above suggests both relational and 

transactional contract orientations can serve as a linking mechanism through which 

individual perception of satisfied need for competence transforms into burnout and 

engagement.  

Hypothesis 4a: Relational psychological contract orientation mediates the 

relationship between satisfied need for competence, burnout, and engagement, 

such that the relationship is negative for burnout and positive for engagement. 

Hypothesis 4b: Transactional psychological contract orientation mediates the 

relationship between satisfied need for competence, burnout, and engagement, 

such that the relationship is positive for burnout and negative for engagement. 
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5.5 Moderating role of country on areas of worklife and psychological contract 

orientation 

Need for competence is imperative for individuals across cultures (Deci & Ryan, 

2000), as was also evident for both Australian and Malaysian academics based on the 

findings in Study 1. Hence, Study 2 only directly assesses the moderating effect of 

national country on the relationship between fit in areas of worklife and academics’ 

psychological contract orientation. The lack of comparative cross-national research in 

this area is surprising, particularly given the globalisation of management research (Van 

den Broeck et al., 2016) and the universal social phenomenon of burnout and 

engagement in academia (Barkhuizen et al., 2014;                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                      

Bermejo-Toro et al., 2016; Cenkseven-Onder & Sari, 2009; de Jonge et al., 2012; 

Gutnick et al., 2012; Winter, 2017). Indeed, research has largely neglected, or been 

limited, in examining national differences in individual workplace psychological 

contract orientation (Agarwal & Gupta, 2018; Thomas et al., 2003; Zhao & Chen, 2008) 

and subsequent differences (and similarities) in individual burnout and engagement 

experiences. Study 2 focuses on these two research gaps as individual national 

differences form the functioning of their psychological and social systems through 

cognitive and motivational processes (Moore, 2012) and do much to explain workplace 

attitudes, behaviours, feelings, perceptions, and values (Hofstede & Bond, 1988; Low, 

Bordia & Bordia, 2016; Zhao & Chen, 2008). They partly shape individual tolerance 

or intolerance of the perceived workplace environments (Thomas et al., 2010; Zhao & 

Chen, 2008). 

The role of the cultural dimension of individualism-collectivism in shaping 

academics’ psychological contract orientation is investigated in the current research. 

This is because the dimension of individualism-collectivism is considered most 
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powerful in explaining workplace behaviours overall (Earley & Gibson, 1998; Moore, 

2012; Thomas et al, 2003; Triandis, 1995). Based on the Hofstede Insights (2018) index 

of individualism, measured on a 100-point scale, Australia scored 90 points, while 

Malaysia scored 26 points. This indicates Australia is a highly individualist society 

compared with Malaysia, which is a highly collectivist society. Research revealed 

Westerners (including Australians with a high individualism index), as opposed to non-

Westerners (including Malaysians with a high collectivism index), are more likely to 

understand themselves in terms of internal psychological characteristics such as traits 

and attitudes (Heine, 2008). It is also generally accepted by scholars that what people 

think affect how they think (Bang, Medin & Atran, 2007) to create consequences for a 

variety of basic emotions, cognitions, and motivations, highlighting the difference 

between the two groups. This means individuals’ compartmentalisation of their 

workplace cognitive and motivational processes partly mold their orientation and 

perception in the workplace for, in this case, congruence with work environments and 

individual psychological contract orientation. 

Australian academics in a highly individualist society are inclined to value more 

their own personal and professional interests than those of the group or institution to 

which they are attached (Hofstede, 2001; Winter, 2017). These individuals value 

independence and self-reliance and expect their contribution or effort to be rewarded 

immediately (Thomas et al, 2003). They tend to make their own choices and have direct 

and narrowed communication in their workplace exchanges. They are also more likely 

to attribute unmet obligations directly to their institution (Choi, Nisbett & Norenzayan, 

1999; Morris & Peng, 1994). Meanwhile, Malaysian academics in a highly collectivist 

society are inclined to value the demands and interests of their group or institution more 

than their own, even at the expense of personal interests (Moore, 2012; Thomas et al., 
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2003; Winter, 2017). These individuals value communal interdependence and harmony 

and tolerate inequality in their workplace exchanges. They are also less likely to 

attribute unmet obligations to the institution as they do not expect immediate rewards 

for their contribution (Thomas et al, 2003). Furthermore, they focus on fitting in by 

working together with others for fear of being disconnected from their group (Moore, 

2012; Zhang, Lowry, Zhou & Fu, 2007). Hence, the following hypotheses are devised:   

Hypothesis 5a: Country moderates the relationship between fit in areas of 

worklife and relational psychological contract orientation, such that the 

relationship is stronger for Malaysian academics than Australian academics.  

Hypothesis 5b: Country moderates the relationship between fit in areas of 

worklife and transactional psychological contract orientation, such that the 

relationship is stronger for Australian academics than Malaysian academics.  

Based on the above, it has been hypothesised that i) fit in areas of worklife and 

ii) satisfied need for competence influence orientation of relational and transactional 

contracts in academics (Hypotheses 1a, 1b, 3a, and 3b). Furthermore, it has been 

proposed that relational and transactional contract orientations act as the mediators by 

which i) fit in areas of worklife and ii) satisfied need for competence link to academics’ 

workplace experiences of burnout and engagement (Hypotheses 2a, 2b, 4a, and 4b). 

Then, it has been predicted that country, through the lens of individualism-collectivism, 

presents as an important moderator in the relationships between fit in areas of worklife 

and relational and transactional contract orientations in academics (Hypotheses 5a and 

5b). This relationship suggests a moderated mediation model. To fully capture all 

relationships of the model, additional hypotheses (6a and 6b) are thus formulated. They 

indicate the distal and indirect effects of fit in areas of worklife on academics’ 

workplace experiences of burnout and engagement through relational and transactional 
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contract orientations, respectively. Figures 5.1 and 5.2 represent the guiding 

hypothesised models in this chapter.  

Hypothesis 6a: Fit in areas of worklife is related to burnout and engagement 

through indirect effects such that the relationship between fit in areas of 

worklife and burnout and engagement will be moderated by country and 

mediated by relational psychological contract orientation. 

Hypothesis 6b: Fit in areas of worklife is related to burnout and engagement 

through indirect effects such that the relationship between fit in areas of 

worklife and burnout and engagement will be moderated by country and 

mediated by transactional psychological contract orientation. 

 
Figure 5.1: Hypothesised Moderated Mediation Model 1a: Effect of Fit in Areas of 
Worklife on Burnout and Engagement Experiences through Psychological Contract 
Orientation by Country.   
 

 
Figure 5.2: Hypothesised Mediation Model 1b: Effect of Satisfied Need for 
Competence on Burnout and Engagement Experiences through Psychological Contract 
Orientation.   
 

5.6 Method 
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5.6.1 Participants 

Table 5.1: Demographic and Workplace Characteristics of Study 2 Respondents (n = 
396) 

No. Variable Category F % 

1 Nationality Australian 
Malaysian 

203 
193 

51.3 
48.7 

2 Gender Male 
Female 

182 
214 

46.0 
54.0 

3 Ethnicity 
 

African 
Anglo-Celtic 
Chinese 
Indian 
Malay 
Middle Eastern 
Other European 
Other Asian 
Other 

1 
95 
25 
13 
165 
9 
71 
4 
13 

.3 
24.0 
6.3 
3.3 
41.7 
2.3 
17.9 
1.0 
3.3 

4 Non-English Speaking 
Background 

Yes 
No 

43 
353 

10.9 
89.1 

5 Education 
 

Bachelor 
Graduate Certificate/Diploma 
Master 
Doctorate 
Other 

12 
9 

137 
235 
3 

3.0 
2.3 
34.6 
59.3 
.8 

6 Alma Mater Yes 
No 

95 
301 

24.0 
76.0 

7 Employment Status 
 

Permanent Full-Time 
Permanent Part-Time 
Fixed Term Contract 
Casual/Sessional 

316 
8 
62 
10 

79.8 
2.0 
15.7 
2.5 

8 Department / Element / 
School 

Arts 
Business 
Education 
Engineering 
Health 
Law 
Sciences 
Other 

33 
57 
16 
61 
74 
24 
71 
60 

8.3 
14.4 
4.0 
15.4 
18.7 
6.1 
17.9 
15.2 

9 
 

Position Lecturer 
Senior Lecturer 
Associate Professor 
Professor 
Research Fellow 
Other 

122 
103 
82 
19 
42 
28 

30.8 
26.0 
20.7 
4.8 
10.6 
7.1 

10 Work Profile Administration-Research-Teaching 
Administration 
Research 
Teaching 

206 
2 
82 
106 

52.0 
.5 

20.7 
26.8 

 

The sample comprised a total of 396 academics, 203 of whom were Australian 

(54 males; 149 females) and 193 were Malaysian (128 males; 65 females). The mean 
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age of Australian academics was approximately 46 years, and the mean age of 

Malaysian academics was approximately 45 years. Almost 76 percent of Australian and 

42 percent of Malaysian academics had doctoral qualifications. Almost 80 percent of 

respondents held a permanent full-time employment status within their teaching 

university. Approximately 57 percent of respondents were lecturers and senior lecturers. 

Sixty-seven percent of Malaysian and 38 percent of Australian academics had a job 

profile comprising administration, research, and teaching. The demographic and 

workplace characteristics of the sample are shown in greater detail in Table 5.1.  

5.6.2 Sampling and procedure 

A multistage sampling approach was employed in Study 2. Proportionate 

stratified random sampling followed by simple random sampling facilitated the 

parametric univariate and multivariate analyses of the Likert-scale questionnaire in 

Study 2. The selected techniques of proportionate stratified random sampling followed 

by simple random sampling in Study 2 were appropriate owing to the probable numbers 

of the populations and samples (Sekaran & Bougie, 2016). The sampled populations of 

academics in Study 2 were based on the estimated countable numbers of academics in 

the lists of registered public universities in Australia and Malaysia (see Appendix 5.1). 

However, Study 2 was not able to achieve a random sample due to time and cost 

constraints. Based on Krejcie and Morgan’s (1970) sample size table, 760 participants 

were targeted with 381 allocated for Australian and 379 for Malaysian academics.  

The contact persons (e.g., Vice Chancellors, Deputy Vice Chancellors 

(Academic), Heads of Department) and participants in the potential public universities 

for Study 2 were approached via emails, telephone, and/or personal networks. The 

information about Study 2, including the relevant approvals, ethical clearance, and 

logistics of the surveys together with the electronic and/or mail surveys were provided 
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to them. Mail surveys were used to boost participation rates. Electronic surveys were 

initially administered to the participants in Australia and Malaysia between late 

November 2017 and late February 2018. Mail surveys were then distributed to the 

participants in Malaysia between late January and late February 2018. It has to be 

mentioned that some participants broadcasted the surveys to their peers in other 

institutions with and possibly without the knowledge of the researcher. Study 2 was 

therefore unable to identify the university of each participant and thus their response 

rates could not be gauged. All participants were provided with the consent form 

containing information about the study, the conduct of the study, and the procedures 

used to ensure privacy, confidentiality, and voluntary participation (see Appendix 3.2). 

In Study 2, electronic surveys worked well with Australian academics. In the context 

of Malaysian academics, mail surveys worked better with an immediate increased 

response rate of about 67 percent than on electronic surveys. Malaysian academics 

preferred mail surveys given the choice between electronic and mail surveys due to the 

poorer Internet accessibility and lower connection Internet speed. Mail surveys were 

more convenient and more reliable for them.   

The electronic survey tool, LimeSurvey, was used. LimeSurvey is widely used 

in higher education institutions to enable staff and students to administer their own 

surveys. Data from returned mail surveys were entered into the main data template for 

analysis. All data obtained from the electronic and mail surveys in Study 2 were de-

identified and maintained and stored on a secured server that is supported by 

the University’s eResearch Services staff. Only the researcher had access to the stored 

data and hard copies of the surveys. 

A total of 466 responses were received. Nevertheless, there were 70 incomplete 

surveys with significant numbers of item non-responses. These were identified as non-
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valid data and deemed unusable for Study 2. The non-valid data had the univariate 

pattern of missing data, that is, missing data on one or more of the variables which 

could seriously distort research results (Dong & Peng, 2013). For instance, the 

incomplete demographic details and random but sequential missing responses 

individually in the scales of psychological contract orientation, passion orientation 

towards work activities, job, work-related attitudes and feelings, and triggers for work-

related attitudes and feelings. As Study 2 focuses on individual workplace experiences 

and perceptions following the findings in Study 1, these non-valid data were therefore 

excluded from subsequent analyses.        

5.6.3 Measures 

In addition to the Maslach Burnout Inventory (MBI) and Utrecht Work 

Engagement Scale (UWES), Study 2 included the Psychological Contract Scale by 

Millward and Hopkins (1998); the Passion Towards Work Scale by Vallerand et al. 

(2003) (this measure and its application are discussed in Chapter Six); the Areas of 

Worklife Scale by Leiter and Maslach (2011), and the Work-Related Basic Need 

Satisfaction Scale by Van den Broeck, Vansteenkiste, De Witte, Soenens and Lens 

(2010).  

5.6.3.1 Burnout 

Burnout was measured using the MBI-General Survey (Maslach & Jackson, 

1981). The 16-item scale measures three dimensions of burnout, namely, exhaustion, 

cynicism, and professional efficacy. The items are rated on a 7-point Likert scale 

ranging from Never (0) to Every day (6). Five items measure exhaustion (both physical 

and emotional exhaustion), for example, ‘I feel emotionally drained from my work’; 

five items measure cynicism (job detachment), for example, ‘I have become less 

interested in my work since I started this job’; and six items measure professional 
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efficacy (both social and non-social job-related accomplishments and individual 

continued job effectiveness), for example, ‘In my opinion, I’m good at my job’. Higher 

scores on the dimensions of exhaustion and cynicism and lower scores on professional 

efficacy indicate greater burnout. The scale has demonstrated sound psychometric 

properties, including its factorial validity and internal consistency (Mojsa-Kaja et al., 

2015; Vachon et al., 2018).  

5.6.3.2 Engagement 

The Utrecht Work Engagement Scale (UWES) developed by Schaufeli and 

his colleagues (2006) was employed to measure engagement. The 17-item scale 

measures three dimensions of engagement, namely, absorption, dedication, and vigour. 

The items are rated on a 7-point Likert scale ranging from Never (0) to Every day (6). 

Six items measure absorption (being totally absorbed and immersed in one’s work role), 

for example, ‘Time flies when I’m working’; five items measure dedication (strong 

feelings of pride, significance, inspiration, and challenge), for example, ‘I find the work 

that I do full of meaning and purpose’; and six items measure vigour (high energy and 

mental resilience and a willingness to invest effort even in the face of difficulties), for 

example, ‘at my work I always persevere, even when things do not go well’. A sum of 

scores across all items is used because the one-factor solution has an acceptable 

goodness-of-fit (Schaufeli et al., 2006). Higher scores indicate greater engagement.  

5.6.3.3 Psychological contract orientation 

Millward and Hopkins’ (1998) Psychological Contract Scale includes 10 

items measuring transactional contract orientation (sample item: ‘I only do what is 

necessary to get the job done’) and seven items measuring relational contract 

orientation (sample item: ‘I feel this university reciprocates the effort put in by its 

employees’). A sub-scale score of each dimension is obtained by averaging the 
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responses to the relevant items. The Psychological Contract Scale uses a 7-point Likert 

scale ranging from Strongly Disagree (1) to Strongly Agree (7). Numerous empirical 

studies (e.g., Grimmer & Oddy, 2007; Millward & Herriot, 2000; O’Donohue, 

Donohue & Grimmer, 2007; O’Donohue et al., 2014; Raja et al., 2004) have indicated 

that the Psychological Contract Scale is psychometrically sound with acceptable 

internal consistency and reliability. For instance, O’Donohue et al. (2014) reported 

Cronbach alpha coefficients of .84 for relational and .82 for transactional.  

5.6.3.4 Areas of worklife 

The 28-item Areas of Worklife Scale by Leiter and Maslach (1999) was 

used to assess the six worklife areas of autonomy (4 items – sample item: ‘I have 

professional autonomy/independence in my work’), community (5 items – sample item: 

‘People trust one another to fulfil their roles’), fairness (6 items – sample item: 

‘Resources are allocated fairly here’), reward (4 items – sample item: ‘My work is 

appreciated’), values (4 items – sample item: ‘My values and the organisation’s values 

are alike’), and workload (5 items – sample item: ‘I work intensely for prolonged 

periods of time’). The Areas of Worklife measure uses a 5-point Likert ranging from 

Strongly Disagree (1) to Strongly Agree (5). For each of the six subscales, a score of 

greater than 3.0 indicates a higher fit between individual and the workplace. On the 

other hand, a score of less than 3.0 denotes a lesser fit between the individual and the 

workplace. There are eight reverse-scored items in the subscales. An average score 

based on all items is calculated to represent the overall workplace-individual fit in the 

six areas (Boamah & Laschinger, 2016; Fredette-Carragher, 2016; Laschinger & Grau, 

2012; Ray et al., 2013). Previous research has found this measure to have a consistent 

factor structure and the capacity to assess specific work settings in the six areas of 
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worklife. The Areas of Worklife Scale has acceptable Cronbach’s alpha values ranging 

from .70 to .82 (Leiter & Maslach, 2004).  

5.6.3.5 Need for competence 

The six items for satisfaction of need for competence in the Work-Related 

Basic Need Satisfaction Scale (Van den Broeck et al., 2010) was adopted in the current 

research. This scale has been found to have a Cronbach’s alpha of .83 (Van den Broeck 

et al., 2016) surpassing the recommended .70 threshold of reliability (Nunnally & 

Bernstein, 1994). The scale includes two reverse-scored items, and an average score is 

calculated for the six items. Items are rated on a 5-point Likert scale ranging from 1 

(Totally Disagree) to 5 (Totally Agree) to indicate the level of perceived self-

effectiveness and competence in carrying out job tasks. Example items include ‘I really 

master my tasks at my job’, ‘I doubt whether I am able to execute my job properly’, and 

‘I have the feeling that I can even accomplish the most difficult tasks at work’.  

5.6.4 Data entry 

Electronic survey responses were first exported from LimeSurvey into 

Microsoft Excel (Microsoft, 2010b). Second, Malaysian academics’ mail survey 

responses were manually entered into the Excel file. Random manual checks for 

accuracy of the data entry were performed. Additional data checking and correction 

were conducted when errors were spotted during the data checking and cleaning phase 

as errors might affect the effectiveness of statistical analysis (Pallant, 2011). After data 

were corrected, they were transferred to the Statistical Package for the Social Sciences 

(SPSS) data files for analyses (International Business Machines, 2012).  

5.7 Preliminary Analyses 

5.7.1 Data screening and testing for assumption violations 
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Data screening using a series of classical assumptions tests took place first. The 

data screening process comprised six steps: testing for normality of data distributions, 

outliers, multicollinearity, autocorrelation, homoscedasticity, and linearity (Pallant, 

2011). Overall, results confirmed the suitability of the data set for both univariate and 

multivariate data analyses as no violations of statistical assumptions were detected.  

Screening for normality of the data is an important requirement in multivariate 

data analysis. Following a normally distributed data, residuals of variables are also 

normally distributed (Hair, Sarstedt, Hopkins & Kuppelwieser, 2014). Normal data 

characteristics confirm the distribution is non-significant on the positive/negative 

skewness and kurtosis. Skewness refers to the symmetry while kurtosis refers to the 

‘peakedness’ of the distribution (Pallant, 2011). Within Study 2, the normality test of 

the data (n = 396) confirmed that there were no issues with skewness and kurtosis. 

 The data was next examined for outliers. Outliers refer to cases or data that have 

a unique characteristic and are totally different from other observations. They show an 

extreme value in a single variable or combined variables (Hair et al., 2014). There are 

four possibilities of outliers: (1) Failure in data entry; (2) Missing value; (3) Gathered 

sample which contradicts the selected population; and (4) Gathered sample as apart 

from the population and indicated with an extreme value. Study 2 examined z-scores 

for each variable to detect the outliers. Hair, Anderson, Tatham, and Black (1998, p. 

75) recommended examining variables with z-score values greater than 4.0 for a large 

sample size to identify outliers. Analysis showed all scales and subscales had z-score 

values of less than 4.0 (n = 396) confirming the absence of outliers in the dataset of the 

study. 

The multicollinearity test of the variables in Study 2 was conducted by 

examining correlation values in Table 5.2a and ensuring all correlation coefficients 
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were less than .90 (Hair et al., 2014; Pallant, 2011). Furthermore, the values for 

Tolerance of equal or more than .10 and Variance Inflation Factor (VIF) of less than 10 

also confirmed the non-multicollinearity among the variables in the hypothesised 

models (Hair et al., 2014).  

One requirement for regression models is that cross-sectional data must not 

have an autocorrelation issue among observations and residuals (Hair et al., 2014; 

Tabachnick & Fidell, 2013). Autocorrelation refers to dependence of observations and 

residuals (Tabachnick & Fidell, 2013). The Durbin-Watson autocorrelation test was 

conducted to confirm the non-significant lag among the observations. The Durbin-

Watson statistic ranges in value from 0 to 4. A value near 2 indicates non-

autocorrelation; a value towards 0 indicates positive autocorrelation; and a value 

towards 4 indicates negative autocorrelation. Based on Savin and White’s (1977) table 

at the 5% level of significance, the cut-off bounds for n > 200 with six independent 

variables (k = 6) are dL = 1.707 and dU = 1.831 to confirm a non-significant issue of 

autocorrelation in the dataset. In this case, the Durbin-Watson statistic values of dL = 

1.707 and less than 4 – dU = 2.169 and they indicate no autocorrelation in the data.  

The best regression model assumes homoscedasticity where the variance of 

residuals should be similar for all values of a dependent variable (Pallant, 2011). 

Heteroscedasticity, the inverse of homoscedasticity, violates the underlying assumption 

for regression leading to parameter estimates with inflated variances. Based on analyses 

of the scatterplots for each of the workplace outcome measures (burnout and 

engagement), the distribution of the data appeared to disperse more on the regression 

standardised predicted values of less than “0” and thus confirmed the absence of 

heteroscedasticity in the regression models (Hair et al., 2014). Also, this allowed the 

researcher to utilise areas of worklife, need for competence, relational and transactional 
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psychological contract orientations, harmonious and obsessive types of passion towards 

work activities (reported in Chapter Six) as the independent variables together with 

burnout and engagement as the dependent variables in Study 2. 

The last data screening process in Study 2 was the linearity test, employing the 

Durbin-Watson statistic values (Tabachnick & Fidell, 2013). Based on the Durbin-

Watson significance table as described earlier, the cut-off bounds for n > 200 with six 

independent variables (k = 6) are dL = 1.707 and dU = 1.831 to confirm a non-

significant issue of linearity in the datasets. In this case, the sample size of 396 reported 

the Durbin-Watson statistic values which were more than the cut-off bound of dL = 

1.707 and less than 4 – dU = 2.169 to indicate a non-linearity issue among the 

observations. Thus, it enabled Study 2 to proceed with subsequent multivariate data 

analyses to test the interactions among the independent and dependent variables in the 

hypothesised models (Hair et al., 2014). 

5.7.2 Reliabilities 

A scale that comprises items that consistently reflect the construct it measures 

is considered reliable and it is most commonly measured using Cronbach’s alpha values 

(Sekaran & Bougie, 2016). Cronbach’s alpha values of all the adopted measurements 

in Study 2 were above the acceptable reliability threshold of .70 (Tabachnick & Fidell, 

2013), as shown in Tables 5.2a – 5.2b (see section 5.8.1).  

5.7.3 Demographic and workplace characteristics differences 

Prior to conducting the main analyses, a series of multivariate analyses of 

variance (MANOVAs) were performed to investigate whether there were mean 

differences in demographic characteristics and workplace outcomes between 

Australian (AU: n = 203) and Malaysian (MY: n = 193) academics. That ruled out 

alternative explanations for any findings in the main analyses that could be attributed 
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to demography. Six independent variables relating to demographics were used: 

department, educational qualification, employment status, position, work profile, and 

ethnicity. Ten dependent variables relating to workplace outcomes were used: areas of 

worklife (AWL), need for competence (Need), relational psychological contract (RPC), 

transactional psychological contract (TPC), harmonious passion (HP – reported in 

Chapter Six), obsessive passion (OP – reported in Chapter Six), engagement (ENG), 

professional efficacy (PE), exhaustion (EX), and cynicism (CY).  

No differences were found between Australian and Malaysian academics with 

respect to a linear combination of the ten workplace outcomes based on department, 

educational qualification, employment status, position, or work profile. However, there 

was a significant effect of ethnicity for Malaysian academics on their workplace 

outcomes scores (see Appendices 5.2a – 5.2b). Thus, analyses of variance (ANOVAs) 

were conducted for each dependent variable as follow-up tests to the significant 

MANOVA for Malaysian academics. In the ANOVAs, the p-values indicated both non-

significant and significant differences in workplace outcomes between ethnic groups. 

The significant workplace outcomes were AWL, ENG, and PE while the non-

significant outcomes were Need, RPC, TPC, HP, OP, EX, and CY. In summary, ethnic 

groups for Malaysian academics produced dissimilar effects on the workplace 

outcomes of AWL, ENG, and PE (see Appendix 5.2c) and these groups could also be 

differentiated when the workplace outcomes were combined (see Appendices 5.2a – 

5.2b). 

Prior to running MANOVAs, the assumptions of homogeneity of covariance 

and variance were tested. It is noteworthy that the Box’s test of equality of covariance 

matrices can be highly sensitive and stringent when the sample size is large 

(Tabachnick & Fidell, 2001, p. 80). An alpha level of .001 would be observed in the 



	

	 	 140 

ANOVAs (Allen & Bennett, 2008; Tabachnick & Fidell, 2013) insofar as Levene’s test 

of homogeneity of variance was concerned. Study 2 has relatively large sample sizes 

for both Australian (n = 203) and Malaysian (n = 193) academics, therefore MANOVA 

is robust against violations of homogeneity of covariance and variance assumptions 

(Allen & Bennett, 2008). Pillai-Bartlett trace was also adopted as it is very robust (Field, 

2017) and not strongly linked to assumptions about the normality of the data 

distribution.  

5.8 Results 

5.8.1 Correlation analyses 

A series of Pearson correlation coefficients were calculated to examine the 

bivariate relationships among the variables relating to psychological contract 

orientation (passion orientation is examined in Chapter Six) (Hair, Hult, Ringle & 

Sarstedt, 2016). Separate correlations are shown for the total sample (n = 396), 

Australian (n = 203), and Malaysian (n = 193) academics (see Tables 5.2a and 5.2b). A 

multicollinearity check showed that the variables have observed coefficient values of 

less than .90 with each other (Bollen, 2011).  

