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The COVID-19 crisis has resulted in radical changes within the higher education
system, requiring academia to rapidly transition from the traditional learning model to
a distance or blended model of learning to ensure continuity of educational processes.
These changes have placed additional demands on academic staff who already have
a heavy workload. According to the job demands-resources model, these additional
demands may have an impact on the burnout risk, engagement, and well-being of
academic staff. In alignment with the premises of positive psychology the primary
objective of this study was to explore the interplay of three psychological conditions
(meaningfulness, safety, and availability) needed to stimulate engagement. To investigate
this interplay, the researchers connected Kahn’s theory on engagement with current
concepts that focus on the person-role relationship, such as those dealt with in
the job demands-resources model, organisational support theory, and perceptions of
reciprocity. Mediating effects between burnout risk, engagement, and psychological
well-being, as well as the moderating effect of lack of reciprocity, were tested using
structural equation modelling. The study used a purposive, non-probability sampling
method and a cross-sectional survey research design. Participants were 160 academic
staff members employed at a university in South Africa. The findings of this study
revealed that the three psychological conditions (meaningfulness, safety, and availability),
which were operationalised as lack of reciprocity, perceived organisational support,
and burnout risk, were significantly related to emotional engagement. Perceived
organisational support (job resources), which met the criteria for psychological safety
and some components of meaningfulness, displayed the strongest association with
engagement. Policymakers within higher education institutions should be sensitive to the
issues this study focused on, especially as regards the need to provide organisational
support in times of crisis, such as the COVID-19 pandemic.

Keywords: engagement, perceived organisational support, job demands, lack of reciprocity, burnout risk,
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INTRODUCTION

Higher education (HE) institutions play a key role in facilitating
economic development and growth, and meeting the social
needs of the 21st century (Boggs, 2003; Pouris and Inglesi-
Lotz, 2014). The COVID-19 pandemic has, however, posed
numerous challenges to employees (Liu et al., 2021) and
organisations in all sectors. The pandemic has brought about
changes requiring academia to rapidly transition from the
traditional learning model to a distance or blended learning
model to ensure continuity of educational processes (Ali, 2020;
Armoed, 2021). In addition to coping with an already heavy
workload, which include having to produce an increasing
number of high-quality international publications (Barkhuizen
et al., 2014), academic staff have had to offer extra support to
students. This, due to abrupt changes in the academic calendar
and the concomitant lack of physical interaction caused by
the complete or partial change over from traditional face-
to-face teaching to online or blended teaching (Chiu, 2021).
Barkhuizen et al. (2014) asserted that all the demands made
on academic staff may lead to their burnout and low levels
of commitment.

Scholars have stated that even during times of change and
uncertainty, engaging the workforce remains one of the key
strategic imperatives to ensure success (Anthony-McMann et al.,
2017) as it significantly affects essential business outcomes
such as productivity, customer satisfaction, discretionary effort,
commitment, and well-being (Shuck, 2011; Shuck and Reio, 2011,
2014). In a study that Chanana and Sangeeta (2020) conducted
during the pandemic, they maintained that engagement is now,
more than ever, a key factor in the success of organisations.

According to Kahn, the presence of three experiential
or psychological conditions namely, meaningfulness, safety,
and availability influence people to “employ” or express
themselves (self-in-role) and personally engage. Kahn (1990)
described personal engagement as an employee who harness
themselves to their work role and express their “preferred
self ” physically, cognitively, and emotionally when they
perform their work. He likened personal engagement to
“self-employment” and described it as inspiring aspects that
can be termed flow, intrinsic motivation, involvement, and
mindfulness. Bailey et al. (2017) investigated the meaning,
antecedents, and outcomes of engagement and found that
most studies on the antecedents of engagement explored the
experience of job-design-related factors, which included job
demands or job resources. Accordingly, Mercali and Costa
(2019) indicated that the job demands-resources (JD-R) model
(Demerouti et al., 2001; Bakker and Demerouti, 2017) offers
one of the most solid empirical foundations to clarify the
psychological mechanisms that underlie engagement in a
work context.

Drawing on Kahn’s (1990) theory and using the JD-
R model as a framework, the present study explored the
conditions that stimulated the positive psychological construct of
engagement (Kotera and Ting, 2019) and investigated its role in
contributing to optimal functioning (Gable and Haidt, 2005) in
HE institutions.

LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

The Relationship Between Job Demands,
Burnout Risk (Psychological Availability),
and Engagement
The JD-R model stipulates that job demands refer to negatively
valued physical, social, psychological, or organisational aspects
that require continuous effort and cost or consume energy
(Schaufeli and Taris, 2014; Bakker and Demerouti, 2017). Within
the HE context, academic staff often need to reconcile the
demands their teaching tasks and research work place on them.
In addition to being responsible for teaching, administrative
work, and community service, they are expected to conduct
high-quality research (Taris et al., 2001; Houston et al., 2006);
Taris et al. (2001) found that the time demands and pressure
of having to do research and teach have a significant positive
relationship with strain, which drains the energy of academic
staff. Accordingly, they posited that the combination of teaching
and research is a key source of stress for academic staff. Other
studies conducted within an academic context conceptualised job
demands (e.g., research, teaching, and administrative work) as
time pressure (e.g., Skaalvik and Skaalvik, 2011) or as workload
(Boyd et al., 2011). The stress resulting from time pressure and
workload has been exacerbated by the changes and challenges
staff have experienced because of the global COVID-19 pandemic
(Liu et al., 2021). A major challenge in the HE context has
been the need to shift from the traditional learning model to
the distance or blended learning model to ensure continuity of
educational processes (Ali, 2020; Armoed, 2021). In alignment
with research carried out by Taris et al. (2001) and others
(e.g., Boyd et al., 2011; Skaalvik and Skaalvik, 2011) within the
context of education, the present study adopted the description
of job demands as relating to: (1) time pressure, (2) relationships
with colleagues, and (3) pressures stemming from teaching
vs research tasks.

The JD-R model (Demerouti et al., 2001) outlines two
psychological processes that are responsible for job demands
and resources operating as antecedents to engagement and
burnout. These processes include the energetic process and the
motivational process (Schaufeli and Bakker, 2004; Jackson et al.,
2006). According to the energetic process, job demands wear
out and drain the energy of people, resulting in burnout or
high levels of exhaustion. The JD-R model’s proposed energetic
process seems to map well onto the strain coping mode described
in Hockey’s (1997) state regulation model of compensatory
control. This model takes into account different effects on
observed performance under circumstances of high demands
(e.g., workload or stress) and offers a framework for the analysis
of issues associated with strain, fatigue, and psychological health.
In the strain coping mode, individuals make an increased effort
to accommodate the high demands, in this way maintaining
levels of performance but at the cost of expending energy, which
manifests itself psychologically in the form of exhaustion and/or
physically in the form of an increased excretion of cortisol
(which leads to, for example, burnout risk). In the passive coping
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mode, individuals’ perception of excessive demands results in a
downward adjustment of performance objectives, for example,
by reducing their level of accuracy or paying less attention so
as to avoid the cost of expending more energy (e.g., through
mental activity), which they perceive to be high already. Hockey
indicated that complete disengagement from task goals may
result in extreme forms of passive control. This suggests that
high demands may lead to disengagement, which in turn may
negatively affect performance. Rich et al. (2010), Han et al.
(2020) and Rattrie et al. (2020) were in agreement. The scholars
respectively found statistically significant negative associations
between demands (hindrance demands) and engagement. Thus,
based on the descriptions of the energetic process, the strain,
and passive coping modes, and empirical work highlighted, the
researchers formulated the following hypotheses for the present
study:

H1: There is a statistically significant positive relationship
between job demands and burnout risk.

H2: There is a statistically significant negative relationship
between job demands and engagement.

The JD-R model’s energetic process, in which job demands
wear out and drain the energy of people, resulting in burnout or
high levels of exhaustion seems to link well with Kahn’s (1990)
notion of (psychological) availability as referred to earlier. In
Kahn’s (1990) description, the availability of people is dependent
upon how well they cope with the demands of life, be it
work or non-work related. Thus, how available people are to
engage despite the distractions experienced as members of a
social system. These distractions that shape availability include:
depletion of physical and emotional energy; outside or personal
lives (e.g., personal or non-work matters that drain or take
away from one’s psychological availability); and insecurity (e.g.,
concerns about the quality of one’s work, how it compares with
the work of others, and one’s status in the role that distracted one
or “occupied energies”) (Kahn, 1990: p. 715). Burnout has been
regarded as a metaphor for a state of mental weariness (Schaufeli
and Bakker, 2004) or physical and emotional exhaustion
(Kristensen et al., 2005). The Copenhagen Burnout Inventory,
developed by Kristensen et al. (2005), operationalises burnout as
consisting of fatigue and exhaustion. The questionnaire consists
of three sub-dimensions, work-related burnout, client-related
burnout, and personal burnout (Kristensen et al., 2005; Creedy
et al., 2017). Hodson (2021) highlighted the importance of
considering how the constructs we use within the field of
psychology fit in with that already understood in the field.
Based on this premise, and the highlighted linkages between the
description of availability, the energetic process of how burnout
risk is shaped, and the conceptualisation of burnout as per the
Copenhagen Burnout Inventory, the researchers operationalised
burnout risk as psychological availability.

The researchers also formulated a third hypothesis based
on further findings in existing literature. The JD-R model
further postulates that high levels of exhaustion threaten
the energy resources of an engaged individual, which can
impact levels of engagement negatively (Jackson et al., 2006;

Bakker and Demerouti, 2017). In support of this postulation,
Russell et al. (2020) indicated a significant negative relationship
between burnout and work engagement. As regards Kahn’s
(1990) theory, (psychological) availability was identified as one
of three conditions that shape whether a person will personally
engage or not. Availability refers to the psychological or physical
resources people have available to enable them to engage despite
the distractions experienced as members of a social system. Based
on these criteria, the researchers hypothesised as follows:

H3: There is a statistically significant negative relationship
between burnout risk and engagement.

The Relationship Between Job
Resources (Psychological
Meaningfulness and Safety), Burnout
Risk (Availability), and Engagement
The JD-R model explains that resources operate as antecedents
to engagement (Schaufeli and Bakker, 2004; Jackson et al., 2006;
Bakker and Demerouti, 2017) by way of a motivational process:
the resources employees have available motivate them to be
committed, have positive attitudes toward work (Albrecht, 2012),
and contribute to work engagement (Demerouti et al., 2001;
Bakker and Demerouti, 2017). The JD-R model’s motivational
process seems to link well with the concept of perceived
organisational support (POS). The concept of POS derives from
the organisational support theory (Eisenberger et al., 1986)
and describes the degree to which employees perceive that
their employer cares about their well-being and values their
contribution (Eisenberger et al., 2001; Eder and Eisenberger,
2008; Kurtessis et al., 2017). POS encapsulates the general beliefs
employees hold regarding the commitment of the organisation
towards them as a result of perceived beneficial or harmful
treatment by the organisation. These beliefs are informed by
organisational aspects e.g., traditions, practices, policies, job
enrichment, as well as social aspects, e.g., receiving sincere praise
and approval (Eisenberger et al., 1986). Similar to the premise of
how resources motivate employees to be committed (Albrecht,
2012) and contribute to work engagement (Demerouti et al.,
2001; Bakker and Demerouti, 2017); the held beliefs regarding
POS influence work effort or behaviour. POS further fosters
positive affective commitment toward the organisation (Kurtessis
et al., 2017); and contributes to work engagement (Rich et al.,
2010; Zacher and Winter, 2011). Furthermore, with reference
to the statement of Bakker and Demerouti (2017, p. 312) that
resources are not only needed to effectively perform work but
are also “important in their own right,” POS can be regarded
as a valued resource that helps employees carry out their work
(Kraimer and Wayne, 2004).

Apart from the condition of psychological availability that
Kahn’s (1990) grounded theory identifies as shaping personal
engagement, the theory identifies the psychological conditions
of safety and meaningfulness as necessary to stimulate personal
engagement. Safety is experienced as feeling that one can
express oneself without fear of negative consequences to
one’s career or self-image and is influenced by supportive
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interpersonal relationships, group dynamics, management style,
and organisational norms. Safety was thus promoted in the
following cases: (1) where interpersonal relationships were
supportive and trusting; (2) where the unconscious roles
individuals assumed and perceived as per the group dynamics
promoted a feeling of safety in bringing “their selves into”
role performance. Here, Kahn (1990) referred to perceptions
regarding the distribution of power and authority among groups,
and how this could suppress individuals’ voices and negatively
impact safety; (3) where the management style or processes were
supportive, consistent, predictable and created paths along which
employees could safely travel; and (4) where the organisational
norms, general expectations, cues or boundaries could govern
employees to safely execute work (Kahn, 1990, p. 710).

