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ABSTRACT 

 

The present research purposes to investigate an antecedents and consequences of passion among teachers 

in private universities in Thailand based on Dualistic Model of Passion (DMP). Job demands and job resources 

(JD-R) considered as antecedent roles while job engagement and job satisfaction performed the roles as positive 

consequences and depression and burnout performed the roles as negative consequences.  

Job demands and job resources scale adapted by Bakker et al. (2004) and Xanthopoulou et al. (2007), Passion 

scales developed by Vallerand et al. 2003, job engagement and burnout scales developed by Schaufeli and 

Bakker (2004) and Schaufeli et al. (2002), job satisfaction adapted by Diener et al. (1985) and Houlfort et al. 

(2013), and depression adapted by Radlof (1977) and Bakker et al. (2002). Structural Equation Modeling 

(SEM) employed to examine the relationship among the variables simultaneously followed by the development 

of the conceptual framework and the significant findings are discussed in detail. 
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INTRODUCTION 

 

A teacher is the most important person in social and educational development. According to the higher 

education commission, teacher must have a workload of not less than 35 hours a week including teaching tasks, 

research and other academic work, academic service obligations, the work of preserving arts and culture and 

other related tasks that are consistent with the mission of the higher education institution (The Civil Service 

Commission in Higher Education Institutes Act., 2015). It is important to develop the teacher as a person with 

the highest potential, and to build up knowledge, skills and abilities to achieve the proficiency of the profession 

and to keep up with the rapid changes in society. Unfortunately, it is obvious that a wide range of educational 

institutes have encouraged their teachers to excessively perform their tasks including front and back-office 

tasks. These tasks have been academically recognized as a primary cause of teachers’ burnout which could 

certainly lead to personally negative outcomes (Maslach & Schaufeli, 1993; Cordes, Dougherty, & Blum, 1997; 

Leiter & Maslach, 2003; Maslach, 2003; Schaufeli & Bakker, 2004). Therefore, the primary focus of this study 

was to investigate the causal effect of work-related factors including job demand and job resources on work 

engagement and job burnout and to test the moderating effect of dualistic factors of passion. As such, the 

researcher was interested to study factors predicting the fatigue of teachers. The results of the research were 

used as a guideline to policy formulation to prevent and reduce the problems. 
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LITERATURE & THEORY 
 

Dualistic Model of Passion (DMP) 

Dualistic model of passion (DMP) presented by Vallerand et al. (2003) to categorize the types of passion 

included harmonious passion and obsessive passion. Besides, Vallerand et al. (2003) demonstrated the 

assumption of DMP towards types of passion includes harmonious passion used to represent an autonomous 

internalization process, while obsessive passion employed to represent a controlled internalization process 

towards activity. Harmonious passion (HP) can be described the driving their activity by willingness or without 

contingencies attached to it, and the consequence of HP will be encouraged the positive outcomes during and 

after activity engagement. On the other hand, obsessive passion has differently assumption (Vallerand et al., 

2003; Verner-Filion, Lafrenière & Vallerand, 2012). Obsessive passion (OP) can be explained the driving their 

activity by intrapersonal and interpersonal pressure or based on the contingencies attached to it, furthermore, 

the consequence of OP will be tended to negative outcomes during and after activity engagement (Vallerand et 

al., 2003; St-Louis & Vallerand, 2015). Consequently, DMP is the generalized concept which grounded by 

SDT to define the two forms of passion includes HP and OP to describe the behavior among participants 

towards activity that they love by willingness to do and pressuring to do respectively.  

 

Job Demands and Job Resources Model 

The job demands and resources or JD-R model is the concept employed to explain the specifically working 

condition because every job have to deal with specific risk factors, JD-R contained the two categories that can 

lead to a different outcomes of employees included strain and motivation factors respectively (Demerouti, 

Bakker, Nachreiner, & Schaufeli, 2001). Job demands described to the cognitive, emotional and/or physical 

effort of skills that job required to stable when deal with the other things might not be sustained, for instance, 

the employee faced a bad physical environment, high work pressure, and interactions with clients with a 

negative emotional, hence, job demands can be turned to the strain factors when this situation required to high 

effort but employees might not be appropriately adjusted (Demerouti et al., 2001). Job resources explained to 

the psychological, physical, social, or firm perspectives of the job that enhanced the achieving work goals, 

reduce the job demands, and stimulate personal growth, development and learning (Demerouti et al., 2001; 

Bakker et al., 2004). Besides, Demerouti et al. (2001) implied the six main determinants included feedback, 

rewards, job control, participation, job security, and supervisor support.  

 

Job Engagement 

Job engagement is the prevalent issue in the human resource management area that presented by Kahn 

(1990). It is opposite to concept of job burnout that defined as the intrinsic motivation which referred to a 

persistent affective and cognitive, fulfilling and work-related state of mind in the positive direction, and also 

contained three opposite dimensions of job burnout included vigor, dedication, and absorption to explain this 

term (Schaufeli & Bakker, 2004). Vigor can be explained the level of persistence when face the trouble or 

willingness to invest the energy to effort in the task, dedication can be referred to the inspiration, pride, 

challenge, enthusiasm, and sense of significance towards a task, and absorption can be explained the situation 

the employee focused to work with the positively feeling (Bakker & Demerouti, 2007; Schaufeli et al., 2002). 

