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ABSTRACT 
 
Our endangered elite: A quantitative study to assess the relationship between burnout, job 

design, affective commitment and workplace boredom among higher education students 

 

The present study aims to: (I) assess the relationship of burnout, affective commitment and 

workplace boredom; (II) evaluate the associations between job design characteristics, boredom and 

its dimensions; and (III) understand whether burnout mediates the relationship between job design, 

affective commitment and workplace boredom - among a sample of 203 higher education students. 

Hypotheses were tested and results supported: (I) the mediating effect of cynicism in explaining 

the relationship between task autonomy, task variety, task significance, social characteristics and 

(i) affective commitment as well as (ii) workplace boredom; and (II) the mediating effect of 

professional efficacy in explaining the relationship between task autonomy, task variety, task 

significance, social characteristics – on the one hand - and workplace boredom on the other. 

Implications and limitations are discussed.  
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1. INTRODUCTION 

According to UNESCO the number of individual’s receiving formal education within the next 

thirty years is expected to excel the number of those in all human history so far (Eurostat, 2016). 

Specifically, the gross enrolment ratio in higher education has drastically risen from 10% in 1970 

to 32.9% in 2013 (World Bank, 2016). 

 Along with the rise of such student enrolment, research has consistently found rising stress 

level in students (Abouserie, 1994; Felsten & Wilcox, 1992; Saipanish, 2003). As Coughlan (2015) 

explains, traditional factors that raise stress levels among students – the fear of loneliness, not living 

up to parental expectations, and financial concerns to name a few – over the years have been 

extended by an increased competitive business environment. Overall, the societal pressure and 

uncertainties about the job market have largely amplified stress levels among students. Those 

distressed or dissatisfied students are less likely to perform as well as their peers, have lower self-

esteem and are more prone to drop out from school (Cotton, Dollard & de Jonge, 2002). Stress 

severely impacts students psychological and physiological conditions resulting in a higher 

probability to suffer from anxiety, depression – possibly increasing suicidal tendencies (Bayram & 

Bilgel, 2008; Gilai, 2016; Hudd, Dumlao, Erdmann-Sager, Murray, Phan, Soukas & Yokozuka, 

2000).    

Consequently, it is imperative for schools to act as a catalyst of well-being and design their 

studies according to the satisfaction of their students. Hackman and Oldham’s (1976) research set 

the basis to establish several attributes that identify psychological states and outcomes of job 

design. Due to students working within hierarchical structures, the way their ‘job’ is designed (e.g. 

the definition of their tasks and given levels of control and support) impacts performance, 

satisfaction levels, and mental health (Cotton et al., 2002). Job design, in particular, refers to “[…] 

the process of deciding on the contents of a job in terms of its duties and responsibilities, on the 
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methods to be used in carrying out the job, in terms of techniques, systems and procedures, and on 

the relationships that should exist between the job holder and his superior subordinates and 

colleagues” (CIPD, 2006, p.1). Conceptualizing that a student’s daily routine is similar to regular 

work, this paper uses job design as an institutional core function of higher education (Winefield, 

1993) and considers the job resources, task autonomy, task variety, task significance and social 

characteristics to be relevant motivational and productive elements to assess student well-being 

and work-related outcomes (ibid.)  

Along with students who need to adjust quicker, perform better and thus outperform their 

peers, psychological well-being among higher education students has worsened resulting in an 

increasing number of students suffering from psychological distress (Center for Disease Control 

and Prevention, 2016; Winefield, Gill, Taylor & Pilkington, 2012). As one severe form of such 

psychological distress, burnout describes a syndrome that combines high emotional exhaustion and 

high depersonalization with low personal accomplishments (Maslach & Jackson, 1986). This was 

a phenomenon which had only been found in a limited variety of industries (Maslach et al., 1996) 

but nowadays concerns more and more students (Balogan, Hoeberlein-Miller, Schneider & Katz, 

1996; Gold & Michael, 1985; Kuittinen & Meriläinen, 2011; Lin, 2012; Schaufeli, Martinez, Pinto, 

Salanova & Bakker, 2002).  

The levels of stress experienced by students are also likely to influence their attitudes 

towards the school (organizational affective commitment) and the job (workplace boredom). The 

former describes an emotional attachment and identification with ideals between an organization 

and an individual (Meyer & Allen, 1997), whereas the latter explains a lack of work or interest, 

resulting in consequent work dissatisfaction (Rothlin & Werder, 2007). Burnout and its dimensions 

may not only be detected among psychologically distressed students, but also be identifiable by 

other work-related outcomes (Maslach & Leiter, 2009) and therefore can impact organizational 
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affective commitment and workplace boredom. Nevertheless, little research has assessed the 

associations between higher education job design and levels of student well-being and their effects 

on organizational affective commitment and workplace boredom. For a better understanding, 

Figure 1 graphically describes all the relationships this research intends to analyse.  

 

Figure 1: Visualization of the research model 

2. LITERATURE REVIEW AND HYPOTHESES 

Burnout, affective commitment and workplace boredom 

Alongside social transformation and change over the last decades, most national governments have 

established certain minimum safety and health standards for the workplace. These standards, 

however, primarily address physical working conditions and only marginally touch upon the 

psychological or mental strains in regards to the workplace thus contributing to the establishment 

of several forms of severe psychological stress being manifested in employees within an 

organization (Harnois, Gabriel & WHO, 2000). This psychological stress over a long period of 
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time can heavily impact the workers’ psychological well-being (Schaufeli, Maslach & Marek, 

1993) and health (Johnson, 2013) resulting in the occurrence of burnout symptoms (e.g. insomnia 

or anxiety) (Weber & Jaekel-Reinhard, 2000). Burnout-related research now gets much attention 

from researchers all over the world and is helping the subjects of coping with, combating and 

preventing the symptoms associated with burnout. Furthermore, researchers find that not only 

workers are affected but see an increase in students with burnout symptoms as well (Maslach, 1993; 

Schaufeli et al., 1993). Literature, hence, shows that burnout is not simply American or Western, 

but a global social phenomenon (Golembiewski, 1996; Perrewé, Hochwarter, Rossi, Wallace, 

Castro, Ralston, Westman, Vollmer, Tang & Wan, 2002) influenced by national values and cultures 

(Pines, 2003). Along with this ‘internationalization’ of burnout, Maslach and Jackson (1981) trace 

the phenomenon back to emotional exhaustion, depersonalization and less personal 

accomplishment amongst human service personnel and later, more generically, associated burnout 

– and as such exhaustion, cynicism and professional efficacy - to all kinds of occupational groups 

(Maslach, Jackson & Leiter, 1996). Exhaustion assesses fatigue and cynicism reflects on the 

negative attitude towards work in general, whereas professional efficacy evaluates the belief in the 

own social and non-social work-related accomplishments (ibid., Schaufeli & Salanova, 2007).  

 Previous research highlights the associations between burnout and work-related outcomes. 

Studies confirm that burnout increases job dissatisfaction, abseentism, high turnover, likelihood to 

leave the job and leads to a decrease in organizational commitment among employees (Schaufeli 

& Enzmann, 1998). An often neglected concept in regard to burnout is organizational affective 

commitment – an attitude of attachment towards an organization – which is at the forefront of the 

employee to maintain organizational membership (Meyer & Allen, 1997). Despite the fact that 

academic literature identifies two other forms of commitment (normative and continuance 

commitment), only affective commitment presupposes an emotional liaison and identification with 
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organizational goals and values. As such, the goals and values are often designed because of the 

workers’ perceptions of HR practices (Lepak, Liao, Chung & Harden, 2006).  In addition, affective 

commitment can be considered as being mostly related to favourable behavioural outcomes in 

workers (Meyer, Stanley, Herscovitsch & Topolnytsky, 2002). 

