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Abstract
This study explored the relationship between obsessive and harmonious passion for work and
burnout, as well as the moderating roles of perceived supervisor support and perceived coworker support. A longitudinal, 3-wave study was conducted among 1,263 members of a
large Norwegian workers’ union across a 10-month time span. Harmonious passion for work
was related to a decrease in exhaustion and cynicism over time, whereas obsessive passion for
work was stably and positively related to exhaustion and cynicism. Furthermore, we
suggested that a situational contingency in the form of support perceptions may reduce the
negative outcome of obsessive passion but find that this attenuation may depend on the level
of the obsessive passion. By applying the Johnson-Neyman statistical technique, we showed
that the level of obsessive passion is important in understanding when a supporting
environment is actually helpful in protecting against burnout. We still recommend careful
selection of co-workers who are genuinely caring and considerate of others, as well as
facilitating good relationships at work. However, we also discuss how high levels of obsessive
passion might prevent certain employees from gaining from the effects of co-worker support.
Keywords: harmonious and obsessive passion, burnout, perceived supervisor support,
perceived co-worker support, longitudinal analyses
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The role of passion and support perceptions in changing burnout: a Johnson-Neyman
approach
Burnout is a type of strain emanating from prolonged exposure to chronic, job-related
stressors (Maslach, Schaufeli, & Leiter, 2001). It was first characterized by emotional
exhaustion, cynicism, and reduced professional efficacy, but recent research suggests that
exhaustion and cynicism are the key indicators of burnout and that a decrease in professional
efficacy could be considered an outcome of these symptoms (Boersma & Lindblom, 2009;
Brauchli, Schaufeli, Jenny, Füllemann, & Bauer, 2013; Maslach, 1982).
Burnout has negative consequences for both employees and organizations, which
include decreased job performance, higher turnover rates, and poor mental health (for an
overview, see Halbesleben & Buckley, 2004; Leiter et al., 2013). Given its detrimental
consequences, antecedents of burnout have received substantial research attention (cf.
Alarcon, 2011; Swider & Zimmerman, 2010).
In the literature, there has usually been an underlying assumption that individuals who
burn out were initially quite involved in their work and that the emotional or physical
demands of modern work may gradually erode this involvement in the job and, in turn, lead to
burnout (Cherniss, 1980; Maslach & Leiter, 1997). Recent approaches to work involvement
has provided a more nuanced approach to this assumption (Birkeland & Buch, 2015; Houlfort,
Philippe, Vallerand, & Ménard, 2014). For example, the passion for work model has shown
promising results as a theoretical framework for capturing job involvement that is either
deteriorating or progressive (e.g. Birkeland & Buch, 2015; Vallerand, Paquet, Philippe, &
Charest, 2010).
Passion for work is defined as a strong inclination toward work that one loves and
considers highly important, that is an important part of one’s self-concept, and in which one
invests significant amounts of time and energy (Forest et al., 2012). The passion model
3
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suggests that a person can either be in charge of his or her involvement, referred to as
harmonious passion (HP), or lose control of it, referred to as obsessive passion (OP, Vallerand
et al., 2003). These two processes thus comprise the progressive and the deteriorating job
involvement, respectively. Extant research has generally shown HP to be negatively related to
burnout, while OP has generally been found to be positively related to burnout (e.g. Birkeland
& Buch, 2015). Unfortunately, most of the studies that have investigated OP and HP for work
are predominantly cross-sectional or prospective, including the research on passion for work
and burnout (for an overview, see Curran, Hill, Appleton, Vallerand, & Standage, 2015). As
burnout may change in response to both personality and attitudes (e.g. Alarcon, 2011;
Makikangas, Kinnunen, Feldt, & Schaufeli, 2016), thorough knowledge of the source of such
change is important, particularly if the source can either increase or decrease burnout
symptoms over time. In this paper, we thus investigate whether passion for work relate to
change in burnout levels. By doing so we intend to empirically contribute to the field of
organizational psychology in general (e.g. Casper, Eby, Bordeaux, Lockwood, & Lambert,
2007), and the field of passion for work in particular (Ho, Wong, & Lee, 2011; Perrewé,
Hochwarter, Ferris, McAllister, & Harris, 2014) by examining the stability of the relationship
between passion and burnout.
Our second intended contribution is also to the passion for work literature. As
numerous studies have found a positive link between OP and burnout, calls to consider ways
in which to prevent the depletion of negative passion for work has been made (Perrewé et al.,
2014). Unfortunately, organizations may lack the means or resources to conduct interventions
that could change the level of OP and thus we investigate alternatives for dampening its
consequences. The research on organizational support has proved a relevant avenue to look
for buffers on burnout (Bakker, Demerouti, & Verbeke, 2004; Xanthopoulou et al., 2007), and
in this study we argue that having supervisors and co-workers who care for and support
4
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individuals (Chiaburu & Harrison, 2008; Eisenberger, Huntington, Hutchison, & Sowa, 1986)
might be particularly important. By building on the conservation of resources theory
(Halbesleben, 2006; Hobfoll, 1989) we investigate the degrees to which perceived supervisor
support and perceived co-worker support buffer the relationship between OP and burnout. We
suggest that perceived supervisor support and perceived co-worker support may attenuate the
OP–burnout relationship by meeting socioemotional needs and providing other resources to
help individuals cope better with their OP.
Passion for Work and Burnout
Based on self-determination theory (Gagne & Deci, 2005), the passion-for-work
model postulates that employees become highly involved with their work following two
separate processes. First, an autonomous or self-determined internalization of work into
identity may occur when employees are involved in their work because it is fun or
developmental (Vallerand & Houlfort, 2003). Referred to as harmonious passion for work
(HP), this defines a willed, controllable job involvement where work is seen as important and
yet not all-consuming (e.g. Ho & Pollack, 2014). HP has been associated with a range of
beneficial outcomes, including in-role performance, well-being, flow, organizational
commitment, pro-environmental behavior, and positive affect. It has also been found to relate
negatively to role conflict and role overload as well as burnout (cf. Curran et al., 2015; Marsh
et al., 2013).
In contrast, a controlled internalization of work into identity may occur when employees
are involved in their work due to secondary gains, e.g., the admiration of co-workers or
performance-based self-esteem (e.g. Mageau, Carpentier, & Vallerand, 2011). Referred to as
obsessive passion for work (OP), this represents a disproportionate importance given to work
and a strong drive to partake in work (e.g. Forest, Mageau, Sarrazin, & Morin, 2011). OP has