 

Job Satisfaction 

According to Locke (1969) had been defined the definition of job satisfaction based on Rand's theory of 

emotions that referred to the enjoyable emotion state resulting about the appraisal of one's job as facilitating the 
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achievement of one's job values.  

 

Job Burnout 

Job burnout had been categorized as the extraordinary type of stress syndrome which related to the 

occupational stress reaction among human service and their recipients to explain the disconnection between the 

employee and workplace through the importantly determinants called the multidimensional model of job 

burnout or multifaceted syndrome included emotional exhaustion, depersonalization (cynicism), and 

diminished personal accomplishment (inefficacy) (Schaufeli & Bakker, 2004). Emotional exhaustion can be 

referred to the feelings of employee towards strained and tired, depersonalization can be explained the isolation 

between employee and their job by uncaring, and diminished personal accomplishment referred to feelings of 

unskillfulness and lack to increase the productivity in their job (Leiter & Maslach, 2003). Furthermore, several 

scholars attempted to explain the association among the three determinants, for instance, Leiter and Maslach 

(2003) argued that emotional exhaustion seems as the essential point of burnout which affected another 

determinant.  

 

Depression 

Maslach and Schaufeli (1993) argued that depressive symptoms can be stimulated by the loss of social 

status, close friend, health or something significant to the individual environment in every perspective, while 

burnout can be triggered by the quality of the social environment in terms of work place.  

 

RELATED WORKS 
 

Job Demands – Resources and Job Engagement and Job Burnout  

Hakanen, Bakker and Schaufeli (2006) examined the job burnout among the teachers and dentists in 

Finland based on cross sectional, the structural equational modeling had employed to describe this 

circumstances, the results found that job demands has a positive impact on job burnout and negative impact on 

job engagement significantly, while, job resources has a negative effect on job burnout and positive effect on 

job engagement significantly. 
 

Harmonious and Obsessive passion and Job Engagement and Job Burnout 

Trépanier et al. (2014) employed the structural equation modeling to explain job burnout among a nurses 

and teachers in Canada and Norway context, and found that the harmonious passion had a negative impact on 

burnout while obsessive passion had a positive impact, conversely, Mageau, and Vallerand (2007) found that 

the obsessive passion had a negative influence on activity engagement while harmonious passion had a positive 

influence on activity engagement. 
 

Harmonious and Obsessive passion and Job Satisfaction and Depression  

Houlfort, Philippe, Vallerand and Ménard (2013) investigated the passion of 2,393 teachers for schools to 

describe the personal outcome in Canada context, the cross sectional had designed in this study, and the result 

of this research based on structural equation modelling found that the harmonious passion had a negative 

impact on depression, conversely, the obsessive passion had a positive impact on depression.  
 

 Job Demands – Resources and Harmonious and Obsessive Passion 

Fernet et al. (2014) implied the impact of some determinants within the job demands and job resources in 

Canada context based on 246 novice teachers, the result found that the determinants of job demands can be 
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increased the degree of obsessive passion, while the determinants of job resources can be enhanced the degree 

of harmonious passion significantly, while Trépanier et al. (2014) indicated the job demands has a positive 

impact on harmonious passion but negative impact on obsessive passion based on 1,179 nurses and 745 

teachers in Canada. 
 

Job Demands – Resources and Satisfaction and Depression  

Schaufeli and Taris (2014) implied the conceptual framework that job demands can be stimulated the 

degree of strain positively or contributed the negative outcomes, while job resources can be enhanced the 

degree of motivation or provided the positive outcomes. 
 

Harmonious and Obsessive Passion as a Mediator Role 

Fernet et al. (2014) and Mageau et al. (2005) confirmed the harmonious and obsessive passion mediated 

between job characteristics and determinants of burnout and affective and cognitive consequences, while 

Trépanier et al. (2014) indicated that only harmonious passion which mediated the relationship between job 

demands and resources and burnout and work engagement. 

 

METHODS 
 

Methods of Research Used  

Investigating the antecedents and consequences of passion among teachers based on descriptive research 

was explained in terms of means and standard deviations and involved the calculation of a correlation 

coefficient to interpret the impact among the given variables directly and indirectly.  

 

 Respondents of the Study and Sampling Procedures 

This investigation would pay attention to study the antecedents and consequences of passion among 

teachers in private universities in Thailand based on Dualistic Model of Passion (DMP). The potential 

population would be from a wide range of teachers in private higher educational institutes in Thailand. The 

Stratified sampling type was adopted from which the target population. It was divided into smaller portions and 

sample would be randomly drawn in according to specific characteristics in the target population. According to 

this sampling technique, the questionnaires would be distributed to employees within given private universities 

in Thailand.  