Earlier research demonstrates relationships regarding psychological well-being, namely 

burnout and affective commitment among workers (Khatibi, Asadi & Hamidi, 2009). Akpinar, 

Yunus and Okur (2013) find high levels of emotional exhaustion to negatively impact affective 

commitment in the emerging service industry – which is much in line with preceding research 

(Boyas & Wind, 2010). Moreover, cynicism is found to be negatively correlated with 

organizational affective commitment among nurses (English & Chalon, 2011) as well as with less 

organizational identification and, hence, lower affective commitment among academic stuff 

(Bedeian, 2007). Studies that associate professional efficacy with organizational affective 

commitment are scarce, with research mainly focusing on the positive links between general self-

efficacy on work-related commitment (Bandura, 1994) or on organizational self-efficacy positively 

correlating with general organizational commitment (Schyns & von Collani, 2010). Academic 

discourse, however, lacks the associations between burnout (exhaustion, cynicism and professional 

efficacy) and organizational affective commitment among students.  

Workplace boredom has for a long time been a neglected emotional state, with the 

consequences being similar to the ones workers experience when they are burned out (Tiberio, 

2015). Being subject to bad psychological well-being and health (Maslach, Jackson & Leiter, 

2009), this second work-related outcome should be subject to further analysis. Discussing the 

antecedents of workplace boredom, a monotonous (O’Hanlon, 1981; Smith, 1981), formalized 

(Loukidou, Loan-Clarke & Daniels, 2009; Podasakoff, Williams & Todor, 1996) and routinized 

work-routine (Mann, 2012) negatively impacts workers psychological and physiological well-
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being as those factors contribute to workplace boredom (McBain, 1961). Consequently, 

psychological unwell-being related to work – implying high work-strain and occupational stress – 

is positively correlated with home and workplace boredom (Matthews, Räikkonnen, Everson, 

Flory, Marco, Ownes & Lloyd, 2000). However, no direct relationships between burnout 

(exhaustion, cynicism and professional efficacy) and workplace boredom are found among higher 

education students. This paper, nevertheless, hypothesizes a direct association between those 

factors, affective commitment and workplace boredom. Individuals, de facto, can be less 

committed and more bored by a repetitive, yet busy, working routine – lacking meaningfulness and 

thus excitement and loyalty for their job (de Rond, 2012; Hoare, 2012). Not being perceived as a 

valuable contributor towards an organization especially establishes boredom among high 

performers (Mael, 2012). In light of this research it can therefore be assumed that students who 

constantly face an exhausting study routine, have cynical tendencies and do not believe in their 

own abilities to achieve desirable study results are likely to be less committed to their organization 

and even experience long-term workplace boredom. This paper, therefore, suggests high 

exhaustion and cynicism paired with low professional efficacy to positively correlate with 

workplace boredom among higher education students; leading this study to test the following 

hypotheses: 

H1: Burnout is associated with less affective commitment and more workplace boredom 

H1a: Exhaustion is associated with less affective commitment and more workplace 

boredom 

H1b: Cynicism is associated with less affective commitment and more workplace boredom 

H1c: Professional Efficacy is associated with more affective commitment and less 

workplace boredom 
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Job design and burnout  

Decades of studies, particularly since the 1980s, focus on the antecedents of burnout (Brotheridge 

& Grandey, 2002; Castanheira & Chambel, 2010; Castanheira & Chambel, 2010b; Cordes & 

Dougherty, 1993; Jackson, Schwab & Schuler, 1986; Toppinen-Tanner, 2011; Shepherd, 

Marchisio, Morrish, Deacon & Miles, 2010), finding that every occupation is characterized by its 

own risk factors in regard to these experiences. Consequently, suffering from exhaustion, cynicism 

and professional efficacy can be directly related to specific job characteristics (Zapf, Vogt, Seifert, 

Mertini & Isic, 1999). This study proposes the analysis of burnout by using the job demands and 

resources model – mainly to evaluate how job design, per se, affects levels of psychological well-

being of higher education students. 

 In their research, Demerouti, Bakker, Nachreiner & Schaufeli (2001) conclude that certain 

working conditions enhance the likelihood to suffer from burnout. They identify job demands as 

physical, social or organizational job characteristics that involve a great deal of mental or physical 

efforts, directly associated with physical or emotional costs. Job resources relate to psychological, 

physical, social and organizational job characteristics that help in the achievement of work-related 

goals. They reduce this associated psychological or physical costs and enhance self-development 

(ibid.). The combination of high job demands and low job resources are found to largely impact 

exhaustion and disengagement from work among employees which can be expressed by cynical 

tendencies (ibid.), implicating an immediate, accumulative or delayed effect on the well-being of 

workers and burnout (Dollard, Shimazi, Nordin, Brough & Tuckey, 2014). 

Later research establishes job demands to mainly affect exhaustion (Bakker, Demerouti, 

Taris & Scheurs, 2003; Houkes, Winants & Twellaar, 2008) and job resources to be directly linked 

to cynicism and professional efficacy (Bakker et al., 2003; Jourdain & Chênevert, 2010; Lee, 

Lovell & Brotheridge, 2010; Martinussen & Richardsen, 2006). Similar research goes in line with 
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those findings, linking job demand and control (Karasek, 1979) to work strain levels (de Lange, 

Taris, Kompier, Houtman & Bongers, 2003; Theorell & Karasek, 1996) by finding that high 

demand, low control, low support working environments tend to nurture ill-health, bad 

psychological well-being (Karasek, 1998) and burnout (Schaufeli & Buunk, 2003).  

Bakker & Demerouti (2007) identify job resources to be found at an organizational, social, 

work-related and task-related level. Due to the scope of this paper, not all job resource dimensions 

can be considered in the following analysis. As such, this paper only assesses the associations 

between social and task-related job resources with burnout; task autonomy, task variety, task 

significance, and social characteristics should be subject to further analysis. Earlier studies on the 

influence of those job resources on well-being, directly relate autonomy (Castanheira & Chambel, 

2010b; Lange et al., 2003; Zapf, 2002), social support (Tofi, Flett & Timutimu-Thorpe, 1996), task 

variety (Zaniboni, Truxillo & Fracarolli, 2013) and task significance (Maslach & Jackson, 1986) 

to be associated with less burnout.       