As shown in Tables 5.2a and 5.2b, the correlations between areas of worklife 

(AWL) and relational psychological contract (RPC) and transactional psychological 

contract (TPC) were significantly positive for the total sample and Australian 

academics but non-significant for Malaysian academics. These results indicate that 

Australian academics with perceived fit in AWL reported significantly greater RPC (r 

= .36, p < .01) and TPC (r = .31, p < .01) orientations. This provides preliminary support 

for hypothesis 1a and runs counter to hypothesis 1b.  

Perception of fit in AWL was unexpectedly significantly negatively associated 

with levels of engagement (ENG) and professional efficacy (PE) for the total sample 
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and Malaysian academics (Tables 5.2a and 5.2b). Australian academics with perceived 

fit in AWL were also unexpectedly significantly negatively associated with level of PE 

and there was no significant relationship with level of ENG. Thus, Malaysian 

academics with perceived fit in AWL reported lower levels of ENG (r = -.26, p < .01) 

and PE (r = -.38, p < .01), while Australian academics with perceived fit in AWL 

reported lower levels of PE (r = -.32, p < .01).  

Tables 5.2a and 5.2b also show that the correlation between perceptions of fit 

in AWL was negatively related to level of exhaustion (EX) for the total sample and 

Australian academics. However, Table 5.2b shows that Malaysian academics with 

perceived fit in AWL were unexpectedly significantly positively related with level of 

EX. These results suggest Australian academics with perceived fit in AWL experienced 

lower levels of EX (r = -.34, p < .01), while Malaysian academics with perceived fit in 

AWL experienced higher levels of EX (r = .20, p < .01).  

There was no correlation between AWL and level of cynicism (CY) for the total 

sample (Table 5.2a) but there were opposing patterns of results between Australian and 

Malaysian samples (Table 5.2b). Australian academics with perceived fit in AWL 

experienced lower levels of CY (r = -.14, p < .05), whereas Malaysian academics with 

perceived fit in AWL experienced higher levels of CY (r = .33, p < .01). This 

underscores the importance of investigating cultural differences in explaining the 

nature and causes or factors of burnout and engagement.  

As shown in Tables 5.2a and 5.2b, the correlations between Need for 

competence (Need) and RPC and TPC were significantly positive for the total sample 

and both Australian and Malaysian academics. This indicates that both Australian and 

Malaysian academics with perceived satisfied Need reported greater RPC (AU: r = .32, 

p < .01; MY: r = .21, p < .01) and TPC (AU: r = .21, p < .01; MY: r = .24, p < .01) 
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orientations. This provides preliminary support for hypothesis 3a and runs counter to 

hypothesis 3b.  

Perception of satisfied Need was unrelated to level of ENG for the total sample 

and both Malaysian and Australian academics (Tables 5.2a and 5.2b). This implies that, 

for both Australian and Malaysian academics, perceived satisfied Need was not directly 

related to their level of ENG.  

Based on Tables 5.2a and 5.2b, satisfied Need was unexpectedly significantly 

negatively correlated with level of PE but expectedly significantly negatively correlated 

with level of EX for the total sample and Australian academics. There were no 

significant correlations between satisfied Need and levels of PE and EX for Malaysian 

academics. These results suggest that, for Australian academics, higher perceived 

satisfied Need was associated with lower levels of PE (r = -.28, p < .01) and EX (r = 

-.29, p < .01), while Malaysian academics, higher perceived satisfied Need was not 

associated with levels of PE and EX. Perception of satisfied Need was also unrelated 

to level of CY for total sample and Malaysian academics. There was a significant 

negative correlation between the two variables for Australian academics, indicating 

Australian academics with higher levels of perceived satisfied Need for competence 

reported a lower level of CY (r = -.16, p < .05).  

As shown in Tables 5.2a and 5.2b, there was a significant positive correlation 

between RPC and levels of ENG and PE for the total sample (ENG: r = .49, p < .01; 

PE: r = .36, p < .01) and both Australian (ENG: r = .40, p < .01; PE: r = .25, p < .01) 

and Malaysian (ENG: r = .54, p < .01; PE: r = .42, p < .01) academics. There was, 

however, a significant negative correlation between RPC and levels of EX and CY for 

the total sample (EX: r = -.32, p < .01; CY: r = -.50, p < .01) and both Australian (EX: 

r = -.33, p < .01; CY: r = -.50, p < .01) and Malaysian (EX: r = -.32, p < .01; CY: r = 
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-.41, p < .01) academics. This means reported RPC predicted higher levels of ENG and 

PE and lower levels of EX and CY for the total sample and both Australian and 

Malaysian academics.  

As for TPC, it was significantly negatively related to levels of ENG and PE for 

the total sample (ENG: r = -.26, p < .01; PE: r = -.28, p < .01) and Australian (ENG: r 

= -.36, p < .01; PE: r = -.38, p < .01) academics. TPC was unexpectedly significantly 

positively related to levels of ENG (r = .16, p < .05) and PE (r = .16, p < .05) for 

Malaysian academics. These results suggest TPC is associated with lower levels of 

ENG and PE for the total sample and Australian academics, while Malaysian academics 

with TPC were associated with higher levels of ENG and PE. TPC was significantly 

positively related to level of CY for the total sample (r = .16, p < .01) and Australian (r 

= .26, p < .01) academics. Conversely, TPC was significantly negatively related to level 

of CY for Malaysian (r = -.20, p < .01) academics. This means higher levels of TPC 

was associated with higher levels of CY and this held for Australian academics only as 

Malaysian academics with TPC reported a lower level of CY.  

It is noted that further checks were performed on academics’ responses for the 

reverse-coded items in AWL and Need. However, the unexpected counter-intuitive 

correlations involving these items remained correct. Thus, the bivariate correlations of 

the selected variables in this chapter generally justified as well as countered the 

proposed relationships among the variables in the models. The correlations indicated 

that the proposed relationships were likely to be indirect and that mediating 

mechanisms were likely to operate differently depending on the country of practice. 

Study 2 argued that academics’ perceived fit in AWL and satisfied Need would be 

indirectly related to their levels of ENG, PE, EX and CY through the orientation 

mechanisms of psychological contract (reported in this chapter) and passion (reported 
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in Chapter Six). Overall, findings of the above correlational analyses necessitated 

further analyses of the mediation and moderation effects of psychological contract 

orientation.  
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Table 5.2a: Pearson Correlation Matrix among Demographic and Study Variables in Australian and Malaysian Academics (n = 396) 
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Table 5.2b: Pearson Correlation Matrix among Demographic and Study Variables in Australian (n = 203) and Malaysian (n = 193) Academics 
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5.8.2 Moderated mediation analyses of the effects of fit in areas of 

worklife on academics’ perceived workplace burnout and engagement experiences 

with country as the moderator and relational and transactional psychological 

contract orientations as the mediators 

This section presents findings from moderated mediation analyses conducted 

using the PROCESS macro developed by Preacher, Rucker, and Hayes (2007). The 

PROCESS macro is preferred over Baron and Kenny’s (1986) traditional multistep 

method and the Sobel (1982) test as the latter assumes a normal sampling distribution 

of indirect effects while the PROCESS macro accommodates irregularities in the 

distribution with its bootstrapping procedure (Preacher et al., 2007). As shown in Figure 

5.1, in this series of analyses, the two mediating variables are relational (RPC) and 

transactional (TPC) psychological contract orientations with fit in areas of worklife 

(AWL) as the independent variable. The moderating variable is country (Australia or 

Malaysia). These analyses were based on 5,000 bootstrapped samples using bias-

corrected and accelerated 95% confidence intervals (CIs). The independent variable 

was mean-centred prior to analysis to increase the interpretability and meaning of the 

tests of significance (Hayes, 2017). Separate PROCESS outputs using model 7 

(Preacher et al., 2007) for each dependent variable (or dimension), representing 

workplace burnout (EX, exhaustion; CY, cynicism; and PE, professional efficacy) and 

engagement (ENG) experiences (see sections 5.6.3.1 and 5.6.3.2 and Figure 5.1), are 

presented below.  

5.8.2.1 Relational and transactional psychological contract 

orientations as the mediating mechanisms between fit in areas of worklife and level 

of engagement 
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In line with the model shown in Figure 5.1, the effects of fit in AWL on 

level of ENG through RPC and TPC orientations in Australian and Malaysian 

academics were assessed. As shown in Table 5.3a, consistent with hypothesis 1a, 

academics with perceived fit in AWL were more likely to have a greater RPC 

orientation (B = .53, p = .00). Interestingly, academics with perceived fit in AWL were 

also more likely to have a TPC orientation (B = .39, p = .00). Thus, hypothesis 1b was 

not supported. Results of the simple mediation analyses, corresponding to hypotheses 

2a and 2b, revealed that the indirect effects of perceived fit in AWL on level of ENG 

operated through RPC and TPC orientations and were significantly positive and 

negative, respectively, for Australian academics (q for RPC: .23; q for TPC: -.08), and 

non-significant for Malaysian academics. Thus, regarding the influence of fit in AWL 

on level of ENG, both RPC and TPC orientations were significant mediators for 

Australian academics, but not for Malaysian academics.  

To understand when or under what circumstances academics’ teaching 

country would affect the relationships between fit in AWL and RPC and TPC 

orientations, moderation analysis was deemed an appropriate analytical strategy (Hayes, 

2017). Results in Table 5.3a revealed that the interaction effect between fit in AWL and 

RPC orientation was significant (B = -.71, p = .00). Figure 5.3 shows the indirect effect 

of the interaction between fit in AWL and RPC orientation was significantly positive 

for Australian academics only (q = .53), but not significant for Malaysian academics. 

Thus, hypothesis 5a was not supported as there was no significant interaction effect 

between fit in AWL and RPC orientation for Malaysian academics. It is noteworthy 

that the steeper slope for Australian academics, shows how working in an Australian 

university context compared to working in a Malaysian university context strengthens 

the positive relationship between fit in AWL and RPC orientation. Hypothesis 5b was 
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also not supported as the teaching country did not moderate the relationship between 

fit in AWL and TPC orientation for Australian academics (B = -.21, p = .12). Hypothesis 

6a was supported as the overall index of moderated mediation in Table 5.3a shows the 

significant effect of perceived fit in AWL on academics’ level of ENG operated through 

RPC orientation and was moderated by academics’ teaching country. This is 

demonstrated by the significant bootstrapped CIs [-.47, -.16] (not spanning zero). This 

means the mediation effect of RPC orientation on the relationship between fit in AWL 

and level of ENG held for Australian academics only. However, hypothesis 6b was not 

supported as the overall index of moderated mediation for TPC orientation was not 

significant based on the CIs [-.02, .11].   

 
Figure 5.3. A Visual Representation of the Moderation of the Effect of Fit in Areas of 
Worklife on Relational Psychological Contract Orientation by Country. 

Fit in Areas of Worklife on 
Relational Psychological Contract 

Orientation by Country 
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Table 5.3a: Fit in Areas of Worklife to Relational and Transactional Psychological 
Contract Orientations to Level of Engagement moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Mediator variable model:  
(i) RPC 

Constant   4.76(.07)  4.61, 4.90  63.72(392) .00 
AWL   .53(.09)   .36, .70   6.06(392) .00 
Country  -.55(.11)  -.77, -.33  -5.00(392) .00 
AWL x Country -.71(.15)  -1.01, -.41  -4.60(392) .00 

 
(ii) TPC 

Constant   3.43(.07)  3.30, 3.56  52.25(392) .00 
AWL   .39(.08)   .24, .54   5.07(392) .00 
Country  .39(.10)   .20, .58   4.06(392) .00 
AWL x Country -.21(.14)  -.48, .05  -1.57(392) .12 

 
Independent variable model: ENG 

Constant  3.53(.21)  3.12, 3.94  16.92(392) .00 
AWL   -.27(.05)  -.37, -.17  -5.25(392) .00 
RPC   .44(.03)   .37, .50   12.91(392) .00 
TPC   -.21(.04)  -.28, -.13  -5.14(392) .00 
 

Indirect effects:  
(i) Moderation: AWL on RPC (Figure 5.3) 

Australia   .53(.09)   .36, .70   6.06(392) .00 
Malaysia   -.18(.13)  -.43, .07  -1.43(392) .15 
 

(ii) Mediation: AWL on ENG through RPC  
Australia   .23(.05)   .13, .34  
Malaysia   -.08(.05)  -.19, .03 
 

(iii) Mediation: AWL on ENG through TPC  
Australia   -.08(.02)  -.13, -.04  
Malaysia   -.04(.03)  -.10, .01 
 

Indexes of moderated mediation:  
(i) RPC 

   -.31(.08)  -.47, -.16 
 

(ii) TPC 
   .04(.03)   -.02, .11 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred.  

 

5.8.2.2 Relational and transactional psychological contract 

orientations as the mediating mechanisms between fit in areas of worklife and level 

of professional efficacy 

Table 5.3b shows the results of the analysis examining the effects of fit in 

AWL on level of PE through RPC and TPC orientations in Australian and Malaysian 
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academics. In terms of hypotheses 2a and 2b, results of the simple mediation analyses 

revealed the indirect effects of perceived fit in AWL on level of PE operated through 

both RPC and TPC orientations and were significantly positive and negative, 

respectively, for Australian academics (q for RPC: .22; q for TPC: -.07), but not for 

Malaysian academics. The overall index of moderated mediation shows the significant 

effect of perceived fit in AWL on academics’ level of PE operated through RPC 

orientation and was moderated by academics’ teaching country. This is demonstrated 

by the significant bootstrapped CIs [-.45, -.14] (not spanning zero), and thus hypothesis 

6a was supported. This means the mediation effect of RPC orientation on the 

relationship between fit in AWL and level of PE held for Australian academics only. 

However, the overall index of moderated mediation for TPC orientation was not 

significant based on the CIs [-.02, .11], and thus hypothesis 6b was not supported.  

Table 5.3b: Fit in Areas of Worklife to Relational and Transactional Psychological 
Contract Orientations to Level of Professional Efficacy moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: PE 
Constant  3.72(.25)  3.24, 4.21  15.11(392) .00 
AWL   -.60(.06)  -.72, -.48  -9.98(392) .00 
RPC   .41(.04)   .34, .49   10.38(392) .00 
TPC   .19(.05)   -.28, -.09  -3.93(392) .00 

 
Indirect effects:  

(i) Mediation: AWL on PE through RPC  
Australia   .22(.06)   .11, .33  
Malaysia   -.08(.05)  -.18, .03 
 

(ii) Mediation: AWL on PE through TPC 
Australia   -.07(.03)  -.13, -.03  
Malaysia   -.03(.03)  -.09, .01 
 

Indexes of moderated mediation: 
(i) RPC 

   -.29(.08)  -.45, -.14 
 

(ii) TPC 
   .04(.03)   -.02, .11 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 
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5.8.2.3 Relational and transactional psychological contract 

orientations as the mediating mechanisms between fit in areas of worklife and level 

of exhaustion 

Table 5.3c shows the results of the analysis examining the effects of fit in 

AWL on level of EX through RPC and TPC orientations in Australian and Malaysian 

academics. In support of hypothesis 2a, results of the simple mediation analyses 

revealed the significant indirect effect of perceived fit in AWL on level of EX operated 

through RPC orientation for Australian academics (q = -.17), but not for Malaysian 

academics. This means the negative effect between fit in AWL and level of EX was 

partly attributed to Australian academics’ RPC orientation. Hypothesis 2b was not 

supported. Table 5.3c shows that TPC orientation did not mediate the relationship 

between fit in AWL and level of EX for either Australian or Malaysian academics based 

on the CIs. The overall index of moderated mediation shows the significant effect of 

perceived fit in AWL on academics’ level of EX operated through RPC orientation and 

was moderated by academics’ teaching country. This is demonstrated by the significant 

bootstrapped CIs [.09, .41] (not spanning zero), and thus hypothesis 6a was supported. 

This means the mediation effect of RPC orientation on the relationship between fit in 

AWL and level of EX held for Australian academics only. However, the overall index 

of moderated mediation for TPC orientation was not significant based on the CIs 

[-.05, .03]. Thus, hypothesis 6b was not supported.  
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Table 5.3c: Fit in Areas of Worklife to Relational and Transactional Psychological 
Contract Orientations to Level of Exhaustion moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: EX 
Constant  5.55(.32)  4.91, 6.18  17.17(392) .00 
AWL   -.24(.08)  -.39, -.08  -3.03(392) .00 
RPC   -.33(.05)   -.43, -.23  -6.30(392) .00 
TPC   .02(.06)   -.10, -.15  .40(392) .69 
 

Indirect effects:  
(i) Mediation: AWL on EX through RPC 

Australia   -.17(.06)  -.30, -.07  
Malaysia   .06(.05)   -.03, .16 
 

(ii) Mediation: AWL on EX through TPC 
Australia   .01(.03)   -.05, .06  
Malaysia   .00(.02)   -.02, .04 

 
Indexes of moderated mediation: 

(i) RPC 
   .23(.08)   .09, .41 
 

(ii) TPC 
   -.01(.02)  -.05, .03 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 
 

5.8.2.4 Relational and transactional psychological contract 

orientations as the mediating mechanisms between fit in areas of worklife and level 

of cynicism 

Table 5.3d shows the results of the analysis examining the effects of fit in 

AWL on level of CY through RPC and TPC orientations for Australian and Malaysian 

academics. In partial support of hypotheses 2a and 2b, the results showed the simple 

mediating effects of RPC and TPC orientations in the relationship between fit in AWL 

and level of CY for Australian academics only. The negative influence between fit in 

AWL and level of CY was partly attributed to Australian academics’ RPC orientation 

(q = -.31); and the positive influence between fit in AWL and level of CY was partly 

attributed to Australian academics’ TPC orientation (q = .08). These effects did not 

hold for Malaysian academics. The overall index of moderated mediation shows the 
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significant effect of perceived fit in AWL on academics’ level of CY operated through 

RPC orientation and was moderated by academics’ teaching country. This is 

demonstrated by the significant bootstrapped CIs [.19, .66] (not spanning zero), and 

thus hypothesis 6a was supported. This means the mediation effect of RPC orientation 

on the relationship between fit in AWL and level of CY held for Australian academics 

only. However, the overall index of moderated mediation for TPC orientation was not 

significant [CIs: -.13, .02], and thus hypothesis 6b was not supported. 

Table 5.3d: Fit in Areas of Worklife to Relational and Transactional Psychological 
Contract Orientations to Level of Cynicism moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: CY 
Constant  5.68(.31)  5.08, 6.28  18.59(392) .00 
AWL   .11(.07)   -.03, .26  1.50(392) .13 
RPC   -.59(.05)   -.69, -.50  -11.97(392) .00 
TPC   -.22(.06)   .10, .33   3.71(392) .00 

 
Indirect effects:  

 (i) Mediation: AWL on CY through RPC  
Australia   -.31(.08)  -.48, -.16  
Malaysia   .11(.08)   -.04, .27 
 

(ii) Mediation: AWL on CY through TPC 
Australia   .08(.03)   .03, .15  
Malaysia   .04(.03)   -.02, .11 
 

Indexes of moderated mediation: 
(i) RPC 

.42(.12)   .19, .66 
 

(ii) TPC 
   -.05(.04)  -.13, .02 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 
 
 

5.8.3 Mediation analyses of the effects of satisfied need for competence on 

academics’ perceived workplace burnout and engagement experiences with 

relational and transactional psychological contract orientations as the mediators 

This section presents findings from mediation analyses conducted using the 

PROCESS macro developed by Preacher et al. (2007). As shown in Figure 5.2, in this 
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series of analyses, the two mediating variables are relational (RPC) and transactional 

(TPC) psychological contract orientations with satisfied Need for competence (Need) 

as the independent variable. Separate PROCESS outputs using model 4 (Preacher et al., 

2007) for each dependent variable (or dimension), representing workplace burnout (EX, 

exhaustion; CY, cynicism; and PE, professional efficacy) and engagement (ENG) 

experiences (see sections 5.6.3.1 and 5.6.3.2 and Figure 5.2), are presented below.  

5.8.3.1 Relational and transactional psychological contract 

orientations as the mediating mechanisms between satisfied need for competence and 

level of engagement 

In line with the model shown in Figure 5.2, the effects of satisfied Need on 

level of ENG through RPC and TPC orientations in Australian and Malaysian 

academics were assessed. From Table 5.3e, in support of hypothesis 3a, satisfied Need 

was significantly positively related to RPC orientation (B = .26, p = .00). Academics 

with perceived satisfied Need were also more likely to have an RPC orientation with 

their university. Hypothesis 3b was not supported as perceived satisfied Need was not 

negatively related to TPC orientation. Results of the simple mediation analyses, 

corresponding to hypotheses 4a and 4b, revealed the significant indirect effects of 

perceived satisfied Need on academics’ level of ENG operated through both RPC and 

TPC orientations. More specifically, the positive effect between perceived satisfied 

Need and level of ENG was partly attributed to academics’ RPC orientation (q = .11), 

while the negative effect between perceived satisfied Need and level of ENG was partly 

attributed to academics’ TPC orientation (q = -.06).  
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Table 5.3e: Satisfied Need for Competence to Relational and Transactional 
Psychological Contract Orientations to Level of Engagement 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Mediator variable model:  
(i) RPC 

Constant   3.46(.20)  3.07, 3.85  17.33(394) .00 
Need   .26(.05)   .15, .37   4.84(394) .00 

 
(ii) TPC 

Constant   2.73(.18)  2.38, 3.07  15.47(394) .00 
Need   .24(.05)   .15, .34   5.11(394) .00 

 
Independent variable model: ENG 

Constant  4.00(.22)  3.58, 4.43  18.41(392) .00 
Need   -.09(.04)  -.17, -.01  -2.19(392) .03 
RPC   .44(.04)   .37, .51   12.28(392) .00 
TPC   -.25(.04)  -.33, -.17  -6.22(392) .00 
 

Indirect effect:  
 Mediation: Need on ENG through RPC and TPC 

Total   .05(.04)   -.02, .13 
RPC   .11(.03)   .05, .18  
TPC   -.06(.02)  -.10, -.03 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

5.8.3.2 Relational and transactional psychological contract 

orientations as the mediating mechanisms between satisfied need for competence and 

level of professional efficacy 

Table 5.3f shows the results of the analysis examining the effects of 

satisfied Need on level of PE through RPC and TPC orientations in Australian and 

Malaysian academics. The results showed, corresponding to hypotheses 4a and 4b, the 

significant indirect effects of perceived satisfied Need on academics’ level of PE 

operated through both RPC and TPC orientations. More specifically, RPC orientation 

explained the positive effect between perceived satisfied Need and level of PE (q = .11), 

whereas TPC orientation explained the negative effect between perceived satisfied 

Need and level of PE (q = -.07).  
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Table 5.3f: Satisfied Need for Competence to Relational and Transactional 
Psychological Contract Orientations to Level of Professional Efficacy  
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: PE 
Constant  4.89(.27)  4.35, 5.42  18.01(392) .00 
Need   -.25(.05)  -.35, -.15  -4.98(392) .00 
RPC   .43(.04)   .34, .51   9.59(392) .00 
TPC   -.27(.05)  -.37, -.18  -5.45(392) .00 
 

Indirect effect:  
 Mediation: Need on PE through RPC and TPC 

Total   .04(.04)   -.03, .12 
RPC   .11(.03)   .05, .17  
TPC   -.07(.02)  -.11, -.03 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

5.8.3.3 Relational and transactional psychological contract 

orientations as the mediating mechanisms between satisfied need for competence and 

level of exhaustion 

Table 5.3g shows the results of the analysis examining the effects of 

satisfied Need on level of EX through RPC and TPC orientations in Australian and 

Malaysian academics. In support of hypothesis 4a, results of the simple mediation 

analyses revealed the significant indirect effect of perceived satisfied Need on 

academics’ level of EX operated through RPC orientation (q = -.08). That is, the 

negative effect between perceived satisfied Need and level of EX was partly attributed 

to RPC orientation. Hypothesis 4b was not supported as no significant indirect effect 

was found for TPC orientation.  
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Table 5.3g: Satisfied Need for Competence to Relational and Transactional 
Psychological Contract Orientations to Level of Exhaustion  
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: EX 
Constant  6.13(.33)  5.48, 6.77  18.64(392) .00 
Need   -.16(.06)  -.28, -.04  -2.69(392) .01 
RPC   -.31(.05)  -.42, -.21  -5.82(392) .00 
TPC   .01(.06)   -.11, .13  .09(392) .93 
 

Indirect effect:  
 Mediation: Need on EX through RPC and TPC 

Total   -.08(.03)  -.15, -.02 
RPC   -.08(.03)  -.15, -.03  
TPC   .00(.02)   -.03, .04 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 
 
 

5.8.3.4 Relational and transactional psychological contract 

orientations as the mediating mechanisms between satisfied need for competence and 

level of cynicism 

Table 5.3h shows the results of the analysis examining the effects of 

satisfied Need on level of CY through RPC and TPC orientations in Australian and 

Malaysian academics. In support of hypotheses 4a and 4b, results of the simple 

mediation analyses revealed the significant indirect effects of perceived satisfied Need 

on academics’ level of CY operated through both RPC and TPC orientations. More 

specifically, RPC orientation explained the reduced effect between perceived satisfied 

Need and level of CY (q = -.15), while TPC orientation explained the increased effect 

between perceived satisfied Need and level of CY (q = .06). 
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Table 5.3h: Satisfied Need for Competence to Relational and Transactional 
Psychological Contract Orientations to Level of Cynicism  
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: CY 
Constant  5.54(.31)  4.93, 6.15  17.81(392) .00 
Need   .01(.06)   -.11, .12  .09(392) .93 
RPC   -.59(.05)  -.69, -.49  -11.54(392) .00 
TPC   .24(.06)   .13, .36   4.24(392) .00 
 

Indirect effect:  
 Mediation: Need on CY through RPC and TPC 

Total   -.09(.05)  -.20, .00 
RPC   -.15(.05)  -.25, -.07  
TPC   .06(.02)   .02, .11 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

To this end, it is worthwhile mentioning that some supplemental analyses were 

conducted. Gender has an impact on workplace outcomes because of possible distinct 

perceptions between males and females (Bankins, 2012). Both age and tenure are 

associated with status within an organisation. Thus, academics who are older and have 

had a longer tenure are more likely to have survived the early anxieties of his or her 

academic profession and developed the capacity to manage his or her experiences, 

feelings, and perceptions in the workplace.  