5
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been associated with a range of negative outcomes, such as burnout, rumination, role conflict,
and work/family conflict (cf. Curran et al., 2015; Marsh et al., 2013).
These previous studies are predominantly cross-sectional, cross-lagged, or prospective,
including the research on passion for work and burnout (cf. Lavigne, Forest, Fernet, & CrevierBraud, 2014). To date, and to the best of our knowledge, only one study has explored the change
or rate of change of passion for work in predicting outcomes (Birkeland & Nerstad, 2016).
Birkeland and Nerstad (2016) found that HP related to a decrease in incivility instigations over
time, while OP related positively and stably to incivility instigations across one year. If passion
for work represents a factor that is associated with changes in burnout levels, it is important to
uncover it. We thus apply a longitudinal design to our study to gain more insight into the
relationship between passion and burnout over time.
The conservation of resources (COR) theory suggests that individuals have cognitive
and environmental resources that protect them from stressors that lead to burnout
(Halbesleben, 2006; Hobfoll, 1989). These resources are either intrinsically valued or valued
because they can help achieve or protect other valued resources (Hobfoll, 1989). Resources
are assumed to be multiplicative, which means that they can be progressively accumulated
(gain spirals), or depleted (loss spirals; e.g. Buchwald & Hobfoll, 2004; Hobfoll, 2001). Such
spirals do not need “triggers” to generate change, but feed off previous experiences (Hobfoll,
2001). Gain spirals describe a positive process of personal resilience and growth that should
be associated with less burnout over time (e.g. Schaufeli, Bakker, & Van Rhenen, 2009). We
hypothesize that HP represent an intrinsic framework that lead to a gain spiral of decreased
burnout over time. Because HP is linked to accessible psychological structures that are open,
authentic, and less defensive (Donahue, Rip, & Vallerand, 2009; Hodgins & Knee, 2002), it is
associated with a flexible, self-determined relationship with work (Fernet, Lavigne,
Vallerand, & Austin, 2014). This relationship should make employees more capable of
6
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acquiring the resources necessary to apply adaptive strategies in the face of challenges and
hence become increasingly better at avoiding burnout symptoms over time. So when the
going gets tough, the employees who have a high level of HP have more time (little
rumination about work, less work overload, and less work–family conflict), a positive selfworth (independent of work performance), and the ability to engage in high-quality
relationships, which, in turn, should reduce burnout symptoms over time (e.g. Jawahar, Stone,
& Kisamore, 2007). We thus hypothesized the following:
Hypothesis 1: Harmonious passion is related to a decrease in (a) exhaustion and (b)
cynicism over time.