The above shows that autonomy is likely to influence workers’ ability to meet job-related 

demands as well as serve as a stipulator for personal growth. Task variety, significance (Hackman 

& Oldham, 1976) and social characteristics (Johnson & Hall, 1988) are contributing to individual’s 

development and thus inevitably provide ‘goal-achieving’ support. Consequently, positive job 

design can largely contribute to workers’ attitude towards work in general and their perception 

about being able to meet both social and non-social study-related goals. As such, this study 

assumed job demands as part of job characteristics, and job characteristics as part of job design to 

reduce levels of cynicism and professional efficacy. Moreover, as those job resources support the 

reduction of job demands, this research further expects social and task-related job resources to 

minimize exhaustion.  
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Whereas Bremner and Carrière (2011) find task identity to be negatively correlated with 

professional efficacy and skill variety to enhance meaningful work perceptions, leading to less 

exhaustion and professional efficacy among nurses, it is unclear whether such associations can be 

generalized.  Considering all of that, this paper analyses the effects of job design on burnout among 

students, leading to the following hypotheses:  

H2: Job design is associated with less burnout 

H2a: Autonomy is associated with less exhaustion, less cynicism, and more professional 

efficacy 

H2b: Variety is associated with less exhaustion, less cynicism, and more professional 

efficacy 

H2c: Significance is associated with less exhaustion, less cynicism, and more professional 

efficacy 

H2d: Social characteristics are associated with less exhaustion, less cynicism, and more 

professional efficacy 

 

Burnout of students: Its mediating role between job design and affective commitment, as well as 

between job design and workplace boredom 

Based on the above, this research on the one hand hypothesises that job design impacts burnout 

among higher education students, which then correlates with their study-related affective 

commitment and workplace boredom. Hence, this study goes one step further as it aims at assessing 

the mediating role of burnout in explaining the relationship between job design and (I) affective 

commitment as well as (II) workplace boredom among students. Additionally, this research 

proposes that each burnout dimension (exhaustion, cynicism and professional efficacy) can be 
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considered as an indirect pathway from job design characteristics (task autonomy, task variety, task 

significance and social characteristics) to affective commitment and workplace boredom.  

To date, there has only been very limited research on the mediating effects of burnout to 

explain job characteristics and work-related outcomes among students. While various studies deal 

with the mediating effect of burnout in explaining the relationship between organizational politics 

and turnover intentions (Huang, Chuang & Lin, 2003), work-life aspects and employee leave 

(Leiter & Maslach, 2009), as well as job resources and ill-health (Hakanen, Bakker & Schaufeli, 

2006), only few touch upon burnout as a mediator in explaining the relationship between job 

design, affective commitment and workplace boredom.       

 As one of the few, Koeske and Koeske (1991), consistent with the stress – strain (burnout) 

– outcome model, find the mediating role of burnout to explain the relationship between several 

stress indicators and physical and psychological symptoms among students. Supported by this 

research, this paper assumes that burnout results from stressful job environments with high job 

demands and particularly contributes to such (Schaufeli & Bakker, 2004). Hence, as job resources 

reduce job demands and consequently are expected to contribute to less burnout, they could 

simultaneously be responsible for affecting other work-related outcomes (Leitner & Maslach, 

2009), such as affective commitment and workplace boredom among students. As suggested by 

this, the present research furthermore tests the following hypotheses:  

H3: Burnout mediates the relationship between job design and affective commitment 

H3a: Exhaustion mediates the relationship between autonomy, variety, significance, social 

characteristics and affective commitment 

H3b: Cynicism mediates the relationship between autonomy, variety, significance, social 

characteristics and affective commitment 
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H3c: Professional Efficacy mediates the relationship between autonomy, variety, 

significance, social characteristics and affective commitment 

H4: Burnout mediates the relationship between job design and workplace boredom 

H4a: Exhaustion mediates the relationship between autonomy, variety, significance, social 

characteristics and workplace boredom 

H4b: Cynicism mediates the relationship between autonomy, variety, significance, social 

characteristics and workplace boredom 

H4c: Professional Efficacy mediates the relationship between autonomy, variety, 

significance, social characteristics and workplace boredom 

3. METHODOLOGY  

3.1 PROCEDURE AND SAMPLE 

Aiming at testing the aforementioned hypotheses, an online survey is conducted requiring all 

respondents to be currently enrolled in an official institute of higher education. The survey is 

composed of two parts, namely (1) personal information (e.g. gender, age) and (2) a variety of 

topic-relevant questions centred around job design, burnout, affective commitment and workplace 

boredom. The distribution of the survey takes place via several social networks and includes an 

explanation of the nature and intent of this quantitative study. While participation is voluntary, the 

snowball effect leads to a final sample comprising of 203 completed surveys from higher education 

students. The respondents originate from 30 different countries, with the most students being 

German (57.1%), Portuguese (8.4%) and Dutch (5.4%). All the respondents currently either pursue 

a Bachelor (17.3%), Master (68.9%) or other type of academic degree1 (13.8%) – with most of the 

                                                
1 Other type of academic degree refers to doctoral (e.g. Ph.D.), professional (e.g. J.D.) and 
associate’s degrees (e.g. A.A.).  
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students studying in Portugal (34.0 %), Germany (28.6%) and the Netherlands (11.8%). 18.7% of 

the sample is currently enrolled in either their first, second or third year, the majority are in their 

fourth, fifth or sixth year (75.9%), and the remaining 5.4% are in their seventh, eighth or ninth year 

of studies. Participants are predominately female (61.6%) and aged from 18 to 31 – with a mean 

age of 24.2 years (±1.9 years). 

 

3.2 MEASURES 

Job design is evaluated by using twenty-two items from the work design questionnaire from 

Morgeson and Humprey (2006). Those items are correspondingly scored on a 1 to 5 Likert-type 

scale ranging from ‘strongly disagree’ (1) to ‘strongly agree’ (5). All scales used are adapted to 

better suit the intent of this quantitative study (e.g. terms referring to ‘organization’ or ‘work place’ 

are replaced by ‘school’ and ‘university’, whereas those referring to ‘working’ are replaced by 

‘studying’). In more detail, nine items evaluate autonomy (e.g. ‘My studies allow me to make my 

decisions about how to schedule my work’), four items variety (e.g. ‘My studies involve a great 

deal of task variety’), four items significance (e.g. ‘The results of my studies are likely to 

significantly affect the lives of other people’) and the last five items social characteristics (e.g. I 

have the opportunity to develop close friendships in my studies). The internal consistency 

reliability coefficients (Cronbach’s α) for this dataset are 0.92, 0.89, 0.86 and 0.86, respectively.  

Burnout is evaluated by using the fifteen items from the Maslach Burnout Inventory 

(Maslach & Jackson, 1996). Those items are correspondingly scored on a 1 to 7 Likert-type scale 

ranging from ‘never’ (1) to ‘every time’ (7). Burnout presupposes high levels of exhaustion 

(assessed by five items, e.g. ‘I feel drained up by my studies’) and cynicism (assessed by four items, 

e.g. ‘I have become less interested in my studies since my enrolment at the university’) as well as 
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low levels of professional efficacy (assessed by another six items, e.g. ‘I can effectively solve the 

problem that arise in my studies’). Internal consistency reliability coefficients (Cronbach’s α) for 

this dataset are 0.86, 0.91 and 0.84, respectively.   

Affective commitment is evaluated by using the six items from Meyer & Allen’s (1990) 

affective commitment scale. Those items are correspondingly scored on a 1 to 7 Likert-type scale 

ranging from ‘strongly disagree’ (1) to ‘strongly agree’ (7).  To validate the results, some of the 

items of this scale have to be back-translated, with high scores indicating high commitment. To 

illustrate the nature of the items, example questions would read as follows: ‘I would be very happy 

to spend the rest of my studies with this school’ or ‘I do not feel like 'part of the family' at my 

school’. The internal consistency reliability coefficient (Cronbach’s α) for this dataset is 0.84.  

Workplace boredom is evaluated by using the six items from Reijseger, Schaufeli, Peeters, 

Taris, van Beek & Ouweneel’s (2012) Dutch Boredom Scale. Those items are correspondingly 

scored on a 1 to 5 Likert-type scale ranging from ‘never’ (1) to ‘always’ (5), with high scores 

indicating high levels of boredom. To illustrate the nature of the items, example questions would 

read as follows: ‘During studying, I daydream’ or ‘I feel bored with my studies’. The internal 

consistency reliability coefficient (Cronbach’s α) for this dataset is 0.74.   