Because age, gender, and tenure could be significantly related to workplace 

experiences, feelings, and perceptions (Agarwal & Gupta, 2018; Kitaoka & Masuda, 

2013; Maslach & Jackson, 1981; Maslach et al., 1996; Santos, Mustafa & Chern, 2016; 

Shropshire & Kadlec, 2012), supplemental analyses controlling for the effects of these 

demographic variables were performed in predicting workplace outcomes with the 

mediating mechanism of psychological contract orientation. Additionally, ethnicity was 

controlled for in the supplemental analyses subsequent to its possible dissimilar effects 

on certain workplace outcomes as detected earlier in the MANOVAs in the preliminary 

analyses. The results of the supplemental analyses were nearly identical to the results 

when the demographic variables were not entered as covariates. Thus, this justifies the
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reporting of the above results (section 5.8.2) without controlling for age, ethnicity, 

gender, and tenure.  

5.9 Discussion 

The main aim of Study 2 was to build on the findings of Study 1 and examine 

in more detail the predictive factors and mechanisms of Australian and Malaysian 

academics’ workplace experiences of burnout and engagement, and whether there were 

differences across the two groups in these relationships. Specifically, the relationships 

were examined with fit in areas of worklife (AWL) and satisfied need for competence 

(Need) as the independent variables (in support of the findings in phase one of Study 

1), relational (RPC) and transactional (TPC) psychological contract orientations as the 

mediating variables, and with and without the teaching country as the moderating 

variable (Figures 5.1 and 5.2). These analyses aimed to address quantitative question 

one in Study 2: ‘To what extent are Australian and Malaysian academics’ workplace 

burnout and engagement experiences a function of their relational or transactional 

psychological contract orientation, fit in areas of worklife, and satisfied need for 

competence?’ This question was addressed through two sub-questions.  

In addressing sub-question one: ‘Does fit in areas of worklife predict burnout 

and engagement in Australian and Malaysian academics with psychological contract 

orientation as the focal mediating variable?’, hypotheses 1a, 1b, 2a, 2b, 5a, 5b, 6a, and 

6b were tested. Overall, individual internal interpretations (Sparrow & Cooper, 1998) 

of the congruence with workplace appeared to intensify academics’ contract beliefs in 

the employment relationship. As theorised, academics with greater perceived fit in 

AWL were more likely to report an RPC orientation with their university (Hypothesis 

1a). Congruity with work environments produces positive experiences in individuals 

that enhance individual relational aspects in the employment relationship with the 
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organisation. This supports previous research suggesting a fit in AWL leads to better 

individual and workplace outcomes (Leiter & Maslach, 2004). Contrary to hypothesis 

1b, perceived fit in AWL was not negatively but positively related to TPC orientation. 

It seems a perceived congruity with the work environments also turns some individuals 

towards a transactional orientation in the employment relationship with the 

organisation. Thus, academics with perceived fit in AWL drew on RPC and TPC 

orientations in the employment relationship (Baxter & Braithwaite, 2008; Baxter & 

Montgomery, 1996; Conway & Briner, 2009; De Cuyper et al., 2008). This lends partial 

support to the specific finding in phase two of Study 1, where some Australian and 

Malaysian academics described their contract with the university as a hybrid contract. 

In examining if RPC and TPC orientations functioned as mediating mechanisms 

in the relationships between fit in AWL and workplace burnout and engagement in 

academics, hypotheses 2a and 2b were tested and found to be partially supported. 

However, there were notable differences between Australian and Malaysian academics 

in these relationships.  

First, based on hypothesis 2a, RPC orientation mediated the expected 

relationships between fit in AWL and burnout and engagement for Australian 

academics, but not for Malaysian academics. Through RPC orientation, congruity of 

work expectations in AWL was found to be negatively related to burnout and positively 

related to engagement (Leiter, 2008; Maslach & Leiter, 1997; Ray et al., 2013) for 

Australian academics. RPC orientation helped explain the relationship between fit in 

AWL and increased engagement and reduced burnout (with positive effect on level of 

professional efficacy (PE) and negative effects on levels of exhaustion (EX) and 

cynicism (CY)) for Australian academics only. RPC orientation did not mediate these 

relationships for Malaysian academics. 
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Second, based on hypothesis 2b, TPC orientation almost fully mediated the 

expected relationships between fit in AWL and burnout and engagement for Australian 

academics, with the exception of level of EX. Through TPC orientation, congruity of 

work expectations in AWL was found to be positively related to burnout (with the 

exception of level of EX) and negatively related to engagement for Australian 

academics. TPC orientation helped explain the relationship between fit in AWL and 

reduced engagement and increased burnout (with negative effect on level of PE and 

positive effect on level of CY) for Australian academics only. TPC orientation did not 

mediate these relationships for Malaysian academics.  

The findings in hypotheses 2a and 2b lend partial support to the specific findings 

in phase three of Study 1, where Australian academics reported direct and indirect links 

between perceived workplace psychological contract orientation and burnout and 

engagement experiences. Individual perception of psychological contract orientation 

forms their interpretation of the workplace relationship and thus the impact on their 

workplace behaviours and emotions (Persson & Wasieleski, 2015). In the case of 

Malaysian academics, the null findings involving RPC and TPC orientations were 

unexpected. These findings seemed to be at odds with the specific findings in phase 

three of Study 1, where Malaysian academics reported direct and indirect links between 

their perceived workplace psychological contract orientation and burnout and 

engagement experiences. However, it is noted that the findings of Study 1, which were 

drawn from a small sample, might be particular to those sampled Malaysian academics 

only. Thus, the findings of the two Studies underscore the need to identify if there are 

other mediating mechanisms in the relationships between fit in AWL and burnout and 

engagement for Malaysian academics. 

Hypothesis 5a (that country moderates the relationship between fit in AWL and 
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RPC orientation such that the relationship was stronger for Malaysian academics) was 

partially supported as RPC orientation was more salient for Australian academics. 

Meanwhile, hypothesis 5b (that country moderates the relationship between fit in AWL 

and TPC orientation such that the relationship was stronger for Australian academics) 

was not supported. Malaysia, with its collectivist workplace culture, exerted no 

statistical influence over the relationship between fit in AWL and RPC orientation. 

Meanwhile, Australia, with its individualist workplace culture, exerted no statistical 

influence over the relationship between fit in AWL and TPC orientation. However, it 

is noted from the analysis that RPC orientation was found to be salient in the Australian 

context.  

The findings relating to hypotheses 5a and 5b can be partially explained based 

on power distance orientation. Adamska and Retowski (2011) and Rogozinska-

Pawelczyk (2018) posited that individuals in a low power distance society are likely to 

enter into a relational contract with the organisation. These scholars asserted that low 

power distance intensifies communication openness and participation in the workplace 

and this is salient within the Australian context. The opportunity to verbalise and 

negotiate workplace expectations to cater for idiosyncratic agreements to achieve 

workplace congruence could have strengthened Australian academics’ relational-

oriented contract (Adamska & Retowski, 2011). On the other hand, individuals in a 

high power distance society are likely to enter into a transactional contract with the 

organisation. These individuals are typically less critical and more submissive to 

supervisory directives due to constrained workplace communication and participation. 

However, Malaysian academics in a high power distance society in Study 2 did not 

have a TPC orientation with the organisation. This, again, underlines the need for a 

further examination of other possible mediating mechanisms to unpack the 
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relationships between fit in AWL and burnout and engagement for Malaysian 

academics. It also underscores the importance of investigating the nature and causes of 

burnout and engagement in different cultures. What holds for Western culture clearly 

does not always translate to other cultures.       

Hypothesis 6a such that the indirect effect of fit in AWL on burnout and 

engagement was moderated by the teaching country and mediated by RPC orientation. 

Australian academics with perceived fit in AWL were less likely to report burnout and 

more likely to report engagement through the mediating mechanism of RPC orientation. 

Meanwhile, hypothesis 6b was unsupported as the theorised relationships for TPC 

orientation were not statistically significant.  

In addressing sub-question two: ‘Does satisfied need for competence predict 

burnout and engagement in Australian and Malaysian academics with psychological 

contract orientation as the focal mediating variable?’, hypotheses 3a, 3b, 4a, and 4b 

were tested. Academics with higher perceived satisfied Need were more likely to report 

an RPC orientation (Hypothesis 3a). However, academics with higher perceived 

satisfied Need were not less but more likely to have a TPC orientation (Hypothesis 3b).  

As described earlier, individuals’ internal interpretations (Sparrow & Cooper, 

1998) have an influence on their contract orientation in the employment relationship. 

As academics’ Need is fulfilled by their job, it supports the positive and connected 

relationship between the university and academics (Ahmad et al., 2013; Neubauer et 

al., 2018). Furthermore, as academics’ Need is fulfilled by the intrinsically rewarding 

academic job (Shin & Jung, 2014), it facilitates the economic-based relationship 

between the university and academics. Thus, academics drew on both RPC and TPC 

orientations in the employment relationship (Baxter & Braithwaite, 2008; Baxter & 

Montgomery, 1996; Conway & Briner, 2009; De Cuyper et al., 2008) as their need for 
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competence was satisfied by the job. This finding, combined with the earlier finding 

for fit in AWL provide solid support that individuals are unlikely to exhibit either RPC 

or TPC orientation in its pure form (Conway & Briner, 2009; De Cuyper et al., 2008; 

O’Donohue et al., 2014). The results also provide partial support to the specific finding 

in phase two of Study 1, in which some Australian and Malaysian academics described 

their contract with their university as a hybrid contract (Coyle-Shapiro & Kessler, 2000).  

Hypothesis 4a was supported, where RPC orientation fully mediated the 

relationships between academics with perceived satisfied Need and burnout and 

engagement experiences. Through RPC orientation, both Australian and Malaysian 

academics with a perceived satisfied Need were more engaged and less burnt-out. This 

is in line with the observation by other researchers that fulfillment of need has a positive 

effect on individual well-being, and behavioural, and psychological outcomes (Ahmad 

et al., 2013; Deci & Ryan, 2000; Neubauer et al., 2018).  

Hypothesis 4b was partially supported, where TPC orientation in the academics 

almost fully mediated the relationships between satisfied Need and burnout and 

engagement. Through TPC orientation, academics with perceived satisfied Need were 

less engaged and more burnt-out (in terms of reduced level of PE and increased level 

of CY). It seems the positive effects between perceived need for competence and 

engagement are reduced if academics have a transactional-oriented or instrumental 

approach to their relationship with their university. In summary, satisfied need for 

competence predicted burnout (in terms of levels of PE, EX, and CY) and engagement 

experiences through the mediating mechanism of RPC orientation in the academics. 

Satisfied need for competence also predicted burnout (in terms of levels of PE and CY) 

and engagement experiences through the mediating mechanism of TPC orientation in 

the academics.  
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Although no previous studies have directly examined the relationships insofar 

as the variables in Chapter Five (workplace RPC and TPC orientations, burnout and 

engagement experiences, fit in AWL, and satisfied Need) were concerned, these 

variables share theoretical overlays in some ways as reviewed earlier. These theoretical 

overlays have been further reinforced, albeit the appearance of the counter-intuitive 

negative coefficients in the results (section 5.8), with some of the theorised 

relationships receiving full or partial support (for summarised PROCESS output results, 

see Appendix 5.3) based on the above findings. To more fully explore the theorised 

relationships within Study 2, harmonious and obsessive passion orientations, which 

emerged as another theme in Study 1, are investigated in the next chapter.  
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Chapter Six: Study 2 (Part 2) – A quantitative study to investigate factors 
affecting Australian and Malaysian academics’ perceived workplace burnout 

and engagement experiences with the focal mediating variable of passion 
orientation towards work activities 

 

 Chapter Six builds on Chapter Five to further investigate the nature and causes 

of Australian and Malaysian academics’ workplace burnout and engagement 

experiences. To be specific, academics’ passion orientation towards work activities 

(harmonious or obsessive) are investigated as the mediating mechanisms in these 

relationships. This chapter together with Chapter Five aim to quantitatively confirm 

and extend the inductive research findings that emerged from the interviews in Study 

1, with a particular focus on the salient role of passion orientation. Similar to Chapter 

Five, this chapter also investigates the additional constructs of areas of worklife 

alignment and academics’ need for job competence as potential factors affecting 

academics’ burnout and engagement experiences and whether there are differences for 

Australian and Malaysian academics.  

Existing research shows a particular passion orientation towards work activities 

can lead to positive or negative affects, which can implicate individual workplace well-

being (e.g., Moeller, Keiner & Grassinger, 2015; Vallerand et al., 2003; Vallerand, 

2012). This means individuals’ involvement in work activities, whether autonomously 

(harmoniously) or non-autonomously (obsessively) passionate (Burke, Astakhova & 

Hang, 2015; Vallerand et al., 2003) are thought to further implicate individuals’ 

positive or negative emotions, affecting their workplace burnout and engagement 

experiences (Burke & Fiksenbaum, 2009; Vallerand, Paquet, Phillippe & Charest, 

2010; Zigarmi, Nimon, Houson, Witt & Diehl, 2009). The current research is cognizant 

of the fact that harmonious-oriented passion does not necessarily always lead to positive 

outcomes, while obsessive-oriented passion does not necessarily always lead to 

negative outcomes. Burke et al. (2015) found that Russian employees with higher levels 
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of obsessive-oriented passion were more likely to report positive workplace outcomes 

such as job satisfaction and occupational commitment due to high masculinity index in 

Russia; and Russian employees with higher levels of harmonious-oriented passion 

reduced their involvement in organisational citizenship behaviour due to the need to 

maintain a healthy work balance in Russia.  

Study 2 proposes that individual differences (e.g., Agarwal & Gupta, 2018; 

Schaufeli, 2016; Vallerand et al., 2003; Xanthopoulou et al., 2012) in areas of worklife, 

need for competence, and passion orientation explain differences in workplace burnout 

and engagement experiences for Australian and Malaysian academics. More 

specifically, Study 2 predicts that passion orientation mediates the influence of fit in 

areas of worklife and satisfied need for competence on workplace burnout and 

engagement. 

Chapter Six addresses the more specific research question two: To what extent 

are Australian and Malaysian academics’ workplace burnout and engagement 

experiences a function of their harmonious or obsessive passion orientation towards 

work activities, fit in areas of worklife, and satisfied need for competence? To answer 

this, the following sub-questions are tested:  

1. Does fit in areas of worklife predict burnout and engagement for Australian and 

Malaysian academics with passion orientation towards work activities as the focal 

mediating variable? 

2. Does satisfied need for competence predict burnout and engagement for Australian 

and Malaysian academics with passion orientation towards work activities as the 

focal mediating variable? 

6.1 Passion orientation towards work activities  
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The findings of Study 1 indicated that job passion in both Australian and 

Malaysian academics had an influence on their workplace burnout and engagement 

experiences. The findings demonstrated these academics identified strongly with their 

academic profession through job passion. This is in line with the claim that ‘Passion is 

not a luxury, a frill, or a quality possessed by just a few teachers. It is essential to all 

good teaching’ (Day, 2004, p.11). Passion is highly prevalent in the teaching realm as 

the profession requires individual dedication to stay committed despite demanding 

work conditions (Carbonneau et al., 2008). In Study 1, both Australian and Malaysian 

academics regularly expressed their passion in doing research- and/or teaching-related 

activities and these activities brought about their positive and negative workplace 

experiences. A well-expressed quote from Study 1 relating to this is: ‘You cannot last 

very long in this job unless you’re passionate in what you do. So fundamentally, you 

cannot be an effective teacher or you cannot be an effective researcher... if you enjoy 

what you do, you’ll be very good in what you do (Interview A3)’.  

6.1.1 Types of passion orientation towards work activities 

Vallerand (2015) and Vallerand et al. (2003) conceptualise passion as an 

individual’s strong preference towards an activity that is joyful and fulfilling to them. 

Passion mirrors an individual’s investment of time and energy in activities that they 

like and are important to them. It is a motivational concept, which captures individuals’ 

affective and cognitive elements. Ho and Astakhova (2018) contended that passion is 

non-existent in the event one of these elements is absent. Passion is also said to be 

relatively stable and influential although it is activity-specific and encompasses 

individual strong inclination towards an activity. From the observations in Study 1, 

Study 2 investigates in more detail, the role of passion orientation towards work 

activities as a mediating mechanism between the independent variables of fit in areas 



	

	 	 170 

of worklife and satisfied need for competence and the dependent variables of workplace 

burnout and engagement experiences. Notably, the findings in Study 1 indicated 

passion orientation towards work activities might operate differently, in terms of its 

impact on burnout and engagement for Malaysian and Australian academics. The aim 

of this chapter is to investigate these differences in more detail and to find out if these 

differences in Study 2 would be consistent with the traditional view that, harmonious-

oriented passion orientation leads to positive outcomes (increased level of engagement), 

while obsessive-oriented passion orientation leads to negative outcomes (increased 

level of burnout). 

In the literature of workplace passion, there are two essential types of passion, 

namely, harmonious and obsessive (Carbonneau et al., 2008; Vallerand et al., 2003). 

For harmonious passion, an activity integrates into individual identity and provides a 

sense of desire and purposefulness, not interfering with individuals’ other life domains. 

Harmonious passion is without external contingencies, such as rewards and feelings of 

social acceptance or self-esteem. Putting these together, harmonious passion 

autonomously and voluntarily integrates into individual identity (Ho & Astakhova, 

2018), and thus individuals are likely to experience positive emotions because they are 

able to juggle between workplace and personal life domains and commitments (Ho, 

Kong, Lee, Dubreuil & Forest, 2018; Moeller et al., 2015).  

Obsessive passion is also about individual liking for an activity. However, 

obsessive passion compels individuals to pursue an activity at the expense of other life 

domains. The activity is important because it comes with some contingencies, pressures, 

or outcomes (Briki, 2017; Ho & Astakkhova, 2018). Vallerand (2015) postulated that 

individuals with an obsessive passion tend to pursue the important activity in a 

protective and rigid manner, and thus they are less likely to fully experience positive 
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emotions in spite of their like for the activity, causing conflicts when individuals are 

hindered from pursuing other non-workplace obligations.   

6.2 Relationships between areas of worklife, passion orientation towards work 

activities, burnout, and engagement  

This section discusses the relationships between areas of worklife, harmonious 

and obsessive passion orientations, burnout, and engagement in academics. To reiterate, 

the established relationship between fit in areas of worklife and burnout and 

engagement is well-documented in Leiter’s (2008) model. However, it is noteworthy 

that the drivers of passion remain mostly untapped, and that the functioning effects of 

each passion remain unknown (Ho et al., 2018). Putting the pieces together, Study 2 

advances the extant literature by positioning passion orientation as a focal mediator to 

explore the link between areas of worklife and burnout and engagement.  

The extent to which individuals perceive congruence with their contextual 

characteristics of worklife may determine their passion orientation. The rationale 

behind this is that, when individuals’ areas of worklife are congruent, individual 

workplace identities and sense of volition and purposefulness become enhanced and 

unreservedly integrate with other life domains. This integration promotes individuals’ 

harmonious type of passion, because worklife congruence enables them to perceive on-

going experiences with openness and accurate interpretations without distortion 

(Hodgins & Knee, 2002; Schellenberg, Bailis & Mosewich, 2016; Vallerand, 2010). 

Relevant quotes from Study 1 include: ‘I really enjoy the teaching and the research, 

and for me, this is my sort of ideal job (Interview A8)’, ‘I really love research and I 

love the environment that encourages new knowledge and critical evaluation (Interview 

A9)’, and ‘I really love my job and (the university) is a great place to work at ..my 
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seniors and my peers, because they’re very cooperative.. I think it’s very good, very 

supportive (Interview M16)’. 

Individual persistence stemming from affective and cognitive appraisals of 

various work environments can result in consistent work intentions and behaviours 

(Zigarmi et al., 2009). However, individuals’ effort to achieve congruence from 

incongruence in worklife may manifest in individuals’ obsessive manner to maintain 

self-esteem. If they achieve congruence in worklife, however, their obsessive manner 

may eventually manifest in a harmonious manner, suggesting individuals’ likelihood for 

an obsessive-oriented passion decreases in the event of perceived congruence in 

worklife. More typically though, individuals with obsessive-oriented passion harbour 

and ruminate about work-related failures. These individuals also tend to interpret on-

going experiences inaccurately with the goal to maintain self-worth (Vallerand, 2010). 

In line with this nuanced cognitive consistency reasoning, it is suggested that academics 

with perceived congruence with areas of worklife would be less likely to report 

obsessive type of passion towards work activities. Relevant quotes from Study 1 

include: ‘Sometimes people have passion to do work and then they do everything they 

want to do because of the passion but they forget about the KPI about the job 

specification (Interview M1)’, and ‘I take it positively in terms of the job demands and 

requirements that sometimes require me to work long hours (Interview M7)’.  

Hypothesis 1a: Fit in areas of worklife is positively related to harmonious 

passion orientation towards work activities. 

Hypothesis 1b: Fit in areas of worklife is negatively related to obsessive passion 

orientation towards work activities. 

An extensive review of the literature reveals no studies to date have examined 

the mediating roles of harmonious- and obsessive-oriented passion for the specific 
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relationships between areas of worklife and burnout and engagement. Yet, this chapter 

argues that there are theoretical connections between these constructs with passion 

orientation. Critically, fit in AWL and passion orientation constructs share a conceptual 

overlay, both being motivational states that drive individual involvement in work-

related activities. Explicitly, fit in AWL relates to individuals’ alignment with 

workplace domains of autonomy, community, fairness, reward, value, and workload; 

and passion orientation relates to individuals’ investment of time and energy in the liked 

and important work activities. These relations have an influence over individuals’ 

intensity of work involvement.  

Studies have evidenced that incongruence and congruence in areas of worklife 

predicted burnout and engagement, respectively (e.g., Leiter, 2008; Brom et al., 2015). 

Furthermore, harmonious passion predicted adaptive outcomes and positive well-being, 

while obsessive passion predicted maladaptive outcomes and negative well-being 

occasionally (e.g., Schellenberg et al., 2016; Lalande et al., 2017). Therefore, 

delineating these constructs as well as the mechanisms through which they relate to 

each other, informs researchers on how they are conceptually and empirically distinct 

but yet connected. Supporting this notion, it is posited that academics with perceived 

congruence with areas of worklife would be related to burnout and engagement through 

the linking mechanism of harmonious and obsessive passion orientations. Relevant 

quotes in Study 1 highlighting this include: ‘It’s the interest and my passion, I think … 

even though it’s really making me frustrated sometimes (Interview M13)’ and ‘too much 

of it is not very good because we will lose our personal time, especially that will 

influence our relationship with our family members (Interview M20)’.  

Hypothesis 2a: Harmonious passion orientation towards work activities 

mediates the relationship between fit in areas of worklife, burnout, and 
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engagement, such that the relationship is negative for burnout and positive for 

engagement.  

Hypothesis 2b: Obsessive passion orientation towards work activities mediates 

the relationship between fit in areas of worklife, burnout, and engagement, such 

that the relationship is positive for burnout and negative for engagement. 

6.3 Relationships between need for competence, passion orientation towards work 

activities, burnout, and engagement 

This section expounds on the relationships between need for competence, 

harmonious and obsessive passion orientations towards work activities, burnout, and 

engagement in academics. To restate, need for competence also emerged as a theme in 

Study 1 to explain the relationship between workplace experiences of burnout and 

engagement for Australian and Malaysian academics.  

Lalande et al. (2017) asserted that not many studies have considered the role of 

need satisfaction in individual type of passion for activities. It is argued in the literature 

that, to the extent to which individuals’ need is fulfilled, they will be expected to 

autonomously internalise the work activity into their identity, thereby experiencing a 

harmonious-oriented passion (Ho et al., 2018; Lalande et al., 2017). It is reasoned that, 

passionate individuals will engage regularly in activity to gain task mastery and feelings 

of personal competence, and thus provide them with positive emotions (Deci & Ryan, 

1994; Ho & Pollack, 2014). Building on this premise, individuals may also become 

fixated and rigid towards persisting in the activity, as a form of compensatory striving 

for fulfilling the need, thereby experiencing an obsessive-oriented passion (Lalande et 

al., 2017). Therefore, these individuals are less likely to be proactive in taking on 

challenging tasks, which may reflect their lower levels of competence, affecting 

associating rewards linked to work performance.  
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Excerpts from the findings in Study 1 to demonstrate the association between 

Australian and Malaysian academics’ satisfied need for competence and passion 

orientation include: ‘There’s still a lot more research that I want to do, that I need to 

do. And I’d certainly always want to be teaching throughout my career … (Interview 

A8)’, and ‘I’m very aware of it that you can be doing things, an exciting research 

project, but at the same time, you’re so exhausted .. it’s mostly on my own … just (my) 

high expectations of (myself) to continue the work that I’m doing (Interview A9)’. Thus, 

it is hypothesised that:  

Hypothesis 3a: Satisfied need for competence is positively related to 

harmonious passion orientation towards work activities. 

Hypothesis 3b: Satisfied need for competence is negatively related to obsessive 

passion orientation towards work activities. 

The literature suggests that, the extent to which an individual’s need to feel 

competent and effective in their work-related activity is satisfied, determines the 

likelihood of the individual’s orientation towards a harmonious or an obsessive passion. 

This partly depends on how individuals value the activity in terms of levels of 

importance and liking. Scholars have generally noted the pivotal effects of job passion 

on workplace experiences of burnout and engagement (e.g., Birkeland & Buch, 2015; 

Ho & Astakhova, 2018; Schellenberg et al., 2016; Trepanier, Fernet, Austin, Forest & 

Vallerand, 2014). The autonomous feature of a harmonious-oriented passion facilitates 

individuals’ greater affective and positive emotions and concentration during their 

engagement in workplace activities (Ho et al., 2018; Schellenberg et al., 2016). On the 

other hand, an obsessive-oriented passion thwarts individuals’ cognitive process to 

accurately interpret their work environments and elicit more negative emotions and 

distress, as they derive work pleasure from external outcomes and associated rewards 
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(Schellenberg et al., 2016; Vallerand, Houlfort & Forest, 2014; Vallerand, 2015), and 

thus disrupting their workplace well-being (Vallerand, 2010). Thus, it is hypothesised 

that:  

Hypothesis 4a: Harmonious passion orientation towards work activities 

mediates the relationship between satisfied need for competence, burnout, and 

engagement, such that the relationship is negative for burnout and positive for 

engagement.   

Hypothesis 4b: Obsessive passion orientation towards work activities mediates 

the relationship between satisfied need for competence, burnout, and 

engagement, such that the relationship is positive for burnout and negative for 

engagement. 

6.4 Moderating role of country on areas of worklife and passion orientation 

towards work activities 

This chapter directly assesses the moderating effect of national country on the 

relationships between fit in areas of worklife on academics’ passion orientation towards 

work activities. Burke et al. (2015) contended that cross-national differences in passion 

studies are worth noting, as research on passion in Eastern nations lags behind. 

Therefore, passion research in diverse national contexts is needed to expand the theory 

on passion to inform whether or not passion-related relationships are generalisable or 

nation-specific (Ho et al., 2018).  