In COR theory, loss spirals reflect the stress process, which is associated with a
progressive impairment of or lack of access to, resources, as well as increases in burnout over
time (e.g. Weigl et al., 2010). We hypothesize that OP represent an intrinsic framework that
lead to a loss spiral of increased burnout over time. OP seems to be associated with deep
psychological structures such as ego-invested self-concepts (Hodgins & Knee, 2002; Vallerand
et al., 2003). The individual is thus often unaware of his or her deep-seated motives and so
spends little time evaluating his or her feelings or their consequences. This leads to rigid
perseverance because such individuals continue their behavior despite related negative
emotions (Philippe, Vallerand, Houlfort, Lavigne, & Donahue, 2010). The constant
involvement with and inability to detach from work, characteristics of OP, should be associated
with exhaustion and cynicism over time. So when the going gets tough, the employees who
have a high level of OP have less time (rumination about work, work overload, and work–
family conflict), a self-worth that is dependent on work performance, as well as the physical
strain of high workload (for an overview see Curran et al., 2015). In turn, the constant battle of
trying to gain these resources could lead to increased burnout over time. This proposition also
7
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aligns with the findings of previous studies of OP, exhaustion, and cynicism (e.g. Donahue et
al., 2012; Vallerand et al., 2010). Accordingly, we hypothesized:
Hypothesis 2: Obsessive passion is related to an increase in (a) exhaustion and (b)
cynicism over time.
The Moderating Roles of Perceived Co-worker Support and Perceived Supervisor
Support
According to COR theory, social support can both increase the individual’s pool of
available resources and replace or reinforce other resources that have been lacking
(Halbesleben, 2006; Hobfoll, 1988). A meta-analysis by Ng and Sorensen (2008) showed that
the strength of the association between the different types of support might differ even with
the same antecedents and consequences. We therefore treat perceived supervisor support
(PSS) and perceived co-worker support (PCS) as separate constructs.
Employees with higher levels of HP may appreciate support from both supervisors and
co-workers, but because of their autonomous and balanced approach to work (Liu, Chen, &
Yao, 2011); their well-being should not be contingent on perceptions of social support. They
have enough resources of their own, such as self-efficacy and a strong sense of self-worth
(Forest et al., 2012; Stenseng & Dalskau, 2010), and should thus be able to change their
situation if they feel that their well-being is threatened.
For individuals with higher levels of OP, PSS and PCS may provide resources that
help dampen the relationship with burnout. Firstly, PSS should moderate the relationship
between OP for work and burnout. One study in particular revealed that PSS alleviated the
impact of work demands on professional efficacy and burnout (Gibson, Grey, & Hastings,
2009). The relationship between OP and burnout might be weaker when employees perceive
that their supervisors care about their well-being and facilitate work accordingly. For
example, the supervisor may increase the individual’s pool of available resources such as time
8
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(e.g. the supervisor alleviates the workload; Coyle-Shapiro & Shore, 2007). This should allow
workers to reduce rigid work patterns and stop working when work feels exhausting or
unpleasant, thus reducing the risk of burnout. Furthermore, this process might also invigorate
accumulation of resources over time, making the employees increasingly resilient from the
toll of their work relationship. Over time, having supervisors increasing employees’ resources
through their support might subsequently decrease employees’ burnout symptoms. We thus
hypothesized the following:
Hypothesis 3: The relationships between obsessive passion and (a) exhaustion and (b)
cynicism are moderated by perceived supervisor support; the higher the perceived
supervisor support, the stronger the attenuation in the relationship between obsessive
passion and burnout symptoms over time.
As far as the moderating role of PCS goes, research findings are limited. One study
found that of three sources of social support (supervisor, coworkers, and friends), a teacher's
co-workers were the most important buffers of emotional exhaustion (Greenglass, Fiksenbaum,
& Burke, 1996). Other studies have found that PCS acts as a buffer between stress and its
relationship with deviant behavior and well-being (Sloan, 2012). Another study suggested that
high-quality relationships with co-workers buffered the association between low selfdetermined work motivation and burnout (Fernet, Gagné, & Austin, 2010). As individuals with
higher levels of OP are mainly motivated by extrinsic gains, they also exhibit low selfdetermined motivation and performance-based self-esteem (Lafrenière, Vallerand, & Sedikides,
2013; Vallerand et al., 2006). In such a situation, co-workers may increase the individual’s pool
of available resources such as self-worth (e.g. the co-worker makes the individual feel
appreciated and valued, Sherif & Sherif, 1964). This might help the person higher in OP to relax
and detach from work, which subsequently may prevent the employee from becoming
exhausted and cynical about colleagues (Sonnentag, Binnewies, & Mojza, 2010). Similar to the
9
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role of PSS, the response to the experience of PCS might also change over time. Over time,
employees with higher levels of OP who also experience strong support from their colleagues
might get the help they need to gain more resources and thus become increasingly resilient to
the toll of their work relationship. We thus hypothesized the following:
Hypothesis 4: The relationships between obsessive passion and (a) exhaustion and (b)
cynicism are moderated by perceived co-worker support; the higher the perceived coworker support, the stronger the attenuation in the relationship between obsessive
passion and burnout symptoms over time.
Method
Participants and Procedure
The participants were 1,263 members of a Norwegian workers’ union from the technical
sector. They were employed in both the private sector (69%) and the public sector (31%). The
group consisted of 37% women and 63% men. (Please see Table 1 for additional demographic
information.) We collected data in three waves throughout 2011. The study was designed with
equal time lags between the waves, as we had no prior expectations about rate of change (Singer
& Willett, 2003). The Norwegian Centre for Research Data (NSD) evaluated and approved the
study designs, samples, procedures, and questionnaires. A random sample of members from a
large Norwegian workers’ union was invited to participate (19,649 members). They received
an e-mail with an electronic link to the survey, where it was also explained that by participating
one also agreed to be invited to a second wave of the same survey. The e-mail further stressed
that participation was voluntary and that personal information would be depersonalized
following the study’s completion. The response rate at Time 1 was 15%. Respondents who also
responded to the second survey were invited to participate in the third survey; this resulted in
complete three-wave data from 1,263 employees, with a response rate from Time 1 to Time 3
of 40%. Due to the low response rate, we testged for nonresponse bias by comparing early and
10
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late respondents, as Armstrong and Overton (1977) suggested. In line with Buch, Kuvaas, and
Dysvik (2010), an independent-samples t test was conducted to compare the scores of
respondents who answered the first wave immediately with respondents who answered after
one or two reminders. There were no significant differences in the scores from these two
groups’ responses. In order to test for nonresponse bias by attrition, we also conducted an
independent-samples t test comparing the scores from respondents who only responded to Time
1 with scores from respondents who also responded to Time 2 and Time 3. There were no
significant differences in the scores between the groups. Finally, to investigate whether our final
sample was representative of the union members, we compared our sample’s demographic
variables to the member demographics. In our sample, 70% were from the private sector, as
opposed to 54% of the overall members. Further, women represented 37% of our sample,
whereas they represented 27% of the union.
Measures
All items were translated to Norwegian and then back-translated by a professional
translator (Cascio, 2012). All items except burnout items were scored on a 7-point Likert
scale ranging from 1 (strongly disagree) to 7 (strongly agree). Burnout items were scored on
a 7-point Likert scale ranging from 1 (never) to 7 (every day).
Passion for work was assessed with the Passion Scale (Vallerand et al., 2003), which
included 12 items, half of which measured HP and the other half OP. HP was measured with
items such as “My work is well integrated in my life,” and OP was measured with items such
as “My work is the only thing that really turns me on.” Previous studies using Passion Scale
has shown relatively strong discriminant and predictive validity, as well as reliability
(Chronbach's alpha for study two was HP=.83, OP=.82; Birkeland & Buch, 2015).
PSS was assessed with four questions from the Perceived Organizational Support
Questionnaire (Chronbach's alpha for study one was .90; Rhoades, Eisenberger, & Armeli,
11
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2001), represented by items such as “My supervisor really cares about my well-being,” while
PCS was assessed with four questions from Ladd and Henry (2000; Chronbach's alpha
was.94), represented by items such as “My co-workers strongly consider my goals and
values.” Both scales have fared well when tested for validity (see for example Ng & Sorensen,
2008).
Exhaustion and cynicism were assessed with the appropriate items from the Maslach
Burnout Inventory – General Survey (MBI, Maslach, Jackson, & Leiter, 1996). Item examples
include “I feel used up at the end of the work day” (exhaustion; Cronbach’s alpha .90) and “I
just want to do my job and not be bothered” (cynicism; Cronbach’s alpha .79). The MBI has
been subjected to substantial amounts of research and has proven quite rigorous (not counting
the dimension personal accomplishment). For a validation of the Norwegian version, please
see Richardsen and Martinussen (2004).
Since there are some gender differences in the experience of burnout symptoms, we
controlled for gender in our analysis (Purvanova & Muros, 2010). Additionally, because
certain studies show higher tendencies for burnout among younger employees, we controlled
for age and tenure (Antoniou, Polychroni, & Vlachakis, 2006). Burnout is also related to high
workload, so we controlled for how much time the participants spent at work (Ilies,
Dimotakis, & De Pater, 2010).
Analyses
An initial maximum likelihood exploratory factor analysis (EFA) with Promax
rotation was conducted to determine item retention (Farrell, 2010). All the study variables
(except control variables) were included in this EFA. This approach was applied because the
constructs are assumed to be theoretically distinct from each other as well as based on a
random selection of the population (Ford, MacCallum, & Tait, 1986; Harman, 1976).
------------------------------------------------------12
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Insert Figure 1 about here
-------------------------------------------------------