3.3 STATISTICAL ANALYSIS                 

Testing the aforementioned hypotheses, this research is based on a path analysis via regression that 

uses PROCESS software. Such SPSS software macro, renowned for being a computational tool, 

can estimate and evaluate mediations with multiple mediators, also when operating parallel (Hayes, 

2012). By using a normal theory approach (e.g. Sobel Test), it furthermore enables to test the 

indirect effects ab. As MacKinnon, Lockwood & Williams (2004) recommend, this approach 

moreover allows a bootstrap approach in order to determine confidence intervals (CIs). As such, 
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bootstrapped CIs elude power problems, arising from sampling distributions that are either 

asymmetric or non-normal due to indirect effects (ibid.).  Hypotheses were tested in a model which 

examined the relationship between burnout and affective commitment to school, and workplace 

boredom (H1), between job design and burnout (H2) and the specific indirect effects from job 

design through burnout to explain affective commitment to school (H3) and workplace boredom 

(H4). Age and gender are introduced in the model as control variables. To test these hypotheses, 

this research estimates a Model 4 in PROCESS (with a bootstrap sample size of 1000), and 

bootstrap CIs – which are uniformly 95% bias-corrected – for all indirect effects. As proposed by 

Baron and Kenny (1986), the testing of the mediation hypotheses underlies the multistep approach. 

4. RESULTS  

4.1 DESCRIPTIVE STATISTICS         

As expected, exhaustion and cynicism are negatively associated with affective commitment to the 

school (r =-.18, p<.01 and r =-.38, p<.001, respectively) and positively associated with workplace 

boredom (r =.35, p<.001 and r =.56, p<.001, respectively), whereas task variety, task significance, 

social characteristics and professional efficacy are positively associated with affective commitment 

to the school (r =.24, p<.001, r =.15, p<.05, r =.33, p<.001, and r =.21, p<.01, respectively) and 

negatively associated with workplace boredom (r =-.34, p<.001, r =-.15, p<.05, r =-.21, p<.01, and 

r =-.45, p<.001, respectively). Furthermore, task autonomy, task variety and social characteristics 

are negatively associated with exhaustion (r =-.28, p<.001, r =-.19, p<.01, and r =-.29, p<.001, 

respectively), as well as cynicism (r =-.23, p<.01, r =-.39, p<.01, and r =-.31, p<.001, respectively). 

Task autonomy, task variety, task significance, and social characteristics are positively associated 

with professional efficacy (r =.33, p<.001, r =.39, p<.001, r =.26, p<.01, and r =.32, p<.001, 

respectively). Means, standard deviations, and correlations are presented in Table 1. 
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Table 1: Descriptive statistics and study variable inter-correlations  

4.2 TEST OF HYPOTHESES                     

H1 proposes that burnout is associated with less affective commitment and more workplace 

boredom. Figure 2 shows that, contrary to what this research expects, exhaustion (H1a) is neither 

negatively associated with affective commitment (B= 0.01, t= 0.04, p= 0.97) nor positively 

associated with workplace boredom (B= 0.03, t= 0.74, p=0.46), thereby not supporting H1a. 

However, as expected, cynicism (H1b) is significantly associated with affective commitment (B= 

-0.32, t= -4.80, p<0.001) and workplace boredom (B= 0.19, t= 6.32, p<0.001), thereby supporting 

H1b. Professional efficacy is negatively associated with workplace boredom (B= -0.19, t= -4.27, 

p<0.001) but not with affective commitment (B= 0.09, t= 0.88, p=0.38), thereby partially 

supporting H1c.         

 Furthermore, results demonstrate that job design is significantly associated with burnout. 

This research finds that autonomy, variety and social characteristics are associated with less 

exhaustion (B= -0.40, t= -4.21, p<0.001, B= -0.26, t= -2.74, p<0.01, and B= -0.45, t= -4.22, 

p<0.001, respectively), less cynicism (B= -0.43, t= -3.31, p<0.001, B= -0.70, t= -5.74, p<0.01, and 

B= -0.66, t= -4.61, p<0.001, respectively), and more professional efficacy (B= 0.39, t= 4.86, 

p<0.001, B= 0.47, t= 6.04, p<0.001, and B= 0.45, t= 4.90, p<0.001, respectively), thereby 

supporting H2a, H2b and H2d. Regarding task significance, this paper finds job characteristics to 
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be associated with less cynicism (B= -0.48, t= -4.39, p<0.001), and more professional efficacy (B= 

0.27, t= 3.82, p<0.01), but not with less exhaustion (B= -0.08, t= -0.87, p=0.38), partially 

supporting H2c.             

 H3 and H4 propose that burnout mediates the relationship between job design and affective 

commitment, and workplace boredom respectively. Earlier results demonstrate that exhaustion is 

not significantly associated with affective commitment or workplace boredom (H1a), thereby 

precluding this variable from working as a mediator. Therefore, H3a and H4a are not supported. In 

what concerns cynicism, results indicate a significant indirect effect of task autonomy, task variety, 

task significance, and social characteristics on affective commitment (indirect effect =0.14; 95% 

CI from 0.08 to 0.27; z = 2.67, p<0.01; indirect effect =0.20; 95% CI from 0.10 to 0.35; z = 3.39, 

p <0.001; indirect effect =0.15; 95% CI from 0.07 to 0.24; z = 3.11, p <0.01; indirect effect =0.19; 

95% CI from 0.09 to 0.33; z = 3.15, p <0.01, respectively), and on workplace boredom  (indirect 

effect =-0.08; 95% CI from -0.14 to -0.04; z = -2.91, p <0.05; indirect effect =-0.13; 95% CI from 

-0.20 to -0.07; z = -4.05, p <0.001; indirect effect =-0.10; 95% CI from -0.16 to -0.05; z = -3.58, p 

<0.001; indirect effect =-0.13; 95% CI from -0.20 to -0.07; z = -3.69, p <0.001, respectively) 

through cynicism, thereby supporting H3b and H4b. In what concerns professional efficacy, earlier 

results demonstrate that this variable is not significantly associated with affective commitment 

(H1c), thereby preventing professional efficacy from acting as a mediator. Therefore, H3c is not 

supported. However, as expected, this research finds a significant indirect effect of task autonomy, 

task variety, task significance, and social characteristics on workplace boredom (indirect effect =-

0.08; 95% CI from -0.15 to -0.03; z = -3.17, p <0.01; indirect effect =-0.08; 95% CI from -0.14 to 

-0.03; z = -3.12, p <0.01; indirect effect =-0.05; 95% CI from -0.10 to -0.02; z = -2.82, p <0.01; 

indirect effect =-0.08; 95% CI from -0.15 to -0.04; z = -3.16, p <0.01, respectively), through 
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professional efficacy thereby supporting H4c. Table 2 summarizes the results of the hypotheses 

testing.  

 

Table 2: Results of the hypotheses testing 
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5. DISCUSSION 

The results of this research provide support to the direct association between psychological well-

being and work-related outcomes (Leiter & Maslach, 2009). As such, this research has 

hypothesized burnout to be associated with affective commitment and workplace boredom among 

higher education students. The results demonstrate that higher levels of cynicism among our sample 

are associated with less organizational affective commitment and more workplace boredom. 

Certainly, those two negative work-related attitudes can be traced back to cynical tendencies, 

inherited in higher education students.        