 

Research Instruments 

Job demands and job resources (JD-R) considered as antecedent roles while job engagement and job 

satisfaction performed the roles as positive consequences and depression and burnout performed the roles as 

negative consequences. Job demands and job resources scale adapted by Bakker et al. (2004) and Xanthopoulou 

et al. (2007), Passion scales developed by Vallerand et al. (2003), job engagement and burnout scales developed 

by Schaufeli and Bakker (2004) and Schaufeli et al. (2002), job satisfaction adapted by Diener et al. (1985) and 

Houlfort et al. (2013), and depression adapted by Radlof (1977) and Bakker et al. (2002). 

 

Statistical treatment of data 

Structural Equation Modeling (SEM) was employed to examine the relationship among the variables, and 

simultaneously find out the significant before discussing in detail. 
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CONCEPTUAL FRAMEWORK 

 

Roles and Variables 

The conceptual framework of this investigation contained the roles and variables including (see figure1):  

JD-R contained the two main latent variables included job demands (JDE) and job resources (JRE), the 

workload (work), emotional demand (emot), emotional dissonance (emod), and organizational change 

(orga),while job resources consist of autonomy, social support, supervisory coaching, and opportunities for 

professional development (Xanthopoulou et al., 2007). Furthermore, JD-R has been defined as exogenous 

variables in this framework. 

DMP can be divided into two types of passion included obsessive passion (OBS) and harmonious passion 

(HAR), and fourteen items of questionnaire employed to represent the obsessive passion (obs1 to obs7) and 

harmonious passion (har1 to har3) (Vallerand et al., 2003). Besides, DMP has been defined as the endogenous 

and mediator variables in this framework. 

Depression (DEP) can be classified as the group of job strain which contained four observe variables 

included somatic and retarded activity (soma), depressed affect (depr), and interpersonal (inter) (Bakker et al., 

2002). Moreover, depression is defined as the endogenous and dependent variable in terms of negative 

consequence. 

Burnout (BUR) can be defined as the group of job strain as well which consist of three observe variables 

included emotional exhaustion (exha), depersonalization or cynicism (cyni), and personal accomplishment or 

efficacy (proe) (Maslach & Schaufeli, 1993). Furthermore, burnout is identified as the endogenous and 

dependent variable within the group of negative consequences of this model. 

Engagement (ENG) contained the three observe variables included vigor (vigo), dedication (dedi), and 

absorption (abso) (Schaufeli & Bakker, 2004; Schaufeli et al., 2002). This variable is defined as the endogenous 

and dependent variables within the group of job motivation. 

Satisfaction (SAT) is defined as the endogenous and dependent variables within the group of job 

motivation as well, this factor consists of five items to explain the satisfaction (Diener et al., 1985) 

 

Propositions  

According to review of related literature and studies of previous scholars, hence, this investigation can be 

provided the propositions and relationship among the variables in terms of direct effect and indirect effect 

included following: 

P1:  Job demand has a positive influence on (P1a) obsessive passion and negative on (P1b) harmonious 

 passion. 

P2:  Job resources have a positive influence on (P2a) harmonious passion and negative on (P2b) 

harmonious passion. 

P3:  Harmonious passion has a negative impact on (P3a) burnout and (P3b) depression and has a 

positive impact on (P3c) engagement and (P3d) satisfaction. 

P4:  Obsessive passion has a positive impact on (P4a) burnout and (P4b) depression, and has a negative 

impact on (P4c) engagement and (P4d) satisfaction. 

P5:  Job demands have a positive influence on (H5a) burnout and (H5b) depression, and have a 

negative influence on (H5c) engagement and (H5d) satisfaction. 

H6:  Job resources have a negative influence on (H6a) burnout and (H6b) depression, and have a 

positive influence on (H6c) engagement and (H6d) satisfaction. 

H7:  There are an indirect influence of job demands and (H7a) burnout, (H7b) depression, (H7c) 
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engagement, and (H7d) satisfaction by obsessive passion. 

H8:  There are an indirect influence of job demands and (H8a) burnout, (H8b) depression, (H8c) 

engagement, and (H8d) satisfaction by harmonious passion. 

H9:  There are an indirect influence of job resources and (H9a) burnout, (H9b) depression, (H9c) 

engagement, and (H9d) satisfaction by obsessive passion. 

H10:  There are an indirect influence of job resources and (H10a) burnout, (H10b) depression, (H10c) 

engagement, and (H10d) satisfaction by obsessive passion. 

 

Figure 1. 

      Conceptual framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CONCLUSION AND FUTURE WORKS 

 

 While there is some ambiguity surrounding the concepts of passion and burnout, the brief review of the 

above papers attempts to explore all the relationships between these selected variables. This tentative model 

expects to provide the theoretical line of reasoning offered in the existing literature concerning the presence of a 

significant relationship between the given factors and most of the literature reviewed in this study was carried 

out on various research settings. Passion is expected to originate from work-related factors, such as job demand 

and job resources. However, the outcomes of this could lead to either negative ends (depression and burnout) or 

positive one’s work engagement and job satisfaction. For the future work, the empirical research needs to be 

done to confirm the results especially in the context of Thailand. 
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