In order to test the hypotheses, we applied multilevel analysis using SPSS 20 (Hox,
2010; Singer & Willett, 2003). A simplified version of the tested model can be found in Fig. 1.
Multilevel analysis was chosen to account for the non-independence of the data and because it
provided information on both within- and between-individual variation over time. This
procedure was performed with a stacked format of the data, where time was coded so that 0, 1,
and 2 represented Times 1, 2 and 3, respectively. As the dependent variables were not normally
distributed, we applied a logistical transformation and performed the following analyses on the
transformed dependent variables (Hox, 2010). Multilevel analysis allows for the estimation of
direct relationships between OP for work and burnout symptoms as well as a trajectory of
individual and between-individual change. This means that we simultaneously tested two
subsidiary models for exhaustion and cynicism, respectively: a Level 1 submodel that describes
how each person changes over time and a Level 2 submodel that describes how these changes
differ across people (Singer & Willett, 2003). Within each of these two levels, the intercept and
slope describe the mean growth. Further, between-individual differences (or level 2 differences)
in the parameters that described the growth curve were modeled as random effects for the
intercept and slope of the time variable. We estimated both within- and between-individual
change in burnout symptoms. To assess improvement of model fit and thus explained variance,
when adding hypothesized variables, we performed a deviance difference test using Aikaike’s
Information Criteria (AIC; Hox, 2010). As with all absolute-fit indices, AIC is susceptible to
sample size, and it is advisable to include more information to assess model fit (la Du & Tanaka,
1989). We thus included Pseudo R2 statistics to evaluate the effectiveness of the added variables
to explain the between-individual variance (Kwok et al., 2008; Singer & Willett, 2003).

13
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Specifically, the Pseudo R2 considers the proportion of level 2 (between-level) variance
accounted for beyond the null model by all the independent variables included in the model.
The intraclass correlation coefficient (ICC) was moderately to relatively high (cynicism
r = .66, exhaustion r = .75), suggesting that the biggest amount of variance is between
respondents and not within (Twisk, 2010). We therefore concentrated on the betweenindividual changes in burnout symptoms and the role of passion in relation to this change.
In these models, the Level 1 intercept coefficient represent baseline values of exhaustion
and cynicism, respectively, and the Level 1 slope represents an estimate of linear change over
time (i.e., decrease in either exhaustion or cynicism). All other study variables, including
control variables, represent Level 2 variables in the models.
Results
The EFA showed that all items except Item 9 of the Passion Scale loaded on their
designated factor with no cross-loadings. Item 9 loaded on a separate factor but had no crossloadings with other factors. We then inspected the scale by comparing its reliability with and
without Item 9. There was no change in overall reliability, and we therefore included the item
in subsequent analyses in order to capture the full range of the operationalized construct.
Table 1 shows the means, standard deviation, reliabilities, and correlations of all study
variables. The reliability was consistent and relatively high with all study variables at all three
time points (ranging from .80 to .93).
------------------------------------------------------Insert Table 1 about here
-------------------------------------------------------