Scholars have put forth that employees tend to personify
organisations, viewing line managers as organisational agents and
their actions toward them as reflecting the intentions or actions of
the organisation (Eisenberger et al., 1986; Karagonlar et al., 2016).
Therefore, POS can be regarded as consisting of aspects that
reflect management/interpersonal relationships, group dynamics,
and (organisational) norms/expectations. This assumption is
based on the following grounds: (1) POS captures aspects
related to supportive and trusting interpersonal relationships
by tapping whether the organisation or rather organisational
agents consider the interest of the employee in decision making,
offer help when the employee is in need and care about
their well-being; (2) by tapping whether organisational agents
notice extra effort, consider employee feedback and goals, or
whether organisational agents would undermine or exploit the
employee, POS captures considerations regarding treatment by
organisational members with authority or power, and the room
this allows the employee to safely bring “their selves into” role
performance; (3) by tapping whether organisational agents value
employee contributions, tries to make the job more interesting
and cares about the employees’ work satisfaction, POS captures
considerations regarding supportive management processes and
opportunities for career growth; (4) by tapping the general
beliefs regarding whether policies and governing practices are
perceived as favourable, POS provides information regarding
general norms which can inform appropriate or proportionate
ways of working.

Meaningfulness is experienced when people feel they
are valued, worthwhile, and not taken for granted (Kahn,
1990; Olivier and Rothmann, 2007). Factors that influence
meaningfulness are whether tasks are challenging, allow for
learning, and provide a sense of competence, whether employees’
role is central to/needed by the institution, and whether
work interactions with co-workers or clients are meaningful
(Kahn, 1990). POS includes facets of meaningfulness that tap
into perceptions of not being taken for granted, working on
challenging tasks, and performing a role that is of importance
to an organisation. Thus, the present study operationalised
POS as a job resource that included aspects of psychological
meaningfulness and safety.

The possibility of POS as an antecedent to engagement has
been considered within the business sector and within the HE
context (e.g., Guan et al., 2014; Mabasa and Ngirande, 2015).

Among staff at a business college, support was found that a
relationship existed between POS and engagement (Najeemdeen
et al., 2018); Kurtessis et al’s. (2017) view that POS should
lessen burnout was confirmed in a study among academics that
indicated that POS negatively affected levels of burnout (Yew and
Ramos, 2019). In addition, results from a meta-analysis indicated
a statistically significant association between job resources and
both burnout and engagement (Rattrie et al., 2020). Based on
these findings, the following hypotheses were formulated:

H4: There is a statistically significant positive relationship
between POS and engagement.

H5: There is a statistically significant negative relationship
between POS and burnout.

The Influence of Reciprocity
(Psychological Meaningfulness) on
Engagement
According to equity theory, reciprocity is pursued in
interpersonal or organisational relationships and denotes
the equality of exchange between two parties (Schaufeli et al.,
1996). Similarly, Rothmann and Welsh (2013) contended that
social exchange relationships affect employee engagement.
A study by Van Horn et al. (1999) put forth that teachers’ views
that there exists disagreement between what they have invested
and the outcomes/return received (e.g., in terms of student
progress, gratitude or enthusiasm) can result in disillusionment
and energy depletion. This suggests that the perception of
lack of reciprocity might increase states of weariness such as
burnout risk, a view that was corroborated by Bakker et al.
(2000) who found that general practitioners’ perception of a lack
of reciprocity had a positive impact on emotional exhaustion.
Another example of the negative impact of lack of reciprocity is
Eisenberger et al.’s (2014) finding that in cases where supervisors
held the general view that subordinates would not reciprocate
favourable treatment (highly reciprocation-wary supervisors), it
weakened the positive relationship between supervisor POS and
high-quality relationships with the subordinate (leader–member
exchange). By implication, apart from job demands and burnout
risk, perceptions of lack of reciprocity from student groups may
further deplete the energy of educators, or result in educators
being unable to reciprocate with engagement for the high
POS received. Therefore, in alignment with considerations by
Lorah and Wong (2018) that where the relationship between
the independent variable (IV) and the dependent variable
(DV) may differ or depend on the level of a third variable,
called the moderator, lack of reciprocity was considered as a
possible moderator in the relationship between the predictors of
engagement (IV’s) and engagement (DV).

Lack of reciprocity seems to tick further criteria for Kahn’s
(1990) psychological meaningfulness domain in terms of work
interactions with clients and the perception of being valued or
appreciated by this group, which did not seem to be covered by
POS. Based on the above deductions made and following Kahn’s
(1990) theory, the present study was able to test the coaction
of psychological availability (burnout risk), safety (POS), and
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meaningfulness (POS and lack of reciprocity), by considering
lack of reciprocity as a moderator in terms of the JD-R model’s
proposed relationships relating to engagement. Accordingly, the
following hypotheses were formulated:

H6a: Perceived lack of reciprocity moderates the negative
relationship between job demands and engagement, such
that the relationship becomes stronger as lack of reciprocity
increases.

H6b: Perceived lack of reciprocity moderates the positive
relationship between POS and engagement, such that the
relationship becomes weaker as lack of reciprocity increases.

H6c: Perceived lack of reciprocity moderates the negative
relationship between burnout risk and engagement, such
that the relationship becomes stronger as lack of reciprocity
increases.

The Relationship Between Burnout Risk,
Engagement, and Psychological
Well-Being
Robertson and Cooper (2010) stated that the fostering of a
culture associated with high performance and organisational
effectiveness required the consideration of critical aspects such
as engagement and psychological well-being. Wright et al.
(2007) described psychological well-being as the overall effective
psychological functioning of a person.

Hockey (1997) posited that the adjustments individuals make
to deal with adverse conditions (e.g., high job demands) must
take into account the need to maintain an acceptable state
of well-being, in addition to considering the achievement of
performance goals. These considerations seem to be reasonable
cautionary measures individuals should take because later studies
have suggested that: (1) job demands are linked to challenges
related to well-being because of burnout (Schaufeli and Bakker,
2004; Jackson et al., 2006); (2) dimensions of burnout have a
significant negative impact on psychological well-being (Wright
and Hobfoll, 2004); and (3) participants with lower cortisol
output have higher levels of psychological well-being (Ryff, 2013).
Based on these findings, the following hypothesis was formulated:

H7: There is a statistically significant negative relationship
between burnout risk and psychological well-being.

Shuck and Reio (2014) found that people who displayed high
engagement had significantly higher levels of psychological well-
being. Two relatively recent studies corroborated these scholars’
finding. In the first place, Jena et al. (2018) found that meaningful
engagement allowed employees to feel positive toward their
organisation and work, leading to psychological well-being. In
the second place, Rusu and Colomeischi (2020) found a positive
association between teacher engagement and well-being. Based
on these findings, the following hypothesis was formulated:

H8: There is a statistically significant positive relationship
between engagement and psychological well-being.

Important in the context of the present study was the
association found between psychological well-being and

important outcomes such as better job performance and mental
and physical health (Wright and Cropanzano, 2000; Robertson
and Cooper, 2010). This association was confirmed in studies
that showed strong links between well-being and performance
(Daniels and Harris, 2000; Lee, 2019). Moreover, Wright (2014)
asserted that psychological well-being can be regarded as a
robust determinant of good performance. Students are the
primary recipients of the learning experience, and although
much contested, university management regard student feedback
as important for evaluating client satisfaction with educational
programmes and lecturer’s performance (Tasopoulou and
Tsiotras, 2017). Furthermore, using a measure from a different
source than the lecturer offered an avenue to help control for
method bias (Podsakoff et al., 2012). Accordingly, we formulated
the following hypothesis:

H9: There is a statistically significant positive relationship
between psychological well-being and student-reported levels
of lecturer performance.

The Mediating Role of Engagement and
Burnout Risk
Studies have indicated that engagement plays a mediating role
between antecedents and outcomes of engagement (Saks, 2006;
Christian et al., 2011; Saks and Gruman, 2014). For example,
Garg and Singh (2020) found that engagement mediated the
association between work withdrawal behaviours and subjective
well-being. A further finding was that engagement mediated the
relationship between negative emotions and well-being (Rusu
and Colomeischi, 2020). Based on these findings, the following
hypothesis was formulated:

H10: Engagement mediates the relationship between burnout risk
and psychological well-being.

In a study among teachers, Skaalvik and Skaalvik (2018)
found that teacher well-being (measured in terms of exhaustion,
feelings of a diminished or depressed mood, and psychosomatic
responses) mediated the relationship between job demands and
engagement. Similarly, Russell et al. (2020) found that burnout
risk mediated the relationship between job demands and work
engagement among educators in the United States. Accordingly,
the researcher of the present study formulated the following
hypothesis:

H11: Burnout risk mediates the relationship between job demands
and engagement.

Figure 1 below provides the conceptual theoretical framework
which is based on the above hypotheses.

MATERIALS AND METHODS

Sample and Procedure
The study formed part of a bigger multilevel research project.
Participating academic staff members thus needed to comply with
the criterion of having lectured a second-semester undergraduate
module during 2020. All in all, 295 academic staff members
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FIGURE 1 | Conceptual framework (measurement model).

were invited during 2020, but, although 219 of them started
the survey, only 174 valid responses were received. Students of
participating lecturers were invited to report on the lecturers’
performance in lecturing the relevant modules. Out of the 174
valid responses received from lecturers, 161 could be matched
with students’ reports. One statistically significant multivariate
outlier was removed from the data sets prior to conducting
the analyses using a conservative χ2 critical probability value
of 0.001, resulting in a total sample of 160 lecturers. Males
comprised 52% of the sample of academic staff, and females made
up 48% of the sample. Most respondents (29%) fell within the
age group category of 30 to 39, followed by 28% who fell within
the age group of 50 to 64, and 26% who fell in the category of
40 to 49 years old. Respondents’ length of service in the various
faculties ranged from periods of less than 5 years to over 31 years.
A cross-sectional survey research design was employed, and a
purposive, non-probability sampling strategy was used.

Measures
The survey included the following measures:

Job Demands
In alignment with work that Taris et al. (2001), Skaalvik and
Skaalvik (2011) did among academic staff, the following scales
were used to measure job demands: the 3-item scale on time
pressure; the 3-item scale measuring relations with colleagues;
and the 4-item scale focusing on teaching vs research. In total, the
scale consisted of ten items. Items for the scales of time pressure
and relationship with colleagues were scored on a 6-point scale
ranging from 1 = “completely disagree” to 6 = “completely
agree.” The items relating to the teaching vs research scale
were scored on a 6-point scale ranging from 1 = “never” to
6 = “always.” Cronbach’s alpha reported by Taris et al. (2001)
was α = 0.84 (teaching vs research), and the reported reliability
coefficients for scales reported by Skaalvik and Skaalvik (2011)
were α = 0.86 (relationship with colleagues), and α = 0.81
(time pressure).

Job Resources
Job resources were measured using the 16-item short version of
the “Survey of Perceived Organisational Support” (Eisenberger
et al., 1997). Items were scored on a 7-point scale ranging from
1= “strongly disagree” to 7= “strongly agree.” The single-factor
unidimensional measure demonstrated reliability coefficients of
0.90 (Eisenberger et al., 1997).

Engagement
The 18-item Job Engagement Scale (JES) (Rich et al., 2010) was
used to measure engagement. The scale’s items measure three
dimensions of engagement, namely, emotional, cognitive, and
physical. Respondents could score the items on a 5-point rating
scale ranging from 1 = “strongly disagree” to 5 = “strongly
agree.” The JES has good internal consistency with a Cronbach’s
alpha equal to 0.95 (Rich et al., 2010).

Burnout Risk
The 19-item Copenhagen Burnout Inventory (Kristensen et al.,
2005) was used to measure burnout risk. The measure consists
of three subscales, namely, personal, client, and work-related
burnout. In respect of 12 items, the rating is on a 5-point Likert
scale, ranging from 1 = “always” to 5 = “never/almost never,”
and in respect of seven items the rating is on a scale of 1 = “to a
very high degree” to 5= “to a very low degree.” Cronbach’s alpha
for the subscales was found to be as follows: α = 0.82 (client-
related burnout), α = 0.85 (personal burnout), and α = 0.87
(work-related burnout) (Johnson and Naidoo, 2013).

Psychological Well-Being
The Schwartz Outcome Scale-10 (Blais et al., 1999) was used
to measure psychological well-being. The scale, consisting of
10 items, has been used as a psychological well-being and
psychological health measure in previous studies (e.g., Young
et al., 2003; Haggerty et al., 2010). Items are rated on a 7-
point scale ranging from 1 = “never” to 7 = “all of the
time/nearly all of the time.” Cronbach’s alpha coefficients were
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reported between α = 0.88 (Haggerty et al., 2010) and α = 0.92
(Shuck and Reio, 2014).

Lecturer Performance
The lecturers’ performance was reported by students. The
researcher adapted questions taken from the student evaluation
form that the university used and that focused on lecturers’
characteristics and the conditions during lectures. The scale
consisted of 22 items. A similar approach had been used in a study
exploring student evaluations of lecturers at private universities
(Sok-Foon et al., 2012).