The heavily-regulated higher education sector in Australia and Malaysia is 

undergoing turbulence due to a fast-growing operating landscape. It is particularly 

germane to disentangle how academics in these nations manifest in harmonious- and 

obsessive-oriented passion, as these orientations produce unique workplace outcomes. 

Moreover, theories of cultural relativity propose that individuals’ passion orientation 
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vary across individualist and collectivist societies (Curran, Hill, Appleton, Vallerand & 

Standage, 2015). Individualism prevails in Australia, allowing for individuals’ self-

interest and individuals’ assertiveness and independence in the workplace (Hofstede, 

2001; Winter, 2017). Individuals also expect their workplace contribution to be 

rewarded immediately (Thomas et al., 2003). Thus, it is argued in this chapter that, this 

national context (that is highly individualistic) would lead to the encouragement of 

individual obsessive-oriented passion. Meanwhile, collectivism prevails in Malaysia, 

reflecting a cultural norm of individuals’ interdependence and subordination in a larger 

social network (Markus & Kitayama, 1991). Individuals also tolerate workplace 

inequality and do not expect immediate rewards for their work effort (Thomas et al., 

2003). Thus, it is argued in this chapter that, this national context (that is highly 

collectivistic) would make possible the manifestation of individual harmonious-

oriented passion. Hence, the following hypotheses are devised:    

Hypothesis 5a: Country moderates the relationship between fit in areas of 

worklife and harmonious passion orientation towards work activities, such that 

the relationship is stronger for Malaysian academics than Australian 

academics.  

Hypothesis 5b: Country moderates the relationship between fit in areas of 

worklife and obsessive passion orientation towards work activities, such that 

the relationship is stronger for Australian academics than Malaysian 

academics.  

Based on the above, it has been hypothesised that i) fit in areas of worklife and 

ii) satisfied need for competence impact on harmonious and obsessive passion 

orientations towards work activities in academics (Hypotheses 1a, 1b, 3a, and 3b). 

Furthermore, it has been proposed that harmonious and obsessive passion orientations 
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act as the mediators by which i) fit in areas of worklife and ii) satisfied need for 

competence link to academics’ workplace experiences of burnout and engagement 

(Hypotheses 2a, 2b, 4a, and 4b). Then, it has been predicted that country presents as an 

important moderator in the relationships between fit in areas of worklife and 

harmonious and obsessive passion orientations in academics (Hypotheses 5a and 5b). 

This relationship suggests a moderated mediation model. To fully capture all 

relationships of the model, additional hypotheses (6a and 6b) are thus formulated. They 

indicate the expected indirect effects of fit in areas of worklife on academics’ workplace 

experiences of burnout and engagement through harmonious and obsessive passion 

orientations, respectively. Figures 6.1 and 6.2 represent the guiding hypothesised 

models in this chapter. 

Hypothesis 6a: Fit in areas of worklife is related to burnout and engagement 

through indirect effects such that the relationship between fit in areas of 

worklife and burnout and engagement will be moderated by country and 

mediated by harmonious passion orientation towards work activities. 

Hypothesis 6b: Fit in areas of worklife is related to burnout and engagement 

through indirect effects such that the relationship between fit in areas of 

worklife and burnout and engagement will be moderated by country and 

mediated by obsessive passion orientation towards work activities.  

 
Figure 6.1: Hypothesised Moderated Mediation Model 2a: Effect of Fit in Areas on 
Worklife on Burnout and Engagement Experiences through Passion Orientation by 
Country. 
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Figure 6.2: Hypothesised Mediation Model 2b: Effect of Satisfied Need for 
Competence on Burnout and Engagement Experiences through Passion Orientation. 
 

6.5 Method 

Recall in Chapter Five that Study 2 reported a total sample of 396 academics, 

203 were Australian (54 males; 149 females) and 193 were Malaysian (128 males; 65 

females). To facilitate the parametric univariate and multivariate analyses, Study 2 

employed the multistage sampling approach (proportionate stratified random sampling 

followed by simple random sampling). LimeSurvey was used to administer the 

electronic surveys, while returned mail surveys were retained by the researcher for data 

entry purposes. Also recall that Chapter Five discussed the various scales employed in 

Study 2, namely, the Maslach Burnout Inventory (MBI), the Utrecht Work Engagement 

Scale (UWES), the Psychological Contract Scale, the Areas of Worklife (AWL) Scale, 

and the Work-Related Basic Need Satisfaction Scale. This chapter discusses the 

measure of Passion Towards Work Scale (PTWS).  

6.5.1 Measure 

The PTWS by Vallerand and his colleagues (2003) assesses two types of 

passion, namely, harmonious- and obsessive-oriented passion with six items for each 

type. Each item is responded to on a 7-point Likert scale ranging from 1 (Not Agree At 

All) to 7 (Very Strongly Agree). A sample item for harmonious passion (HP) is: ‘My 

work is in harmony with the other activities in my life’, and for obsessive passion (OP) 

is: ‘I have almost an obsessive feeling for my work’. Previous studies that have used the 
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PTWS in relation to a variety of activities, have validated the psychometric properties 

of the scale in terms of the bi-factorial structure (e.g., Carbonneau et al., 2008; Castelda, 

Mattson, MacKillop, Anderson & Donovick, 2007; Vallerand et al., 2003; Vallerand, 

2010).  

6.6 Results 

6.6.1 Correlation analyses 

A series of Pearson correlation coefficients were calculated to examine the 

bivariate relationships among the variables relating to passion orientation in Study 2 

(Hair et al., 2016). Separate correlations are shown for the total sample (n = 396), 

Australian (n = 203), and Malaysian (n = 193) academics (see Tables 5.2a and 5.2b). A 

multicollinearity check also showed that the variables have observed coefficient values 

of less than .90 with each other (Bollen, 2011).  

As shown in Table 5.2a, the correlations between areas of worklife (AWL) and 

harmonious passion (HP) and obsessive passion (OP) were significantly positive for 

the total sample. This indicates that higher reported fit in AWL predicted higher levels 

of HP and OP for the total sample, providing preliminary support for hypothesis 1a but 

not for hypothesis 1b. A closer inspection of Table 5.2b indicates that these 

relationships held for Australian academics. For Malaysian academics, perceived fit in 

AWL was significantly positively correlated with OP, but uncorrelated with HP. These 

results indicate that Australian academics with perceived fit in AWL reported 

significantly greater HP (r = .32, p < .01) and OP (r = .37, p < .01) orientations, while 

Malaysian academics with perceived fit in AWL reported significantly greater OP (r 

= .61, p < .01) orientation only.  

Based on Tables 5.2a and 5.2b, the correlations between Need and HP and OP 

were significantly positive for the total sample and both Australian and Malaysian 
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academics, meaning higher reported satisfied Need predicted higher levels of HP and 

OP for both Australian and Malaysian academics, providing preliminary support for 

hypothesis 3a but not for hypothesis 3b. These results also indicate both Australian and 

Malaysian academics with higher satisfied Need were more likely to report higher HP 

(AU: r = .24, p < .01; MY: r = .27, p < .01) and OP (AU: r = .31, p < .01; MY: r = .33, 

p < .01) orientations.  

Tables 5.2a and 5.2b also show that there was a positive relationship between 

HP and levels of engagement (ENG) and professional efficacy (PE) for the total sample 

(ENG: r = .48, p < .01; PE: r = .29, p < .01) and separately for Australian (ENG: r = .45, 

p < .01; PE: r = .16, p < .05) and Malaysian (ENG: r = .57, p < .01; PE: r = .50, p < .01) 

academics. There were negative correlations between HP and levels of exhaustion (EX) 

and cynicism (CY) for the total sample (EX: r = -.49, p < .01; CY: r = -.41, p < .01) 

and separately for Australian (EX: r = -.52, p < .01; CY: r = -.43, p < .01) and Malaysian 

(EX: r = -.44, p < .01; PE: r = -.36, p < .01) academics. These results suggest that, 

reported HP predicted higher levels of ENG and PE and lower levels of EX and CY for 

both Australian and Malaysian academics. OP was uncorrelated with level of ENG but 

negatively correlated with level of PE for the total sample and Australian academics (r 

= -.27, p < .01). This correlation did not hold for Malaysian academics. OP was also 

positively correlated with levels of EX and CY for the total sample (EX: r = .13, p 

< .05; CY: r = .26, p < .01). A closer inspection of Table 5.2b indicates that these 

relationships held for Malaysian academics (EX: r = .17, p < .05; CY: r = .16, p < .05); 

whereas OP was positively correlated with level of CY (r = .27, p < .01) only for 

Australian academics. These results suggest that, reported OP predicted higher levels 

of EX and CY for Malaysian academics, while reported OP predicted higher level of 

CY for Australian academics.  
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Similar to Chapter Five, it is again noted that further checks were performed on 

academics’ responses for the reverse-coded items in AWL and Need. However, the 

unexpected counter-intuitive correlations involving these items remained correct. Thus, 

the bivariate correlations of the selected variables in this chapter generally justified as 

well as countered the proposed relationships among the variables in the models. The 

correlations also partially supported the proposed - relationships and that there might 

be differences depending on the country of practice. Study 2 argued that academics’ 

perceived fit in AWL and satisfied Need would be indirectly related to their levels of 

ENG, PE, EX, and CY through the orientation mechanism of passion. Overall, the 

findings of the above correlational analyses necessitated further analyses of the 

mediation and moderation effects of passion orientation. 

6.6.2 Moderated mediation analyses of the effects of fit in areas of 

worklife on academics’ perceived workplace burnout and engagement experiences 

with country as the moderator and harmonious and obsessive passion orientations 

towards work activities as the mediators 

This section presents findings from moderated mediation analyses conducted 

using the PROCESS macro based on the similar procedure described in Chapter Five. 

As shown in Figure 6.1, in this series of analyses, the two mediating variables are 

harmonious (HP) and obsessive (OP) passion orientations towards work activities with 

fit in areas of worklife (AWL) as the independent variable. The moderating variable is 

country (Australia or Malaysia). Similar to Chapter Five, this chapter also performed 

supplemental analyses controlling for the effects of the demographic variables. The 

results of the supplemental analyses were nearly identical to the results when the 

demographic variables were not entered as covariates. Hence, this chapter reports only 

the results from PROCESS outputs without controlling for age, ethnicity, gender, and 
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tenure. Separate PROCESS outputs using model 7 (Preacher et al., 2007) for each 

dependent variable (or dimension), representing workplace burnout (EX, exhaustion; 

CY, cynicism; and PE, professional efficacy) and engagement (ENG) experiences (see 

sections 5.6.3.1 and 5.6.3.2 and Figure 6.1), are presented below.  

6.6.2.1 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between fit in areas of worklife and level of 

engagement 

In line with the model shown in Figure 6.1, the effects of fit in AWL on 

level of ENG through HP and OP orientations in Australian and Malaysian academics 

were assessed. As shown in Table 6.1a, consistent with hypothesis 1a, academics with 

perceived fit in AWL were more likely to have a greater HP orientation (B = .43, p 

= .00). Interestingly, academics with perceived fit in AWL were also more likely to 

have a greater OP orientation (B = .56, p = .00). Thus, hypothesis 1b was not supported. 

In partial support of hypothesis 2a, results of the simple mediation analyses showed the 

indirect effect of perceived fit in AWL on level of ENG operating through HP 

orientation was significantly positive for Australian academics (q = .20), but not 

significant for Malaysian academics. Hypothesis 2b was not supported as the results for 

the indirect effect of perceived fit in AWL on level of ENG operating through OP 

orientation was not significant for either Australian or Malaysian academics (AU: q  = 

-.03; MY: q = -.05). Thus, regarding the influence of fit in AWL on level of ENG, HP 

orientation was a significant mediator for Australian academics only, while OP 

orientation was not a significant mediator for either Australian or Malaysian academics.  

To understand when or under what circumstances academics’ teaching 

country would affect the relationships between fit in AWL and HP and OP orientations, 

moderation analysis was deemed an appropriate analytical strategy (Hayes. 2017). 
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Results in Table 6.1a revealed that the interaction effects between fit in AWL and HP 

and OP orientations were significant (HP: B = -.64, p = .00; OP: B = .50, p = .00). 

Figures 6.3 and 6.4 show the indirect effects of the interaction between fit in AWL and 

HP and OP orientations, respectively. The interaction effect between fit in AWL and 

HP orientation (Figure 6.3) was significantly positive for Australian academics (q 

= .43), and not significant for Malaysian academics. Thus, hypothesis 5a was partially 

supported. The steeper slope for Australian academics, shows how working in an 

Australian university context compared to working in a Malaysian university context 

strengthens the positive relationship between fit in AWL and HP orientation. 

Hypothesis 5b was also partially supported as the interaction effect between fit in AWL 

and OP orientation (Figure 6.4) was significantly positive for both Australian and 

Malaysian academics (AU: q = .56; MY: q = 1.07). The steeper slope for Malaysian 

academics when compared with Australian academics, suggests a larger effect in how 

working in a Malaysian university context strengthens the positive relationship between 

fit in AWL and OP orientation. The overall index of moderated mediation in Table 6.1a 

shows the significant effect of perceived fit in AWL on academics’ level of ENG 

operated through the mediating mechanism of HP orientation and was dependent on 

academics’ teaching country. This is demonstrated by the significant bootstrapped CIs 

[-.48, -.14] (not spanning zero), and thus hypothesis 6a was supported. However, 

hypothesis 6b was not supported, as the CIs for the overall index of moderated 

mediation for effect of perceived fit in AWL on academics’ level of ENG operated 

through the mediating mechanism of OP orientation and was moderated by academics’ 

teaching country, straddled zero [-.07, .02].  
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Figure 6.3. A Visual Representation of the Moderation of the Effect of Fit in Areas of 
Worklife on Harmonious Passion Orientation towards Work Activities by Country.  
 

 
Figure 6.4. A Visual Representation of the Moderation of the Effect of Fit in Areas of 
Worklife on Obsessive Passion Orientation towards Work Activities by Country.  
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Table 6.1a: Fit in Areas of Worklife to Harmonious and Obsessive Passion Orientations 
towards Work Activities to Level of Engagement moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Mediator variable model:  
(i) HP 

Constant   4.37(.07)  4.23, 4.51  61.45(392) .00 
AWL   .43(.08)   .27, .59   5.20(392) .00 
Country  -.20(.10)  -.41, .01  -1.91(392) .06 
AWL x Country -.64(.15)  -.92, -.35  -4.33(392) .00 

 
(ii) OP 

Constant   3.49(.07)  3.35, 3.64  47.06(392) .00 
AWL   .56(.09)   .39, .73   6.52(392) .00 
Country  .05(.11)   -.16, .27  .50(392) .62 
AWL x Country .50(.15)   .20, .81   3.30(392) .00 

 
Independent variable model: ENG 

Constant  2.89(.20)  2.50, 3.27  14.67(392) .00 
AWL   -.33(.06)  -.44, -.21  -5.72(392) .00 
HP   .47(.04)   .40, .55   12.38(392) .00 
OP   -.05(.04)  -.12, .03  -1.26(392) .21 

 
Indirect effects:  

(i) Moderation: AWL on HP (Figure 6.3) 
Australia   .43(.08)   .27, .59   5.20(392) .00 
Malaysia   -.21(.12)  -.44, .03  -1.70(392) .09 
 

(ii) Moderation: AWL on OP (Figure 6.4) 
Australia   .56(.09)   .39, .73   6.52(392) .00 
Malaysia   1.07(.13)  .82, 1.32  8.45(392) .00 
 

(iii) Mediation: AWL on ENG through HP  
Australia   .20(.05)   .10, .31  
Malaysia   -.10(.07)  -.23, .03 
 

(iv) Mediation: AWL on ENG through OP  
Australia   -.03(.03)  -.08, .02  
Malaysia   -.05(.05)  -.14, .04 
 

Indexes of moderated mediation:  
(i) HP 

   -.30(.09)  -.48, -.14 
 

(ii) OP 
   -.02(.02)  -.07, .02 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 
 

6.6.2.2 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between fit in areas of worklife and level of 

professional efficacy 
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Table 6.1b shows the results of the analysis examining the effects of fit in 

AWL on level of PE through HP and OP orientations in Australian and Malaysian 

academics. In terms of hypothesis 2a, results of the simple mediation analyses revealed 

the significant indirect effect of perceived fit in AWL on level of PE operated through 

HP orientation and was significantly positive for Australian academics (q  = .17), but 

not significant for Malaysian academics. Consistent with hypothesis 2b, the results 

showed the significant indirect effect of perceived fit in AWL on level of PE operated 

through OP orientation and was significantly negative for both Australian (q = -.07) 

and Malaysian (q = -.14) academics. These results mean HP orientation explained the 

increased effect between fit in AWL and level of PE for Australian academics only; 

while OP orientation explained the reduced effect between fit in AWL and level of PE 

for both Australian and Malaysian academics. The overall indexes of moderated 

mediation show the significant effects of perceived fit in AWL on academics’ level of 

PE operated through HP and OP orientations, and were moderated by academics’ 

teaching country. These are demonstrated by the significant bootstrapped CIs [HP: -.41, 

-.11; OP: -.13, -.01] (not spanning zero), which led to support for hypotheses 6a and 6b. 

Thus, regarding the influence of fit in AWL on level of PE, HP orientation was a 

significant mediator for Australian academics only, while OP orientation was a 

significant mediator for both Australian and Malaysian academics.  
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Table 6.1b: Fit in Areas of Worklife to Harmonious and Obsessive Passion Orientations 
towards Work Activities to Level of Professional Efficacy moderated by Country on a 
Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: PE 
Constant  3.67(.24)  3.21, 4.13  15.60(392) .00 
AWL   -.58(.07)  -.71, -.45  -8.55(392) .00 
HP   .40(.05)   .31, .49   8.68(392) .00 
OP   -.13(.04)  -.22, -.04  -2.87(392) .00 
 

Indirect effects:  
 (i) Mediation: AWL on PE through HP  

Australia   .17(.05)   .08, .27  
Malaysia   -.08(.06)  -.19, .03 
 

(ii) Mediation: AWL on PE through OP  
Australia   -.07(.03)  -.14, -.02  
Malaysia   -.14(.05)  -.24, -.03 
 

Indexes of moderated mediation:  
(i) HP 

   -.25(.08)  -.41, -.11 
 

(ii) OP 
   -.06(.03)  -.13, -.01 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 

 
6.6.2.3 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between fit in areas of worklife and level of 

exhaustion 

Table 6.1c shows the results of the analysis examining the effects of fit in 

AWL on level of EX through HP and OP orientations in Australian and Malaysian 

academics. In support of hypothesis 2a, results of the simple mediation analyses showed 

the significant indirect effect of perceived fit in AWL on level of EX operated through 

HP orientation and was significantly negative for Australian academics only (q = -.27). 

Consistent with hypothesis 2b, the results also showed the significant indirect effect of 

perceived fit in AWL on level of EX operated through OP orientation and was 

significantly positive for both Australian (q = .21) and Malaysian (q = .40) academics. 

These results mean HP orientation explained the reduced effect between fit in AWL 
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and level of EX for Australian academics only, while OP orientation explained the 

increased effect between fit in AWL and level of EX for both Australian and Malaysian 

academics. The indexes of moderated mediation show the significant effects of 

perceived fit in AWL on level of EX operated through HP and OP orientations, and 

were moderated by academics’ teaching country. These are demonstrated by the 

significant bootstrapped CIs [HP: .18, .62; OP: .06, .33]. Thus, hypotheses 6a and 6b 

were supported, meaning that the mediation effect of HP orientation on the relationship 

between fit in AWL and level of EX held for Australian academics only, while the 

mediation effect of OP orientation on the relationship held for both Australian and 

Malaysian academics.  

Table 6.1c: Fit in Areas of Worklife to Harmonious and Obsessive Passion Orientations 
towards Work Activities to Level of Exhaustion moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: EX 
Constant  5.46(.25)  4.96, 5.96  21.59(392) .00 
AWL   -.46(.07)  -.60, -.31  -6.24(392) .00 
HP   -.62(.05)  -.72, -.53  -12.64(392) .00 
OP   .37(.05)   .28, .47   7.77(392) .00 
 

Indirect effects:  
 (i) Mediation: AWL on EX through HP  

Australia   -.27(.06)  -.39, -.15  
Malaysia   .13(.09)   -.05, .31 
 

(ii) Mediation: AWL on EX through OP  
Australia   .21(.04)   .13, .30  
Malaysia   .40(.08)   .26, .56 
 

Indexes of moderated mediation:  
(i) HP 

   .40(.11)   .18, .62 
 

(ii) OP 
   .19(.07)   .06, .33 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 
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6.6.2.4 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between fit in areas of worklife and level of 

cynicism.  

Table 6.1d shows the results of the analysis examining the effects of fit in 

AWL on level of CY through HP and OP orientations in Australian and Malaysian 

academics. Results of the simple mediation analyses supported hypothesis 2a and 

showed the significant indirect effect of perceived fit in AWL on level of CY operated 

through HP orientation and was significantly negative for Australian academics (q = 

-.25), but non-significant for Malaysian academics. Consistent with hypothesis 2b, the 

results also showed the significant indirect effect of perceived fit in AWL on level of 

CY operated through OP orientation and was significantly positive for both Australian 

(q = .23) and Malaysian (q = .43) academics. These results mean HP orientation 

explained the reduced effect between fit in AWL and level of CY for Australian 

academics only, while OP orientation explained the increased effect between fit in 

AWL and level of CY for both Australian and Malaysian academics. The overall 

indexes of moderated mediation show the significant effects of perceived fit in AWL 

on level of CY operated through HP and OP orientations, and were moderated by 

academics’ teaching country. These are demonstrated by the significant bootstrapped 

CIs [HP: .17, .59; OP: .07, .36], and thus led to support for hypotheses 6a and 6b. 

Regarding the influence of fit in AWL on level of CY, HP orientation was a significant 

mediator for Australian academics only, while OP orientation was a significant 

mediator for both Australian and Malaysian academics. 
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Table 6.1d: Fit in Areas of Worklife to Harmonious and Obsessive Passion Orientations 
towards Work Activities to Level of Cynicism moderated by Country on a Path 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: CY 
Constant  4.87(.28)  4.32, 5.42  17.44(392) .00 
AWL   -.10(.08)  -.26, .06  -1.23(392) .22 
HP   -.59(.05)  -.70, -.48  -10.83(392) .00 
OP   .41(.05)   .30, .51   7.67(392) .00 

 
Indirect effects:  

 (i) Mediation: AWL on CY through HP  
Australia   -.25(.06)  -.38, -.14  
Malaysia   .12(.08)   -.04, .28 
 

(ii) Mediation: AWL on CY through OP  
Australia   .23(.05)   .14, .34  
Malaysia   .43(.09)   .27, .61 
 

Indexes of moderated mediation:  
(i) HP 

   .37(.11)   .17, .59 
 

(ii) OP 
   .20(.08)   .07, .36 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

AWL = mean-centred. 

 

6.6.3 Mediation analyses of the effects of satisfied need for competence on 

academics’ perceived workplace burnout and engagement experiences with 

harmonious and obsessive passion orientations towards work activities as the 

mediators 

This section presents findings from mediation analyses conducted using the 

PROCESS macro developed by Preacher et al. (2007). As shown in Figure 6.2, in this 

series of analyses, the two mediating variables are harmonious (HP) and obsessive (OP) 

passion orientations with satisfied Need for competence (Need) as the independent 

variable. Separate PROCESS outputs using model 4 (Preacher et al., 2007) for each 

dependent variable (or dimension), representing workplace burnout (EX, exhaustion; 

CY, cynicism; and PE, professional efficacy) and engagement (ENG) experiences (see 

sections 5.6.3.1 and 5.6.3.2 and Figure 6.2), are presented below.  
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6.6.3.1 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between satisfied need for competence and 

level of engagement 

In line with the model shown in Figure 6.2, the effects of satisfied Need on 

level of ENG through HP and OP orientations in Australian and Malaysian academics 

were assessed. From Table 6.1e, consistent with hypothesis 3a, satisfied Need was 

significantly positively associated with HP orientation (B = .24, p = .00). Inconsistent 

with hypothesis 3b, satisfied Need was also significantly positively associated with OP 

orientation (B = .40, p = .00). These results suggest that, academics with perceived 

satisfied need for competence were more likely to have HP and OP orientations. In 

support of hypotheses 4a and 4b, results of the simple mediation analyses revealed the 

significant indirect effects of perceived satisfied Need on level of ENG operated 

through both HP and OP orientations and were significantly positive and negative, 

respectively (q for HP: .12; q for OP: -.05). More specifically, the increased effect 

between perceived satisfied Need and level of ENG was partly attributed to HP 

orientation, while the reduced effect between perceived satisfied Need and level of 

ENG was partly attributed to OP orientation.  
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Table 6.1e: Satisfied Need for Competence to Harmonious and Obsessive Passion 
Orientations towards Work Activities to Level of Engagement 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Mediator variable model:  
(i) HP 

Constant   3.33(.18)  2.96, 3.69  18.04(394) .00 
Need   .24(.05)   .14, .34   4.83(394) .00 

 
(ii) OP 

Constant   2.15(.21)  1.74, 2.56  10.31(394) .00 
Need   .40(.06)   .29, .51   7.17(394) .00 

 
Independent variable model: ENG 

Constant  3.48(.21)  3.08, 3.89  16.84(392) .00 
Need   -.10(.04)  -.19, -.02  -2.40(392) .02 
HP   .48(.04)   .40, .56   12.01(392) .00 
OP   -.12(.04)  -.19, -.05  -3.41(392) .00 
 

Indirect effect:  
 Mediation: Need on ENG through HP and OP 

Total   .07(.03)   .00, .14 
HP   .12(.03)   .06, .18  
OP   -.05(.02)  -.09, -.02 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

6.6.3.2 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between satisfied need for competence and 

level of professional efficacy 

Table 6.1f shows the results of the analysis examining the effects of 

satisfied Need on level of PE through HP and OP orientations in Australian and 

Malaysian academics. Results of the simple mediation analyses supported hypotheses 

4a and 4b with significant indirect effects found for perceived satisfied Need on 

academics’ level of PE operated through both HP and OP orientations. These effects 

were significantly positive and negative, respectively (HP: q =: .10; OP: q =: -.10). 