------------------------------------------------------Insert Table 2 about here
------------------------------------------------------14
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Test of the Hypothesized Direct Relationships (H1 and H2)
To account for hypothesized change in the relationships of HP and OP to burnout, we
examined four hierarchically nested models as suggested by Hox (2010). Tables 2 and 3 depict
the results of the analyses with exhaustion and cynicism, respectively. The intraclass correlation
coefficient (ICC) was moderately to relatively high (exhaustion ICC = .74 and cynicism ICC
= .66), suggesting that 74% and 66% of the variance, respectively, reflected consistent response
patterns for respondents over time (Twisk, 2010).
Level 1 represents within-individual estimation, and Level 2 represents betweenindividual estimation. Model 1 is the null model, with only the base level of the dependent
variable estimated in Level 2. In Model 2, we added the intercept and slope (time) in Level 1.
The slope represents the potential increase or decrease in the dependent variable. When we
added time in Model 2, the significant fixed effects of the slope indicated between-individual
increases in burnout symptoms (both cynicism and exhaustion). The significant random effects
of the slopes indicated minor within-individual increases in burnout symptoms.
In Model 3, we added control variables, and Model 4 included the direct relationships
of HP and OP with cynicism and exhaustion. This improved the model fit above the control
variables, as the deviance (AIC) was significantly reduced.
Hypothesis 1 was supported, as HP was related to a minimal decrease in both exhaustion
and cynicism over time. OP was positively related to exhaustion and cynicism but unrelated to
changes in exhaustion and cynicism over time. Hypothesis 2 was therefore not supported.
Test of the Hypothesized Moderating Relationships (H3 and H4)
To test Hypotheses 3 and 4, we again examined four hierarchically nested models. We
added the variable set of perceived support and the interaction terms to Model 5 and compared
it to Models 1 through 4. Interaction terms often create multicollinearity problems because of
15
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their correlations with main effects. We thus computed the interaction terms by centering the
variables before multiplying them with each other (Aiken & West, 1991). Adding the support
variable set improved the model fit above the direct effects, and the deviance was significantly
reduced.
Contrary to our expectations, PSS did not moderate the relationship with either
exhaustion or cynicism. Therefore, Hypothesis 3 was not supported. With respect to PCS, it
moderated the relationship between OP and cynicism but not the relationship between OP and
exhaustion. This means that Hypothesis 4b was supported.
The interaction between OP and PCS on cynicism is depicted in Figure 2, which plots
the conditional effect or “simple slope” of OP at various values of PCS by using the estimated
coefficients from the model. The statistical model that tested Hypothesis 4b; the degree to which
PCS attenuates the relationship between OP and burnout over time, is a three-way interaction
model in which one of the variables are at the within-individual level (time) and the two other
variables are at the between-individual level (OP and PCS). To our best knowledge, there is no
known way of statistically probing the significance of the slope of such three-way interaction
when the variables are at different levels (Dawson, 2012). Therefore, we tested and plotted the
significant interaction using the two-way interaction (not including time). As can be seen,
among employees with low levels of PCS, the relationship is nonsignificant, with all levels of
OP associated with higher levels of cynicism. The relationship decreases as PCS increases;
however, the buffering role of PCS is the most apparent (and significant) for employees with
lower levels of OP than for employees with higher levels of OP. We formally probed this
interaction by using the Johnson-Neyman technique (Bauer & Curran, 2005; Hayes & Matthes,
2009), which mathematically derives the “regions of significance” for the conditional effect of
PCS, meaning the values within the range of the moderator in which the association between
OP and cynicism is statistically different from zero. The “pick-a-point” approach suggested by
16

Passion and support perceptions in changing burnout: a Johnson-Neyman approach

17

Aiken and West (1991) is less precise in skewed datasets as it distributes differently around the
mean. With these data, the skew of the distribution of PCS makes it difficult to justify the
selection of values of PCS to define “low,” “moderate,” and “high.” For instance, a “low” value
of one standard deviation above the mean (or 4,456 here), which is typically used when probing
interactions, is actually above the range of possible measurement as well as the observed data
in this case. The mean of PCS (5.47) is only slightly below the maximum value observed (7).
When illustrating the numbers from the three-way interaction model in Figure 3, it
seems, however, that the strength of the association between OP and cynicism is lower when
PCS is high. Yet, it still seems far better to score low on OP than to rely on having caring coworkers.
------------------------------------------------------Insert Figure 2 about here
------------------------------------------------------------------------------------------------------------Insert Figure 3 about here
------------------------------------------------------Discussion
The purpose of this study was to examine the stability of the relationship between
passion and burnout over time, and whether support perceptions in the form of perceived
supervisor support and perceived co-worker support moderates this relationship.
With respect to the stability of the relationships over time, our findings show that, in
line with our hypothesis, increasing levels of HP are associated with decreasing levels of
emotional exhaustion in employees and cynicism toward their work or co-workers over time.
This is because employees with high HP are conscious about the choices they make, and
become increasingly better at it as they gain more resources. In contrast, and not in line with
our hypothesis, increasing levels of OP do relate to feeling exhausted and callous toward work
and co-workers, but these feelings do not increase over time.
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This stability might reflect the fact that OP stems from relatively subconscious
psychological structures in the individual, such as ego-invested self-concepts (Hodgins & Knee,
2002; Vallerand et al., 2003). An ego-invested self-concept reduces the individual to passive
bystanders of their own emotional reactions. Similar responses have been indicated in previous
studies as OP seems to undermine the individuals’ ability to self-regulate (Bélanger, Lafrenière,
Vallerand, & Kruglanski, 2013b; Lafrenière et al., 2011). Their relationship with work thus
characterize a passive understanding of how they feel about the work itself and their colleagues.
They may experience burnout symptoms regardless of the situation around them, and so little may
change.