Reciprocity of Student Groups
In alignment with work done by Schaufeli et al. (1996), Tayfur
and Arslan (2013), lecturers’ perceptions of reciprocity were
measured using three items adapted from the measures these
scholars had used. The items were as follows: “I spend much time,
effort and consideration on work for students in the specified
module, but in general, students in the specified module give
back little effort, appreciation, and interest”; “I invest more in the
relationship with students in the specified module than what I
receive back in return from them”; and “I know that my students
will complain, no matter what I do.” Respondents rated the
questions on the following 5-point scale: 1 = “strongly disagree”
to 5= “strongly agree.”

Data Analysis
Mplus version 8.6 was used to conduct the statistical analyses.
Latent models were estimated using structural equation
modelling (SEM) and the maximum likelihood robust (MLR)
estimator. The delta method for estimating robust standard
errors with a sandwich estimator was used for non-normal data.
As an extra precaution, all standard errors for interaction effects
were cross-checked for consistency using the bias-corrected
bootstrapping technique and the ML estimator (Muthén and
Muthén, 1998–2017; Schaap and Olckers, 2020). Two stages
were followed in the analysis of the data. First, confirmatory
factor analysis (CFA) was used to confirm the factor structure
validity and psychometric properties of each of the scales in order
to ensure factor manifest scores with the least possible error
variance. Factor scores that were used in the structural model
were generated from the latent variable using the regression
approach in Mplus. The use of optimally weighted regression
scores entailed creating factor scores from the model for each
construct separately and subsequently using these factor scores
in the structural model (McNeish and Wolf, 2020). Second,
an evaluation was done of the structural model depicting the
theoretically supported hypothesised relationships between the
constructs that formed the focus of this study. The two-stage
approach and the use of optimally weighted regression factor
scores in the structural model can be substantiated as follows: (1)
The use of optimally weighted regression scores in a structural
model alleviates potential convergence problems associated with
the testing of complex latent structural models; (2) the quality of
a measurement model affects the structural model and vice versa,
even in the case of well-fitting measurement models (McNeish
and Hancock, 2018); (3) McNeish and Wolf (2020) posited that

possible differences in the relationship between items and the
true latent score are ignored when using sum scoring or unit
weighted scoring, resulting in less reliable scores. Optimally
weighted regression scores thus more closely represent the true
latent variable in the measurement model.

Following the guidelines suggested by Kenny et al. (2015),
the present study considered model fit together with regression
estimates, standard error, residuals, and underlying substantive
theory. All the popular fit indices were considered and where
degrees of freedom were low in models, the CFI and SRMR
played a more decisive role in adjudicating model fit (Bentler,
2007; Kenny et al., 2015; McNeish and Hancock, 2018). Per the
guidelines, model fit was appraised as: a CFI value above 0.90 but
preferably above 0.95, a SRMR value preferably less than 0.08, a
RMSEA value below 0.08, and a TLI value above 0.95 (Hu and
Bentler, 1999; Olckers and Van Zyl, 2019).

The factor score determinacy is of special concern for
unbiased univocal scoring of a measurement model (Gorsuch,
1983). Factor determinacies of 0.80 and above were regarded as
demonstrating strong correlations among items with the latent
factor and denoting good internal consistency (Gorsuch, 1983;
Wang and Wang, 2020). Univariate normality and multivariate
normality were tested for skewness and kurtosis and were
appraised in alignment with the recommendation by Anderson
and Gerbing (1988) that values equal to >-1 and <+1 in the case
of both skewness and kurtosis be used as indicators of normality.
Also, the Mardia multivariate normality test was used to evaluate
the normality assumption.

In alignment with findings that the omega coefficient offers a
more accurate approximation of the internal structure of a scale
(Dunn et al., 2014; Crutzen and Peters, 2017), the present study
used the CFA factor loadings to calculate McDonald’s omega
coefficient. Values of 0.70 and 0.80 have been considered as the
general rule of thumb when it comes to establishing acceptable
or good reliability and have been commonly reported as the
more popularly used Cronbach’s alpha estimates (Crutzen and
Peters, 2017; Hoekstra et al., 2019). Seemingly, scholars have
applied a similar rule in judging McDonald’s omega coefficient,
putting forth that values of 0.80 can be regarded as demonstrating
good internal reliability (Feisst et al., 2019; Dedeken et al., 2020).
Confidence intervals (CIs) were set at a level of 95% and, as
recommended in the case of interacting effects, the present study
applied the guideline that where CIs did not include zero, the
indirect effect was regarded as significant (Zhao et al., 2010).

RESULTS

Descriptive Statistics
Table 1 shows the descriptive statistics, skewness/kurtosis,
correlations, factor determinacy values and McDonald’s omega
values of the latent variables. Most variables show univariate
skewness and kurtoses slightly outside of the range −1, 0 to
+1 (Anderson and Gerbing, 1988). The Mardia multivariate
skewness and kurtosis are 9.73 and 69.62 respectively (see
Table 1), these values indicate non-normality in the data (Gao
et al., 2008), justifying the use of the MLR estimator for
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non-normal data. The correlation matrix indicated statistically
significant relationships (p < 0.01) between all variables.
McDonald’s omega coefficient values ranged between 0.81 and
0.97, demonstrating good reliability (Feisst et al., 2019; Hoekstra
et al., 2019; Dedeken et al., 2020). Factor determinacy values were
all above 0.90, demonstrating strong correlations among items
with the latent factor (Wang and Wang, 2020) and supporting
the use of factor scores in the structural model (Gorsuch,
1983). The results reported in Table 1 do not support the
likelihood of adverse multi-collinearity as scale reliabilities are
high (Omega≥ 0.8) for the variables with high inter-correlations
and sample size (N = 160) to the number of latent variables
(6) exceeds a 6:1 ratio (Grewal et al., 2004). The variables in
the correlation matrix show discriminate validity as all values
below the diagonal are lower than the square root of the average
variance extracted (AVE) which is presented on the diagonal
(Fornell and Larcker, 1981).

The Measurement Model
Table 2 provides an overview of the constructs measured and
the fit indices per construct. No absolute cut-off value for
factor loadings was used; however, the approach followed was
“the higher the better,” with due consideration to item content
and construct coverage. A special effort was made to retain
as many as possible of the original items for each construct
that proved to be psychometrically sound in the measurement
models and that allowed for limited bias in the single and
univocal score obtained for each measure used in this study
(Cole and Preacher, 2014). As the scales used had been validated
in previously published studies, the use of CFA rather than
exploratory factor analysis was selected. However, where the
data did not support model fit or item loadings, the models
were re-specified in accordance with theoretical guidelines to
ensure that robust psychometric measurements were obtained
for the variables used in the study’s structural model. This is
in alignment with Jackson et al. (2009) advice that post hoc
modifications are supportable when these modifications are
practically or theoretically justifiable. Recommendations in these
cases include that any post hoc model re-specifications should be

kept to a minimum as such re-specifications could erroneously
lead to data-driven models, and that post hoc modifications be
labelled, thus revealing which latent variables were allowed to
correlate or which correlated residuals were freed. Measurement
models that were not supported by the data were adapted in
accordance with the following principles: (1) Jöreskog’s (1993)
recommendation that by freeing a fixed or constrained parameter
with the largest modification index (provided that this parameter
can be interpreted substantively), the correct model can be
readily obtained. (2) Byrne et al. (1989) advice that parameter
specifications are justifiable where they represent measurement
error due to method effects (e.g., item format of subscales). These
method effects or measurement errors are attributed to question
wording (e.g., items containing similar words, phrases or similar
meaning), negative scoring, the effect of item adjacency, close
proximity or blocked items from the same construct that follow
each other in direct sequence (Podsakoff et al., 2012; Loiacono
and Wilson, 2020). (3) Reise et al. (2013) recommendation to
avoid biased path estimates in SEM models tested by not treating
unidimensional data as multidimensional and to rather use only
measurement models where the fit indices and variance explained
support a sufficiently defined common or general factor that
justifies univocal scoring.

The second-order measurement model for the job demands
scale was non-identified and did not converge. It was found
that the dimension of relationship with colleagues showed low
correlations (r = 0.10; r = 0.03) with the dimensions of
time pressure (r = 0.10) and teaching vs research (r = 0.03),
suggesting that these constructs were unrelated. Upon reviewing
the dimension of relationship with colleagues, it seemed that its
items were formulated to contribute to job resources and not
job demands (e.g., “Educators at this university help and support
each other”). Consequently, a unidimensional model was tested
that excluded this dimension. After excluding one item (which
had a low factor loading of 0.28) and allowing the residuals of
two items to correlate due to similar item content/method effects
(Byrne et al., 1989; Podsakoff et al., 2012; Loiacono and Wilson,
2020) the model was supported by the data. It is noted that in
accordance with the work of Kenny et al. (2015), the low degrees

TABLE 1 | Descriptive statistics, correlations, skewness/kurtosis, and factor determinacy.

Variable Skewness Kurtosis 1 2 3 4 5 6 FD ω

1 Burnout risk −0.08 −0.83 0.85 0.98 0.96

2 Emotional engagement −0.73 −0.07 −0.51 0.81 0.98 0.94

3 Psychological well-being −1.02 0.43 −0.61 0.51 0.72 0.96 0.91

4 Job demands −1.07 0.88 0.65 −0.36 −0.47 0.77 0.98 0.91

5 POS −0.16 −0.03 −0.57 0.53 0.54 −0.43 0.80 0.98 0.94

6 Lack of reciprocity −0.60 −0.63 0.33 −0.36 −0.27 0.32 −0.34 0.75 0.93 0.81

7 Lecturer performance 1.27 2.12 −0.05 −0.11 0.03 −0.05 −0.04 0.07 0.99 0.97

Mardia’s multivariate values Estimate p-Value

Mardia’s multivariate skewness 9.73 0.00

Mardia’s multivariate kurtosis 69.62 0.00

POS, Perceived organisational support; 160 participants made up the study sample; FD, Factor score determinacy; ω, McDonald’s omega. Factor scores are Z-values
with a mean of 0. Underlined values on the diagonal represent the square root of the AVE (Fornell and Larcker, 1981). All correlations are statistically significant (p ≤ 0.05).
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of freedom (8) did indeed result in an elevated RMSEA value (see
Table 2).

POS was measured using a one-factor/unidimensional model
consisting of 16 items. Two items, for which correlated residuals
were allowed, scored negatively and were adjacent to each
other, suggesting method effects (Byrne et al., 1989; Podsakoff
et al., 2012; Loiacono and Wilson, 2020). The scale showed an
acceptable model fit (see Table 2).

The construct of burnout risk consisted of three subscales (i.e.,
personal, work-related, and client-related) (see Table 2). Client-
related burnout displayed low correlations with both personal
(0.35) and work-related burnout (0.43), and it displayed low
loadings (0.45) on the second-order model (showing low model
fit), and was thus removed. The scales personal and work-
related burnout correlated highly (r = 0.93) and were grouped
as one unidimensional scale. For all practical purposes, these two
constructs could not be considered separate in the case of the
sample group as working from home was a general trend during
the COVID-19 pandemic. Residuals for four items, were allowed
to correlate because of one or more method effects/measurement
error (Byrne et al., 1989; Podsakoff et al., 2012; Loiacono and
Wilson, 2020). One item, the only negatively scored item that
displayed low factor loadings (0.46), was removed, after which a
good model fit was obtained (see Table 2).

Data from the study did not support a second-order factor
measure for the JES that would produce a univocal and non-
biased factor score; therefore, the researcher considered the
core focus of Kahn’s (1990) theory, which is to simultaneously
explain the emotional reactions of people to unconscious and
conscious phenomena. Kahn entertained the possibility that a
hierarchy of engagement or investment of the self in the work
role exists, in that people may engage or invest themselves
first physically, then cognitively, and lastly emotionally. Thus,
the researcher explored this final level of the hierarchy (i.e.,

emotional engagement) and consequently excluded the cognitive
and physical engagement dimensions from the measurement
model. The retained emotional engagement subscale showed
sufficient unidimensionality and model fit that would support
univocal factor scoring and result in non-biased factor scores.
The subscale consisted of six items and displayed good model.

The construct of psychological well-being, measured as a
unidimensional scale, consisted of 10 items. Two items showed
method effects (Byrne et al., 1989; Podsakoff et al., 2012; Loiacono
and Wilson, 2020) and demonstrated high correlated residuals;
thus, one item that showed redundancy was removed. Two
items that demonstrated high correlated residuals which were
attributed to method effects—were allowed to correlate (Byrne
et al., 1989; Podsakoff et al., 2012; Loiacono and Wilson, 2020).
The scale displayed acceptable model fit (see Table 2). The
construct of lack of reciprocity consisted of three items; this
three-item scale was a (just-) identified model (zero df) and
displayed good model fit. An adapted version of the student
evaluation form used by the university was employed to measure
lecturer performance. The total score of the measure was used
as a performance measure in practice (unit-weighted). The scale
displayed acceptable model fit.