 Contrary to expectations, exhaustion is not significant in explaining either affective 

commitment or workplace boredom among higher education students, contradicting findings that 

supported the relationship between exhaustion and organizational commitment (Akpinar et. al, 

2013; Khan, Rasli, Yusoff, Faizan Malik, Muddassar Khan & Khan Q., 2014). This can be led back 

to the population of this study being relatively young (mean age of 24.2); as exhaustion is the most 

physical dimension of burnout, the older people are, the more exhausting they tend to perceive 

work (Schaufeli & Salanova, 2007). Consequently, this paper assumes an older sample would show 

higher levels of exhaustion which could then alternate the findings. Besides, professional efficacy 

does not prove to be significantly associated with organizational affective commitment.  

The results of this research also support the direct associations between the way jobs are 

designed and the subjective perception of psychological well-being. As such, this paper has 

hypothesized job design to influence burnout among students. The results indicate job design to be 

partially correlated with burnout: Task autonomy, task variety (Bremner & Carrière, 2011) and 

social characteristics of a job are associated with less exhaustion, less cynicism and more 

professional efficacy. This suggests that students who engage in work that comprises the need to 

autonomously master a broad range of tasks, preferably in a social environment they perceive as 
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positive, to perceive their own psychological state as positive. Especially, given a sample that is 

comparably well educated, the strong direct relationship between those variables and cynicism 

indicate that given the responsibility to conduct numerous distinctive and challenging study tasks 

raises individual well-being among higher education students. Contrary to expectations, task 

significance is not associated with less exhaustion, less cynicism and more professional efficacy – 

going in line with Bremner & Carrière (2011). A possible explanation might be the fact that such 

job characteristic is not desirable by the respondents of this study: In accordance with Hackman 

and Oldham (1976) individuals with low growth need strength may feel high task significance is 

an undesirable side effect of their job. Therefore, students who perceive their studies as having 

severe impacts on their environment may find this characteristic to increase psychological distress. 

 Those associations were the basis to further link the way jobs are designed with work-

related outcomes – by using burnout (as one severe form of psychological distress) as mediator. 

Hence, this paper has hypothesized burnout to explain the relationship between job design, 

affective commitment and workplace boredom among higher education students. The results 

indicate burnout to partially mediate such relationship. This research, therefore, further supports 

previous studies (Leitner & Maslach, 2009) and aligns with earlier literature on job design 

(Morgeson & Humprey, 2006), by emphasizing the mediating role of burnout (Koeske & Koeske, 

1991; Laughman, Boyd & Rusbasan 2016), to explain the relationship between job characteristics 

and work-related outcomes. This research has found that task autonomy, variety, significance and 

social characteristics that are experienced throughout a study program correlate with students’ 

affective commitment, explained by cynicism. Indeed, cynical students are more likely to be less 

committed to their educational institution, agreeing with previous findings that associated a similar 

mediating relationship of burnout between educational input and individual outputs (ibid.). In 

accordance with the stress-strain-outcome model, this research traces psychological strain among 



 22 

students back to stress-promoting study design, resulting in less commitment and more workplace 

boredom. Besides, task autonomy, variety, significance and social characteristics that are 

experienced throughout a study program can be associated with students’ workplace boredom, 

through both cynicism and professional efficacy. As concluded before, cynicism supports an anti-

organizational citizenship attitude and egoistic working behaviours. Altruistic employees generally 

experience more work excitement and show higher levels of organizational loyalty (James, Ferris 

& Hochwarter 2005). Hence, it can be further assumed to positively foster engagement in students 

by ensuring positive psychological well-being which results in less long-term workplace boredom. 

Literature on the effects of professional efficacy neglects the positive role job design plays in 

positive work-related outcomes and rather sheds light on the fact that professional inefficacy 

decreases engagement and that it leads to burnout (Schaufeli & Salanova, 2007). This study states 

that professional efficacy, de facto, can explain the relationship between positively perceived study 

design and less workplace boredom.  

In conclusion, this study highlights the importance of the psychological effects that job 

characteristics have on individual well-being and underlines the notion that the way studies are 

designed can be a major determinant of well-being for students. Thereby, this research suggests 

that students are more affectively committed and less bored in regards to their working 

environment, not only because they perceive their study characteristics as positive, but also due to 

the fact that those perceptions cultivate psychological well-being which in turn can be associated 

with less burnout. This paper highlights the need to understand work-related outcomes, attitudes 

and consequences arriving from job design and, hence, underpins the notion that burnout is an 

important factor to determine overall organizational excellence. Students perceive positive job 

design characteristics to be closely tied to their psychological well-being, resulting in a smaller 

likelihood to feel burned out. This finding goes in line with recent developments among higher 
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education institutes aiming to provide more personalized learning to their students, suggesting 

customized study programs can increase their satisfaction and well-being levels (Soares, 2011).  

6. LIMITATIONS AND FURTHER RESEARCH 

Although this study contributes to prevalent literature, this paper has several procedural and 

contextual limitations that shall now be examined and addressed in further research.  

Procedural limitations can be characterized by constraints that concern the research’s data, 

sample and methodology. First, to further increase the reliability of this research it is essential to 

capture developmental trends across a longer period of time. It is shown that longitudinal studies 

or a time-series cross section analysis allow for more reliable results. Second, as MacCallum & 

Austin (2000) describe, results of a single study are not generalizable. Using a random sample of 

higher education students (n=203) does not indicate shellproof replication for other groups of 

students; generalizations can only be made by conducting additional studies with a distinct 

population. Third, data on the variables were obtained by self-reported questionnaires, leading to 

a possible common method variance. In order for students to not exaggerate or understate their 

emotions the survey was anonymous. Although such questionnaires may be biased by the 

respondents’ feelings at the time of reporting, in seeking to understand students’ emotional reaction 

to their educational context this self-reported data was identified as the most appropriate tool for 

capturing their psychological well-being, antecedents and consequences of such. Future research, 

therefore, could use a multi-level approach to allow for more reliable data. Fourth, by only 

surveying higher education students, this study only focuses on one specific group of people, 

indicating a possible difference in results for individuals involved in another type of educational 

setting. Hence, it would be interesting to repeat the research by surveying pupils pursuing primary 

education, for instance, to see whether the tested model would also hold there. 
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Contextual limitations directly refer to the results of this research. First, as aforementioned, 

exhaustion was not established to be significant in explaining the relationship between job design, 

affective commitment and workplace boredom. It would be interesting to see how much the 

collection period influenced this finding. The data was collected during the summer months/break 

and it can be assumed that students did not feel as exhausted as they would have felt during another 

period of the year. Thus, it would be interesting to see whether conducting the same survey during 

exam period would confirm our assumption that exhaustion can, de facto, be used to explain the 

anticipated relationship. Second, this study uses well-being to explain levels of organizational 

affective commitment and workplace boredom and assumes that positive work-related outcomes 

are due to good psychological health and well-being. Although this association is valid, it must be 

recognized that there might be other factors that influence how much students are committed to 

and how bored they become with their studies. Financial rewarding being tied to a certain GPA, 

for instance, may influence students overall organizational commitment which then could decrease 

workplace boredom. Further research should also consider other input variables in explaining the 

tested relationship. Third, it becomes apparent that task autonomy, task variety and social 

characteristics can be associated with less exhaustion, less cynicism and more professional 

efficacy. Additional studies should consider the impact of other job design attributes, such as work 

context and interdependence, on burnout. Work conditions and feedback, for instance, could 

differently be associated with work-related outcomes. Fourth, this paper traces burnout back to 

negatively perceived job design, whereas there may be other sources for such psychological 

unwell-being. Parental pressure or certain personal traits of students, for instance, can be valuable 

variables to assess burnout and the effects of such on affective commitment and workplace 

boredom. 
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7. PRACTICAL IMPLICATIONS         

The study’s findings demand educational institutes, nationally and internationally, to: (I) minimize 

burnout proneness among current student as well as to (2) prioritize the well-being of their future 

students as primary educational policy goal.  