Second, and perhaps most interestingly, by applying the Johnson-Neyman technique,
we show that the level of OP can be decisive in understanding how or when a supporting
environment is actually helpful in protecting against burnout. In using the COR theory (e.g.
Hobfoll, 1989), we contribute empirically to the literature on passion for work by suggesting a
situational contingency that may reduce a negative outcome of OP (e.g. Forest et al., 2011),
but we find that this attenuation may depend on the level of the OP. Specifically, our findings
show that perceived co-worker support is only effective for employees with low to moderate
levels of OP. If the level of OP is too high, the perceived co-worker support is not sufficient
to protect employees from cynicism toward their work, clients, or colleagues. This is in line
with the results from another longitudinal study on OP and incivility. Birkeland and Nerstad
(2016) found that low levels of OP in combination with high levels of a mastery climate are
associated with lower levels of incivility instigations, whereas high levels of OP in
combination with high levels of a perceived mastery climate actually increase incivility
instigations.
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Limitations and Research Directions
The contributions of this research should be viewed in light of its limitations. First, the
data were collected from one large workers’ union, making it difficult to control for
differences in type of job and workplace. It might be that differences in organizations’ HR
systems and their applications lead to different perceptions of support among employees. On
the other hand, having union data might also be considered a strength, as the employees thus
represent a variety of jobs in both the private and the public sectors. Nonetheless, the role of
HR systems and other potential moderators should be investigated.
A second weakness is that a longitudinal design does not allow for strong conclusions
regarding causality. In passive observational designs, correlations between factors may be
caused by variables that were not assessed (Finkel, 1995). Nevertheless, as Orth, Robins, and
Meier suggested (2009, p. 318), ‘‘longitudinal analyses are useful because they can indicate
whether the data are consistent with a causal model of the relation between the variables.’’
Experimental designs that manipulate the perceived support, for example, could be an
interesting way to investigate causality more closely. Bélanger and colleagues (e.g. 2013)
have made important progress in conducting experiments on passion for an activity, and
perhaps this could also be applied to a work setting.
The exclusive reliance on self-reported questionnaire data is a third limitation that
might cause concerns about possible mono-method bias (Podsakoff, MacKenzie, &
Podsakoff, 2012). However, since our data were collected in three waves and over a period of
10 months, the possibility of percept-percept inflated measures is lowered and in line with
expert advice (Podsakoff et al., 2012)
We also experienced a low overall response rate, which could possibly undermine the
generalizability of the data and produce misleading conclusions (Rogelberg & Stanton, 2007).
Nevertheless, various tests for nonresponse bias revealed a low possibility for this bias in our
19