The Structural Model and Hypotheses
Testing
As indicated in Table 3, the hypothesised measurement model
(Model 1) provided a poor fit to the data (CFI = 0.83;
SRMR = 0.09; TLI = 0.73; RMSEA = 0.12). Furthermore, the
lecturer performance scale showed an insignificant regression
path (close to 0) on well-being. Kenny (2020) asserted that a
good-fitting measurement model is required before researchers
can endeavour to interpret a structural model, but warned
that once model fit drives the research, scholars move away

TABLE 2 | Fit statistics per measurement construct included.

Construct measured Subscales Items used χ2 df p CFI TLI SRMR RMSEA

(a) Job demands Time pressure 2 35.73 8 0.00 0.94 0.90 0.05 0.14

Relationship with colleagues 3 (removed)

Teaching vs research 4

(b) Perceived organisational support
(POS)

n/a 16 213.91 103 0.00 0.91 0.90 0.06 0.08

(c) Burnout risk Personal burnout 5 147.04 43 0.00 0.93 0.91 0.04 0.12

Work-related burnout 6

Client-related burnout 6 (removed)

(d) Engagement Physical engagement 6 (removed) 22.17 9 0.01 0.98 0.96 0.02 0.09

Emotional engagement 6

Cognitive engagement 6 (removed)

(e) Psychological well-being n/a 8 36.38 20 0.01 0.97 0.96 0.04 0.07

(f) Lack of reciprocity n/a 3 0.00 0 0.00 1.00 1.00 0.00 0.00

(g) Lecturer performance, measured by
students using an adapted student
evaluation form

n/a 22 1663.41 209 0.00 0.90 0.89 0.04 0.07

χ2, chi-square statistic; df, degrees of freedom; p, p-Value; CFI, Comparative fit index; TLI, Tucker-Lewis Index; SRMR, Standardised root mean square residual; RMSEA,
Root mean square error of approximation.
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TABLE 3 | Fit statistics of the path and alternative models.

Model χ2 df p-Value CFI TLI SRMR RMSEA

1 63.01 19 0.00 0.83 0.73 0.09 0.12

2 33.81 18 0.01 0.94 0.90 0.06 0.07

3 18.98 10 0.04 0.96 0.92 0.05 0.08

from theory testing, and the latter is the purpose of SEM
(Hooper et al., 2008). This study formed part of a multi-level
research project, thus alternative models were tested based on
prior empirical work.

The hypothesised model (Model 1) was used as a template
for Model 2; however, an indirect path was included, based
on the finding of Russell et al. (2020) that burnout partially
mediates the relationship between job resources and work
engagement, and similar findings by Hakanen et al. (2006) that
burnout mediates the relationship between POS (job resources)
and emotional engagement. The modified Model 2 showed
improved model fit (CFI = 0.94; SRMR = 0.06; TLI = 0.90;
RMSEA= 0.07), but, considering the recommendation of Cohen
(as cited by Hox et al., 2018) that a power of 0.80 with a
corresponding β = 0.20 is a high power value, the power of 0.67
displayed by Model 2, (N = 160; df = 18, effect size = 0.10,
α = 0.05) was insufficient. This finding was in alignment
with the method of Satorra and Saris (1985) that recommends
a power value of 0.80 to be desirable for SEM (Zhang and
Yuan, 2018). To be more conservative, the researcher worked
with an effect size of 0.10, which would provide for sufficient
coverage of interaction effects that were inclined to be small but
statistically significant. Model 2 served as a template for Model
3; however, the lecturer performance scale was excluded due to
low power and the lecturer performance scale’s demonstration
of an insignificant regression path (close to 0) on well-being.
After removal of the lecturer performance scale, improved
overall model fit (CFI = 0.96; SRMR = 0.05; TLI = 0.92;
RMSEA = 0.08) and sufficient power of 0.79 (N = 160; df = 10,
effect = 0.10, α = 0.05) was obtained. The researcher noted
that statistical interaction effects lower than 0.10 were likely
to not be recognised. The results obtained suggested that the
empirical data were reproduced reasonably well in respect of the
measurement models.

Model 3, which showed the best fit and power, formed
the basis of the structural model. It should be noted that in
the reporting of the results, significant implied “statistically
significant.”

As displayed in Figure 2 (the portion of the model predicting
burnout risk), the direct effect of job demands (β= 0.50, p < 0.01)
was significantly positive (large effect), providing support for
hypothesis 1. The effect of POS (β = −0.36, p < 0.01) was
significantly negative (medium effect), providing support for
hypothesis 5. Job demands and POS explained 52% of the
variance in burnout risk (R2

= 0.52).
As displayed in Figure 2 (the portion of the model predicting

emotional engagement), the direct effect of job demands
(β = −0.06, p = 0.57) was not statistically significant; therefore,
hypothesis 2 was not supported. Hypothesis 3 was supported

because the effect of burnout risk (β = −0.26, p < 0.01)
on emotional engagement was significantly negative (small
effect). Hypothesis 4 was supported because the effect of POS
(β = 0.31, p < 0.01) on engagement was significantly positive
(medium effect).

As regards indirect effects, the relationship between the
moderator (Z) and the outcome (Y) must be known. Accordingly,
the relationship between the moderator (lack of reciprocity)
and the outcome (emotional engagement) was tested. Results
showed a significant negative relationship between lack of
reciprocity and emotional engagement (β = 0.19, p < 0.01,
small effect). For the indirect effects, deductions were made
based on the statistical significance of interaction terms shown
in Mplus (Hernandez and Guarana, 2018). Results of the
moderation analyses revealed that the interaction term (XZ),
i.e., job demands × lack of reciprocity (β = 0.04, p = 0.72;
95% CI [−0.26, 0.18], CIs included zero) was not significant,
accordingly, hypothesis 6a was not supported. Similarly, the
interaction term POS × lack of reciprocity (β = 0.03, p = 0.68;
95% CI [−0.12, 0.18], CIs included zero) was not significant,
and the moderation proposed in hypothesis 6b could not be
supported. Furthermore, the interaction term burnout risk× lack
of reciprocity (β = −0.12, p = 0.26; 95% CI [−0.32, 0.09],
CIs included zero) was not significant, and the moderation
proposed in hypothesis 6c could not be supported. Thus, the
independent variables POS (safety and meaningfulness), burnout
risk (availability), and lack of reciprocity (meaningfulness) as
direct effects explained 39% of the variance in emotional
engagement (R2

= 0.39).
For the portion of the model predicting psychological well-

being (see Figure 2), the direct effects of burnout risk (β=−0.47,
p < 0.01, medium effect) and emotional engagement (β = 0.27,
p < 0.01, small effect) were respectively significantly negative
and significantly positive. These relationships provided support
for hypotheses 7 and 8. The two independent variables (burnout
risk and emotional engagement) explained 42% of the variance in
psychological well-being (R2

= 0.42).
Hypothesis 9 proposed that psychological well-being would

be positively related to students’ reports on lecturers’ levels of
performance. Due to low power and the lecturer performance
scale’s demonstration of an insignificant regression path (close
to 0) on well-being, the scale was removed from the path model.

The path model (using unstandardised path coefficients
obtained from the Mplus analysis) tested three mediating effects.
It is noted that where this study made mention of mediation
or mediation analysis, this was done to test indirect effects. As
proposed by hypothesis 10, it was tested if engagement mediated
the relationship between burnout risk and psychological well-
being. A negative and significant indirect effect of burnout risk on
psychological well-being via engagement (β = −0.07; p = 0.03;
95% CI [−0.12, −0.01], CIs did not include zero) was found;
therefore hypothesis 10 was supported. Further, hypothesis 11
was supported as the results revealed a negative and significant
indirect effect of job demands on engagement via burnout risk
(β=−0.12-; p= 0.01; 95% CI [−0.21,−0.03], CIs did not include
zero). The path model included a post hoc hypothesis based
on the work of Hakanen et al. (2006) and Russell et al. (2020)
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FIGURE 2 | The path/structural model tested Note. **p < 0.01.

which was discussed earlier. This post hoc hypothesis (H12)
proposed that burnout risk mediated the relationship between
POS and emotional engagement. The proposal of hypothesis
12 was supported by the results which revealed a positive and
significant indirect effect of POS on emotional engagement via
burnout risk (β = 0.07; p = 0.02; 95% CI [0.01, 0.12], CIs did
not include zero).

DISCUSSION

The purpose of this study was to answer the call of scholars for
more studies on the topic of engagement (Bailey et al., 2017), and
within the HE context, to explore the impact of work demands
and resources on the engagement of academic staff (Najeemdeen
et al., 2018) during the COVID-19 pandemic. The study thus
set out to explore the interplay of conditions that stimulate
the positive psychological construct of engagement (Kotera and
Ting, 2019) by integrating Kahn’s (1990) theory on engagement
with the JD-R model (Bakker and Demerouti, 2017) and other
concepts such as reciprocity (Schaufeli et al., 1996) and POS
(Eisenberger et al., 1986).

As regards engagement, Kahn’s (1990) theory focuses on
understanding the objective properties of work contexts and roles
and the importance of people’s experiences in these contexts.
In explaining engagement, the JD-R model focuses on job
characteristics (job resources and demands) and whether they
involve psychological/physiological costs or are functional in
achieving work goals (Bakker and Demerouti, 2017). The present
study showed that the effects of burnout risk (availability)
(hypothesis 3) and lack of reciprocity (meaningfulness) on
emotional engagement were small, though significant. Findings
pointed to a greater focus by academic staff on their experiences
of the organisational context, in other words to POS as a job

resource (hypothesis 4). This finding supported the finding of
Schneider et al. (2018) that organisational practices had the
strongest correlation with work engagement, even stronger than
work attributes. The non-significant association between job
demands and engagement (hypothesis 2) seems inconsistent with
those who found a negative association between the constructs
(e.g., Crawford et al., 2010; Han et al., 2020), however, previous
studies (e.g., Gan and Gan, 2014) have found no significant
association between job demands and engagement. Further,
the present study’s finding may be regarded as corroborating
the findings of May et al. (2004), Olivier and Rothmann
(2007), Rothmann and Rothmann (2010), Rothmann and Welsh
(2013) and Liu et al. (2021), who found that psychological
meaningfulness was the strongest predictor of engagement. In
this present study, POS involved aspects of both psychological
meaningfulness and safety, which might explain the stronger
association with engagement. Based on the findings of the study
conducted by Liu et al. (2021) during the global COVID-19
pandemic, it might be that the academic staff participating in the
present study perceived that organisational support functioned
as an important safeguard against the negative impact of the
pandemic on their experiences in the work context.

In the present study, consideration was given to lack of
reciprocity (meaningfulness) being a moderator of the proposed
antecedents to engagement, these include job demands, POS
as job resources (safety and meaningfulness), and burnout risk
(availability). However, none of these moderation interactions
were found to be significant predictors of engagement
(hypotheses 6a, b, and c). Reference may be made here to scholars’
(Andersson et al., 2014; Memon et al., 2019) proposed seven-
step framework in conceptualising moderating relationships.
Although most of the mentioned steps were considered, some,
such as step number 6, to explore reverse interaction in which
the independent variable might be the moderator should be ruled
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out theoretically, may have required more consideration. These
findings indicate that the strength of lecturers’ perceptions of lack
of reciprocity from student groups, did not weaken or otherwise
strengthen the respective positive and negative influences of POS
(safety and components of meaningfulness) and burnout risk
(availability) on emotional engagement.

As regards burnout risk and well-being, findings from this
study aligned with the review study of Halbesleben and Buckley
(2004) in that job demands (time pressure; teaching vs research)
seemed to be the main initiator of burnout risk (hypothesis 1
and 5). In explaining the stronger negative association between
burnout risk and psychological well-being (hypothesis 7) when
compared to the positive influence engagement had in improving
psychological well-being (hypothesis 8), reference may be made
to recent studies (e.g., Kadhum et al., 2020; Denning et al., 2021).
These studies highlighted the negative effect of the COVID-19
pandemic, particularly on employees’ levels of burnout risk, and
the ways in which the changes that the pandemic brought about
threatened the psychological and overall well-being of people
(Harju et al., 2021; Meyer et al., 2021).

The lecturer performance scale was removed from the
structural model because the scale’s inclusion resulted in the
model showing low power. The scale further demonstrated
an insignificant regression path (close to 0) on well-being.
Hypothesis 9 could thus not be examined. However, previous
research suggested that the rating by students of teaching
effectiveness might be misleading as students tend to evaluate
educators based on popularity rather than on effectiveness
(Obenchain et al., 2001); Tan et al. (2019) concurred, stating that
students evaluate educators’ performance effectiveness based on
their reactions to non-instructional or irrelevant characteristics,
such as traits or attractiveness.