These suggestions have an enormous impact on the way higher education institutes should 

design their studies in the future because positive perceived study characteristics foster students’ 

affective commitment and reduce workplace boredom. It is therefore highly advisable to invest in 

healthy study design and conducive study work environments. Higher education must ensure to 

facilitate learning in the most customized, personalized and professional way. By that, students’ 

perception on their acquired knowledge, skills, value, beliefs and habits can positively impact their 

overall well-being. As long as such institutions are committed to create study environments that (I) 

foster autonomous learning, (II) support getting acquainted with a variety of academic disciplines, 

(III) are significant to the students’ self and environment and (IV) aim at building social contacts, 

students will reciprocate with positive psychological well-being, less burnout and an increasingly 

productive working behaviour. Individual curriculum development, for instance, can be identified 

as a helpful method to create such a constructive and healthy study environment.  

All things considered, healthy students are the essence to foster favourable organizational 

outcomes for each and every school. Especially in times where 17,605 higher education institutes 

are officially registered (WHED, 2016), an excellent reputation is key to academic long-term 

success. In that respect, having students that ‘feel well’ makes a good start.  

 

 



 26 

REFERENCES 

 
Abouserie, R. 1994. “Sources and levels of stress in relation to locus of control and self esteem in 

university students.” Educational psychology, 14(3), 323-330. 

 

Akpinar, A. T., Yunus, Tas & Okur, M.E. 2013. “The effect of job satisfaction and emotional 

exhaustion on affective commitment of emergency services employees.” British Journal of 

Economics and Management Sciences, 7(2), 169-176 

 

Bakker, A. B., & Demerouti, E. 2007. “The job demands-resources model: State of the art.” Journal 

of managerial psychology, 22(3), 309-328. 

 

Bakker, A. B., Demerouti, E., Taris, T. W., Schaufeli, W. B., & Schreurs, P. J. 2003. “A multigroup 

analysis of the job demands-resources model in four home care organizations.” International 

Journal of stress management, 10(1), 16. 

 

Balogun, J. A., Hoeberlein-Miller, T. M., Schneider, E., & Katz, J. S. 1996. “Academic 

performance is not a viable determinant of physical therapy students' burnout.” Perceptual and 

Motor Skills, 83(1), 21-22. 

 

Bandura, A. 1994. Self-efficacy. Hoboken: John Wiley & Sons, Inc. 

 

Baron, R. M. and Kenny, D. A. 1986. “The moderator–mediator variable distinction in social 

psychological research: Conceptual, strategic and statistical considerations.” Journal of 

Personality and Social Psychology, 51: 1173–1182.  

Bayram, N., & Bilgel, N. 2008. “The prevalence and socio-demographic correlations of depression, 

anxiety and stress among a group of university students.” Social psychiatry and psychiatric 

epidemiology, 43(8), 667-672. 

 



 27 

Bedeian, A. G. 2007. “Even if the Tower Is Ivory, It Isn't White: Understanding the Consequences 

of Faculty Cynicism.” Academy of Management Learning & Education, 6(1), 9-32. 

 

Boyas, J., & Wind, L. H. 2010. “Employment-based social capital, job stress, and employee 

burnout: A public child welfare employee structural model.” Children and Youth Services Review, 

32(3), 380-388. 

 

Brotheridge, C. M., & Grandey, A. A. 2002. “Emotional labour and burnout: Comparing two 

perspectives of people work.” Journal of vocational behavior, 60(1), 17-39. 

 

Carrière, J., & Bremner, N. 2011. “The Effects of Skill Variety, Task Significance, Task Identity 

and Autonomy on Occupational Burnout in a Hospital Setting and the Mediating Effect of Work 

Meaningfulness.” Retrieved 8 October 2016 from 

https://137.122.14.44/bitstream/10393/19845/1/TelferSchool_WP-11-02_Bremner_Carriere.pdf 

 

Castanheira, F., & Chambel, M.J. 2010. “Reducing burnout in call centres through HR practices.” 

Human Resource Management, 49 (6), 1047- 1065. 

 

Castanheira, F., & Chambel, M.J. 2010b. “Burnout in salespeople: A Three-wave study to examine 

job characteristic’s predictions and consequences to performance.” Economic and Industrial 

Democracy, 31(4), 409-429.DOI: 10.1177/0143831X10365573 

 

Center for Disease Control and Prevention. 2016. “Well-Being Concepts | HRQOL | CDC. (2016). 

Cdc.gov.” Retrieved 20 September 2016, from http://www.cdc.gov/hrqol/wellbeing.htm 

 

Chartered Institute of Personnel and Development 2016. “Job design - Factsheets - CIPD. (2016). 

Cipd.co.uk.” Retrieved 19 September 2016, from http://www.cipd.co.uk/hr-

resources/factsheets/job-design.aspx 

 



 28 

Cotton, S. J., Dollard, M. F., & De Jonge, J. 2002. “Stress and student job design: Satisfaction, 

well-being, and performance in university students.” International Journal of Stress Management, 

9(3), 147-162. 

 

Coughlan, S. 2016. “Rising numbers of stressed students seek help - BBC News.” Retrieved 18 

September 2016, from http://www.bbc.com/news/education-34354405 

 

De Lange, A. H., Taris, T. W., Kompier, M. A., Houtman, I. L., & Bongers, P. M. 2003. "The very 

best of the millennium: longitudinal research and the demand-control-(support) model”. Journal of 

occupational health psychology, 8(4), 282. 

 

De Rond, M. 2012. “Are you Busy at Work, but Still Bored?” Harvard Business Review. Retrieved 

5 October 2016, from https://hbr.org/2012/07/busy-but-bored-to-overcome-mea 

 

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. 2001. “The job demands-

resources model of burnout.” Journal of Applied psychology, 86(3), 499. 

 

Dollard, M. F., Shimazu, A., Nordin, R. B., Brough, P., & Tuckey, M. R. (Eds.). 2014. Psychosocial 

factors at work in the Asia Pacific (pp. 3-26). Berlin: Springer. 

 

English, B., & Chalon, C. 2011. “Strengthening affective organizational commitment: The 

influence of fairness perceptions of management practices and underlying employee cynicism.” 

The health care manager, 30(1), 29-35. 

 

Eurostat. 2016. “Tertiary education statistics - Statistics Explained. (2016). Ec.europa.eu.” 

Retrieved 18 September 2016, from http://ec.europa.eu/eurostat/statistics-

explained/index.php/Tertiary_education_statistics 

 

Felsten, G., & Wilcox, K. 1992. “Influences of stress and situation-specific mastery beliefs and 

satisfaction with social support on well-being and academic performance.” Psychological Reports, 

70(1), 291-303. 



 29 

 

Gilai, H. 2016. “Stress Drives Students to Commit Suicide. The New Indian Express.” Retrieved 

22 September 2016, from http://www.newindianexpress.com/states/andhra-

pradesh/2016/mar/20/Stress-Drives-Students-to-Commit-Suicide-913829.html 

 

Gold, Y., & Michael, W. B. 1985. “Academic self-concept correlates of potential burnout in a 

sample of first-semester elementary-school practice teachers: A concurrent validity study.” 