More specifically, HP orientation explained the increased effect between perceived 

satisfied Need and level of PE, while OP orientation explained the reduced effect 

between perceived satisfied Need and level of PE.  
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Table 6.1f: Satisfied Need for Competence to Harmonious and Obsessive Passion 
Orientations towards Work Activities to Level of Professional Efficacy 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: PE 
Constant  4.77(.26)  4.27, 5.27  18.66(392) .00 
Need   -.20(.05)  -.31, -.10  -3.86(392) .00 
HP   .42(.05)   .32, .52   8.38(392) .00 
OP   -.26(.04)  -.34, -.17  -5.80(392) .00 
 

Indirect effect:  
 Mediation: Need on PE through HP and OP 

Total   .00(.03)   -.07, .06 
HP   .10(.03)   .05, .16  
OP   -.10(.02)  -.15, -.06 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

6.6.3.3 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between satisfied need for competence and 

level of exhaustion 

Table 6.1g shows the results of the analysis examining the effects of 

satisfied Need on level of EX through HP and OP orientations in Australian and 

Malaysian academics. Supporting hypotheses 4a and 4b, results of the simple mediation 

analyses revealed the indirect effects of perceived satisfied Need on level of EX 

operated through both HP and OP orientations. These effects were significantly 

negative and positive, respectively (HP: q =: -.14; OP: q =: .11). More specifically, HP 

orientation explained the reduced effect between perceived satisfied Need and level of 

EX, while OP orientation explained the increased effect between perceived satisfied 

Need and level of EX.  
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Table 6.1g: Satisfied Need for Competence to Harmonious and Obsessive Passion 
Orientations towards Work Activities to Level of Exhaustion 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: EX 
Constant  6.43(.26)  5.91, 6.95  24.32(392) .00 
Need   -.22(.05)  -.32, -.11  -3.95(392) .00 
HP   -.60(.05)  -.70, -.50  -11.60(392) .00 
OP   .29(.05)   .20, .38   6.28(392) .00 
 

Indirect effect:  
 Mediation: Need on EX through HP and OP 

Total   -.03(.04)  -.11, .06 
HP   -.14(.04)  -.22, -.07  
OP   .11(.03)   .07, .17 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

6.6.3.4 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between satisfied need for competence and 

level of cynicism 

Table 6.1h shows the results of the analysis examining the effects of 

satisfied Need on level of CY through HP and OP orientations in Australian and 

Malaysian academics. Supporting hypotheses 4a and 4b, results of the simple mediation 

analyses showed the significant indirect effects of perceived satisfied Need on level of 

CY operated through both HP and OP orientations. These effects were significantly 

negative and positive, respectively (HP: q =: -.14; OP: q =: .16). More specifically, the 

reduced effect between perceived satisfied need and level of CY was partly attributed 

to HP orientation, while the increased effect between perceived satisfied need and level 

of CY was partly attributed to OP orientation.  
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Table 6.1h: Satisfied Need for Competence to Harmonious and Obsessive Passion 
Orientations towards Work Activities to Level of Cynicism 
Outcome variables  aB/q(SE)  95% CI   t(df)    p 

Independent variable model: CY 
Constant  5.21(.28)  4.65, 5.77  18.39(392) .00 
Need   -.11(.06)  -.23, .00  -1.95(392) .05 
HP   -.57(.06)  -.68, -.46  -10.36(392) .00 
OP   .40(.05)   .31, .50   8.28(392) .00 

 
Indirect effect:  

 Mediation: Need on CY through HP and OP 
Total   .03(.05)   -.06, .12 
HP   -.14(.03)  -.21, -.07  
OP   .16(.03)   .10, .23 

Notes: n = 396. 
a
B (Unstandardised coefficient) for outcome variables and q (Effect) for indirect effects. Bootstrap sample size = 5000. 

Need = mean-centred. 

 

6.7 Discussion 

The major aim of Chapter Six was to further examine the factors and 

mechanisms of Australian and Malaysian academics’ workplace experiences of burnout 

and engagement and whether there were differences across the two groups in these 

relationships. Specifically, the extent to which the relationships were a function of their 

harmonious (HP) or obsessive (OP) passion orientation towards work activities, fit in 

areas of worklife (AWL), and satisfied need for competence (Need). Figures 6.1 and 

6.2 depict the overall predicted relationships between these constructs. This was 

addressed through two sub-questions.  

In addressing sub-question one: ‘Does fit in areas of worklife predict burnout 

and engagement in Australian and Malaysian academics with passion orientation 

towards work activities as the focal mediating variable?’, hypotheses 1a, 1b, 2a, 2b, 5a, 

5b, 6a, and 6b were tested. As theorised, academics with perceived fit in AWL were 

more likely to report a harmonious-oriented passion (Hypothesis 1a). Congruity with 

work environments produces positive experiences in individuals when it does not 

interfere with individuals’ other life domains. This supports previous research 

suggesting a fit in AWL stimulates the autonomous integration of individual identity 
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with work activities, and that they see a sense of purposefulness (Ho & Astakhova, 

2018; Vallerand, 2010). Contrary to hypothesis 1b, academics with perceived fit in 

AWL were not lower but higher in their level of obsessive-oriented passion. It is 

possible that perceived congruity with work environments compels individuals to strive 

to maintain the congruity that they become obsessed regarding activities in their work 

environments. Thus, academics with perceived fit in AWL drew on both HP and OP 

orientations towards work activities in the employment relationship (Baxter & 

Braithwaite, 2008; Baxter & Montgomery, 1996).  

In examining if HP and OP orientations functioned as mediating mechanisms 

in the relationships between fit in AWL and workplace burnout and engagement for 

academics, hypotheses 2a and 2b were tested and found to be partially supported. First, 

in terms of hypothesis 2a, there were notable differences between Australian and 

Malaysian academics. HP orientation mediated the expected relationships between fit 

in AWL and burnout and engagement for Australian academics, but not for Malaysian 

academics. Through HP orientation, congruity of work expectations in AWL was found 

to be negatively related to burnout and positively related to engagement (Leiter, 2008; 

Maslach & Leiter, 1997; Ray et al., 2013) for Australian academics. HP orientation 

helped explain the relationship between fit in AWL and increased engagement and 

reduced burnout (with positive effect on level of professional efficacy (PE) and 

negative effects on levels of exhaustion (EX) and cynicism (CY)) for Australian 

academics only. The purported linkage between job passion and engagement in 

previous preliminary research has typically held weak and mixed evidence (Ho et al., 

2011; Ho et al., 2018; Trepanier et al., 2014). This finding confirms in some ways that, 

individual harmonious-oriented passion encourages engagement.  

Second, in terms of hypothesis 2b, there were no differences between Australian 
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and Malaysian academics in the relationships, as OP orientation mediated the expected 

positive relationships between fit in AWL and burnout for both Australian and 

Malaysian academics. OP orientation helped explain the relationship between fit in 

AWL and increased burnout (with negative effect on level of PE and positive effects 

on levels of EX and CY) for both Australian and Malaysian academics. However, OP 

orientation did not mediate the expected negative relationship between fit in AWL and 

engagement. This is because obsessive-oriented passion was not related to engagement 

in the sampled academics in Study 2, as the two were not statistically related (see Tables 

5.2a, 5.2b, and 6.1a). Furthermore, corresponding to the purported linkage between 

passion and engagement, this finding clarifies in some ways that, individual obsessive-

oriented passion is unrelated to engagement, and is more related in terms of burnout. 

This means the increased effect between congruity of AWL and burnout (with negative 

effect on level of PE and positive effects on levels of EX and CY) was partly attributed 

to OP orientation for both Australian and Malaysian academics (Burke et al., 2015; 

Burke & Fiksenbaum, 2009; Vallerand, 2015).  

The outcomes in hypotheses 2a and 2b highlighted Australian academics with 

greater perceived fit in AWL drew on both HP and OP orientations. That is, Australian 

academics were both harmoniously and obsessively passionate towards their work 

activities. Academics teaching in Australian universities, potentially from diverse 

national backgrounds (albeit the statistically insignificant effect of ethnicity in section 

5.7.3), might have distinct affective and cognitive workplace appraisals of 

contingencies affecting their workplace outcomes. Potential appraisals of contingencies 

such as organisational support for work-life balance and individual value for family 

involvement and leisure, outside the scope of this research, would need to be taken into 

account to support this.  
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In the case of Malaysian academics, the null relationship in hypothesis 2a (for 

HP orientation as the mediator between fit in AWL and burnout and engagement) and 

supported relationship in hypothesis 2b (for OP orientation as the mediator between fit 

in AWL and burnout) were partly anticipated. From the findings of Study 1, Malaysian 

academics in a collectivist society appeared to be more agreeable in committing 

themselves for the success of their work-teams, school, and university (Snir & Harpaz, 

2009), and maintaining a communal and harmonious workplace atmosphere at both 

school and university levels. This, in turn, suppressed individuals’ manifestation of a 

harmonious-oriented passion at the job level, and encouraged their investment of an 

obsessive-oriented passion despite the positive effects of perceived fit in AWL. 

Although individuals who are obsessively passionate love their work activities, they 

feel coerced to engage in the passionate activities for self-validating and gaining social 

approval purposes (Curran et al., 2015).  

Hypothesis 5a received partial support as academics’ teaching country 

moderated the positive relationship between fit in AWL and HP orientation, but the 

relationship was salient for Australian academics only and not Malaysian academics. 

Hypothesis 5b was also partially supported as teaching in Australia and Malaysia 

positively influenced the relationship between fit in AWL and OP orientation, but the 

interaction effect was more salient for Malaysian than Australian academics. It is noted 

that Australian academics with perceived fit in AWL drew on both HP and OP 

orientations (hypotheses 2a and 2b). This means teaching in Australia intensifies, to a 

degree, the relationships between perceived fit in AWL and development of both 

harmonious- and obsessive-oriented passion in academics.  

Through the cultural lens of power distance, an explanation for these findings 

is that Australian academics are less restricted in their workplace exchanges. The low 
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power distance society in Australia allows for more individuals’ participation and 

discretion in how they carry out their work activities (Hofstede, 1983a; Offermann & 

Hellmann, 1997), which in turn induces the development of a harmonious-oriented 

passion. On the other hand, Malaysian academics in a high power distance society are 

more restricted in their workplace exchanges. The high power distance society in 

Malaysia expects individuals to obey orders without much discussion or input 

(Hofstede, 1983b; Neelankavil & Rai, 2014; Nunez, Mahdi & Popma, 2007), which in 

turn deters the development of a harmonious-oriented passion but intensifies, to a great 

degree, the development of an obsessive-oriented passion as a compensatory reaction 

(Ho et al., 2018). The outcome where Australian academics also reported an obsessive-

oriented passion towards work activities was partly anticipated. Australia is a diversely 

populated nation and individual workplace idiosyncrasies have to be accounted for, 

albeit the statistically insignificant effect of ethnicity in the sampled Australian 

academics in Study 2. This, again, warrants the need for a further exploration of other 

contingencies to better explain this specific relationship for Australian academics. 

Corresponding to Ho et al. (2018)’s claim, these findings clarify in some ways that, 

passion-related relationships are indeed nation-specific and not generalisable.  

Hypothesis 6a such that the indirect effect of fit in AWL on burnout and 

engagement was moderated by the teaching country and mediated by HP orientation. 

Australian academics with perceived fit in AWL were less likely to report burnout and 

more likely to report engagement through the mediating mechanism of HP orientation. 

Meanwhile, hypothesis 6b was partially supported as both Australian and Malaysian 

academics with perceived fit in AWL were more likely to report burnout through the 

mediating mechanism of OP orientation.  
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In addressing sub-question two: ‘Does satisfied need for competence predict 

burnout and engagement in Australian and Malaysian academics with passion 

orientation towards work activities as the focal mediating variable?’, hypotheses 3a, 

3b, 4a, and 4b were tested. Consistent with the assumed relationship in hypothesis 3a, 

academics with perceived satisfied need for competence were more likely to report a 

HP orientation. This outcome is in line with the scholarly claim that, individuals are 

expected to autonomously internalise work activities into their identity as their need for 

competence is fulfilled, thereby experiencing a harmonious-oriented passion (Ho et al., 

2018; Lalande et al., 2017). Contrary to hypothesis 3b, academics with perceived 

satisfied need for competence were not less likely but more likely to report an OP 

orientation. Individuals’ engagement in work activities provided them with the feelings 

of task mastery and personal competence (Deci & Ryan, 1994; Ho & Pollack, 2014). 

At the same time, individuals’ persistence of engagement in work activities as a form 

of compensatory striving for continual fulfilling of the need, resulted in an obsessive-

oriented passion (Lalande et al., 2017). Thus, the academics drew on both HP and OP 

orientations towards work activities in the employment relationship as their need for 

competence was satisfied by the job. This finding, combined with the earlier finding 

for fit in AWL provide solid support that both HP and OP orientations could co-exist 

to explain individual well-being and behavioural outcomes (Birkeland, 2014; Wang, 

Khoo & Liu & Divaharan, 2008).  

Hypotheses 4a and 4b received full support, where HP and OP orientations 

mediated the relationships between academics with perceived satisfied need for 

competence and burnout and engagement experiences. Through HP orientation, 

academics with perceived satisfied need for competence were more engaged and less 

burnt-out. This is in line with the assertions that fulfillment of need has a positive effect 
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on individual well-being, behavioural, and psychological outcomes (Ahmad et al., 2013; 

Deci & Ryan, 2000; Neubauer et al., 2018), and HP orientation has positive work-based 

affects and emotions (Vallerand et al., 2003, 2014). Through OP orientation, academics 

with perceived satisfied need for competence were less engaged and more burnt-out. 

The outcome in hypothesis 4b is also in line with the assertion that OP orientation has 

negative work-based affects and emotions (Vallerand et al., 2003, 2014). Individuals’ 

strong urge to persist in passionate work activities to maintain self-esteem can take a 

toll on individuals’ non-work domains, offsetting the positive effect of satisfied need 

for competence. In summary, satisfied need for competence predicted burnout and 

engagement experiences through the mediating mechanisms of HP and OP orientations 

towards work activities in the academics. 

Although no previous studies have directly examined the relationships insofar 

as the variables in Chapter Six (workplace harmonious and obsessive passion 

orientations towards work activities, burnout and engagement experiences, fit in areas 

of worklife, and satisfied need for competence) were concerned, the variables share 

theoretical overlays in some ways as reviewed earlier. These theoretical overlays have 

been further strengthened, albeit the appearance of the counter-intuitive negative 

coefficients in the results (section 6.6), with some of the theorised relationships 

receiving considerable support (for summarised PROCESS output results, see 

Appendix 6.1) based on the above findings.  

To all intents and purposes, the testing of hypotheses in Study 2 within this 

research corresponds to the aim of psychological or sociological sciences ‘to make 

discoveries, to learn facts, and to advance knowledge in order to improve things’ 

(Kerlinger & Lee, 1999, p. 8). The findings of Study 2 (reported in Chapters Five and 

Six) demonstrated the discoveries made, facts learned, and knowledge advanced in 
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relation to understanding the nature and factors of the workplace experiences of burnout 

and engagement for Australian and Malaysian academics (more than an effort to merely 

confirm hypotheses). Study 2 captured the workplace experiences using the constructs 

of areas of worklife and need for competence with the mediating constructs of 

workplace psychological contract and passion orientations. The findings established in 

the two Studies play central roles to explain the prevalence of the phenomenon of 

interest, and thus answering the overarching research question: What factors predict the 

burnout and engagement experiences of Australian and Malaysian academics? In the 

next chapter, the key findings in Studies 1 and 2 within this research are reviewed. The 

main theoretical, empirical, and practical contributions of this research are also 

discussed. Next, the limitations are detailed followed by a discussion of future research 

directions.  
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Chapter Seven: Discussion and Conclusion 
 

The aim of this chapter is to discuss the overall findings presented in Chapters 

Four, Five, and Six and present the conclusions of this research. These findings are in 

relation to the proposed workplace well-being model of burnout and engagement for 

Australian and Malaysian academics shown in the conceptual (Figure 2.3) and the 

hypothesised models (Figures 5.1, 5.2, 6.1, and 6.2). This chapter begins by 

overviewing Studies 1 and 2 within this research. The key findings of this research are 

reviewed across Studies 1 and 2 and the differences between Australian and Malaysian 

academics are compared. This chapter also overviews the theoretical and practical 

contributions of this research. It also describes the limitations of this research and 

concludes with a discussion of the directions for future research. 

7.1 Overview of research and key findings 

The aim of this research was to increase insight into Australian and Malaysian 

academics’ workplace well-being, its nature, causes, and mechanisms. More 

specifically, this research focused on the workplace well-being of burnout and 

engagement in two different national contexts through the overarching research 

question: What factors predict the burnout and engagement experiences of Australian 

and Malaysian academics? As elaborated in Chapters One and Two, prior studies have 

typically concentrated on a single workplace well-being concept, either burnout or 

engagement. They have digressed from understanding in entirety the concept of 

workplace well-being; and consequently, the complexity of the relationships as well as 

the outcomes involved (Makikangas et al., 2016). Moreover, the model of workplace 

well-being focusing on burnout and engagement within the present research required a 

deeper investigation to reduce theoretical confusion such as whether or not burnout and 

engagement are a paired construct as well as to broaden relevant theories (e.g., burnout, 
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engagement, and job demands-resources) and enhance methodologies (Chirkowska-

Smolak, 2012; Cole et al., 2012; Leon et al., 2015; Maslach et al., 2008). This research 

also responds to calls for greater understanding of the underlying psychological 

mechanisms of burnout and engagement by examining psychological contract 

orientation, passion orientation, fit in areas of worklife, and satisfied need for job 

competence (Schaufeli, 2016). It also addresses the lack of comparative research in the 

area across different national and university contexts (Watts & Robertson, 2011). 

7.1.1 Study 1 

This research adopted an exploratory sequential mixed methods approach, with 

the same emphasis on both the qualitative and quantitative phases in Studies 1 and 2, 

respectively. This section overviews the qualitative phase–Study 1–where 40 semi-

structured interviews were conducted with Australian (n = 20) and Malaysian (n = 20) 

academics. Based on the review of literature and qualitative data gathered, Study 1 

constructed an in-depth understanding of the nature and causes of workplace burnout 

and engagement experiences, with a focus on the contributing effect of psychological 

contract orientation for Australian and Malaysian academics. More specifically, Study 

1 identified the role of relational and transactional psychological contract orientations 

in individual responses to workplace burnout and engagement experiences based on the 

rich detail and personal experiences shared by academics. It also aimed to unpack any 

differences and similarities in individuals’ experiences due to national cultural 

orientation. Study 1 was designed to address the following qualitative research 

questions:  

1. What are the workplace experiences that contribute to the burnout and engagement 

of Australian and Malaysian academics? Do these experiences differ between 

Australian and Malaysian academics?  
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2. What is the nature of the relational or transactional psychological contract 

orientation held by Australian and Malaysian academics? Does the nature of the 

psychological contract orientation differ between Australian and Malaysian 

academics? 

3. Does the psychological contract orientation held by Australian and Malaysian 

academics influence their perception of burnout and engagement? Does this 

relationship differ between Australian and Malaysian academics? 

The examination in Study 1 was conducted in three phases to address the above 

qualitative research questions. In phase one, the interview findings revealed that 

Australian academics were more critical about the amplified administration 

expectations and changing goal posts of academia. These issues seemed to contribute 

to a largely cynical attitude towards any initiatives from management. Nevertheless, 

the vocational aspect of academia, the nature of communal support within the 

department/element/school, and strong elements of dedication and passion seemed to 

offset their perceived negative workplace experiences of exhaustion and cynicism. 

These academics were also intrinsically motivated to stay engaged in the workplace 

despite the reduced academic autonomy.  

Malaysian academics also highlighted that academic workload was the main 

cause of poor time management. Furthermore, their attachment to colleagues, the 

university, environment, leader/supervisor, and students seemed to cushion them from 

their perceived negative workplace experiences (Donavan et al., 2006). Similar to 

Australian academics, Malaysian academics were also intrinsically driven and strongly 

passionate about their work. Lastly, the findings also suggested more indicative cases 

of co-existing burnout and engagement for Malaysian academics in comparison to their 

Australian counterparts.        



	

	 	 207 

Phase two revealed that some Australian and Malaysian academics had a hybrid 

contract with their university. In particular, the complex relationship between these 

academics and management contained both relational and transactional elements. 

Additionally, from the responses, Australian academics seemingly had a less intense 

bond with their university than Malaysian academics, notwithstanding their moral 

obligation following their vocation as an academic. This seemed to render Australian 

academics’ psychological contract as more transactionally-oriented when compared 

with Malaysian academics, who were more relationally-oriented for this particular 

sample. These responses revealed that the intrinsically motivated and strongly 

passionate Australian academics exhibited a more transactional-oriented contract due 

to feelings of unfairness and betrayal by management in the increasingly homogenized 

operating landscape (Chan, 2018). Some Australian academics also highlighted that 

they increasingly moved from a more relational- to more transactional-oriented contract 

over time.  

In view of the above responses, this research is cognizant of the possible 

national influences between the two groups of academics. For Malaysian academics, 

the high index for the collectivism cultural element as opposed to the low index in the 

Australian context, might have contributed to their more relational-oriented contract 

(Hofstede, 1983a; Hofstede Insights, 2018; Li et al., 2011). These responses align with 

the claim that individuals from a cultural profile with collectivism motives tend to be 

more relationally-oriented; while individuals from a cultural profile with individualism 

motives tend to be more transactionally-oriented in their employment relationship 

(Kickul et al., 2004; Thomas et al, 2003; Zhao & Chen, 2008).  

In phase three, both Australian and Malaysian academics’ responses indicated 

that their psychological contract orientation had indirect and direct bearings on their 
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individual workplace experiences of burnout and engagement (Persson & Wasieleski, 

2015). Those Australian academics with a more relational-oriented contract at the 

department/element/school level recognised that, their communal attachments with 

colleagues and superiors produced positive psychological outcomes that led to their 

engagement in the workplace (Ashforth & Mael, 1989; Donavan et al., 2006; Haslam 

et al., 2009). Those Australian academics with responses that suggested a hybrid 

contract and a more transactional-oriented contract at the university level indicated that 

they were exhausted and cynical but also remained engaged in the workplace to 

continue contributing to the community and society. This was despite the reduced 

academic autonomy and intensified administration expectations perceived by these 

academics.   

Those Malaysian academics with a relational-oriented contract and a hybrid 

contract spoke about poor time management and imbalanced work-life that partly 

contributed to their negative workplace experiences. However, the element of 

communal attachments in the workplace buffered them from distress and boosted their 

self-efficacy (Haslam et al., 2009; Reicher et al., 2010). Some academics considered 

compassion from management to be important in shaping their contract orientation. 

These academics felt positive in the relational-oriented employment relationship when 

management empathised with their workplace difficulties. Consequently, they withheld 

their negative feelings and continued to cope with their workplace difficulties despite 

exhaustion. Lastly, the need to feel competent and aligned in the workplace also 

influenced individual perception regarding the nexus between individual psychological 

contract orientation and burnout and engagement experiences. 

Overall, the interview findings in Study 1 also revealed other emerging aspects 

in individual academic responses about the link between the role of psychological 
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contract orientation and workplace burnout and engagement experiences. These aspects 

were the areas of worklife (Leiter & Maslach, 2013), need for competence (Deci & 

Ryan, 2000), and passion for job (Vallerand et al., 2003), that informed the direction of 

Study 2. Specifically, Study 2 extended the interview findings from Study 1 to 

statistically ascertain the nexus between psychological contract orientation and burnout 

and engagement with some degree of confidence. Study 2 also incorporated the aspects 

of psychological contract orientation and passion for job as explanatory mechanisms 

for the influence of areas of worklife and need for competence on burnout and 

engagement. 

7.1.2 Study 2 

This section overviews the quantitative phase–Study 2 where 396 survey 

responses were collected from Australian (n = 203) and Malaysian (n = 193) academics. 

Study 2 built upon the interview findings from Study 1 to broaden insight into 

Australian and Malaysian academics’ workplace well-being. This was achieved 

through an understanding of how these academics made sense of and reacted in their 

workplace; and consequently, how this led to burnout and engagement. More 

specifically, Study 2 examined how fit in areas of worklife and satisfied need for 

competence influence the workplace burnout and engagement experiences of these 

academics, as well as the mediating mechanisms of relational and transactional 

psychological contract orientations and harmonious and obsessive passion orientations 

towards work activities. The moderating influence of country (Australia and Malaysia) 

for areas of worklife was also investigated. Study 2 was designed to address the 

following quantitative research question: 

- To what extent are Australian and Malaysian academics’ workplace burnout and 

engagement experiences a function of their relational or transactional 
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psychological contract orientation, harmonious or obsessive passion orientation 

towards work activities, fit in areas of worklife, and satisfied need for competence? 

7.1.2.1 Relational and transactional psychological contract 

orientations as the mediating mechanisms and country as the moderating mechanism 

between fit in areas of worklife and burnout and engagement 

The findings showed the indirect effects of fit in areas of worklife on 

burnout and engagement through both relational and transactional psychological 

contract orientations held for Australian academics only. Contrary to expectations, 

neither relational nor transactional psychological contract orientation explained 

burnout and engagement arising from fit in areas of worklife for Malaysian academics. 

This suggests that alternative pathways might exist through which the relationship can 

be explained for Malaysian academics.    

Australian academics with perceived fit in areas of worklife reported a 

greater relational-oriented psychological contract, which in turn translated into higher 

engagement and lower burnout (Leiter, 2008; Maslach & Leiter, 1997; Ray et al., 2013). 

Meanwhile, Australian academics with perceived fit in areas of worklife reported a 

greater transactional-oriented psychological contract, which in turn translated into 

higher burnout and lower engagement. A closer inspection of the relationships for the 

burnout dimensions indicated the increased level of cynicism and reduced level of 

professional efficacy only. The effect did not hold for level of exhaustion. This infers 

that Australian academics who were typically more performance-oriented, might have 

reached a point that they no longer felt enthused but became lackadaisical or even 

indifferent in the workplace. Perhaps, they became sceptical about the transactional 

nature of their employment relationship, notwithstanding their perceived fit in areas of 
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worklife. Thus, an individual transactional-oriented contract attenuated the effects of 

worklife congruence; and consequently, led to higher burnout and lower engagement.  

These findings for sub-question one in part one of Study 2 demonstrated 

that a relational-oriented contract seemed beneficial, while a transactional-oriented 

contract seemed unfavourable for combating burnout and promoting engagement with 

Australian academics, at least in relation to their perceived fit in areas of worklife. The 

particular finding about relational contract orientation in Study 2 is at odds with the 

previous study finding by Ruokolainen et al. (2016), who showed that a relational-

oriented contract was most unfavourable for workplace proficiency but promoted 

workplace emotional distress due to individuals’ heavy psychological investment. 

Furthermore, the significant statistical findings regarding relational- and transactional-

oriented contracts with burnout and engagement arising from fit in areas of worklife 

were for Australian academics only, meaning Malaysian academics’ relational- and 

transactional-oriented contracts did not mediate these relationships. Thus, Leiter and 

Maslach’s (2008) areas of worklife framework remains relevant for exploring 

Australian academics’ burnout and engagement experiences, with the additional 

construct of individual psychological contract orientation. In summary, through the 

mediating mechanisms of relational and transactional psychological contract 

orientations, fit in areas of worklife uniquely impacted on burnout and engagement for 

Australian academics, but not for Malaysian academics in this research.  