Lastly, findings from the study provided support for
the mediation effects proposed. Hypothesis 10 showed
complementary mediation (Zhao et al., 2010), in that the
mediated effect (burnout risk × emotional engagement) and
the direct effect were both significant and pointed in the same
direction. These findings revealed that lecturers’ burnout risk
had an indirect effect on their psychological well-being through
the mediating role of emotional engagement. The findings
suggest that experiencing high levels of burnout risk weakens
the emotional engagement of academic staff, which in turn
negatively influences their well-being. The post hoc hypothesis
(hypothesis 12) also displayed complementary mediation (Zhao
et al., 2010) in that the mediated effect (POS× burnout risk) and
the direct effect were both significant and pointed in the same
direction. The results suggest that the lecturers’ perception of
organisational support and the indirect effects of burnout play
an important role in shaping engagement. In both the above
cases, the significant direct effects may suggest the existence
of some omitted mediator which could be explored in future
research (Zhao et al., 2010). Furthermore, results revealed that
job demands had an indirect effect on the emotional engagement
of academic staff through the mediating role of burnout risk
(hypothesis 11). This offered a good example of indirect-only
mediation and suggests that it is unlikely that there exist
additional mediators (Zhao et al., 2010).

THEORETICAL CONTRIBUTIONS

This research study responded to the call for more studies
to be conducted on the antecedents (Rothmann and Welsh,
2013) and topic of engagement, and to do so in alignment
with the construct’s positive psychological roots (Bailey et al.,
2017). The study aimed to make a contribution by exploring the
conditions that enabled engagement specifically among academic
staff within the HE context (Najeemdeen et al., 2018). For
this purpose, this study also aimed to establish conceptual
connections between some aspects of Kahn’s (1990) psychological
conditions of meaningfulness, safety, and availability, and the JD-
R model (Demerouti et al., 2001; Bakker and Demerouti, 2017),
which is regarded as a well-being and job design framework
(Rattrie et al., 2020). Furthermore, this study aimed to establish
connections between Kahn’s (1990) theory on engagement and
concepts relating to organisational support theory (Eisenberger
et al., 1986) and perceptions of reciprocity (Schaufeli et al.,
1996) to gain a better understanding of the conditions in
an organisation that enable engagement and promote well-
being in accordance with the tenets of positive psychology
(Seligman et al., 2005).

IMPLICATIONS OF THE RESEARCH

Although previous studies based on the JD-R model have
highlighted five types of job resources (Xanthopoulou et al.,
2007) (i.e., social support, autonomy, supervisory support,
opportunities for professional development, and performance
feedback) that are recognised as operating as antecedents to
engagement in the majority of occupations, the present study
demonstrated that, in alignment with organisational support
theory, POS serves as a valued job resource (Kraimer and Wayne,
2004). POS not only taps into the five aforementioned categories
(Eisenberger et al., 1997; Kurtessis et al., 2017) but further carries
with it aspects that support psychological meaningfulness and
safety, as conceptualised by Kahn (1990).

Through the integration of theory and literature on
engagement (i.e., Kahn’s 1990 theory and the JD-R model),
the study found that Kahn’s psychological conditions could be
operationalised as POS (meaningfulness and safety), burnout
risk (availability), and lack of reciprocity (meaningfulness).
Findings indicated no relationship between job demands and
emotional engagement but revealed a small negative and
significant indirect effect of job demands on engagement via
burnout risk. Furthermore, POS showed a stronger association
with emotional engagement than did burnout risk and lack of
reciprocity. With regard to this finding, reference can be made
to Barrick et al.’s (2015) statement that strategic and deliberate
management of organisational resources are required to foster
an engaged workforce, as well as to Boikanyo and Heyns’s (2019)
statement that organisations need to view engagement as a broad
organisational strategy. Considering these findings, the practical
implication of the present study’s findings is that it could assist
university leaders in recognising the importance of creating
conditions that enable the engagement of their staff. For example,
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universities could design policies and practices and consider
strategies that are geared toward POS and that give employees
the assurance that they are valued and regarded as important
contributors to institutional objectives, particularly during times
of change or crises.

Findings from the study also revealed that while burnout
risk and emotional engagement explained 42% of the variance
in psychological well-being, the negative effect of burnout
risk was stronger than the positive effect of engagement.
This finding highlights the importance that tertiary institutions
(universities) should address burnout as it has implications
for the psychological well-being of academic staff. University
leaders could, therefore, consider strategies such as employee
wellness/assistance programmes (online and face-to-face) to
address psychosocial issues (e.g., burnout risk, work-/home-
related stress). These programmes might not only provide the
needed support to employees by addressing burnout risk but
might also have the potential to create the positive perception
among employees that their institution cares about their well-
being and values them.

LIMITATIONS AND SUGGESTIONS FOR
FURTHER RESEARCH

Although the study had strengths (e.g., a solid theory-driven
approach and the inclusion of reliable measures), it also had a
few limitations. First, the use of manifest factor scores with error
variance might have attenuated the path coefficients to some
extent, although the effect should be small where measurement
models show high reliability and factor determinacy coefficients,
as was the case in this study. A second limitation of the study
was its cross-sectional nature and its reliance on self-report
data, making the study prone to common method variance
(CMV) (Rindfleisch et al., 2008). Researchers have noted that
method variance in organisational research accounts for less
variance than previous studies have suggested (Lance et al.,
2010). There has also been an ongoing debate regarding whether
the presence and effects of CMV are of real concern for
construct-valid self-report measures (Spector, 2006; Fuller et al.,
2016). Nevertheless, future studies should implement efforts
to mitigate variance. The present study implemented several
strategies to mitigate some of the issues associated with cross-
sectional data and CMV (Chang et al., 2010). For example,
it followed the suggestions of Podsakoff et al. (2003) to use
different scale formats and anchors for the different constructs
that were measured in order to be in alignment with how
the relevant measures had been developed (Podsakoff et al.,
2003; Chang et al., 2010). These efforts were shown to reduce
the likelihood of cognitive processing (Rindfleisch et al., 2008).
Efforts were also made to ensure that the wording of questions
was concise and clear by using more familiar concepts rather
than concepts that could be perceived as complex or unfamiliar
(Rodríguez-Ardura and Meseguer-Artola, 2020).

A third limitation was that data was collected over a period of
4 months to ensure a large enough sample size. Therefore, causal
inferences cannot be made. Nevertheless, based on the tenets of
the JD-R theory and the findings of previous longitudinal studies,

it can be inferred that demands are predictive of burnout risk and
that resources are predictive of engagement (see, for example,
Hakanen et al., 2008; Sonnentag et al., 2010). Future studies
may nonetheless consider a longitudinal design to gain a better
understanding of the interplay and causal influences among the
constructs. In addition, it may be worthwhile for future studies
to consider these variables in a non-crisis state, such as when the
COVID-19 pandemic has passed.

A fourth limitation was that the generalisability of the findings
might be limited because all participants were academic staff
from one South African tertiary institution. It is recommended
that future studies explore these variables in different university
settings locally or internationally and use a longitudinal design to
validate causality among the variables. Lastly, as noted within the
results section, power of 0.79 (N = 160; df = 10, effect = 0.10,
α = 0.05) was obtained, thus statistical interaction effects lower
than 0.10 were likely to not be recognised. With reference to
the non-significant indirect and moderating effects, a limitation
of the study may be that insufficient power existed to pick up
lower-lying effect sizes. The notion is further supported by the
relatively large confidence intervals reported for the statistically
insignificant parameter estimates of the three moderator effects in
the model. It is a common problem in studies reporting multiple
moderating effects in the social sciences. Scholars noted that SEM
models with multiple moderating effects require large samples to
detect significant effects (Aguinis et al., 2017).

CONCLUSION

Kahn (1990) noted the importance of understanding (and
investigating) the degree to which people are psychologically
present during moments or circumstances of performing
a certain role, and what their emotional reactions are to
both conscious and unconscious phenomena. The present
research study attempted to apply Kahn’s (1990) theory
on engagement by taking a closer look at the interplay
of the psychological conditions (meaningfulness, safety, and
availability) that stimulated the engagement of academic staff.
The researcher provided support for Kahn’s theory on personal
engagement by connecting Kahn’s psychological conditions with
concepts focusing on the person-role relationship, such as those
dealt with in the JD-R model, organisational support theory,
and perceptions of reciprocity. The findings highlighted the
importance of addressing these psychological conditions as
they could lead to personal engagement. Further, the findings
highlighted the implications of burnout risk and emotional
engagement for the psychological well-being of academics.

It is hoped that the findings of this study might improve
practices and policies within HE institutions and lead to a
recognition of the importance for such practices and policies
to be geared toward fostering engagement and well-being.
Furthermore, the study’s findings might motivate university
leaders to take note of the impact of POS and the need not
only to lend the required support to academics in the face of
dealing with various stressors but also to improve academics’
general engagement.

Frontiers in Psychology | www.frontiersin.org 13 May 2022 | Volume 13 | Article 874599

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-874599 May 5, 2022 Time: 9:8 # 14

van der Ross et al. Engagement of Academic Staff Amidst COVID-19

DATA AVAILABILITY STATEMENT

The original contributions presented in the study are included
in the article/supplementary material, further inquiries can be
directed to the corresponding author/s.

ETHICS STATEMENT

This study was reviewed and approved by the Faculty of
Economic and Management Sciences, University of Pretoria

(Protocol number: EMS105/20). Obtaining participants’
informed consent formed part of the survey.

AUTHOR CONTRIBUTIONS

MR and CO conceived the presented idea. MR developed the
theoretical linkages and wrote the manuscript. CO and PS
supervised the project, provided critical feedback, and assisted
in shaping the research. PS conducted the statistical analyses. All
authors contributed to the final version of the manuscript.

REFERENCES
Aguinis, H., Edwards, J. R., and Bradley, K. J. (2017). Improving our understanding

of moderation and mediation in strategic management research. Organ. Res.
Methods, 20, 665–685. doi: 10.1177/1094428115627498

Albrecht, S. L. (2012). The influence of job, team and organizational level
resources on employee well-being, engagement, commitment and extra-role
performance. Test of a model. Int. J. Manpow. 33, 840–853. doi: 10.1108/
01437721211268357

Ali, W. (2020). Online and remote learning in higher education institutes: a
necessity in light of Covid-19 pandemic. High. Educ. Stud. 10, 16–25. doi:
10.5539/hes.v10n3p16

Anderson, J. C., and Gerbing, D. W. (1988). Structural equation modeling in
practice: a review and recommended two-step approach. Psychol. Bull. 103,
411–423. doi: 10.1037/0033-2909.103.3.411

Andersson, U., Cuervo-Cazurra, A., and Nielsen, B. (2014). From the editors:
explaining interaction effects within and across levels of analysis. J. Int. Bus.
Stud. 45, 1063–1071. doi: 10.1057/jibs.2014.50

Anthony-McMann, P. E., Ellinger, A. D., Astakhova, M., and Halbesleben, J. R. B.
(2017). Exploring different operationalizations of employee engagement and
their relationships with workplace stress and burnout. Hum. Resour. Dev. Q.
28, 163–195. doi: 10.1002/hrdq.21276

Armoed, Z. (2021). The Covid-19 pandemic: online teaching and learning at higher
education institutes. IOP Conf. Ser. Earth Environ. Sci. 654, 1–8. doi: 10.1088/
1755-1315/654/1/012026

Bailey, C., Madden, A., Alfes, K., and Fletcher, L. (2017). The meaning, antecedents
and outcomes of employee engagement: a narrative synthesis. Int. J. Manag.
Rev. 19, 31–53. doi: 10.1111/ijmr.12077

Bakker, A. B., and Demerouti, E. (2017). Job demands-resources theory: taking
stock and looking forward. J. Occup. Health Psychol. 22, 273–285. doi: 10.1037/
ocp0000056

Bakker, A. B., Schaufeli, W. B., Sixma, H. J., Bosveld, W., and Van Dierendornck,
D. (2000). Patient demands, lack of reciprocity, and burnout: a five-year
longitudinal study among general practitioners. J. Organ. Behav. 21, 425–441.
doi: 10.1002/(sici)1099-1379(200006)21:4<425::aid-job21>3.0.co;2-#

Barkhuizen, N., Rothmann, S., and Van de Vijver, F. J. R. (2014). Burnout
and work engagement of academics in higher education institutions: effects
of dispositional optimism. Stress Health 30, 322–332. doi: 10.1002/smi.
2520

Barrick, M. R., Thurgood, G. R., Smith, T. A., and Courtright, S. H. (2015).
Collective organizational engagement: linking motivational antecedents,
strategic implementation, and firm performance. Acad. Manag. J. 58, 111–135.
doi: 10.5465/amj.2013.0227

Bentler, P. M. (2007). On tests and indices for evaluating structural models. Pers.
Individ. Differ. 42, 825–829. doi: 10.1016/j.paid.2006.09.024