Educational and Psychological Measurement, 45(4), 909-914. 

 

Golembiewski, R. T. 1996. Global burnout: A worldwide pandemic explored by the phase model 

(Vol. 21). New York: JAI Press.  

 

Hackman, J. R., & Oldham, G. R. 1976. “Motivation through the design of work: Test of a theory.” 

Organizational behavior and human performance, 16(2), 250-279. 

 

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. 2006. “Burnout and work engagement among 

teachers.” Journal of school psychology, 43(6), 495-513. 

 

Harnois, G., Gabriel, P., & World Health Organization. 2000. “Mental health and work: impact, 

issues and good practices.” Retrieved 7 September, from 

http://www.who.int/mental_health/media/en/712.pdf 

Hayes, A. F. 2012. “An analytical primer and computational tool for observed variable moderation, 

mediation, and conditional process modeling.” Retrieved October 22 from 

http://www.afhayes.com/public/process2012.pdf.  

Hoare, R. 2012. “Is workplace boredom 'the new stress?' - CNN.com.”. Retrieved 8 October 2016, 

from http://edition.cnn.com/2012/05/02/business/workplace-boredom-stress/ 

Houkes, I., Winants, Y. H., & Twellaar, M. 2008. “Specific determinants of burnout among male 

and female general practitioners: A cross-lagged panel analysis.” Journal of Occupational and 

organizational Psychology, 81(2), 249-276. 



 30 

 

Huang, C., Chuang, C. H. J., & Lin, H. C. 2003. “The role of burnout in the relationship between 

perceptions of organizational politics and turnover intentions.” Public Personnel Management, 

32(4), 519-531. 

 

Hudd, S. S., Dumlao, J., Erdmann-Sager, D., Murray, D., Phan, E., Soukas, N., & Yokozuka, N. 

2000. “Stress at college: Effects on health habits, health status and self-esteem.” College Student 

Journal, 34(2), 217-228. 

 

Jackson, S. E., Schwab, R. L., & Schuler, R. S. 1986. “Toward an understanding of the burnout 

phenomenon.” Journal of applied psychology, 71(4), 630. 

 

James, M. S., Ferris, G. R., & Hochwarter, W. A. 2005. Antecedents and consequences of cynicism 

in organizations: An examination of the potential positive and negative effects on school systems. 

Unpublished Doctor Dissertation. Florida: The Florida State University College of Business. 

Johnson, J. V., & Hall, E. M. 1988. “Job strain, work place social support, and cardiovascular 

disease: a cross-sectional study of a random sample of the Swedish working population.” American 

journal of public health, 78(10), 1336-1342.  

 

Johnson, M. 2013. “How Are Different Countries Addressing Worker Burnout? The Huffington 

Post”. Retrieved 23 September 2016, from http://www.huffingtonpost.com/2013/07/30/worker-

burnout-worldwide-governments_n_3678460.html 

Jourdain, G., & Chênevert, D. 2010. “Job demands–resources, burnout and intention to leave the 

nursing profession: A questionnaire survey.” International journal of nursing studies, 47(6), 709-

722. 

 

Karasek Jr, R. A. 1979. “Job demands, job decision latitude, and mental strain: Implications for 

job redesign.” Administrative science quarterly, 285-308. 

 



 31 

Karasek, R. 1998. “Demand/control model: A social, emotional, and physiological approach to 

stress risk and active behaviour development.” Encyclopaedia of occupational health and safety, 2, 

34-36. 

 

Khan, F., Rasli, A. M., Yusoff, R. M., Faizan Malik, M., Muddassar Khan, M., & Khan, Q. 2014. 

“Effect of emotional exhaustion on organizational commitment among academicians “, Science 

International, 26(5) 

Khatibi, A., Asadi, H., & Hamidi, M. 2009. “The relationship between job stress and organizational 

commitment in National Olympic and Paralympic Academy.” World Journal of Sport Sciences, 

2(4), 272-278. 

 

Koeske, G. F., & Koeske, R. D. 1991. “Student “burnout” as a mediator of the stress-outcome 

relationship.” Research in Higher Education, 32(4), 415-431. 

 

Kuittinen, M., & Meriläinen, M. 2011. “The effect of study-related burnout on student 

perceptions.” Journal of International Education in Business, 4(1), 42-62. 

 

Laughman, C., Boyd, E. M., & Rusbasan, D. 2016. “Burnout as a Mediator Between Work–School 

Conflict and Work Outcomes”. Journal of Career Development, 43(5), 413-425 

 

Lee, R. T., Lovell, B. L., & Brotheridge, C. M. 2010. “Tenderness and steadiness: Relating job and 

interpersonal demands and resources with burnout and physical symptoms of stress in Canadian 

physicians.” Journal of applied social psychology, 40(9), 2319-2342. 

 

Leiter, M. P., & Maslach, C. 2009. “Nurse turnover: the mediating role of burnout.” Journal of 

nursing management, 17(3), 331-339. 

 

Lepak, D., Liao, H., Chung, Y., & Harden, E. 2006. A conceptual review of human resource 

management systems in strategic human resource management research. In J. Martocchio, (Ed.), 

Research in Personnel and Human Resources 

 



 32 

Loukidou, L., Loan-Clarke, J., & Daniels, K. 2009. “Boredom in the workplace: More than 

monotonous tasks.” International Journal of Management Reviews, 11(4), 381-405. 

 

MacCallum, R. C., & Austin, J. T. 2000. “Applications of structural equation modeling in 

psychological research”. Annual review of psychology, 51(1), 201-226. 

 

MacKinnon, D. P., Lockwood, C. M., and Williams, J. 2004. “Confidence limits for the indirect 

effect: Distribution of the product and resampling methods.” Multivariate Behavioural Research, 

39, 99–128.  

 

Mael, F. 2012. “When Your Top Performers Become Bored - Mael Consulting & Coaching. Mael 

Consulting & Coaching.” Retrieved 10 October 2016, from 

http://www.maelconsulting.com/2012/07/when-your-performers-become-bored/ 

 

Mann, S. 2012. “Boredom at the checkout Causes, coping strategies and outcomes of Workplace 

Boredom in a Supermarket setting.” Journal of Business & Retail Management Research, 6(2). 

 

Martinussen, M., & Richardsen, A. M. 2006. “Air traffic controller burnout: Survey responses 

regarding job demands, job resources, and health.” Aviation, space, and environmental medicine, 

77(4), 422-428. 

 

Maslach, C. 1993. Burnout: A multidimensional perspective. In W. B. Schaufeli, C. Maslach y T. 

Marek (Eds.), Professional burnout: Recent developments in theory and research (pp. 19-32). 

Washington, D.C.: Taylor & Francis.	Francis, xii, 299 pp. 

 

Maslach, C., & Jackson, S. E. 1986. MBI: Maslach Burnout Inventory; manual research edition. 

University of California, Palo Alto, CA. 

 

Maslach, C., Jackson, S. E., & Leiter, M. P. 1996. Maslach burnout inventory manual. Mountain 

View, CA: CPP. Inc., and Davies-Black. 

 



 33 

Matthews, K.A., Räikkönen, K., Everson, S.A., Flory, J.D., Marco, C.A., Ownes, J.F. and Lloyd, 

C.E. 2000. “Do the daily experiences of healthy men and women vary according to occupational 

prestige and work strain?” Psychosomatic Medicine, 62, 346–353.  