7.1.2.2 Relational and transactional psychological contract 

orientations as the mediating mechanisms between satisfied need for competence and 

burnout and engagement 

Drawn from the universality assumption of need satisfaction and that 

individual need for competence is necessary for well-being, irrespective of differences 
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in culture, age, or other characteristics (Deci & Ryan, 2000), the findings showed the 

indirect effects of satisfied need for competence on burnout and engagement through 

both relational and transactional psychological contract orientations for both Australian 

and Malaysian academics.  

Individual academics with satisfied need for competence reported a greater 

relational-oriented psychological contract, which in turn reduced their burnout risk and 

improved their level of engagement. This coincides with the literature that states 

fulfillment of need promotes individual well-being, behavioural, and psychological 

outcomes (Ahmad et al., 2013; Deci & Ryan, 2000; Neubauer et al., 2018). Meanwhile, 

individual academics with satisfied competence need reported a greater transactional-

oriented contract, which in turn increased their burnout risk and reduced their level of 

engagement. A closer inspection of the relationships for burnout dimensions indicated 

the increased level of cynicism and reduced level of professional efficacy only. Perhaps, 

some of the more sceptical academics might have instrumentally regarded their quid 

pro quo employment relationship with the university (Morrison & Robinson, 1997); 

and consequently, controlled their workplace contribution. They were also not required 

to display higher engagement and professional efficacy levels in the transactional 

nature of their employment relationship.   

These findings for sub-question two in part one of Study 2 further propel 

the extant literature. Similar to the above finding for sub-question one, a relational-

oriented contract seemed favourable; while a transactional-oriented contract seemed 

unfavourable for combating burnout and promoting engagement for academics with 

perceived satisfied need for competence within Study 2. Moreover, Deci and Ryan’s 

(2000) need satisfaction theory remains relevant for exploring the academics’ burnout 

and engagement experiences, with the additional construct of individual psychological 
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contract orientation. In summary, through the mediating mechanisms of relational and 

transactional psychological contract orientations, satisfied need for competence 

impacted on burnout and engagement for Australian and Malaysian academics in this 

research. 

7.1.2.3 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms and country as the moderating mechanism 

between fit in areas of worklife and burnout and engagement 

First, the findings for a harmonious passion orientation showed the indirect 

effects of fit in areas of worklife on burnout and engagement held for Australian 

academics only. Australian academics with perceived fit in areas of worklife reported 

a greater harmonious-oriented passion, which in turn reduced their burnout risk and 

improved their level of engagement (Leiter, 2008; Maslach & Leiter, 1997; Ray et al., 

2013). Second, the findings for an obsessive passion orientation showed the indirect 

effects of fit in areas of worklife on burnout and not engagement held for both 

Australian and Malaysian academics. Both Australian and Malaysian academics with 

perceived fit in areas of worklife reported a greater obsessive-oriented passion, which 

in turn increased their burnout risk (Vallerand et al., 2003, 2014).  

Broadly, these findings for sub-question one in part two of Study 2 shed 

light on the orientation of passion towards work activities for both Australian and 

Malaysian academics. The significant statistical findings regarding harmonious-

oriented passion with burnout and engagement arising from fit in areas of worklife were 

for Australian academics only, meaning Malaysian academics’ harmonious-oriented 

passion did not mediate the relationships. Interestingly, both Australian and Malaysian 

academics were found to be obsessively passionate. In a more nuanced way, these 

academics experienced both harmonious- and obsessive-oriented passion, but to 
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varying degrees, in the relationships between areas of worklife and burnout and 

engagement, accepting Curran et al.’s (2015) postulation that individuals’ passion 

orientation indeed vary across individualist and collectivist societies. At the same time, 

it is also intriguing to note that the findings of Study 2 lend support to Ho et al.’s (2018) 

claim that a less authoritarian workplace culture allows for the manifestation of 

individual harmonious-oriented passion, while a more authoritarian culture impedes the 

manifestation of individual harmonious-oriented passion.  

Different individual passion orientation manifests different workplace 

outcomes. In this case, the results are reduced burnout risk and improved engagement 

for Australian academics arising from a harmonious passion orientation, and the 

increased burnout risk for both Australian and Malaysian academics arising from an 

obsessive passion orientation. These findings are consistent with prior theoretical 

assertion that a harmonious-oriented passion results in adaptive outcomes (Philippe, 

Vallerand, Houlfort, Lavigne & Donahue, 2010; Vallerand et al., 2014), while an 

obsessive-oriented passion results in maladaptive outcomes (Curran et al., 2015; 

Trepanier et al., 2014; Vallerand, 2015). The findings also illustrate that Leiter and 

Maslach’s (2008) areas of worklife framework remains relevant for exploring burnout 

and engagement of Australian and Malaysian academics, with the additional construct 

of individual passion orientation. In summary, through the mediating mechanisms of 

harmonious and obsessive passion orientations, fit in areas of worklife uniquely 

impacted on burnout and engagement for Australian and Malaysian academics within 

the context of this research.  

7.1.2.4 Harmonious and obsessive passion orientations towards work 

activities as the mediating mechanisms between satisfied need for competence and 

burnout and engagement 
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The findings showed the indirect effects of satisfied need for competence 

on burnout and engagement through both harmonious and obsessive passion 

orientations towards work activities for the academics. Individual academics with 

perceived satisfied need for competence reported a greater harmonious-oriented 

passion, which in turn reduced their burnout risk and improved their level of 

engagement. Individual fulfillment of need has a positive effect on individual well-

being, behavioural, and psychological outcomes (Ahmad et al., 2013; Deci & Ryan, 

2000; Neubauer et al., 2018). Meanwhile, individual academics with perceived 

competence need satisfaction reported a greater obsessive-oriented passion, which in 

turn increased their burnout risk and reduced their level of engagement. Obsessive 

passion orientation has negative workplace-based affects and emotions (Vallerand et al. 

2003, 2014).  

Based on these findings, a harmonious-oriented passion seemed favourable, 

while an obsessive-oriented passion seemed unfavourable for combating burnout and 

promoting engagement for academics with perceived satisfied need for competence. 

Consistent with the traditionally held view, a harmonious-oriented passion often 

predicts positive outcomes, whereas an obsessive-oriented passion often predicts 

negative outcomes (Burke et al., 2015; Vallerand, 2015; Vallerand et al., 2003, 2014). 

Moreover, Deci and Ryan’s (2000) need satisfaction theory remains relevant for 

exploring the academics’ burnout and engagement experiences, with the additional 

construct of individual passion orientation. In summary, through the mediating 

mechanisms of harmonious and obsessive passion orientations, satisfied need for 

competence impacted on burnout and engagement for Australian and Malaysian 

academics in this research. 

7.2 Contributions of research 
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The findings of this research make several important theoretical and practical 

contributions. These are discussed in more detail below.  

7.2.1 Workplace well-being 

The conceptual (Figure 2.3) and hypothesised (Figures 5.1, 5.2, 6.1, and 6.2) 

models underpinning the present research (Studies 1 and 2) extended the works of 

various researchers and scholars. Primarily, the models within this research expanded 

the most prominent works of Schaufeli and Bakker (2004) and Maslach et al. (2001) on 

burnout and engagement as well as O’Donohue et al. (2014) on relational and 

transactional psychological contracts using the EVLN (E: exit, V: voice, L: loyal, N: 

neglect) typology. Specifically, Study 1 explored the conceptual model in two different 

national contexts involving Australian and Malaysian academics. The findings (of 

harmonious and obsessive passion orientations towards work activities, areas of 

worklife, and need for competence) from Study 1 were also integrated in the 

hypothesised models in Study 2.  

Overall, the results for fit in areas of worklife in this research seem to be more 

nuanced when compared with the results for satisfied need for competence. These 

results show the mediating mechanisms of relational and transactional psychological 

contract orientations and harmonious and obsessive passion orientations behaved 

uniquely in the predicted relationships between fit in areas of worklife with burnout 

and engagement under the moderating influence of country for Australian and 

Malaysian academics. Meanwhile, the results for satisfied need for competence align 

with the universality assumption for need satisfaction (Deci & Ryan, 2000).  

In a constant effort to promote workplace well-being, managers and 

organisations need to be aware of and identify individuals with different workplace 

needs (in terms of in areas of worklife and job competence) and orientations (in terms 
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of psychological contract and passion towards work activities). Managers and 

organisations also need to have mechanisms for managing these individuals effectively. 

For instance, it seems that organisational interventions can focus on supporting and 

developing job mastery as fulfillment of need for competence is central for individuals, 

regardless of individual differences (Deci & Ryan, 2000). As individual need for 

competence is fulfilled, it increases the likelihood of engagement and reduces the 

likelihood of burnout.  

7.2.2 Psychological contract orientation 

  This research also broadens the stream of research by positioning psychological 

contract orientation as the mediating mechanism between fit in areas of worklife and 

satisfied need for competence with burnout and engagement. Doing so not only 

acknowledges the assumptions of previous work in the literature but also expands what 

is known about the way employment relationships are viewed by academics. This 

research opens up possibilities for sustaining academics’ different psychological 

contract orientation by taking heed of the associating contextual or situational 

differences (Delcampo, 2007; Persson & Wasieleski, 2015) based on individual 

perceived fit in areas of worklife and fulfilled need for job competence.  

The contrasting findings in the two Studies for Australian and Malaysian 

academics regarding their psychological contract orientation in the relationships 

between fit in areas of worklife and burnout and engagement are of particular interest. 

In Study 1, transactional-oriented contracts were salient for the majority of Australian 

academics, while relational-oriented contracts were salient for the majority of 

Malaysian academics. There were also Australian and Malaysian academics who held 

a hybrid contract with their university (Conway & Briner, 2009; De Cuyper et al., 2008). 

In Study 2, both relational- and transactional-oriented contracts were salient for 
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Australian academics. However, no statistical support was found for either relational- 

or transactional-oriented contract for Malaysian academics. A possible explanation for 

these contrasting findings is that, the nature of the current research necessitated that the 

samples be restricted to one Australian and one Malaysian universities in Study 1, while 

Study 2 reached out to broader samples of Australian and Malaysian universities. 

Understandably, different responses from the academics across Studies 1 and 2 were 

expected, especially with the construct of areas of worklife being added in Study 2. In 

the two Studies, the perceptions of academics could be specific to their workplace 

contexts, meaning these perceptions could not necessarily or possibly be experienced 

by individuals in a similar fashion in similar workplace contexts. Furthermore, the 

counter-intuitive negative relationships detected in the construct of areas of worklife 

must be noted. Therefore, it is important to realise that should a need to infer any 

conclusion from the contrasting findings arise, it must be done with caution.  

The different findings for the Australian context in the two Studies could also 

be related to the particular university where Study 1 took place, which had been 

undergoing a transition period of change in management. This transition resulted in a 

mismatch in expectations between management and academics with the shifting goal 

posts and changes in academic teaching and workload models, and thus the potential 

contract breaches perceived by academics. Academics are never really exempt from 

any changes taking place in the sector (Chan, 2017). The majority of academics in the 

university struggled with uncertainty and mixed feelings, and consequently, endured 

the period by taking a quid pro quo approach to their relationship with the university 

as reflected in their contract orientation. Nevertheless, Australian academics in Study 

2, from a broader sample of the university context, might or might not have experienced 

a similar transition, and therefore exhibited both relational- and transactional-oriented 
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contracts. Meanwhile, the different findings for the Malaysian context in the two 

Studies could also be that the particular university in Study 1 was highly cohesive. 

Indeed, the academics interviewed were generally sanguine, as their university (as well 

as the alma mater for some academics) had received several awards just before Study 

1 took place. What held for academics in this university clearly did not translate to 

academics in other Malaysian universities.  

The contrasting findings suggest that managers and organisations need to pay 

close attention to the changeable nature of individual psychological contract orientation. 

The nature of individual contract orientation is often not obvious to individuals 

experiencing and living the contract each and every day (Persson & Wasieleski, 2015). 

This is particularly so for Malaysian academics as research revealed that Westerners 

(including Australian) as opposed to non-Westerners (including Malaysian) are more 

likely to understand themselves in terms of internal psychological characteristics 

(Heine, 2008). Although purely speculative, Malaysian academics might have been 

unable to clearly see their contract orientation for themselves, and as a result, provided 

inaccurate reflections in Study 2 that were able to be teased out more accurately using 

the interview approach of Study 1. 

Practically, managers and organisations need to develop ways to identify and 

tactfully manage individuals with relational- and transactional-oriented contracts. For 

individuals with a relational-oriented contract, managers and organisations need to 

ensure their relational requirements are intact through enabling and improving their 

opportunities for self-development (with a clear career-oriented path) and for 

communicating and raising concerns (with an approachable managerial presence) 

(Curwen, n.d.). For individuals with a transactional-oriented contract, managers and 

organisations need to learn to fulfil their transactional requirements in order to 
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transform them into individuals with a relational-oriented contract (Atkinson, 2007). 

Managers and organisations can also focus on building trust, which is critical, and 

ensuring alignment, transparency, and communication of mutual objectives in a 

relational-oriented contract. It is also important for individuals, managers, and 

organisations to candidly and jointly agree on the guiding principles of a relational-

oriented contract (e.g., processes to maintain continuity and manage contract changes, 

and establish clear roles, communication protocols and cadence) (Frydllinger, 

Cummins, Vitasek & Bergman, n.d.).   

7.2.3 Passion orientation towards work activities 

There has been a growing interest in job passion within the work realm and in 

terms of its individual attitudinal and psychological benefits (e.g., Forest, Mageau, 

Sarrazin & Morin, 2011; Lavigne, Forest, Fernet & Crevier-Brand, 2014). This research 

also contributes to the nascent knowledge in the passion literature (Ho et al., 2018) by 

advancing the work of Vallerand et al. (2003, 2010), who advocated that individuals’ 

strong inclination towards an activity that they invest a considerable amount of time 

and energy in, matters greatly for them. Specifically, Study 2 positioned harmonious 

and obsessive passion orientations towards work activities as the mediating 

mechanisms in the relationships between fit in areas of worklife and satisfied need for 

competence with burnout and engagement for Australian and Malaysian academics.  

The overall findings of Study 2 in this research show that both harmonious and 

obsessive passion orientations warranted distinctive claims in the relationships between 

fit in areas of worklife and burnout and engagement under the moderating influence of 

country for both Australian and Malaysian academics. Notably, the significant 

statistical findings regarding the effect of a harmonious-oriented passion in these 

relationships were for Australian academics only, signposting Malaysian academics’ 
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harmonious-oriented passion did not mediate these relationships. Nevertheless, the 

significant statistical findings regarding the effect of an obsessive-oriented passion in 

these relationships applied equally for both Australian and Malaysian academics, 

signposting their obsessive-oriented passion mediated these relationships. The overall 

findings of Study 2 also show both harmonious and obsessive passion orientations 

mediated the relationships between satisfied need for competence with burnout and 

engagement for these academics. A theoretical contribution of this research stems from 

the demonstration of the findings, namely, mediating and/or moderating effects of both 

harmonious and obsessive passion orientations for both Australian and Malaysian 

academics. Particularly, the findings validated the premises of areas of worklife 

(extrinsic) and need satisfaction (intrinsic) that both extrinsic and intrinsic sources offer 

predictive values of workplace well-being of burnout and engagement for these 

academics, notwithstanding their national and cultural differences. The findings also 

demonstrated that a harmonious-oriented passion has an upper threshold compared to 

an obsessive-oriented passion to encourage workplace well-being.  

The findings regarding job passion orientation are important for managers and 

organisations. It is incumbent upon them to be cognizant about the unique workplace 

outcomes stemming from the different passion orientation of individuals, and not to 

ignore them through an overzealousness for just job passion (Birkeland, 2014). More 

importantly, a workplace milieu that facilitates individual job mastery should be 

encouraged. Managers and organisations also need to learn to identify and manage the 

attitudes and behaviours of obsessively passionate individuals (Pallesen, Mitsem, Kvale, 

Johnsen & Molde, 2005), as they may be susceptible to burnout and/or become less 

engaged arising from their congruence with work environments and fulfilled need for 

competence. Recruitment and selection criteria should also include assessments of 
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individuals’ levels of resourcefulness and persistence for workplace and non-workplace 

scenarios. The reason for such assessments is because these levels may determine their 

passion orientation and function as preventive measures for possible compensatory 

reactions in areas such as imposter syndrome, lack of intrinsic motivation, and unhappy 

professional and non-professional relationships. Managers can also create and reinforce 

a cooperative and non-dictatorial workplace climate to nurture a harmonious-oriented 

passion among workers (Ho et al., 2018).  

7.2.4 Other contributions 

Another theoretical contribution of the present research is that, there appears to 

be other salient contextual factors through the combined logic between EVLN (E: exit, 

V: voice, L: loyal, N: neglect) and psychological contract, job passion, and beyond job 

demands and resources, that can affect the interplay between burnout and engagement 

in Asian developing and Western developed societies; in this case, Australia and 

Malaysia. Thus, this finding extends the list of factors, mediators, and moderators for 

burnout and engagement. It also suggests that this list can be expanded to include other 

individual contextual factors and resources (e.g., psychological contract and passion 

orientations) to allow for a finer-grained examination of unique relations concerning 

individual workplace well-being of burnout and engagement which may manifest in 

different ways. Furthermore, based on the overall findings in the two Studies, the use 

of the combined logic between EVLN and psychological contract (O’Donohue et al, 

2014) to explain burnout and engagement seems palpable. The overall findings 

regarding the interplay between burnout and engagement also buttresses the 

conceptualisation of burnout and engagement by Schaufeli and his colleagues (2002b). 

In other words, burnout and engagement co-existed and operated in separate 

continuums for both Australian and Malaysian academics.  
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From a practical perspective, being aware of and identifying the roles of 

relational and transactional psychological contract orientations and harmonious and 

obsessive passion orientations in shaping Australian and Malaysian academics’ 

cognitive processing is critical in their consequent workplace attitudes, feelings, and 

experiences. Some practical questions deserve the attention of managers and 

organisations in their continuous effort to enrich individual personal and workplace 

well-being: Would academics with a more transactional-oriented contract be less likely, 

and to which degree, to experience burnout and/or less engaged over time (Bal, Kooij 

& De Jong, 2013)? This might be because they are less hostile to workplace emotions 

over time compared with academics with a relational-oriented contract who place a 

greater emphasis on the employment relationship with their university over time 

(Atkinson, 2007). Also, under what conditions do academics with a harmonious passion 

orientate towards an obsessive passion over time, and are they more likely, and to which 

degree, to experience burnout and/or less engaged, as their autonomous internalisation 

of work activity into their identity becomes non-autonomous (Ho et al., 2018; Lalande 

et al., 2017)? 

Furthermore, the findings of Study 1 show that the element of collegiality 

buffered the negative workplace experiences for the academics to a degree. Individuals, 

managers, and organisations can therefore make concerted efforts to constantly 

promote and maintain cohesion and interaction within the department/element/school 

level. This will increase individuals’ sense of belonging and responsibility towards 

colleagues in the department/element/school, and consequently, enhance their well-

being through an enhanced sense of meaning and purpose in life (Sani, Madhok, 

Norbury, Dugard & Wakefield, 2015).  
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Overall, this research meets the needs of both researchers (or splitters) and 

managers and organisations (or lumpers) by providing preliminary evidence 

theoretically and practically in the area of workplace well-being for academics in the 

selected national contexts. 

7.3 Limitations of research 

Acknowledging that “There is no such thing as flawless research!” (McGrath, 

Martin & Kulka, 1982, p.101), it is fair to state that, although the present research was 

carefully constructed, limitations and shortcomings still existed. Primarily, this 

research was extensively reliant on Australian and Malaysian academics’ self-reported 

data culled from the interviews with them and cross-sectional surveys in the two Studies. 

Thus, it cannot be discounted that individual self-reporting of relevant workplace 

perceptions might have shaken their sense of uneasiness due to social desirability 

concerns, despite the researcher’s implemented procedures to minimise potential bias 

(Benardi, 2006; De Jong, Pieters & Fox, 2010; Nederhof, 1985). These procedures 

include random conduct of interviews with self-initiated academics and their fellow 

acquaintances across all levels and schools, repeated assurance of no right or wrong 

answers, and intentional ordering of compulsory survey questions to assess the criterion 

variables before collecting individuals’ demographic details.  

Individuals tend to report inaccurately on sensitive topics in order to present 

themselves in the best possible light (Fisher, 1993), particularly for Malaysian 

academics from a collectivist culture. Common to this cultural tradition is a deep-rooted 

ideology with an emphasis on creating and persevering harmonious interpersonal and 

workplace relationships (Persson & Wasieleski, 2015). Thus, in the two Studies, 

Malaysian academics might or might not have presented their topic views as 

perceptively as desired. Nevertheless, the practice of self-report data collection 
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provides privacy to participants and is viewed as necessary in any research involving 

well-being (Parker et al, 2012). Unlike Study 2, although academics who were 

interviewed in Study 1 were identifiable to the researcher, their identity was pseudo-

coded throughout to protect their anonymity.  

The cross-sectional nature of this research also leaves the findings vulnerable 

to common-method variance. This means that the causal order of the research variables 

could not be determined with a high degree of exactness. Hence, the assumptions about 

possible causal relationships of the research variables must be interpreted with caution, 

as the possibility of reversed causation cannot be ruled out. For example, could 

academics’ engagement drive their relational contract and passion orientations? Could 

academics’ misalignment in areas of worklife and dissatisfied need for job competence 

increase their burnout risk, and consequently, orientate them towards a more 

transactional contract and obsessive passion as a way of coping? Nevertheless, Spector 

(2006) contended that common-method variance bias is reduced especially when well-

established validated questionnaires are used.  

Similar to relevant studies in the existing literature, this research is limited by 

not having the ability to report longitudinal data. Some of the questions that remain 

untapped are, for example, what would or could happen to psychological contract and 

passion orientations over a longer period? Again, do the perceptions of Australian and 

Malaysian academics stay the same in terms of their workplace psychological contract 

and passion orientations, fit in areas of worklife, and satisfied need for competence or 

do they fluctuate over time throughout their entire sojourn in a university?     

Another concern of this research is the sample representation of the academics. 

Workplace well-being, in terms of burnout and engagement, is a social phenomenon 

and has a diverse psychological impact on individuals who experience them. 
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Academics, who suffered burnout or were more transactionally-oriented with the 

organisation or obsessively passionate about their jobs, might have been unwilling to 

participate in this research. The disparity in research participation between unwilling 

academics and those willing (who are more enthusiastic or relationally-oriented or 

harmoniously passionate), might have inflated the social phenomenon of interest in this 

research. This disparity might have created the imaginary effect of healthy academics 

(McMichael, 1976). On the other hand, whether the participation of the unwilling 

academics would have any impact on the data would be difficult to determine.  

It is important to note that Studies 1 and 2 took place between the end and 

beginning of the academic years, which were particularly busy times for academics 

within the higher education sector as a whole. Though the qualitative and quantitative 

data gathered in the two Studies were adequate and insightful, extending them a few 

more weeks with reminders might have further boosted the response rates. However, 

whether this extension in the time frame would have any impact on the data would be 

difficult to determine.  

A final limitation is the generalisability of the findings in this research. Studies 

1 and 2 were conducted with data from academics in Australian and Malaysian public 

universities. The findings in Study 1 are not generalisable due to the restricted samples 

of one Australian and one Malaysian universities. These samples were meant for an in-

depth inductive probing of possible differences (and similarities) in academics’ 

workplace experiences across two different national contexts for the social 

phenomenon of interest. Meanwhile, the findings of Study 2, which were taken from a 

broader context, are only generalisable in similar research contexts. Replication of the 

two Studies would therefore be required in dissimilar research contexts.  
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Despite the potential limitations and shortfalls of the current research design, 

the researcher attempted to reduce limitations such as research bias, low reliability, lack 

of rigour, and limited generalisation as much as possible. For instance, different 

position levels of academics’ perspectives about their workplace burnout and 

engagement experiences were sought in the two Studies. 

7.4 Future directions  

This section discusses the directions for future research, by tapping into the 

strengths and limitations of the present research. First, a possible avenue for future 

research would be to capture individual psychological contract and passion orientations 

from close colleagues. Although speculative, individuals might have been unable to see 

their orientations clearly due to limited self-awareness (Persson & Wasieleski, 2015). 

Close colleagues’ evaluation of workplace attitudes, behaviours, and even speech 

patterns could better capture and provide more reliable information about individual 

orientations for workplace psychological contract and passion (Birkeland, 2014).  

Based on the findings in this research, there are other perspectives in the extant 

literature on psychological contract and passion orientations and burnout and 

engagement that might be worth following up. Within this research, the co-existences 

of both relational (RPC) and transactional (TPC) psychological contract orientations 

and both harmonious (HP) and obsessive (OP) passion orientations among Australian 

and/or Malaysian academics suggest fertile grounds for future research. Moreover, the 

possibility of simultaneous occurrence of burnout and engagement was not within the 

scope of this research. Future initiatives could explore these perspectives to examine 

the nuances in the interplay between burnout and engagement for these academics. This 

is because Conway and Briner (2009) and De Cuyper et al. (2008) recognised that 

individuals are likely to have a blend of both relational- and transactional-oriented 
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psychological contracts, with one type dominating. Furthermore, Cole et al. (2012) and 

Maslach et al. (2001) and Vallerand et al. (2003) individually posited that an engaged 

individual is not burnt-out and vice versa; and a harmoniously passionate individual is 

not obsessively passionate and vice versa. Meanwhile, Schaufeli and Bakker (2003) 

posited that an engaged individual can be burnt-out and engaged concurrently. However, 

the paradox is that managerial practices for instilling employee engagement have both 

positive and negative consequences on individual well-being. For instance, flexible 

work arrangements enhance worklife balance, autonomy, and effective communication 

at the expense of increased life interruptions (Grant, Christianson & Price, 2007; Ter 

Hoeven & van Zoonen, 2015). 