Passion and support perceptions in changing burnout: a Johnson-Neyman approach

20

data. Another potential response bias inherent in our data is the forced-choice option chosen
when gathering the data (Winters, Bartlett, & Leve, 1965). As pointed out by one anonymous
reviewer: “by forcing a response (in order to continue to subsequent questions), you may find
that respondents will dissimulate/falsely respond to an item that, otherwise, they would have
left blank (missing data).” Initial probing for outliers did not indicate major inconsistencies in
the response patterns, but in the future, we will ensure that the respondents have the
opportunity to skip questions that they do not see fit to answer.
Lastly, our final model suffered from lack of statistical power. The power of a
moderated regression analysis is often low because the effect size of the interaction term is
reduced by the main effects (Aiken & West, 1991). The statistical power can be further
decreased with little variation in the outcome variable (Aguinis, 1995). Both the variability
and frequency in the emotional exhaustion experienced by the employees were relatively low
(M = 2.87, SD = 1.20). As a result, the statistical power to detect a significant interaction was
substantially lowered, and this may be reflected in the lack of significance in two of our
hypotheses. However, if the results are theoretically or practically meaningful, it is still
important to account for them (e.g. Aguinis, Beaty, Boik, & Pierce, 2005). Evans (1985)
suggested that interaction effects are so difficult to detect that we should consider them to
account for as little as 1% of the total variance. We therefore consider the achieved increase
of 16% in explained variance in the final model important enough to discuss the practical
implications of our results. Furthermore, we argue that given the potentially detrimental
outcomes of burnout; if a slight increase in coworker support can buffer burnout symptoms
for some employees, these results are meaningful.
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Implications for Practice
Because strong burnout seems to entail irreversible patterns of reduced cognitive
performance with respect to effort and motivation, organizations need to look for ways to
alleviate it (e.g. van Dam, Keijsers, Eling, & Becker, 2011).
Perhaps the most vital contribution of our study is its demonstration of how PCS
affects the relationship between passion for work and burnout. On the positive side, it seems
that high co-worker support might represent a condition in which employees with lower levels
of OP experience less cynicism. However, this seems to work only up to a certain level of OP,
after which not even co-worker support seems to have an effect. In such cases, organizations
may find themselves in a situation where they need to learn more about how to provide
necessary help to treat that obsessive behavior (Pallesen, Mitsem, Kvale, Johnsen, & Molde,
2005). A practical implication of this result is inevitably related to organizational selection
and recruitment guidelines. Although unethical, one of the implications of the results of this
paper could be that organizations should look for ways to circumvent individuals with strong
OP from entering the organizations in the first place, as they may represent future costs in
terms of burnout.
Regardless of this somewhat depressing turn of the paper, organizations might still
benefit from paying attention to the importance of employees’ perceptions of their coworkers, as many employees will still benefit from PCS. Research has shown that
newcomers’ PSS tends to decline after organizational entry (Jokisaari & Nurmi, 2009), and
this might also be the case for PCS. It might thus be particularly important for organizations
and co-workers alike to find ways to extend and maintain these perceptions of co-worker
support.
With respect to increasing PCS, Zagenczyk, Scott, Gibney, Murrell, and Thatcher
(2010) found that employees look to their co-workers for advice on how to maneuver in
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complex organizations. According to the researchers, having strong advice relations should
produce results that are similar to perceived organizational support. Organizations might
benefit from looking for opportunities to enhance such advice relations, perhaps through
mentoring and increasing possibilities of cooperation and interaction. Finally, organizational
support theory suggests that the organization itself has the potential to create structures and
climates that support and reward coworkers and expect them to provide support to each other
(Eisenberger & Stinglhamber, 2011). Specifically, organizations or supervisors might look for
ways to enhance the performance of organizational citizenship behaviors, particularly those
directed toward other individuals, like displaying helping behaviors (Van Dyne & LePine,
1998).
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Table 1
Mean, Standard Deviation, Correlation, and Reliability of All Study Variables
M
SD
1
2
3

4

5

6

7

8

9

10

1
Gender
1.63
.48
2
Age
42.23
10.15
.18**
3
Tenure
7.30
7.19
.12**
.54**
4
Hours/week
40.05
6.63
.16**
−.01
−.07*
5
HP_T1
4.78
.94
−.04
−.01
−.06*
.02
(.82)
6
HP_T2
4.80
.93
−.01
.00
−.04
.04
.70**
7
HP_T3
4.80
.96
−.03
−.03
−.08**
.06*
.66**
.71**
8
OP_T1
2.39
1.06
.15**
.02
−.03
.24**
.03
−.00
.00
(.82)
**
**
9
OP_T2
2.35
1.04
.10
−.03
−.03
.21
.01
.02
.00
.75**
10
OP_T3
2.44
1.04
.11**
−.05
−.04
.21**
.01
.01
.02
.73**
.77**
11
PSS_T1
5.29
1.35
−.03
−.10**
−.09**
−.04
.42**
.37**
.33**
−.10**
−.10**
−.10**
12
PSS_T2
5.34
1.30
−.04
−.07*
−.06*
−.04
.33**
.41**
.33**
−.09**
−.11**
−.07*
13
PSS_T3
5.29
1.31
.01
−.07**
−.08**
−.04
.30**
.35**
.42**
−.10**
−.10**
−.08**
14
PCS_T1
5.47
1.01
−.17**
−.11**
−.09**
−.01
.36**
.35**
.32**
−.11**
−.08**
−.09**
15
PCS_T2
5.48
.98
−.10**
−.08**
−.06*
−.02
.34**
.41**
.35**
−.08**
−.08**
−.09**
16
PCS_T3
5.44
1.04
−.08**
−.05
−.01
−.05
.29**
.33**
.40**
−.10**
−.07*
−.09**
17
EX_T1
2.86
1.21
−.09**
−.06*
−.04
.04
−.33**
−.29**
−.27**
.27**
.24**
.24**
18
EX_T2
2.84
1.19
−.12**
−.09**
−.05
.02
−.33**
−.39**
−.35**
.23**
.28**
.25**
19
EX_T3
2.91
1.21
−.12**
−.09**
−.07*
.02
−.30**
−.33**
−.40**
.22**
.26**
.31**
20
CY_T1
2.54
1.23
.05
−.01
.02
−.03
−.38**
−.37**
−.37**
.13**
.11**
.10**
21
CY_T2
2.65
1.22
.03
−.07**
−.01
−.05
−.38**
−.44**
−.40**
.12**
.12**
.09**
22
CY_T3
2.66
1.22
.04
−.08**
−.02
−.02
−.34**
−.37**
−.47**
.16**
.14**
.15**
N = 1263, **p < .01,*p < .05, female = 1, male = 2, α = overall reliability (T1, T2, and T3) reported parenthetically (on the diagonal).
HP = harmonious passion; OP = obsessive passion; PSS = perceived supervisor support; PCS = perceived co-worker support; EX = emotional exhaustion;
CY = cynicism.