Blais, M. A., Lenderking, W. R., Baer, L., deLorell, A., Peets, K., Leahy, L., et al.
(1999). Development and initial validation of a brief mental health outcome
measure. J. Pers. Assess. 73, 359–373. doi: 10.1207/S15327752JPA7303_5

Boggs, R. G. (2003). Leadership context for the twenty-first century. New Dir.
Community Coll. 123, 15–25. doi: 10.1002/cc.118

Boikanyo, D. H., and Heyns, M. M. (2019). The effect of work engagement on total
quality management practices in a petrochemical organisation. S. Afr. J. Econ.
Manag. Sci. 22, 1–13. doi: 10.4102/sajems.v22i1.2334

Boyd, C. M., Bakker, A. B., Pignata, S., Winefield, A. H., Gillespie, N., and Stough,
C. (2011). A longitudinal test of the job demands-resources model among
Australian university academics. Appl. Psychol. Int. Rev. 60, 112–140. doi: 10.
1111/j.1464-0597.2010.00429.x

Byrne, B. M., Shavelson, R. J., and Muthén, B. (1989). Testing for the equivalence
of factor covariance and mean structures: the issue of partial measurement
invariance. Psychol. Bull. 105, 456–466. doi: 10.1037/0033-2909.105.
3.456

Chanana, N., and Sangeeta. (2020). Employee engagement practices during
COVID-19 lockdown. J. Public Aff. [Epub Online ahead of print]. doi: 10.1002/
pa.2508

Chang, S., Van Witteloostuijn, A., and Eden, L. (2010). From the editors: common
method variance in international business research. J. Int. Bus. Stud. 41, 178–
184. doi: 10.1057/jibs.2009.88

Chiu, T. K. F. (2021). Applying the self-determination theory (SDT) to explain
student engagement in online learning during the COVID-19 pandemic. J. Res.
Technol. Educ. [Epub ahead of print]. doi: 10.1080/15391523.2021.1891998

Christian, M. S., Garza, A. S., and Slaughter, J. E. (2011). Work engagement:
A quantitative review and test of its relations with task and contextual
performance. Pers. Psychol., 64, 89–136. doi: 10.1111/j.1744-6570.2010.01203.x

Cole, D. A., and Preacher, K. J. (2014). Manifest variable path analysis: potentially
serious and misleading consequences due to uncorrected measurement error.
Psychol. Methods 19, 300–315. doi: 10.1037/a0033805

Crawford, E. R., Lepine, J. A., and Rich, B. L. (2010). Linking job demands
and resources to employee engagement and burnout: a theoretical extension
and meta-analytic test. J. Appl. Psychol. 95, 834–848. doi: 10.1037/a001
9364

Creedy, D. K., Sidebotham, M., Gamble, J., Pallant, J., and Fenwick, J. (2017).
Prevalence of burnout, depression, anxiety and stress in Australian midwives: a
cross-sectional survey. BMC Pregnancy Childbirth 17:13. doi: 10.1186/s12884-
016-1212-5

Crutzen, R., and Peters, G.-J. Y. (2017). Scale quality: alpha is an inadequate
estimate and factor-analytic evidence is needed first of all. Health Psychol. Rev.
11, 242–247. doi: 10.1080/17437199.2015.1124240

Daniels, K., and Harris, C. (2000). Work, psychological well-being and
performance. Occup. Med. 50, 304–309. doi: 10.1093/occmed/50.5.304

Dedeken, P., Vissoci, J. R. N., Sebera, F., Boon, P. A. J. M., Rutembesa, E.,
and Teuwen, D. E. (2020). Validity, reliability, and diagnostic cut-off of the
Kinyarwandan version of the Hamilton Depression Rating Scale in Rwanda.
Front. Psychol. 11:1343. doi: 10.3389/fpsyg.2020.01343

Demerouti, E., Bakker, A. B., Nachreiner, F., and Schaufeli, W. B. (2001). The
job demands-resources model of burnout. J. Appl. Psychol. 86, 499–512. doi:
10.1037/0021-9010.86.3.499

Denning, M., Goh, E. T., Tan, B., Kanneganti, A., Almonte, M., Scott, A., et al.
(2021). Determinants of burnout and other aspects of psychological well-being
in healthcare workers during the Covid-19 pandemic: a multinational cross-
sectional study. PLoS One 16:e0238666. doi: 10.1371/journal.pone.0238666

Dunn, T. J., Baguley, T., and Brunsden, V. (2014). From alpha to omega: a practical
solution to the pervasive problem of internal consistency estimation. Br. J.
Psychol. 105, 399–412. doi: 10.1111/bjop.12046

Eder, P., and Eisenberger, R. (2008). Perceived organizational support: reducing
the negative influence of coworker withdrawal behavior. J. Manag. 34, 55–68.
doi: 10.1177/0149206307309259

Frontiers in Psychology | www.frontiersin.org 14 May 2022 | Volume 13 | Article 874599

https://doi.org/10.1177/1094428115627498
https://doi.org/10.1108/01437721211268357
https://doi.org/10.1108/01437721211268357
https://doi.org/10.5539/hes.v10n3p16
https://doi.org/10.5539/hes.v10n3p16
https://doi.org/10.1037/0033-2909.103.3.411
https://doi.org/10.1057/jibs.2014.50
https://doi.org/10.1002/hrdq.21276
https://doi.org/10.1088/1755-1315/654/1/012026
https://doi.org/10.1088/1755-1315/654/1/012026
https://doi.org/10.1111/ijmr.12077
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1002/(sici)1099-1379(200006)21:4<425::aid-job21>3.0.co;2-
https://doi.org/10.1002/smi.2520
https://doi.org/10.1002/smi.2520
https://doi.org/10.5465/amj.2013.0227
https://doi.org/10.1016/j.paid.2006.09.024
https://doi.org/10.1207/S15327752JPA7303_5
https://doi.org/10.1002/cc.118
https://doi.org/10.4102/sajems.v22i1.2334
https://doi.org/10.1111/j.1464-0597.2010.00429.x
https://doi.org/10.1111/j.1464-0597.2010.00429.x
https://doi.org/10.1037/0033-2909.105.3.456
https://doi.org/10.1037/0033-2909.105.3.456
https://doi.org/10.1002/pa.2508
https://doi.org/10.1002/pa.2508
https://doi.org/10.1057/jibs.2009.88
https://doi.org/10.1080/15391523.2021.1891998
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1037/a0033805
https://doi.org/10.1037/a0019364
https://doi.org/10.1037/a0019364
https://doi.org/10.1186/s12884-016-1212-5
https://doi.org/10.1186/s12884-016-1212-5
https://doi.org/10.1080/17437199.2015.1124240
https://doi.org/10.1093/occmed/50.5.304
https://doi.org/10.3389/fpsyg.2020.01343
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1371/journal.pone.0238666
https://doi.org/10.1111/bjop.12046
https://doi.org/10.1177/0149206307309259
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-874599 May 5, 2022 Time: 9:8 # 15

van der Ross et al. Engagement of Academic Staff Amidst COVID-19

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., and Rhoades, L. (2001).
Reciprocation of perceived organizational support. J. Appl. Psychol. 86, 42–51.
doi: 10.1037/0021-9010.86.1.42

Eisenberger, R., Cummings, J., Armeli, S., and Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfaction. J. Appl.
Psychol. 82, 812–820. doi: 10.1037/0021-9010.82.5.812

Eisenberger, R., Huntington, R., Hutchison, S., and Sowa, D. (1986). Perceived
organizational support. J. Appl. Psychol. 71, 500–507. doi: 10.1037/0021-9010.
71.3.500

Eisenberger, R., Shoss, M. K., Karagonlar, G., Gonzalez-Morales, M. G., Wickham,
R. E., and Buffardi, L. C. (2014). The supervisor POS–LMX–subordinate POS
chain: moderation by reciprocation wariness and supervisor’s organizational
embodiment. J. Organ. Behav. 35, 635–656. doi: 10.1002/job.1877

Feisst, M., Hennings, A., Heil, J., Moosbrugger, H., Kelava, A., Stolpner, I., et al.
(2019). Refining scores based on patient reported outcomes: statistical and
medical perspectives. BMC Med. Res. Methodol. 19:167. doi: 10.1186/s12874-
019-0806-9

Fornell, C., and Larcker, D. F. (1981). Evaluating structural equation models with
unobservable variables and measurement error. J. Mark. Res. 18, 39–50. doi:
10.2307/3151312

Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y., and Babin, B. J. (2016).
Common methods variance detection in business research. J. Bus. Res. 69,
3192–3198. doi: 10.1016/j.jbusres.2015.12.008

Gable, S. L., and Haidt, J. (2005). What (and why) is positive psychology? Rev. Gen.
Psychol. 9, 103–110. doi: 10.1037/1089-2680.9.2.103

Gan, T., and Gan, Y. (2014). Sequential development among dimensions of job
burnout and engagement among IT employees. Stress Health 30, 122–133.
doi: 10.1002/smi.2502

Gao, S., Mokhtarian, P. L., and Johnston, R. A. (2008). Non-normality of
data in structural equation models. UC Berkeley: University of California
Transportation Center.

Garg, N., and Singh, P. (2020). Work engagement as a mediator between subjective
well-being and work-and-health outcomes. Manag. Res. Rev. 43, 735–752. doi:
10.1108/MRR-03-2019-0143

Gorsuch, R. L. (1983). Factor analysis, 2nd Edn. Mahwah: Lawrence Erlbaum.
Grewal, R., Cote, J. A., and Baumgartner, H. (2004). Multicollinearity and

measurement error in structural equation models: implications for theory
testing. Mark. Sci. 23, 519–529. doi: 10.1287/mksc.1040.0070

Guan, X., Sun, T., Hou, Y., Zhao, L., Luan, Y.-Z., and Fan, L.-H. (2014). The
relationship between job performance and perceived organizational support
in faculty members at Chinese universities: a questionnaire survey. BMC Med.
Educ. 14:50. doi: 10.1186/1472-6920-14-50

Haggerty, G., Blake, M., and Siefert, C. J. (2010). Convergent and divergent validity
of the relationship profile test: investigating the relationship with attachment,
interpersonal distress, and psychological health. J. Clin. Psychol. 66, 339–354.
doi: 10.1002/jclp.20654

Hakanen, J. J., Bakker, A. B., and Schaufeli, W. B. (2006). Burnout and work
engagement among teachers. J. Sch. Psychol. 43, 495–513. doi: 10.1016/j.jsp.
2005.11.001

Hakanen, J. J., Schaufeli, W. B., and Ahola, K. (2008). The job demands-
resources model: a three-year cross-lagged study of burnout, depression,
commitment, and work engagement. Work Stress 22, 224–241. doi: 10.1080/
02678370802379432

Halbesleben, J. R., and Buckley, M. R. (2004). Burnout in organizational life.
J. Manag. 30, 859–879. doi: 10.1016/j.jm.2004.06.004

Han, J., Yin, H., Wang, J., and Zhang, J. (2020). Job demands and resources as
antecedents of university teachers’ exhaustion, engagement and job satisfaction.
Educ. Psychol. 40, 318–335. doi: 10.1080/01443410.2019.1674249

Harju, L. K., Rokka, J., Lopes, M. M., Airoldi, M., and Raïes, K. (2021). Employee
well-being profiles during COVID-19 lockdown: a latent profile analysis of
French and UK employees. Front. Psychol. 12:645300. doi: 10.3389/fpsyg.2021.
645300

Hernandez, M., and Guarana, C. L. (2018). An examination of the temporal
intricacies of job engagement. J. Manag. 44, 1711–1735. doi: 10.1177/
0149206315622573

Hockey, G. R. (1997). Compensatory control in the regulation of human
performance under stress and high workload: a cognitive-energetical
framework. Biol. Psychol. 45, 73–93. doi: 10.1016/s0301-0511(96)05223-4

Hodson, G. (2021). Construct jangle or construct mangle? Thinking straight about
(nonredundant) psychological constructs. J. Theor. Soc. Psychol. 5, 576–590.
doi: 10.1002/jts5.120

Hoekstra, R., Vugteveen, J., Warrens, M. J., and Kruyen, P. M. (2019). An empirical
analysis of alleged misunderstandings of coefficient alpha. Int. J. Soc. Res.
Methodol. 22, 351–364. doi: 10.1080/13645579.2018.1547523

Hooper, D., Coughlan, J., and Mullen, M. R. (2008). Structural equation modelling:
guidelines for determining model fit. Electron. J. Bus. Res. Methods 6, 53–60.