It would be fruitful for future research to adopt the dialectic paradigm (Baxter 

& Braithwaite, 2008; Baxter & Montgomery, 1996; Leon et al., 2015) to investigate 

whether there are certain profiles for psychological contract (high RPC/TPC, low 

RPC/TPC, or balanced RPC/TPC) and passion orientations (high HP/OP, low HP/OP, 

or balanced HP/OP) that are ideal for individual personal and workplace well-being in 

terms of burnout and engagement (high burnout/engagement, low burnout/engagement, 

or balanced burnout/engagement). Understanding these profiles will generate more 

clarity in efforts to promote sustainable employment relationships. The profiles set the 

stage for researchers to adopt a more holistic perspective by observing the 

interdependent functions of each profile, and for managers to consider a larger 

workplace context in an effort to enhance the well-being of individuals and the 

organisation (D’Art & Turner, 2006; Ho et al., 2008). Moreover, the abundant existing 

literature shows burnout and engagement have distinct effects on both individuals and 

organisations (e.g., Hakanen & Schaufeli, 2012; Kahill, 1988; Maslach & Leiter, 1997; 

Roberts, 2015; Schaufeli et al., 2009a; Timms & Brough, 2013). Similarly, it is highly 
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likely that burnout and engagement among academics would have an effect on their 

workplace performances, whether they be negatively or positively. Of course, the extent 

of the effect would vary from case to case, depending on their profiles of psychological 

contract and passion orientations, at least based on the findings of this research.  

It is also recommended that future research focus on longitudinal data of 

Australian and Malaysian academics. This would be particularly beneficial for 

researchers and scholars keen to adopt the dialectic paradigm to observe and identify 

different profiles for individual psychological contract orientation (including balanced-

oriented contract, as described in Chapter Two), passion orientation, and burnout and 

engagement. Longitudinal research and the use of an experience sampling methodology 

could capture the development of the dynamic interplay over time.  

More cross-national comparative studies across university contexts are 

encouraged (Watts & Robertson, 2011) to complement the on-going development of 

the established conceptual (Figure 2.3) and hypothesised (Figures 5.1, 5.2, 6.1, and 6.2) 

models in this research. Furthermore, generalisation can occur in research when 

additional perspectives are studied, and their findings are generalised to a broader 

theory (Yin, 2003). The additional perspectives could be from similar and/or dissimilar 

national contexts to corroborate (or not) the findings established in this research, and 

thus to generalise (or not) the findings to relevant theories such as areas of worklife, 

burnout, culture, engagement, EVLN (E: exit, V: voice, L: loyal, N: neglect), need for 

competence, passion, and psychological contract.  

The differences (and similarities) between Australian and Malaysian academics’ 

workplace perceptions and orientations based on individualism-collectivism are indeed 

important to interpret their burnout and engagement experiences in the models. For 

example, with the construct of areas of worklife in Study 2, individualism orientated 
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Australian academics towards more relational and hybrid contracts and both 

harmonious and obsessive passion; while collectivism orientated Malaysian academics 

towards an obsessive passion. These academics’ orientations were then translated into 

their burnout and engagement experiences. Future research could investigate the 

relationships and interactions of the tested variables in this research by incorporating 

other national cultural dimensions. These dimensions are expected to produce 

differences (and similarities) arising from individuals’ workplace experiences and 

perceptions. For example, based on the cultural dimension of individuals’ indulgence 

orientation, which allows for basic and natural human drives to enjoy life and have fun 

(Hofstede, Hofstede & Minkov, 2010) may promote better individual job-workplace fit. 

This encourages individuals’ relational-oriented contract and harmonious-oriented 

passion, which in turn translates into better engagement and lesser burnout risk. On the 

other hand, individuals’ restraint orientation suppresses their gratification of needs and 

regulates them by strict social norms, may inhibit individual job-workplace fit. This 

encourages individuals’ transactional-oriented contract and obsessive-oriented passion, 

which in turn translates into lower engagement and higher burnout risk.  

Future research could also replicate the overall design of this research with 

different data collection timeframes, as well as between waves, as fluctuations in 

seasonal academic calendar might play a role in how academics perceive their 

workplace psychological connections and orientations, and consequently, the 

implications on their workplace experiences.  

All in all, there are several future research opportunities with an extended focus 

on psychological contract and passion orientations for understanding workplace 

experiences of burnout and engagement. Thus, continual efforts are required for theory 

development, as well as thoughtful considerations regarding the workplace conditions 



	

	 	 231 

under which psychological contract and passion orientations can manifest in favourable 

and unfavourable workplace outcomes.  

7.5 Conclusion  

Workplace well-being is a major issue for individuals and organisations 

(Makikangas et al., 2016). This research aimed to explore the nature of and factors 

determining workplace burnout and engagement experiences for Australian and 

Malaysian academics, and to provide clarity about the proposed workplace well-being 

model. This research explored the role of psychological contract orientation in the 

construction of individual threshold for workplace burnout and engagement 

experiences for Australian and Malaysian academics. Integrated with areas of worklife 

and need for competence, the research also explored the mediating roles of 

psychological contract and passion orientations, specifically in relation to workplace 

burnout and engagement experiences for these academics.  

The overall findings in this research identified the complex and unique 

pathways through which the interplay between burnout and engagement manifest for 

both Australian and Malaysian academics. Overall, the findings showed the relational 

psychological contract and harmonious passion orientations have positive influences in 

reducing burnout and increasing engagement together with individual worklife 

congruence and competence need fulfillment. Individuals, managers, and organisations 

should therefore be encouraged to be aware of and to tap into these findings to manage 

individuals with a transactional-oriented psychological contract and/or an obsessive-

oriented passion to better promote their workplace well-being.
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Appendix 3.1: Study 1 - Information Sheet  

INFORMATION SHEET 
 

 
This research aims to investigate work experiences of academics in two different countries. It focuses 
on academics with a minimum period of 6 months current university employment, particularly in 
Business Schools in Australia and Malaysia. This will give a more efficacious base on which 
organisational psychologists and university management can target measurably effective 
interventions in the interest of improving academics’ work experiences and organisational outcomes 
as a whole.  
 
Participation in this research involves a one-on-one semi-structured interview and a paper-and-
pencil survey. The following information provides details on the questions that will be asked in the 
interview. There will be time at the end of the interview to complete the survey. The interview may 
take thirty (30) to forty five (45) minutes while the survey may take less than ten (10) minutes to 
complete. Questions on your demographic information and opinions on work experiences of burnout 
and engagement will be asked and audio-recorded with your consent. Participation in this research 
is strictly voluntary on your part. You are under no obligation to participate. Deciding not to 
participate will not involve any penalties or the loss of any benefits from your university. Should you 
choose to participate you are also under no obligation to answer any question(s) that you would 
rather not respond to. You are also under no obligation to complete the interview and survey should 
you decide not to.  
 
There are no foreseeable risks associated with the participation in this research. Identifiable data 
may be collected in order to allow for matching data sources, however, all data shall be de-identified 
before analysis to safeguard the confidentiality and privacy of individuals and universities. The 
analysis of this research may be disseminated in scholarly journals and shared with participating 
universities, however, no personal identifying information will appear in any publications. 
 
Should you have any question about this research, the researchers may be reached at: 
 
Shirley Chan / Dr. Amanda Biggs / Associate Professor Ashlea Troth 
shirley.chan@griffithuni.edu.au / a.biggs@griffith.edu.au / a.troth@griffith.edu.au 
+61 4 2267 2061 / +61 7 3735 7019 / +61 7 3735 5241 
Department of Employment Relations and Human Resources,  
Nathan Campus, Griffith Business School (N50), Griffith University, 
170 Kessels Road, QLD 4111, Australia  
 
This research is being conducted as part of a doctoral dissertation at Griffith University, Australia. 
The University requires that all participating individuals and universities be informed that if they have 
any question concerning the manner in which a research is conducted or your rights as a participant, 
it may be given to the researchers or if an independent party is preferred: 
 
research-ethics@griffith.edu.au  
+61 7 3735 4375  
Manager, Research Ethics 
Nathan Campus, Room 0.10D, Bray Centre (N54), Griffith University,  
170 Kessels Road, QLD 4111, Australia  
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CONSENT FORM 

 
 
 
By completing below, I confirm that I have read and understood the INFORMATION SHEET and in 

particular, have noted that: 

- I understand that my involvement in this research will include participation in a one-on-one semi-

structured interview which may take thirty (30) – forty five (45) minutes;  

- I understand that my involvement in this research will also include a paper-and-pencil survey which 

may take less than ten (10) minutes; 

- I have had any questions answered to my satisfaction;  

- I understand that there will be no direct benefit to me from my participation in this research;  

- I understand that my participation in this research is strictly voluntary;  

- I understand that there are no foreseeable risks associated with my participation in this research; 

- I understand that the information collected will be non-attributable and confidential;  

- I understand that if I have any additional questions, I can contact the researchers;  

- I understand that I may discontinue my participation in this research at any time, without comment 

or penalty;  

- I understand that I can contact the Manager, Research Ethics, Nathan Campus, Room 0.10D, Bray 

Centre (N54), Griffith University, 170 Kessels Rood, QLD 4111, Australia on +61 7 3735 4375 or 

research-ethics@griffith.edu.au, if I have any concern about the ethical conduct of this research 

[GU Ref. No.: 2015/828] or my rights as a participant; and  

- I provide my consent to participate in this research [GU Ref. No.: 2015/828].  

 

Name  
 

Signature  
 

Date  
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1. Demographic Information 
    Please indicate some background information. 
 

Indicate your gender:                        
  Female                                                  
  Male                                                     

Indicate your marital status:                       
Single  Married  
De facto relationship  Divorced  
Separated but not divorced  Widowed  

 

Indicate your highest educational qualification: 
Bachelor  Doctorate  
Graduate Certificate/Diploma  Other    
Master   

 

Indicate your year of birth:  
___________  

Indicate your length of employment in this university: 
____________ years     _____________ months 

Indicate your current employment status in this university:  
Permanent full-time  Casual/sessional  
Permanent part-time  Other    
Fixed term contract   

 

Indicate your current job position in this university: 
Lecturer  Associate Professor  
Senior lecturer  Professor     

 Indicate your current pre-set weekly hours in this university: 
____________ hours 

Indicate your current actual weekly hours in this university: 
____________ hours 

Indicate your current job profile in this university: 
Research & teaching-focused  Teaching-focused  
Research-focused      

 

Indicate your preferred time spent in the following activities in this university:  
Activity More About the same Less 

a. Teaching    
b. Research    
c. Administration/service    
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Any changes throughout your employment in your employment status, job position, weekly hours, 
and/or job profile in this university? If your answer is Yes, please tick the relevant box(es). 
  Yes             à Employment status  Job position  Weekly hours  Job profile  
  No               
   
 
 

Do you do any online/distance learning teaching in this university?   
  Yes                                                        _____________ course(s)    
  No                                                         

Are you a member of a trade union in this university?   
  Yes                                                         
  No                                                         

Have you had other work experiences besides your current employment?  
  Yes                                                        Similar     _____________ total years of employment 
                                                                     Different  _____________ total years of employment 
  No                                                         

Are you currently studying for a qualification?  
  Yes                                                         
  No                                                         

Any long-term health condition, impairment, or disability that restricts you in your daily activities 
and has lasted, or is likely to last, 6 months or more?  
  Yes                                                         
  No                                                         
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2. Semi-structured Interview  
 
2.1   Work Experiences  
 (a) General  
 I would like to ask you general questions about your work experiences.  
 
2.1.1. How would you describe your feelings in respect of your job?  
2.1.2. Are the feelings usual or unusual for you?  
2.1.3. How would you describe your work experiences? As positive and / or negative? E.g. working 

with students, peers, immediate superiors, and university management?  
2.1.4. In your opinion, what could have contributed to your positive and / or negative work 

experiences? 
2.1.5. In your university, do colleagues discuss only work-related matters?  
2.1.6. How usually are decisions on work-related matters made? E.g. with students, peers, 

immediate superiors, and university management? 
2.1.7. Share with me any particular reason(s) you choose to stay on the job. 
2.1.8. Would you or would you not identify the influences of the departmental norms on your work 

experiences? Could you talk more about it? 
 

(b) Burnout and Engagement  

I would like to ask you questions relating to your work experiences that are represented by 
burnout and engagement in your job. They are defined as follows:  

_________________________________________________________________________________ 
Burnout: A psychological state of persistent physical, mental or emotional exhaustion caused by 

prolonged workplace stress.  
Engagement: A positive, fulfilling, work-related state of mind that is characterised by vigour (physical-

energetic), dedication (emotional), and absorption (cognitive).  
   
2.1.9. Are you aware that academics can possibly be prone to experiencing burnout and 
 engagement simultaneously at work? 
2.1.10. Would you think if you have experienced …at work before and/or are experiencing … now?  

… burnout /engagement / both burnout and engagement … 
2.1.11. Please tell me your overall thoughts about your work experiences.  
 
2.2  Work Expectations 

I would like to ask you questions relating to your work expectations that are represented 
by psychological contact in your job. It is defined as follows: 

 
Psychological Contract: The mutual beliefs, perceptions, and informal obligations in an employment 

relationship.  
 

2.2.1. Could you tell me about your work expectations? E.g. work expectations in relation to the 
obligations your university has towards you.  

2.2.2. Do you think your work expectations have been met or unmet or partially met?  Could you 
talk more about it? 

2.2.3. Would you or would you not identify the influences of the departmental norms on your work 
expectations? Tell me more about it.  
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2.3  Work Experiences and Expectations 
I would like to ask you questions relating to your work experiences and expectations in your 
job. 

 
2.3.1. Do you think if your work expectations play a role in explaining your work experiences?  
2.3.2. What do you think can be or could have been done for the betterment of your work 

experiences, based on your work expectations? 
 

2.4.  Other 
I would like to ask you some last few questions before we end the interview/proceed with 
the survey.   

 
2.4.1. How do you see yourself in your job in the next two years?    
2.4.2. How do you see your university in the next two years?  
2.4.3. Would you share with me any work achievements in your job that you are proud of? 
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3. Paper-and-Pencil Survey  
 
YOUR WORK-RELATED ATTITUDES AND FEELINGS 
The following statements relate to ‘how often’ you experience them. If you have never experienced 
them, choose the ‘Never’ option. However, if you have had experienced them, choose the option 
that best describes your views. Only choose ONE (1) option per statement. 
 

Statement  
 

Never A few 
times a 
year or 

less 

Once a 
month 
or less 

A few 
times a 
month 

Once a 
week 

A 
few 

times 
a 

week 

Every 
day 

1. I feel emotionally drained from my work  
 

0 1 2 3 4 
 

5 6 

2. I feel used up at the end of the workday 
 

0 1 2 3 4 
 

5 6 

3. I feel tired when I get up in the morning and have to 
face another day on the job  

0 1 2 3 4 5 6 

4. Working all day is really a strain for me 
 

0 1 2 3 4 
 

5 6 

5. I can effectively solve the problems that arise in my 
work  

0 1 2 3 4 
 

5 6 

6. I feel burned out from my work 0 1 2 3 4 
 

5 6 

7. I feel I am making an effective contribution to what 
this organisation does  

0 1 2 3 4 5 6 

8. I have become less interested in my work since I 
started this job  

0 1 2 3 4 5 6 

9. I have become less enthusiastic about my work 
 

0 1 2 3 4 
 

5 6 

10. In my opinion, I am good at my job 
 

0 1 2 3 4 
 

5 6 

11. I feel exhilarated when I accomplish something at 
work 

0 1 2 3 4 
 

5 6 

12. I have accomplished many worthwhile things in this 
job 

0 1 2 3 4 
 

5 6 

13. I just want to do my job and not be bothered 
 

0 1 2 3 4 
 

5 6 

14. I have become more cynical about whether my work 
contributes anything  

0 1 2 3 4 5 6 

15. I doubt the significance of my work  
 

0 1 2 3 4 
 

5 6 

16. At my work, I feel confident that I am effective at 
getting things done  

0 1 2 3 4 
 

5 6 

17. At my work, I feel bursting with energy 0 1 2 3 4 
 

5 6 

18. I find the work that I do full of meaning and purpose 0 1 2 3 4 
 

5 6 

19. Time flies when I am working  
 

0 1 2 3 4 5 6 

20. At my job, I feel strong and vigorous  
 

0 1 2 3 4 
 

5 6 
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Statement  
 

Never A few 
times a 
year or 

less 

Once a 
month 
or less 

A few 
times a 
month 

Once a 
week 

A 
few 

times 
a 

week 

Every 
day 

21. I am enthusiastic about my job  
 

0 1 2 3 4 
 

5 6 

22. When I am working, I forget everything else around 
me 

0 1 2 3 4 
 

5 6 

23. My job inspires me 
 

0 1 2 3 4 5 6 

24. When I get up in the morning, I feel like going to 
work 

0 1 2 3 4 5 6 

25. I feel happy when I am working intensely  
 

0 1 2 3 4 
 

5 6 

26. I am proud on the work that I do  
 

0 1 2 3 4 
 

5 6 

27. I am immersed in my work 
 

0 1 2 3 4 
 

5 6 

28. I can continue working for very long periods at a 
time 

0 1 2 3 4 
 

5 6 

29. To me, my job is challenging 
 

0 1 2 3 4 
 

5 6 

30. I get carried away when I am working 
 

0 1 2 3 4 5 6 

31. At my job, I am very mentally resilient 
 

0 1 2 3 4 
 

5 6 

32. It is difficult to detach myself from my job  
 

0 1 2 3 4 
 

5 6 

33. At my work, I always persevere even when things do 
not go well 

0 1 2 3 4 
 

5 6 

 
Thank you for your participation.
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Appendix 3.2: Study 2 - Information Sheet  

 

 
 
 
 
ACADEMIC WORKPLACE WELL-BEING 
[GU	Ref	No:	2015/828] 

 
 

Department Of Employment Relations and Human Resources, 
Griffith Business School, Brisbane, Australia 

 
	
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
INSTRUCTIONS: 
 

1. Please read over the INFORMATION SHEET AND CONSENT form. 
2. Your employing university will not be aware of the names of the people participating in 

this research. 
3. Please answer the questions simply by choosing the most appropriate options that best 

describe your views. Only choose ONE (1) option per statement.  
4. Please answer the questions from your own personal perspective regarding the job that 

you are currently doing at your university. 
 

Thank you for your valued time. 
 

 



 
 

	

	 	 265 

 INFORMATION SHEET 
 
This research aims to investigate your work experiences as a university academic. It is required that 
you have had a minimum of 6 months employment in your current university position. This will 
provide more information to guide the improvement of academics’ work experiences in the future. 
 
This information is sought through the current self-administered questionnaire that is accessed by the 
hyperlink below. It will take you less than twenty (20) minutes to complete the questionnaire. 
Participation in the questionnaire is strictly voluntary on your part. You are under no obligation to 
participate. Deciding not to participate will not involve any penalties or the loss of any benefits from 
your university. Should you choose to participate you are also under no obligation to answer any 
question(s) that you would rather not respond to. You are also under no obligation to complete the 
questionnaire should you decide not to. The completion and return of the questionnaire will be 
accepted as an expression of consent to participate in the research. 
 
There are no foreseeable risks associated with your participation in this research. Identifiable data may 
be collected in order to allow for matching data sources, however, all data shall be de-identified before 
analysis to safeguard the confidentiality and privacy of individuals and universities. The analysis of 
this research may be disseminated in scholarly journals and shared with participating universities. 
However, no personal identifying information will appear in any publication. 
 
Should you have any question about this research, the researchers may be reached at: 
 
Shirley Chan     +61 4 2267 2061  shirley.chan@griffithuni.edu.au 
Dr. Amanda Biggs    +61 7 3735 7019  a.biggs@griffith.edu.au 
Associate Professor Ashlea Troth  +61 7 3735 5241  a.troth@griffith.edu.au 
 
Department of Employment Relations and Human Resources,  
Nathan Campus, Griffith Business School (N50), Griffith University, 
170 Kessels Road, QLD 4111, Australia  
 
This research is being conducted as part of a doctoral dissertation at Griffith University, Australia. The 
University requires that all participating individuals and universities be informed that if they have any 
question concerning the manner in which a research is conducted or your rights as a participant, it may 
be given to the researchers or if an independent party is preferred: 
 
Manager, Research Ethics 
research-ethics@griffith.edu.au  
+61 7 3735 4375  
Nathan Campus, Room 0.10D, Bray Centre (N54), Griffith University,  
170 Kessels Road, QLD 4111, Australia  
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Please note that by completing and returning this questionnaire, you provide your consent to 
participate in this research [GU Ref No: 2015/828].  
 

CONSENT 

 

By completing the questionnaire, I confirm that I have read and understood the INFORMATION 

SHEET AND CONSENT form and, in particular, that 

 

- I understand that my involvement in this research will include answering the questions in the 

questionnaire in less than twenty (20) minutes;  

- I have had any question(s) answered to my satisfaction;  

- I understand that there will be no direct benefit to me from my participation in this research;  

- I understand that my participation in this research is strictly voluntary;  

- I understand that there are no foreseeable risks associated with my participation in this research; 

- I understand that the information collected will be non-attributable and confidential;  

- I understand that if I have any additional questions, I can contact the researchers;  

- I understand that I may discontinue participation at any time, without comment or penalty;  

- I understand that I can contact the Manager, Research Ethics, Nathan Campus, Room 0.10D, Bray 

Centre (N54), Griffith University, 170 Kessels Rood, QLD 4111, Australia on +61 7 3735 4375 or 

research-ethics@griffith.edu.au, if I have any concern about the ethical conduct of this research or 

my rights as a participant; and  

- I provide my consent to participate in this research [GU Ref. No: 2015/828].  
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SECTION A: YOUR PSYCHOLOGICAL CONTRACT ORIENTATION 
 
The following statements relate to your level of agreement when you experience them.  
Only choose ONE (1) option per statement. 
 

Strongly 
disagree 

Disagree Somewhat 
disagree 

Neither 
agree nor 
disagree 

Somewhat 
agree 

Agree Strongly 
agree 

1 2 3 4 5 6 7 
A1. I come to work purely to get the job 

done  
1 2 3 4 5 6 7 

A2. I do this job just for the money  
 

1 2 3 4 5 6 7 

A3. I only do what is necessary to get the 
job done  

1 2 3 4 5 6 7 

A4. I work to achieve the purely short-
term goals of my job  

1 2 3 4 5 6 7 

A5. My loyalty to the university is defined 
by the terms of my contract  

1 2 3 4 5 6 7 

A6. I am motivated to contribute 100% to 
this university in return for future 
employment benefits  

1 2 3 4 5 6 7 

A7. I prefer to work a strictly defined set 
of working hours  

1 2 3 4 5 6 7 

A8. It is important not to get too involved 
in your job  

1 2 3 4 5 6 7 

A9. I expect to grow in this university  
 

1 2 3 4 5 6 8 

A10. I expect to gain promotion in this 
university with length of service and 
effort to achieve goals 

1 2 3 4 5 6 7 

A11. I feel this university reciprocates the 
effort put in by its employees 

1 2 3 4 5 6 7 

A12. I am heavily involved in my place of     
work 

1 2 3 4 5 6 7 

A13. I expect to be paid for any overtime I 
do  

1 2 3 4 5 6 7 

A14. I feel part of a team in this university  
 

1 2 3 4 5 6 7 

A15. I have a reasonable chance of 
promotion if I work hard  

1 2 3 4 5 6 7 

A16. I will work for this university 
indefinitely  

1 2 3 4 5 6 7 

A17. My career path in the university is 
clearly mapped out  

1 2 3 4 5 6 7 
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SECTION B: YOUR PASSION TOWARDS WORK  
 
While thinking of your work and using the scale below, indicate your level of agreement with each 
statement. Only choose ONE (1) option per statement. 
 

Not agree 
at all 

Very 
slightly 
agree 

Slightly 
agree 

Moderately 
agree 

Mostly agree Strongly 
agree 

Very 
strongly 

agree 
1 2 3 4 5 6 7 

B1. My work is in harmony with the other 
activities in my life  

1 2 3 4 5 6 7 

B2. I have difficulties controlling my urge 
to do my work  

1 2 3 4 5 6 7 

B3. The new things that I discover with my 
work allow me to appreciate it even 
more  

1 2 3 4 5 6 7 

B4. I have almost an obsessive feeling for 
my work  

1 2 3 4 5 6 7 

B5. My work reflects the qualities I like 
about myself  

1 2 3 4 5 6 7 

B6. My work allows me to live a variety of 
experiences 

1 2 3 4 5 6 7 

B7. My work is the only thing that really 
turns me on  

1 2 3 4 5 6 7 

B8. My work is well integrated in my life  
 

1 2 3 4 5 6 7 

B9. If I could, I would only do my work  
 

1 2 3 4 5 6 7 

B10. My work is in harmony with other 
things that are part of me  

1 2 3 4 5 6 7 

B11. My work is so exciting that I sometimes 
lose control over it  

1 2 3 4 5 6 7 

B12. I have the impression that my work 
controls me 

1 2 3 4 5 6 7 

B13. I spend a lot of time doing my work 
 

1 2 3 4 5 6 7 

B14. I like my work 
 

1 2 3 4 5 6 7 

B15. My work is important for me 
 

1 2 3 4 5 6 7 

B16. My work is a passion for me 
 

1 2 3 4 5 6 7 
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SECTION C: YOUR JOB 
 
The following statements aim to tap your personal experiences at work, indicate your level of 
agreement with each statement. Only choose ONE (1) option per statement. 
 

Totally disagree Disagree Somewhat disagree 
/ somewhat agree 

Agree Totally agree 

1 2 3 4 5 
C1. I don't really feel competent in my job 
 

1 2 3 4 5 

C2. I really master my tasks at my job 
 

1 2 3 4 5 

C3. I feel competent at my job 
 

1 2 3 4 5 

C4. I doubt whether I am able to execute my job 
properly 

 

1 2 3 4 5 

C5. I am good at the things I do in my job  
 

1 2 3 4 5 

C6. I have the feeling that I can even accomplish the 
most difficult tasks at work 

1 2 3 4 5 
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SECTION D: YOUR WORK-RELATED ATTITUDES AND FEELINGS 
 
Please read each statement carefully and decide if you ever feel this way about your work. If you have 
never had experienced them, choose the ‘Never’ option. However, if you have had experienced them, 
choose the option that best describes how frequently you feel that way. Only choose ONE (1) option 
per statement. 
 