11

12

13
14
15
16
17
11
PSS_T1
(.93)
12
PSS_T2
.72**
13
PSS_T3
.64**
.70**
14
PCS_T1
.43**
.37**
.36**
(.85)
**
**
**
15
PCS_T2
.37
.47
.41
.65**
16
PCS_T3
.31**
.36**
.47**
.62**
.67**
17
EX_T1
−.28**
−.20**
−.19** −.20** −.18**
18
EX_T2
−.27**
−.26**
−.25**
−.21** −.23**
19
EX_T3
−.26**
−.20**
−.28**
−.18** −.18**
20
CY_T1
−.36**
−.31**
−.30**
−.29** −.25**
21
CY_T2
−.31**
−.38**
−.34**
−.30** −.34**
22
CY_T3
−.24**
−.26**
−.36**
−.26** −.27**
N = 1263, **p < .01,*p < .05, female = 1, male = 2, α = overall reliability (T1, 2, and 3).

18

19

20

21

22

23

−.17**
−.22**
−.23**
−.25**
−.31**
−.34**

(.83)
.76**
.70**
.50**
.43**
.39**

.78**
.46**
.55**
.46**

.43**
.45**
.54**

(.80)
.68**
.65**

.69**

Table 2
Relationships of Harmonious and Obsessive Passion and Perceived Support with Exhaustion
Model 1

Model 2

Model 3

Model 4

Model 5

β

SE

β

SE

β

SE

β

SE

β

SE

.97***

.01

.96***

.01

1.14***

.065

1.23***

.06

1.25***

.06

.01*

.05

.01**

.005

.01*

.00

.01**

.00

−.09***

.022

−.11***

.02

−.12***

.02

Age

−.00*

.001

−.00*

.00

−.00*

.00

Tenure

−.00

.001

−.00

.00

−.00

.00

Hour/week

.00**

.001

.00

.00

.00

.00

Sector

-.01

.01

-.00

01

-.00

.01

−.10***

.01

−.09***

.01

HP*time

−.01*

.01

−.01*

.01

OP

.10***

.01

.09***

.01

.00

.00

.00

.00

PSS

−.03***

.01

PCS

−.02**

.01

PSS*time

−.00

.01

PCS*time

.01

.01

PSS*OP

−.00

.01

PCS*OP

.00

.01

PSS*OP*time

−.00

.00

PCS*OP*time

.01

.01

Variable
Level 2
Intercept
Slope(time)

Gender

HP

OP*time

Level 1
Intercept

.13***

Slope

.01

.13***

.01

.14***

.01

.11***

.01

.11***

.01

.01***

.00

.01***

.00

.01***

.00

.01***

.00

Model Fit
BIC
AIC (npar)

1841.24(3)

ΔAIC
PseudoR2
ICC

1848.83

1349.20

1358.61

1804.26(6)

1780.19(11)

1255.60(15)

1215.09(23)

36.98***

24.07***

524.59***

40.50***

.35

.35

.44

.45

.74

N = 1263, ***p < .001, **p < .01,*p < .05, female = 1, male = 2, private = 1, public = 2
HP = harmonious passion; OP = obsessive passion; PSS = perceived supervisor support; PCS = perceived co-worker support;
EX = emotional exhaustion; CY = cynicism.

Table 3
Relationships of Harmonious and Obsessive Passion and Perceived Support with Cynicism
Model 1
Variable

Model 2

Model 3

Model 4

Model 5

β

SE

β

SE

β

SE

β

SE

β

.86***

.01

.83***

.01

.92***

.07

.98***

.06

1.02***

.06

.01

.03***

.01

.03***

.01

.02

.05*

.02

.00

−.01***

.00

.00

−.00

.00

SE

Level 2
Intercept

.03***

Slope (time)

.07**

Gender

−.01***

Age
Tenure

.00

Sector

.02

.06*

.00

−.01***

.00

−.00

H/w

.01

.03***

.00

.02

.02

.00
−.00*
.03
−.14***

HP

−.00*

.00

.01

.03

.01

.01

−.09***

.01
.01

.00

HP*time

−.01

.01

−.02**

OP

.05***

.01

.04***

.01

.01

.01

.01

.01

PSS

−.07***

.01

PCS

−.04***

.01

PSS*time

−.01*

.01

PCS*time

−.00

.01

PSS*OP

−.00

.01

PCS*OP

.03**

.01

PSS*OP*time

.01

.01

PCS*OP*time

−.01*

.01

OP*time

Level 1
Intercept

.16**

.01

.15***

Slope

.01**

.00

.01**

.01
.00

.12***
.01**

.11***

.01

.01**

.00

.01
.00

Model Fit
BIC
AIC (npar)

3274.27(3)

ΔAIC

3301.05

2934.49

3243.81(6)

3232.41(11)

2840.89(15)

2667.35 (23)

30.46***

12.52**

388.65***

173.73***

.16

.18

.36

PseudoR2
ICC

2810.87

.41

.66

N = 1263, ***p < .001, **p < .01,*p < .05, female = 1, male = 2, private = 1, public = 2
HP = harmonious passion; OP = obsessive passion; PSS = perceived supervisor support; PCS = perceived co-worker support;
EX = emotional exhaustion; CY = cynicism.

Figure 1. Empirical tested model

Figure 2. The role of perceived co-worker support in the relationship between obsessive passion
and cynicism.
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Figure 3. The role of perceived co-worker support in the relationship between obsessive passion
and cynicism, over three time periods.