Houston, D., Meyer, L. H., and Paewai, S. (2006). Academic staff workloads and job
satisfaction: expectations and values in academe. J. High. Educ. Policy Manag.
28, 17–30. doi: 10.1080/13600800500283734

Hox, J. J., Moerbeek, M., and Van de Schoot, R. (2018). Multilevel analysis:
Techniques and applications, 3rd Edn. Milton Park: Routledge, doi: 10.4324/
9781315650982

Hu, L., and Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance
structure analysis: conventional criteria versus new alternatives. Struct. Equ.
Model. 6, 1–55. doi: 10.1080/10705519909540118

Jackson, D. D. L., Gillaspy, J. A., and Purc-Stephenson, R. (2009). Reporting
practices in confirmatory factor analysis: an overview and some
recommendations. Psychol. Methods 14, 6–23. doi: 10.1037/a0014694

Jackson, L. T. B., Rothmann, S., and Van de Vijver, F. J. R. (2006). A model of work-
related well-being for educators in South Africa. Stress Health 22, 263–274.
doi: 10.1002/smi.1098

Jena, L. K., Pradhan, S., and Panigrahy, N. P. (2018). Pursuit of organisational trust:
role of employee engagement, psychological well-being and transformational
leadership. Asia Pac. Manag. Rev. 23, 227–234. doi: 10.1016/j.apmrv.2017.
11.001

Johnson, S. M., and Naidoo, A. V. (2013). Transpersonal practices as prevention
intervention for burnout among HIV/AIDS coordinator teachers. S. Afr. J.
Psychol. 43, 59–70. doi: 10.1177/0081246312474406

Jöreskog, K. G. (1993). “Testing structural equation models,” in Sage focus editions,
eds K. A. Bollen and J. S. Long (Thousand Oaks, CA: Sage), 294–316.

Kadhum, M., Farrell, S., Hussain, R., and Molodynski, A. (2020). Mental well-being
and burnout in surgical trainees: implications for the post-COVID-19 era. Br. J.
Surg. 107:e264. doi: 10.1002/bjs.11726

Kahn, W. (1990). Psychological conditions of personal engagement and
disengagement at work. Acad. Manag. J. 33, 692–724. doi: 10.5465/256287

Karagonlar, G., Eisenberger, R., and Aselage, J. (2016). Reciprocation wary
employees discount psychological contract fulfilment. J. Organ. Behav. 37,
23–40. doi: 10.1002/job.2016

Kenny, D. A. (2020). Measuring model fit. [Online]. Available Online at: http:
//www.davidakenny.net/cm/fit.htm (accessed September 7, 2021).

Kenny, D. A., Kaniskan, B., and McCoach, D. B. (2015). The performance of
RMSEA in models with small degrees of freedom. Sociol. Methods Res. 44,
486–507. doi: 10.1177/0049124114543236

Kotera, Y., and Ting, S. (2019). Positive psychology of Malaysian university
students: impacts of engagement, motivation, self-compassion, and well-being
on mental health. Int. J. Ment. Health Addict. 19, 227–239. doi: 10.1007/s11469-
019-00169-z

Kraimer, M. L., and Wayne, S. J. (2004). An examination of perceived
organizational support as a multidimensional construct in the context of an
expatriate assignment. J. Manag. 30, 209–237. doi: 10.1016/j.jm.2003.01.001

Kristensen, T. S., Borritz, M., Villadsen, E., and Christensen, K. B. (2005). The
Copenhagen Burnout Inventory: a new tool for the assessment of burnout.
Work Stress 19, 192–207. doi: 10.1080/02678370500297720

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., and
Adis, C. S. (2017). Perceived organizational support: a meta-analytic evaluation
of organizational support theory. J. Manag. 43, 1854–1884. doi: 10.1177/
0149206315575554

Lance, C. E., Dawson, B., Birkelbach, D., and Hoffman, B. J. (2010). Method
effects, measurement error, and substantive conclusions. Organ. Res. Methods
13, 435–455. doi: 10.1177/1094428109352528

Lee, Y. (2019). JD-R model on psychological well-being and the moderating effect
of job discrimination in the model: findings from the MIDUS. Eur. J. Train.
Dev. 43, 232–249. doi: 10.1108/EJTD-07-2018-0059

Liu, D., Chen, Y., and Li, N. (2021). Tackling the negative impact of COVID-19
on work engagement and taking charge: a multi-study investigation of frontline
health workers. J. Appl. Psychol. 106, 185–198. doi: 10.1037/apl0000866

Frontiers in Psychology | www.frontiersin.org 15 May 2022 | Volume 13 | Article 874599

https://doi.org/10.1037/0021-9010.86.1.42
https://doi.org/10.1037/0021-9010.82.5.812
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1002/job.1877
https://doi.org/10.1186/s12874-019-0806-9
https://doi.org/10.1186/s12874-019-0806-9
https://doi.org/10.2307/3151312
https://doi.org/10.2307/3151312
https://doi.org/10.1016/j.jbusres.2015.12.008
https://doi.org/10.1037/1089-2680.9.2.103
https://doi.org/10.1002/smi.2502
https://doi.org/10.1108/MRR-03-2019-0143
https://doi.org/10.1108/MRR-03-2019-0143
https://doi.org/10.1287/mksc.1040.0070
https://doi.org/10.1186/1472-6920-14-50
https://doi.org/10.1002/jclp.20654
https://doi.org/10.1016/j.jsp.2005.11.001
https://doi.org/10.1016/j.jsp.2005.11.001
https://doi.org/10.1080/02678370802379432
https://doi.org/10.1080/02678370802379432
https://doi.org/10.1016/j.jm.2004.06.004
https://doi.org/10.1080/01443410.2019.1674249
https://doi.org/10.3389/fpsyg.2021.645300
https://doi.org/10.3389/fpsyg.2021.645300
https://doi.org/10.1177/0149206315622573
https://doi.org/10.1177/0149206315622573
https://doi.org/10.1016/s0301-0511(96)05223-4
https://doi.org/10.1002/jts5.120
https://doi.org/10.1080/13645579.2018.1547523
https://doi.org/10.1080/13600800500283734
https://doi.org/10.4324/9781315650982
https://doi.org/10.4324/9781315650982
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1037/a0014694
https://doi.org/10.1002/smi.1098
https://doi.org/10.1016/j.apmrv.2017.11.001
https://doi.org/10.1016/j.apmrv.2017.11.001
https://doi.org/10.1177/0081246312474406
https://doi.org/10.1002/bjs.11726
https://doi.org/10.5465/256287
https://doi.org/10.1002/job.2016
http://www.davidakenny.net/cm/fit.htm
http://www.davidakenny.net/cm/fit.htm
https://doi.org/10.1177/0049124114543236
https://doi.org/10.1007/s11469-019-00169-z
https://doi.org/10.1007/s11469-019-00169-z
https://doi.org/10.1016/j.jm.2003.01.001
https://doi.org/10.1080/02678370500297720
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/1094428109352528
https://doi.org/10.1108/EJTD-07-2018-0059
https://doi.org/10.1037/apl0000866
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-874599 May 5, 2022 Time: 9:8 # 16

van der Ross et al. Engagement of Academic Staff Amidst COVID-19

Loiacono, E., and Wilson, E. V. (2020). Do we truly sacrifice truth for simplicity:
comparing complete individual randomization and semi-randomized
approaches to survey administration. AIS Trans. Hum. Comput. Interact.
12, 45–69. doi: 10.17705/1thci.00128

Lorah, J. A., and Wong, Y. J. (2018). Contemporary applications of moderation
analysis in counseling psychology. J. Couns. Psychol. 65, 629–640. doi: 10.1037/
cou0000290

Mabasa, F. D., and Ngirande, H. (2015). Perceived organisational support
influences on job satisfaction and organisational commitment among junior
academic staff members. J. Psychol. Afr. 25, 364–366. doi: 10.1080/14330237.
2015.1078102

May, D. R., Gilson, R. L., and Harter, L. M. (2004). The psychological conditions of
meaningfulness, safety and availability and the engagement of the human spirit
at work. J. Occup. Psychol. 77, 11–37. doi: 10.1348/096317904322915892

McNeish, D., and Hancock, G. R. (2018). The effect of measurement quality on
targeted structural model fit indices: a comment on Lance, Beck, Fan, and Carter
(2016). Psychol. Methods 23, 184–190. doi: 10.1037/met0000157

McNeish, D., and Wolf, M. G. (2020). Thinking twice about sum scores. Behav. Res.
Methods 52, 2287–2305. doi: 10.3758/s13428-020-01398-0

Memon, M. A., Cheah, J.-H., Ramayah, T., Ting, H., Chuah, F., and Cham, T. H.
(2019). Moderation analysis: issues and guidelines. J. Appl. Struct. Equ. Model.
3, i–xi. doi: 10.47263/JASEM.3(1)01

Mercali, G. D., and Costa, S. G. (2019). Antecedents of work engagement of higher
education professors in Brazil. Rev. Adm. Mackenzie 20, 1–27. doi: 10.1590/
1678-6971/eramg190081

Meyer, B., Zill, A., Dilba, D., Gerlach, R., and Schumann, S. (2021). Employee
psychological well-being during the COVID-19 pandemic in Germany: a
longitudinal study of demands, resources, and exhaustion. Int. J. Psychol. 56,
532–550. doi: 10.1002/ijop.12743

Muthén, L. K., and Muthén, B. O. (1998-2017). Mplus user’s guide, 8th Edn. Los
Angeles, CA: Muthén & Muthén.

Najeemdeen, I. S., Abidemi, B. T., Rahmat, F. D., and Bulus, B. D. (2018).
Perceived organizational culture and perceived organizational support on work
engagement. Acad. J. Econ. Stud. 4, 199–208.

Obenchain, K. M., Abernathy, T. V., and Wiest, L. R. (2001). The reliability of
students’ ratings of faculty teaching effectiveness. Coll. Teach. 49, 100–104.
doi: 10.1080/87567550109595859

Olckers, C., and Van Zyl, L. E. (2019). Psychometric properties of the Psychological
Ownership Questionnaire. Aust. J. Psychol. 71, 127–136. doi: 10.1111/ajpy.
12232

Olivier, A. L., and Rothmann, S. (2007). Antecedents of work engagement in a
multinational oil company. SA J. Ind. Psychol. 33, 49–56.

Podsakoff, P. M., MacKenzie, S. B., Lee, J., and Podsakoff, N. P. (2003). Common
method biases in behavioral research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.
88.5.879

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. (2012). Sources of method
bias in social science research and recommendations on how to control it. Annu.
Rev. Psychol. 63, 539–569. doi: 10.1146/annurev-psych-120710-100452

Pouris, A., and Inglesi-Lotz, R. (2014). The contribution of higher education
institutions to the South African economy. S. Afr. J. Sci. 110, 1–5. doi: 10.1590/
sajs.2014/a0059

Rattrie, L. T. B., Kittler, M. G., and Paul, K. I. (2020). Culture, burnout,
and engagement: a meta-analysis on national cultural values as
moderators in JD-R theory. Appl. Psychol. 69, 176–220. doi: 10.1111/apps.
12209

Reise, S. P., Bonifay, W. E., and Haviland, M. G. (2013). Scoring and modeling
psychological measures in the presence of multidimensionality. J. Pers. Assess.
95, 129–140. doi: 10.1080/00223891.2012.725437

Rich, B. L., Lepine, J. A., and Crawford, E. R. (2010). Job engagement: antecedents
and effects on job performance. Acad. Manag. J. 53, 617–635. doi: 10.5465/amj.
2010.51468988

Rindfleisch, A., Malter, A. J., Ganesan, S., and Moorman, C. (2008). Cross-sectional
versus longitudinal survey research: concepts, findings, and guidelines. J. Mark.
Res. 45, 261–279. doi: 10.1509/jmkr.45.3.261

Robertson, I. T., and Cooper, C. L. (2010). Full engagement: the integration of
employee engagement and psychological well-being. Leadersh. Organ. Dev. J.
31, 324–336. doi: 10.1108/01437731011043348

Rodríguez-Ardura, I., and Meseguer-Artola, A. (2020). Editorial: how to prevent,
detect and control common method variance in electronic commerce
research. J. Theor. Appl. Electron. Commer. Res. 15, 1–5. doi: 10.4067/S0718-
18762020000200101

Rothmann, S., and Rothmann, S. Jr. (2010). Factors associated with employee
engagement in South Africa. SA J. Ind. Psychol. 36, 1–12. doi: 10.4102/sajip.
v36i2.925

Rothmann, S., and Welsh, C. (2013). Employee engagement: the role of
psychological conditions. Manag. Dyn. 22, 14–25.