 

McBain, W. N. 1961. “Noise, the arousal hypothesis, and monotonous work.” Journal of Applied 

Psychology, 45(5), 309. 

Meyer, J. P.  & Allen, N. J. 1990. “The measurement and antecedents of affective, continuance and 

normative commitment to the organization.” Journal of occupational psychology, 63(1), 1-18. 

 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. 2002. “Affective, continuance, and 

normative commitment to the organization: A meta-analysis of antecedents, correlates, and 

consequences.”  Journal of Vocational Behavior, 61(1), 20–52. 

 

Meyer, J., & Allen, N. 1997. Commitment in the workplace: Theory, research, and application.  

Thousand Oaks, CA: Sage. 

 

Morgeson, F. P., & Humphrey, S. E. 2006. “The Work Design Questionnaire (WDQ): developing 

and validating a comprehensive measure for assessing job design and the nature of work.” Journal 

of applied psychology, 91(6), 1321. 

 

O'Hanlon, J. F. 1981. “Boredom: Practical consequences and a theory.” Acta psychologica, 49(1), 

53-82. 

 

Perrewé, P.L., Hochwarter, W.A., Rossi, A.M., Wallace, A., Maignan, I., Castro, S.L., Ralston, 

D.A., Westman, M., Vollmer, G., Tang, M. & Wan, P. 2002. “Are work stress relationships 

universal? A nine-region examination of role stressors, general self-efficacy, and burnout.” Journal 

of International management, 8(2), 163-187. 

 

Pines, A. 1993. Burnout: An existential perspective. In W. B. Schaufeli, C. Maslach, T. Marek 

(Eds.), Professional burnout: Recent developments in theory and research (pp. 19-32). Washington, 

D.C.: Taylor & Francis. 



 34 

Podsakoff, P. M., Williams, L. J., & Todor, W. D. 1986. “Effects of organizational formalization 

on alienation among professionals and nonprofessionals.” Academy of Management Journal, 29(4), 

820-831. 

Reijseger, G., Schaufeli, W. B., Peeters, M. C., Taris, T. W., van Beek, I., & Ouweneel, E. 2013. 

“Watching the paint dry at work: Psychometric examination of the Dutch Boredom Scale”.  

Anxiety, Stress & Coping, 26(5), 508-525. 

 

Rothlin, P., & Werder, P. R. 2007. Die Boreout-Falle. Wie Unternehmen Langeweile und Leerlauf 

vermeiden. Munich: Redline 

 

Saipanish, R. 2003. “Stress among medical students in a Thai medical school.” Medical teacher, 

25(5), 502-506. 

 

Schaufeli, W. B., & Bakker, A. B. 2004. “Job demands, job resources, and their relationship with 

burnout and engagement: A multi-sample study.” Journal of organizational Behavior, 25(3), 293-

315. 

 

Schaufeli, W. B., & Buunk, B. P. 2003. “Burnout: An overview of 25 years of research and 

theorizing.” The handbook of work and health psychology, 2, 282-424. 

 

Schaufeli, W. B., & Salanova, M. 2007. “Efficacy or inefficacy, that's the question: Burnout and 

work engagement, and their relationships with efficacy beliefs.” Anxiety, Stress, and Coping, 20(2), 

177-196. 

 

Schaufeli, W. B., Martinez, I. M., Pinto, A. M., Salanova, M., & Bakker, A. B. 2002. “Burnout and 

engagement in university students a cross-national study.” Journal of cross-cultural psychology, 

33(5), 464-481. 

 

Schaufeli, W. B., Maslach, C. E., & Marek, T. E. 1993. Professional Burnout: recent developments 

in theory and research. Milton Park: Taylor & Francis. 

 



 35 

Schaufeli, W., & Enzmann, D. 1998. The burnout companion to study and practice: A critical 

analysis. Boca Raton: CRC press. 

 

Schyns, B., & von Collani, G. 2002. “A new occupational self-efficacy scale and its relation to 

personality constructs and organizational variables.” European Journal of Work and 

Organizational Psychology, 11(2), 219-241. 

 

Shepherd, C. D., Marchisio, G., Morrish, S. C., Deacon, J. H., & Miles, M. P. 2010. 

“Entrepreneurial burnout: Exploring antecedents, dimensions and outcomes. Journal of research 

in marketing and entrepreneurship.” 12(1), 71-79. 

 

Smith, R. P. 1981. “Boredom: A review.” Human Factors: The Journal of the Human Factors and 

Ergonomics Society, 23(3), 329-340. 

 

Soares, L. 2011. “The ‘Personalization’ of Higher Education”. Retrieved 16 October 2016, from 

https://www.americanprogress.org/issues/economy/report/2011/10/04/10484/the-personalization-

of-higher-education/ 

 

Theorell, T., & Karasek, R. A. 1996. “Current issues relating to psychosocial job strain and 

cardiovascular disease research.” Journal of occupational health psychology, 1(1), 9. 

 

Tiberio, M. 2015. “Bore-Out: when boredom at work is making you sick.” Mdh.co.uk. Retrieved 

1 October 2016, from http://www.mdh.co.uk/bore-out-when-boredom-at-work-is-making-you-

sick/ 

 

Tofi, T., Flett, R., & Timutimu-Thorpe, H. 1996. “Problems faced by Pacific Island students at 

university in New Zealand: some effects on academic performance and psychological wellbeing.” 

New Zealand Journal of Educational Studies, 31(1), 51-59. 

 

Toppinen-Tanner. S. 2011. “Process of burnout: structure, antecedents, and consequences” 

(Doctoral dissertation, Tesis inédita de doctorado). University of Helsinki, Faculty of Behavioural 



 36 

Sciences, Institute of Behavioural Sciences. Retrieved 7 October 2016, from 

https://helda.helsinki.fi/bitstream/handle/10138/26491/processo.pdf 

 

Weber, A., & Jaekel-Reinhard, A. 2000. “Burnout syndrome: a disease of modern societies?” 

Occupational medicine, 50(7), 512-517. 

 

Winefield, H. R. 1993. “Study-work satisfaction and psychological distress in older university 

students.” Work & Stress, 7(3), 221-228. 

 

Winefield, H. R., Gill, T. K., Taylor, A. W., & Pilkington, R. M. 2012. “Psychological well-being 

and psychological distress: is it necessary to measure both?” Psychology of Well-Being: Theory, 

Research and Practice, 2(1), 1. 

 

World Bank. 2016. “Gross enrolment ratio, tertiary, both sexes (%) | Data. (2016). 

Data.worldbank.org.” Retrieved 18 October 2016, from 

http://data.worldbank.org/indicator/SE.TER.ENRR?end=2013&start=1970&view=chart 

 

World Higher Education Database (2016). “Search Results – WHED – IAU's World Higher 

Education Database”. Whed.net. Retrieved 13 October 2016, from 

http://www.whed.net/results_institutions.php 

 

Zaniboni, S., Truxillo, D. M., & Fraccaroli, F. 2013. “Differential effects of task variety and skill 

variety on burnout and turnover intentions for older and younger workers.” European Journal of 

Work and Organizational Psychology, 22(3), 306-317. 

 

Zapf, D., Vogt, C., Seifert, C., Mertini, H., & Isic, A. 1999. “Emotion work as a source of stress: 

The concept and development of an instrument.” European journal of work and organizational 

psychology, 8(3), 371-400. 