Never A few times a 
year or less 

Once a month 
or less 

A few times a 
month 

Once a week A few times 
a week 

Every day 

0 1 2 3 4 5 6 
D1. I feel emotionally drained from my work  0 1 2 3 4 5 6 

D2. I feel used up at the end of the workday 0 1 2 3 4 5 6 

D3. I feel tired when I get up in the morning and 
have to face another day on the job  

0 1 2 3 4 5 6 

D4. Working all day is really a strain for me 
 

0 1 2 3 4 5 6 

D5. I can effectively solve the problems that arise 
in my work  

0 1 2 3 4 5 6 

D6. I feel burned out from my work 
 

0 1 2 3 4 5 6 

D7. I feel I am making an effective contribution to 
what this organisation does  

0 1 2 3 4 5 6 

D8. I have become less interested in my work 
since I started this job  

0 1 2 3 4 5 6 

D9. I have become less enthusiastic about my 
work 

0 1 2 3 4 5 6 

D10. In my opinion, I am good at my job 
 

0 1 2 3 4 5 6 

D11. I feel exhilarated when I accomplish 
something at work 

0 1 2 3 4 5 6 

D12. I have accomplished many worthwhile things 
in this job 

0 1 2 3 4 5 6 

D13. I just want to do my job and not be bothered 
 

0 1 2 3 4 5 6 

D14. I have become more cynical about whether my 
work contributes anything  

0 1 2 3 4 5 6 

D15. I doubt the significance of my work  
 

0 1 2 3 4 5 6 

D16. At my work, I feel confident that I am 
effective at getting things done  

0 1 2 3 4 5 6 

D17. At my work, I feel bursting with energy 
(ENG) 

 

0 1 2 3 4 5 6 

D18. I find the work that I do full of meaning and 
purpose 

 

0 1 2 3 4 5 6 

D19. Time flies when I am working  
 

0 1 2 3 4 5 6 

D20. At my job, I feel strong and vigorous  
 

0 1 2 3 4 5 6 

D21. I am enthusiastic about my job  
 

0 1 2 3 4 5 6 
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D22. When I am working, I forget everything else 
around me 

0 1 2 3 4 5 6 

D23. My job inspires me 
 

0 1 2 3 4 5 6 

D24. When I get up in the morning, I feel like going 
to work 

0 1 2 3 4 5 6 

D25. I feel happy when I am working intensely  
 

0 1 2 3 4 5 6 

D26. I am proud on the work that I do  
 

0 1 2 3 4 5 6 

D27. I am immersed in my work 
 

0 1 2 3 4 5 6 

D28. I can continue working for very long periods 
at a time 

0 1 2 3 4 5 6 

D29. To me, my job is challenging 
 

0 1 2 3 4 5 6 

D30. I get carried away when I am working 
 

0 1 2 3 4 5 6 

D31. At my job, I am very mentally resilient 
 

0 1 2 3 4 5 6 

D32. It is difficult to detach myself from my job  
 

0 1 2 3 4 5 6 

D33. At my work, I always persevere even when 
things do not go well 

0 1 2 3 4 5 6 
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SECTION E: TRIGGERS FOR YOUR WORK-RELATED ATTITUDES AND   
FEELINGS 

 
The following statements relate to your level of agreement when you experience them.  
Only choose ONE (1) option per statement. 
 

Strongly disagree Disagree Hard to decide Agree  Strongly agree 
1 2 3 4 5 

E1. I do not have time to do the work that must be done  
 

1 2 3 4 5 

E2. I work intensely for prolonged periods of time 
 

1 2 3 4 5 

E3. I have so much work to do on the job that it takes me 
away from my personal interests 

1 2 3 4 5 

E4. I have enough time to do what’s important in my job 
 

1 2 3 4 5 

E5. I leave my work behind when I go home at the end of 
the workday 

1 2 3 4 5 

E6. I have control over how I do my work  
 

1 2 3 4 5 

E7. I can influence management to obtain the equipment 
and space I need for my work 

1 2 3 4 5 

E8. I have professional autonomy / independence in my 
work 

 

1 2 3 4 5 

E9. I have influence in the decisions affecting my work 
 

1 2 3 4 5 

E10. I receive recognition from others for my work  
 

1 2 3 4 5 

E11. My work is appreciated 
 

1 2 3 4 5 

E12. My efforts usually go unnoticed 
 

1 2 3 4 5 

E13. I do not get recognised for all the things I contribute 
 

1 2 3 4 5 

E14. People trust one another to fulfil their roles  
 

1 2 3 4 5 

E15. I am a member of a supportive work group 
 

1 2 3 4 5 

E16. Members of my work group cooperate with one 
another 

1 2 3 4 5 

E17. Members of my work group communicate openly  
 

1 2 3 4 5 

E18. I don't feel close to my colleagues 
 

1 2 3 4 5 

E19. Resources are allocated fairly here 
 

1 2 3 4 5 

E20. Opportunities are decided solely on merit 
 

1 2 3 4 5 

E21. There are effective appeal procedures available when I 
question the fairness of a decision 

1 2 3 4 5 

E22. Management treats all employees fairly 
 

1 2 3 4 5 

E23. Favouritism determines how decisions are made at 
work 

1 2 3 4 5 
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E24. It’s not what you know but who you know that 
determines a career here 

1 2 3 4 5 

E25. My values and the Organisation’s values are alike  
 

1 2 3 4 5 

E26. The Organisation’s goals influence my day-to-day 
work activities 

1 2 3 4 5 

E27. My personal career goals are consistent with the 
Organisation’s stated goals 

1 2 3 4 5 

E28. The Organisation is committed to quality 
 

1 2 3 4 5 

 
DEMOGRAPHIC INFORMATION 
 
1.  Your gender 

1. Female 
2. Male  
3. Other 

 
2. Your nationality ……… 
 
3. Your ethnicity    

1. African    
2. Anglo-Celtic   
3. Chinese    
4. Indian 
5. Malay 
6. Middle Eastern   
7. Other European 
8. Other Asian 
9. Other 

 
4. Do you identify yourself as a person with a Non-English-Speaking Background?  

1. Yes 
2. No 

 
5.  What is your age? (to the nearest year) ……. 
 
6.  How long have you been working as an academic? (to the nearest year) ….. 
 
7.  How long have you been working as an academic in your current university? (to the nearest 

year) ….. 
 
8.  What is your highest educational qualification? 

1. Bachelor 
2. Graduate Certificate / Diploma 
3. Master 
4. Doctorate  
5. Other 

 
9.   Are you currently working in the same university that you completed your highest educational 

qualification?  
1. Yes   
2. No 
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10.  What is your current employment status with your university? 
1. Permanent full-time 
2. Permanent part-time 
3. Fixed term contract 
4. Casual / sessional 

 
11.  What Department/School do you belong to at your university? 

1. Arts  
2. Business 
3. Education 
4. Engineering 
5. Health  
6. Law 
7. Sciences 
8. Other 

  
12.  What is your current position in your university? 

1. Lecturer 
2. Senior Lecturer 
3. Associate Professor 
4. Professor 
5. Research fellow 
6. Other 

 
13.  What is your current work profile in your university? 

1. Administration- & research- & teaching-focused 
2. Administration-focused  
3. Research-focused  
4. Teaching-focused 

 
14. What is the formal number of weekly hours you are required to work in your current work  

profile?  …….  
 
15. How many weekly hours do you usually work in your current work profile? ……….  
 
16. How would you wish to spend time on the activities in your university?  

Activity More About the same Less 
a. Teaching    
b. Research    
c. Administration / service    

 
Thank you for your participation.  
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Appendix 4.1. Summary Map: Perceived Workplace Experiences of Burnout and Engagement 
for Australian and Malaysian Academics 

 
	
Appendix 4.2: Summary Map: Perceived Workplace Psychological Contract Orientation for 
Australian and Malaysian Academics 
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Appendix 4.3: Summary Map: Perceived Workplace Experiences of Burnout and Engagement 
and Perceived Workplace Psychological Contract Orientation for Australian and Malaysian 
Academics 
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Appendix 5.1. A Multistage Sampling Approach in Study 2: Proportionate Stratified Random 
followed by Simple Random. NB: Australian (AU) = 203; Malaysian (MY): 193 
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Appendix 5.2a: MANOVAs for Testing Significant Demographic Differences (IVs) on Workplace Outcomes (DVs) in Australian Academics (n = 203) 
D
V 

 
n 

AWL Need RPC TPC HP OP ENG PE EX CY 
V F 

(df) p η2 I
V 

 M SD M SD M SD M SD M SD M SD M SD M SD M SD M SD 

 Department .14 .95  
(30, 

576) 

.54 .05 
a  74 3.63 .81 3.56 .93 4.69 1.02 3.48 1.01 4.36 1.00 3.49 1.15 5.05 .97 5.22 1.10 3.97 1.27 3.48 1.45 
b  21 3.34 .72 3.32 1.16 4.45 1.27 3.23 1.10 4.17 1.05 3.16 1.53 4.99 1.03 5.50 .97 4.30 1.40 3.30 1.65 
c  47 3.62 .72 3.66 .94 4.83 1.05 3.53 1.04 4.35 1.18 3.44 1.39 4.94 .95 5.14 1.13 4.15 1.31 3.77 1.43 
d  61 3.26 .90 3.19 1.16 4.43 1.48 3.03 .97 4.09 1.20 3.17 1.16 5.09 .97 5.42 1.18 4.54 1.65 3.78 1.47 

 Educational qualification .20 1.00 
(40, 

768) 

.48 .05 
e  3 3.45 1.72 3.17 1.88 3.24 1.70 3.83 1.08 3.89 .67 3.39 1.34      4.14 .09 4.22 .42 5.00 1.11 5.00 .60 
f  9 3.23 .95 3.31 1.33 4.24 1.46 3.11 1.27 3.67 1.38 2.52 1.23   4.80 1.21 5.02 1.49 4.69 1.68 3.36 1.73 
g  33 3.71 .64 3.72 .81 4.70 .90 3.53 1.04 4.54 .81 3.38 1.14   5.20 .99 5.17 1.20 4.06 1.08 3.44 1.52 
h  155 3.45 .83 3.39 1.06 4.64 1.24 3.28 1.01 4.24 1.15 3.39 1.28 5.01 .94 5.34 1.08 4.21 1.47 3.63 1.45 
i  3 3.85 .50 4.11 .63 5.24 .87 3.83 1.01 4.28 .69 3.28 .59 5.67 1.44 6.00 1.17 4.00 2.03 4.13 2.39 

 Employment status .11 .72 
(30, 

576) 

.86 .04 
j  148 3.48 .82 3.43 1.04 4.62 1.22 3.40 1.00 4.32 1.09 3.33 1.23 5.02 .96 5.31 1.09 4.19 1.36 3.62 1.50 
k  8 3.40 .77 3.63 .88 4.87 1.31 2.83 1.38 3.79 1.63 3.23 .89 5.35 1.00 5.48 1.32 4.90 1.72 3.35 1.67 
l  45 3.52 .88 3.44 1.10 4.56 1.19 3.18 1.06 4.13 1.04 3.41 1.43 5.00 .97 5.21 1.16 4.19 1.57 3.69 1.41 
m  2 3.89 .66 4.42 .59 5.07 1.31 3.50 .28 4.00 1.18 3.92 .12 5.56 1.79 5.17 2.36 3.80 2.26 3.10 1.27 

 Position .22 1.11 
(40, 

768) 

.30 .06 
n  58 3.51 .84 3.44 1.04 4.58 1.23 3.35 .98 4.26 1.06 3.10 1.16 4.97 1.05 5.18 1.17 4.29 1.37 3.63 1.54 
o  50 3.32 .93 3.25 1.10 4.66 1.27 3.44 1.08 4.24 1.13 3.23 1.24 5.01 .85 5.39 1.07 4.37 1.47 3.68 1.61 
p  48 3.53 .77 3.49 1.05 4.59 1.37 3.30 .97 4.36 1.26 3.52 1.34 5.01 .99 5.33 1.10 4.00 1.46 3.62 1.39 
q  10 3.41 .68 3.70 1.03 5.14 .85 3.22 1.09 4.68 .74 3.93 1.19 5.17 .99 5.37 .96 4.44 1.70 3.88 1.94 
r  37 3.64 .72 3.62 .96 4.53 .95 3.23 1.12 4.03 1.00 3.51 1.27 5.15 .96 5.26 1.21 4.11 1.35 3.43 1.20 

 Work profile .15 1.52 
(20, 

384) 
 

.07 .07 
s  79 3.39 .80 3.35 1.05 4.70 1.38 3.34 1.05 4.36 1.17 3.23 1.24 5.03 .89 5.46 .98 4.09 1.55 3.52 1.52 
t  64 3.62 .78 3.59 .98 4.69 1.11 3.33 1.01 4.16 1.16 3.65 1.28 5.06 .97 5.31 1.16 4.24 1.43 3.70 1.27 
u  60 3.48 .89 3.43 1.10 4.45 1.08 3.32 1.04 4.22 .96 3.18 1.21 5.01 1.06 5.04 1.22 4.35 1.25 3.65 1.64 

 Ethnicity .22 1.10  
(40, 

768) 

.31 .05 
v  85 3.55 .84 3.48 1.09 4.56 1.17 3.32 .96 4.18 1.18 3.43 1.20 5.03 .96 5.31 1.09 4.16 1.49 3.72 1.36 
w  95 3.38 .80 3.39 1.02 4.60 1.25 3.27 1.07 4.22 1.08 3.14 1.27 5.02 1.01 5.33 1.14 4.25 1.43 3.54 1.55 
x  16 3.82 .79 3.60 1.02 4.84 .96 3.88 .97 4.76 .77 3.67 1.15 5.04 .93 4.97 1.27 4.09 .84 3.50 1.64 
y  5 3.19 1.02 3.40 1.22 5.31 2.15 2.78 1.15 4.43 1.16 4.03 .94 5.26 .37 5.60 .93 5.08 1.87 3.88 1.73 
z  2 3.86 .35 3.92 .12 4.79 .51 3.70 .99 4.67 1.41 5.58 1.53 5.09 1.12 4.58 .12 3.40 1.13 3.40 1.70 

Notes: a Arts, Education, Law, Other; b Business; c Engineering, Sciences; d Health; e Bachelor; f Graduate Certificate/Diploma; g Master; h Doctorate; i Other; j Permanent full-time; k Permanent part-time; l Fixed-term 
contract; m Casual/sessional; n Lecturer; o Senior lecturer; p Associate Professor; q Professor; r Research fellow, Other; s Administration-research-& teaching-focused; t Research-focused; u Teaching-focused; v African, 
Middle Eastern, Other European, Other Asian, Other; w Anglo-Celtic; x Chinese; y Indian; z Malay; Degree of freedom and error degree of freedom in parentheses; *p < .05 
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Appendix 5.2b: MANOVAs for Testing Significant Demographic Differences (IVs) on Workplace Outcomes (DVs) in Malaysian Academics (n = 193) 
D
V n 

AWL Need RPC TPC HP OP ENG PE EX CY 
V F 

(df) p η2 I
V 

M SD M SD M SD M SD M SD M SD M SD M SD M SD M SD 

Department .20 1.30 
(30, 

546) 

.14 .07 
a 59 3.96 .62 3.49 .97 4.21 .90 3.93 .82 4.18 .90 3.83 .99 4.35 .69 4.51 .92 4.14 .98 4.03 1.05 
b 36 3.73 .76 3.63 1.02 4.31 .97 3.89 .86 4.17 1.17 3.58 1.22 4.60 .84 4.72 1.02 4.03 1.17 4.01 1.23 
c 85 4.12 .43 3.87 .82 4.06 .85 3.82 .77 4.07 .76 3.91 .98 4.30 .61 4.33 .67 4.25 .70 4.23 .54 
d 13 4.26 .28 4.15 .51 4.10 .65 3.91 .79 3.90 .53 4.04 .61 4.07 .55 3.97 .60 3.98 .76 4.09 .98 

Educational qualification .14 1.39  
(20, 

364) 

.12 .07 
e 9 3.67 .53 3.89 1.04 3.60 1.30 3.54 .88 3.80 .74 3.24 1.01 4.27 .72 4.33 .71 3.91 .63 3.82 .60 
f 104 4.07 .53 3.68 .94 4.06 .78 3.77 .79 4.04 .83 3.74 1.06 4.31 .60 4.36 .75 4.19 .83 4.22 .82 
g     80 3.98 .63 3.78 .86 4.34 .91 4.04 .77 4.24 .94 4.02 .92 4.43 .79 4.54 .95 4.15 .99 4.02 1.01 

Employment status .12 1.20  
(20, 

364) 

.25 .06 
h 168 3.98 .60 3.66 .94 4.18 .90 3.84 .82 4.14 .90 3.79 1.06 4.40 .71 4.50 .86 4.17 .91 4.13 .92 
i 17 4.21 .43 4.17 .48 4.12 .70 4.02 .68 3.96 .78 4.11 .67 4.07 .54 3.95 .59 3.99 .86 3.93 .88 
j 8 4.27 .22 4.27 .33 3.77 .56 4.20 .40 3.88 .42 4.27 .42 4.15 .31 4.17 .33 4.27 .35 4.30 .43 

Position .25 1.23  
(40, 

728) 

.16 .06 
k 64 4.06 .49 3.72 .90 4.15 .76 3.68 .79 4.13 .80 3.69 .99 4.35 .62 4.41 .75 4.14 .85 4.19 .79 
l 53 4.01 .64 3.62 .99 4.25 .85 3.76 .83 4.19 .94 3.73 1.09 4.40 .70 4.48 .91 4.18 .89 4.15 .95 
m 34 3.92 .66 3.73 .96 4.07 .97 4.27 .60 4.08 1.06 3.91 1.02 4.42 .79 4.51 .90 4.16 .89 4.02 .88 
n 9 4.25 .40 3.94 .58 3.94 .60 4.13 .31 4.15 .43 4.57 .72 4.17 .52 4.41 .60 4.53 .84 4.47 .59 
o 33 3.95 .58 3.88 .81 4.18 1.11 3.93 .89 3.97 .82 3.99 .93 4.29 .74 4.34 .91 4.07 1.01 3.92 1.08 

Work profile .10 .92  
(20, 

364) 

.56 .05 
p 129 4.00 .58 3.67 .94 4.10 .86 3.80 .81 4.07 .87 3.76 1.06 4.32 .67 4.43 .84 4.15 .86 4.12 .93 
q 18 4.23 .33 4.01 .56 3.99 .68 4.17 .34 3.96 .52 4.28 .73 4.11 .55 4.10 .64 4.17 .88 4.18 .90 
r 46 3.95 .62 3.78 .92 4.39 .97 3.96 .85 4.29 1.00 3.87 .93 4.55 .74 4.57 .87 4.18 1.01 4.10 .83 

Ethnicity .33 2.26  
(30, 

564) 

.00* .11 
s 13 4.05 .65 3.56 .88 4.22 .93 3.88 .61 4.19 1.09 3.95 1.20 4.34 .88 4.32 1.03 3.97 1.22 4.05 1.32 
t 9 4.23 .54 4.26 .35 4.22 .60 3.87 .85 4.20 .92 4.30 .68 4.10 .48 4.09 .57 4.18 .87 4.02 .63 
u 8 3.06 .56 3.77 1.11 5.13 1.25 4.74 .69 5.21 1.34 3.79 .73 5.60 .69 5.75 .93 3.63 1.67 3.10 1.23 
v 163 4.04 .53 3.71 .92 4.10 .84 3.83 .79 4.05 .80 3.80 1.03 4.31 .62 4.40 .78 4.20 .81 4.18 .83 

Notes: a Education, Other; b Business; c Engineering, Sciences; d Health; e Bachelor; f Master; g Doctorate; h Permanent full-time; i Fixed-term contract; i Casual/sessional; k Lecturer; l Senior lecturer; m Associate 
Professor; n Professor; o Research fellow, Other; p Administration-research-& teaching-focused; q Research-focused; r Teaching-focused; s Middle Eastern, Other Asian, Other; t Chinese; u Indian; v Malay; Degree of 
freedom and error degree of freedom in parentheses; *p < .05	
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Appendix 5.2c: ANOVAs for Testing Significant Ethnicity Differences (IV) on Workplace 
Outcomes (DVs) in Malaysian Academics (n = 193) 

 

Notes: Degree of freedom and error degree of freedom in parentheses; *p < .001 

	
	

IV DV M SD F (3, 189) p η2 
Ethnicity AWL 4.010 .576 8.758 .000* .122 

Need 3.731 .910 1.188 .316 .019 
RPC 4.157 .878 3.649 .014 .055 
TPC 3.871 .797 3.439 .018 .052 
HP 4.111 .876 4.826 .003 .071 
OP 3.834 1.015 .735 .533 .012 
ENG 4.357 .687 1.728 .000* .146 
PE 4.434 .838 8.054 .000* .113 
EX 4.160 .892 1.273 .285 .020 
CY 4.117 .898 3.904 .010 .058 
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Appendix 5.3: Summarised PROCESS Output Results for Quantitative Question One –  
To what extent are Australian and Malaysian academics’ workplace burnout 
and engagement experiences a function of their relational or transactional 
psychological contract orientation, fit in areas of worklife, and satisfied need 
for competence?  

 
Sub-
question 
One 
 

Does fit in areas of worklife predict burnout and engagement for Australian and 
Malaysian academics with psychological contract orientation as the focal 
mediating variable? 

 
H1a 

 
Fit in areas of worklife is positively related to relational psychological contract 
orientation. [✔] 

H1b Fit in areas of worklife is negatively related to transactional psychological 
contract orientation. [✖] 

iH2a Relational psychological contract orientation mediates the relationship between 
fit in areas of worklife, burnout, and engagement, such that the relationship is 
negative for burnout and positive for engagement. [✔&✖] 

iiH2b Transactional psychological contract orientation mediates the relationship 
between fit in areas of worklife, burnout, and engagement, such that the 
relationship is positive for burnout and negative for engagement. [✔&✖] 

H5a Country moderates the relationship between fit in areas of worklife and 
relational psychological contract orientation, such that the relationship is 
stronger for Malaysian academics than Australian academics. [✔&✖] 

H5b Country moderates the relationship between fit in areas of worklife and 
transactional psychological contract orientation, such that the relationship is 
stronger for Australian academics than Malaysian academics. [✖] 

H6a Fit in areas of worklife is related to burnout and engagement through indirect 
effects such that the relationship between fit in areas of worklife and burnout 
and engagement will be moderated by country and mediated by relational 
psychological contract orientation. [✔] 

H6b Fit in areas of worklife is related to burnout and engagement through indirect 
effects such that the relationship between fit in areas of worklife and burnout 
and engagement will be moderated by country and mediated by transactional 
psychological contract orientation. [✖] 

  

Fit in AWL 
iH2a – RPC orientation iiH2b – TPC orientation 
AU MY AU MY 

ENG ✔(+) ✖ ✔(-) ✖ 
Burnout: PE ✔(+) ✖ ✔(-) ✖ 
Burnout: EX ✔(-) ✖ ✖ ✖ 
Burnout: CY ✔(-) ✖ ✔(+) ✖ 
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Sub-
question 
Two 

Does satisfied need for competence predict burnout and engagement for 
Australian and Malaysian academics with psychological contract orientation 
as the focal mediating variable? 

  
 
H3a 

 
Satisfied need for competence is positively related to relational psychological 
contract orientation. [✔] 

H3b Satisfied need for competence is negatively related to transactional 
psychological contract orientation. [✖] 

iiiH4a Relational psychological contract orientation mediates the relationship 
between satisfied need for competence, burnout, and engagement, such that 
the relationship is negative for burnout and positive for engagement. [✔] 

ivH4b Transactional psychological contract orientation mediates the relationship 
between satisfied need for competence, burnout, and engagement, such that 
the relationship is positive for burnout and negative for engagement. [✔&✖] 

  
Satisfied Need iiiH4a – RPC orientation ivH4b – TPC orientation 
ENG ✔(+) ✔(-) 

Burnout: PE ✔(+) ✔(-) 

Burnout: EX ✔(-) ✖ 

Burnout: CY ✔(-) ✔(+) 

   
✔ - supported; ✖- unsupported; ✔&✖- partially supported 
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Appendix 6.1: Summarised PROCESS Output Results for Quantitative Question Two –  
To what extent are Australian and Malaysian academics’ workplace burnout 
and engagement experiences a function of their harmonious or obsessive 
orientation towards work activities, fit in areas of worklife, and satisfied need 
for competence?  

 
Sub-
question 
One 
 

Does fit in areas of worklife predict burnout and engagement for Australian and 
Malaysian academics with passion orientation towards work activities as the 
focal mediating variable? 
 

 
H1a 

 
Fit in areas of worklife is positively related to harmonious passion orientation 
towards work activities. [✔] 

H1b Fit in areas of worklife is negatively related to obsessive passion orientation 
towards work activities. [✖] 

iH2a 
 

Harmonious passion orientation towards work activities mediates the 
relationship between fit in areas of worklife, burnout, and engagement, such 
that the relationship is negative for burnout and positive for engagement. 
[✔&✖] 

iiH2b Obsessive passion orientation towards work activities mediates the relationship 
between fit in areas of worklife, burnout, and engagement, such that the 
relationship is positive for burnout and negative for engagement. [✔&✖] 

H5a Country moderates the relationship between fit in areas of worklife and 
harmonious passion orientation towards work activities, such that the 
relationship is stronger for Malaysian academics than Australian academics. 
[✔&✖] 

H5b Country moderates the relationship between fit in areas of worklife and 
obsessive passion orientation towards work activities, such that the relationship 
is stronger for Australian academics than Malaysian academics. [✔&✖] 

H6a Fit in areas of worklife is related to burnout and engagement through indirect 
effects such that the relationship between fit in areas of worklife and burnout 
and engagement will be moderated by country and mediated by harmonious 
passion orientation towards work activities. [✔] 

H6b Fit in areas of worklife is related to burnout and engagement through indirect 
effects such that the relationship between fit in areas of worklife and burnout 
and engagement will be moderated by country and mediated by obsessive 
passion orientation towards work activities. [✔&✖] 
 

Fit in AWL 
iH2a – HP orientation iiH2b – OP orientation 
AU MY AU MY 

ENG ✔(+) ✖ ✖ ✖ 
Burnout: PE ✔(+) ✖ ✔(-) ✔(-) 
Burnout: EX ✔(-) ✖ ✔(+) ✔(+) 
Burnout: CY ✔(-) ✖ ✔(+) ✔(+) 
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Sub-
question 
Two 

Does satisfied need for competence predict burnout and engagement for 
Australian and Malaysian academics with passion orientation towards work 
activities as the focal mediating variable? 
 

 
H3a 

 
Satisfied need for competence is positively related to harmonious passion 
orientation towards work activities. [✔] 

H3b Satisfied need for competence is negatively related to obsessive passion 
orientation towards work activities. [✖] 

iiiH4a Harmonious passion orientation towards work activities mediates the 
relationship between satisfied need for competence, burnout, and engagement, 
such that the relationship is negative for burnout and positive for engagement. 
[✔] 

ivH4b Obsessive passion orientation towards work activities mediates the 
relationship between satisfied need for competence, burnout, and engagement, 
such that the relationship is positive for burnout and negative for engagement. 
[✔] 
 

Satisfied Need iiiH4a – HP orientation ivH4b – OP orientation 
ENG ✔(+) ✔(-) 

Burnout: PE ✔(+) ✔(-) 

Burnout: EX ✔(-) ✔(+) 

Burnout: CY ✔(-) ✔(+) 

   
✔ - supported; ✖- unsupported; ✔&✖- partially supported 
 