Russell, M. B., Attoh, P. A., Chase, T., Gong, T., Kim, J., and Liggans, G. L.
(2020). Examining burnout and the relationships between job characteristics,
engagement, and turnover intention among U.S. educators. Sage Open 10, 1–15.
doi: 10.1177/2158244020972361

Rusu, P. P., and Colomeischi, A. A. (2020). Positivity ratio and well-being among
teachers. The mediating role of work engagement. Front. Psychol. 11:1608.
doi: 10.3389/fpsyg.2020.01608

Ryff, C. D. (2013). Psychological well-being revisited: advances in the science
and practice of eudaimonia. Psychother. Psychosom. 83, 10–28. doi: 10.1159/
000353263

Saks, A. M. (2006). Antecedents and consequences of employee engagement.
J. Manag. Psychol. 21, 600–619. doi: 10.1108/02683940610690169

Saks, A. M., and Gruman, J. A. (2014). What do we really know about
employee engagement? Hum. Resour. Dev. Q. 25, 155–182. doi: 10.1002/hrdq.
21187

Satorra, A., and Saris, W. E. (1985). Power of the likelihood ratio test in covariance
structure analysis. Psychometrika 50, 83–90. doi: 10.1007/BF02294150

Schaap, P., and Olckers, C. (2020). Relationships between employee retention
factors and attitudinal antecedents of voluntary turnover: an extended
structural equation modelling approach. SA J. Hum. Resour. Manag. 18:a1358.
doi: 10.4102/sajhrm.v18i0.1358

Schaufeli, W. B., and Bakker, A. B. (2004). Job demands, job resources, and their
relationship with burnout and engagement: a multi-sample study. J. Organ.
Behav. 25, 293–315. doi: 10.1002/job.248

Schaufeli, W. B., and Taris, T. W. (2014). “‘A critical review of the job demands-
resources model: Implications for improving work and health’,” in Bridging
occupational, organizational and public health, eds G. Bauer and O. Hämmig
(Berlin: Springer), 43–68. doi: 10.1007/978-94-007-5640-3_4

Schaufeli, W. B., Van Dierendonck, D., and Van Gorp, K. (1996). Burnout and
reciprocity: toward a dual-level social exchange model. Work Stress 10, 225–237.
doi: 10.1080/02678379608256802

Schneider, B., Yost, A. B., Kropp, A., Kind, C., and Lam, H. (2018). Workforce
engagement: what it is, what drives it, and why it matters for organizational
performance. J. Organ. Behav. 39, 462–480. doi: 10.1002/job.2244

Seligman, M. E. P., Steen, T. A., Park, N., and Peterson, C. (2005). Positive
psychology progress: empirical validation of interventions. Am. Psychol. 60,
410–421. doi: 10.1037/0003-066X.60.5.410

Shuck, B. (2011). Four emerging perspectives of employee engagement: an
integrative literature review. Hum. Resour. Dev. Rev. 10, 304–328. doi: 10.1177/
1534484311410840

Shuck, B., and Reio, T. G. (2011). The employee engagement landscape and HRD:
how do we link theory and scholarship to current practice? Adv. Dev. Hum.
Resour. 13, 419–428. doi: 10.1177/1523422311431153

Shuck, B., and Reio, T. G. (2014). Employee engagement and well-being: a
moderation model and implications for practice. J. Leadersh. Organ. Stud. 21,
43–58.

Skaalvik, E. M., and Skaalvik, S. (2011). Teacher job satisfaction and motivation to
leave the teaching profession: relations with school context, feeling of belonging,
and emotional exhaustion. Teach. Teach. Educ. 27, 1029–1038. doi: 10.1016/j.
tate.2011.04.001

Skaalvik, E. M., and Skaalvik, S. (2018). Job demands and job resources as
predictors of teacher motivation and well-being. Soc. Psychol. Educ. 21, 1251–
1275. doi: 10.1007/s11218-018-9464-8

Sok-Foon, Y., Sze-Yin, J. H., and Yin-Fah, B. C. (2012). Student evaluation of
lecturer performance among private university students. Can. Soc. Sci. 8,
238–243.

Sonnentag, S., Binnewies, C., and Mojza, E. J. (2010). Staying well and engaged
when demands are high: the role of psychological detachment. J. Appl. Psychol.
95, 965–976. doi: 10.1037/a0020032

Frontiers in Psychology | www.frontiersin.org 16 May 2022 | Volume 13 | Article 874599

https://doi.org/10.17705/1thci.00128
https://doi.org/10.1037/cou0000290
https://doi.org/10.1037/cou0000290
https://doi.org/10.1080/14330237.2015.1078102
https://doi.org/10.1080/14330237.2015.1078102
https://doi.org/10.1348/096317904322915892
https://doi.org/10.1037/met0000157
https://doi.org/10.3758/s13428-020-01398-0
https://doi.org/10.47263/JASEM.3(1)01
https://doi.org/10.1590/1678-6971/eramg190081
https://doi.org/10.1590/1678-6971/eramg190081
https://doi.org/10.1002/ijop.12743
https://doi.org/10.1080/87567550109595859
https://doi.org/10.1111/ajpy.12232
https://doi.org/10.1111/ajpy.12232
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1590/sajs.2014/a0059
https://doi.org/10.1590/sajs.2014/a0059
https://doi.org/10.1111/apps.12209
https://doi.org/10.1111/apps.12209
https://doi.org/10.1080/00223891.2012.725437
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.1509/jmkr.45.3.261
https://doi.org/10.1108/01437731011043348
https://doi.org/10.4067/S0718-18762020000200101
https://doi.org/10.4067/S0718-18762020000200101
https://doi.org/10.4102/sajip.v36i2.925
https://doi.org/10.4102/sajip.v36i2.925
https://doi.org/10.1177/2158244020972361
https://doi.org/10.3389/fpsyg.2020.01608
https://doi.org/10.1159/000353263
https://doi.org/10.1159/000353263
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1002/hrdq.21187
https://doi.org/10.1002/hrdq.21187
https://doi.org/10.1007/BF02294150
https://doi.org/10.4102/sajhrm.v18i0.1358
https://doi.org/10.1002/job.248
https://doi.org/10.1007/978-94-007-5640-3_4
https://doi.org/10.1080/02678379608256802
https://doi.org/10.1002/job.2244
https://doi.org/10.1037/0003-066X.60.5.410
https://doi.org/10.1177/1534484311410840
https://doi.org/10.1177/1534484311410840
https://doi.org/10.1177/1523422311431153
https://doi.org/10.1016/j.tate.2011.04.001
https://doi.org/10.1016/j.tate.2011.04.001
https://doi.org/10.1007/s11218-018-9464-8
https://doi.org/10.1037/a0020032
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-874599 May 5, 2022 Time: 9:8 # 17

van der Ross et al. Engagement of Academic Staff Amidst COVID-19

Spector, P. E. (2006). Method variance in organizational research: truth or
urban legend? Organ. Res. Methods 9, 221–232. doi: 10.1177/10944281052
84955

Tan, S., Lau, E., Ting, H., Cheah, J.-H., Simonetti, B., and Tan, H. L. (2019). How
do students evaluate instructors’ performance? Implication of teaching abilities,
physical attractiveness and psychological factors. Soc. Indic. Res. 146, 61–76.
doi: 10.1007/s11205-019-02071-6

Taris, T. W., Schreurs, P. J. G., and Van Iersel-van Silfhout, I. J. (2001). Job stress,
job strain, and psychological withdrawal among Dutch university staff: towards
a dual process model for the effects of occupational stress. Work Stress 15,
283–296. doi: 10.1080/02678370110084049

Tasopoulou, K., and Tsiotras, G. (2017). Benchmarking towards excellence in
higher education. Benchmarking Int. J. 24, 617–634. doi: 10.1108/BIJ-03-2016-
0036

Tayfur, O., and Arslan, M. (2013). The role of lack of reciprocity, supervisory
support, workload and work–family conflict on exhaustion: evidence from
physicians. Psychol. Health Med. 18, 564–575. doi: 10.1080/13548506.2012.
756535

Van Horn, J. E., Schaufeli, W. B., and Enzmann, D. (1999). Teacher burnout and
lack of reciprocity. J. Appl. Soc. Psychol. 29, 91–108. doi: 10.1111/j.1559-1816.
1999.tb01376.x

Wang, J., and Wang, X. (2020). Structural equation modeling: Applications using
Mplus, 2nd Edn. Hoboken: John Wiley & Sons, doi: 10.1002/978111942
2730

Wright, T. A. (2014). Putting your best “face” forward: the role of emotion-
based well-being in organizational research. J. Organ. Behav. 35, 1153–1168.
doi: 10.1002/job.1967

Wright, T. A., and Cropanzano, R. (2000). Psychological well-being and job
satisfaction as predictors of job performance. J. Occup. Health Psychol. 5, 84–94.
doi: 10.1037/1076-8998.5.1.84

Wright, T. A., Cropanzano, R., and Bonett, D. G. (2007). The moderating role of
employee positive well-being on the relation between job satisfaction and job
performance. J. Occup. Health Psychol. 12, 93–104. doi: 10.1037/1076-8998.12.
2.93

Wright, T. A., and Hobfoll, S. E. (2004). Commitment, psychological well-being
and job performance: an examination of conservation of resources (COR)

theory and job burnout. J. Bus. Manag. 9, 389–406. doi: 10.1016/j.orgdyn.2004.
09.002

Xanthopoulou, D., Bakker, A. B., Demerouti, E., and Schaufeli, W. B. (2007). The
role of personal resources in the job demands-resources model. Int. J. Stress
Manag. 14, 121–141. doi: 10.1037/1072-5245.14.2.121

Yew, V. G. W., and Ramos, H. M. (2019). The relationship between perceived
organizational support, age, and burnout: implications for the Malaysian higher
education workplace. Int. J. Employ. Stud. 27, 35–57.

Young, J. L., Waehler, C. A., Laux, J. M., McDaniel, P. S., and Hilsenroth, M. J.
(2003). Four studies extending the utility of the Schwartz Outcome Scale
(SOS–10). J. Pers. Assess. 80, 130–138. doi: 10.1207/S15327752JPA8002_02

Zacher, H., and Winter, G. (2011). Eldercare demands, strain, and work
engagement: the moderating role of perceived organizational support. J. Vocat.
Behav. 79, 667–680. doi: 10.1016/j.jvb.2011.03.020

Zhang, Z., and Yuan, K.-H. (2018). Practical statistical power analysis using
WebPower and R. New York: ISDSA Press.

Zhao, X., Lynch, J. G. Jr., and Chen, Q. (2010). Reconsidering Baron and Kenny:
myths and truths about mediation analysis. J. Consum. Res. 37, 197–206. doi:
10.1086/651257

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations, or those of
the publisher, the editors and the reviewers. Any product that may be evaluated in
this article, or claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Copyright © 2022 van der Ross, Olckers and Schaap. This is an open-access article
distributed under the terms of the Creative Commons Attribution License (CC BY).
The use, distribution or reproduction in other forums is permitted, provided the
original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No
use, distribution or reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org 17 May 2022 | Volume 13 | Article 874599

https://doi.org/10.1177/1094428105284955
https://doi.org/10.1177/1094428105284955
https://doi.org/10.1007/s11205-019-02071-6
https://doi.org/10.1080/02678370110084049
https://doi.org/10.1108/BIJ-03-2016-0036
https://doi.org/10.1108/BIJ-03-2016-0036
https://doi.org/10.1080/13548506.2012.756535
https://doi.org/10.1080/13548506.2012.756535
https://doi.org/10.1111/j.1559-1816.1999.tb01376.x
https://doi.org/10.1111/j.1559-1816.1999.tb01376.x
https://doi.org/10.1002/9781119422730
https://doi.org/10.1002/9781119422730
https://doi.org/10.1002/job.1967
https://doi.org/10.1037/1076-8998.5.1.84
https://doi.org/10.1037/1076-8998.12.2.93
https://doi.org/10.1037/1076-8998.12.2.93
https://doi.org/10.1016/j.orgdyn.2004.09.002
https://doi.org/10.1016/j.orgdyn.2004.09.002
https://doi.org/10.1037/1072-5245.14.2.121
https://doi.org/10.1207/S15327752JPA8002_02
https://doi.org/10.1016/j.jvb.2011.03.020
https://doi.org/10.1086/651257
https://doi.org/10.1086/651257
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	Engagement of Academic Staff Amidst COVID-19: The Role of Perceived Organisational Support, Burnout Risk, and Lack of Reciprocity as Psychological Conditions
	Introduction
	Literature Review and Hypotheses Development
	The Relationship Between Job Demands, Burnout Risk (Psychological Availability), and Engagement
	The Relationship Between Job Resources (Psychological Meaningfulness and Safety), Burnout Risk (Availability), and Engagement
	The Influence of Reciprocity (Psychological Meaningfulness) on Engagement
	The Relationship Between Burnout Risk, Engagement, and Psychological Well-Being
	The Mediating Role of Engagement and Burnout Risk

	Materials and Methods
	Sample and Procedure
	Measures
	Job Demands
	Job Resources
	Engagement
	Burnout Risk
	Psychological Well-Being
	Lecturer Performance
	Reciprocity of Student Groups

	Data Analysis

	Results
	Descriptive Statistics
	The Measurement Model
	The Structural Model and Hypotheses Testing

	Discussion
	Theoretical Contributions
	Implications of the Research
	Limitations and Suggestions for Further Research
	Conclusion
	Data Availability Statement
	Ethics Statement
	Author Contributions
	References


