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Abstract

Work engagement’s relation with burnout intensively concerns the research community. A
plethora of works has tried to interpret the kind of correlation of the above structures with
reference to their structural elements and phenomena deriving from their common causal
network. Therefore, in this research, the correlation between work engagement and burnout is
investigated via their main structural elements and on the basis of job satisfaction’s
interpretive role. For this purpose, the responses of 561 employees from various economic
sectors in Greece, were analyzed using path analysis after the data had first been approached
via item response theory. Job satisfaction’s interpretive role appeared to be of importance in
regards to the positive sign of the correlation between work engagement and burnout as
emerged in this work. The intrinsic job satisfaction’s positive effect on both constructs that is
burnout and work engagement, also arose as a research outcome, while the extrinsic job
satisfaction appeared to operate positively to work engagement and negatively to burnout,
regulating in this way the overall correlation exerted, therefore giving rise to theoretical and
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practical implications.
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1. Introduction

The relationship between burnout and work engagement is still under consideration (Leon et
al., 2015) as the two concepts seem to be highly correlated, representing in parallel topics of
intense interest both in practice and theory (Halbesleben et al., 2009; Maricutoiu et al., 2017).
Burnout and work engagement have crucial results for employees’ health and organizational
performance (Christian et al., 2011; Maricutoiu et al., 2017; Taris, 2006) where their success
derives from the mechanisms that fully extract the benefit of human resources’ abilities,
knowledge and skills (Butakor et al., 2021; Poloski Voki¢ & Hernaus, 2015).

With respect to the comprehension of these essential constructs, a plethora of remarkable
approaches were given genesis. Certain regard burnout and work engagement as connected,
opposite ends on a continuum arising from the same measure while other interpretations
consider burnout and work engagement as independent states, interrelated though,
consequently requiring different measurement tools (Cole et al., 2012; Gonz8ez-Romaet al.,
2006; Leon et al., 2015; Maslach & Leiter, 1997; W. B. Schaufeli & Bakker, 2004b).

In total, the research is developed via various approaches towards burnout and work
engagement relationship (Bakker & Leiter, 2010; Maslach & Leiter, 1997), with the purpose
to comprehend the phenomena and their relationship in terms of both similarities and
differences. In regards to the latter, the dialectical theory can accommodate the dynamics of
the correlation (Leon et al., 2015) as it concerns opposite realities that interact to approach
truths, involving the discussion and resolution of opposing arguments (Baxter & Montgomery,
1996).

Burnout includes three main structural elements, namely emotional exhaustion — depletion of
emotional resources, employees feel they can no longer offer at a psychological level -, low
personal accomplishment - a sense of reduced self-efficacy, self-confidence at work -
(Maslach & Jackson, 1981), and depersonalization - negative, cynical or distant attitude in the
context of work itself and of the interpersonal relationships within it -, (Marek et al., 2017; W.
B. Schaufeli et al., 2009). It is noted that the dimensions of exhaustion and cynicism are
considered essentials to burnout (Green et al., 1991; Lee & Ashforth, 1996; Maricutoiu et al.,
2017).

In regards to work engagement, it suggests a positive, affirmative and rewarding mentality,
manifested through its three structural elements, that is absorption -continuous maintenance
of complete, deep concentration and control over work-, vigor -high levels of spiritual
strength and energy in the work environment, effort to invest in work and will to persevere in
difficult situations-, and dedication -a sense of importance and enthusiasm for work,
inspiration, pride and contemplation of work as a challenge- to work (Bakker & Bal, 2010;
Butakor et al., 2021). However, vigor and dedication are viewed as the central elements of
work engagement (W. B. Schaufeli et al., 2008; W. Schaufeli & Salanova, 2011).

25 http://ijhrs.macrothink.org



\ MacrOthlnk International Journal of Human Fiegg;r%elssg%%lse;
- ™
A Institute 2021, Vol. 11, No. 4

Nevertheless, according to Maslach and Leiter (1997), work engagement was defined based
on the ground of energy, involvement, and absorption as opposed to burnout’ three
dimensions, exhaustion, cynicism/depersonalization, and efficacy, respectively. In terms of
this logic, it was argued the utility of Maslach Burnout Inventory (MBI) to measure both
phenomena -work engagement and burnout-, where low values of exhaustion and cynicism
combined with high values of efficacy indicate work engagement (Leon et al., 2015; Maslach
& Leiter, 1997). Consequently, it was emphasized that work engagement and burnout
constitute two opposite constructs (Cole et al., 2012; Maricutoiu et al., 2017) and thus the
former reflects the desired purpose of any intervention in terms of burnout (Maslach et al.,
2012; Narainsamy & Van Der Westhuizen, 2013). On the other hand, research shows that
burnout and work engagement are interconnected structures, constituting through different
forms of employee well-being (Maricutoiu et al., 2017; W. Schaufeli & Salanova, 2014).

In terms of the predictors of work engagement, control over work, salary, recognition,
support, justice, and the compatibility of values with the working requirements, are
considered as central (Crawford et al., 2010; Maslach & Leiter, 1997); the psychological
conditions of meaning at work that is safety and availability are also of significance
(Crawford et al., 2010; Kahn, 1990).

Like work engagement, job satisfaction constitutes a positive situation (Hakanen et al., 2018)
with its concept referring to an attitude that reflects the positive or negative feelings of the
individual towards his/her work, colleagues and work environment (Hegar, 2011; Sudibjo &
Sutarji, 2020). Based on Hirschfeld’s (2000) approach, job satisfaction expresses the extent to
which people enjoy their job (Hirschfeld, 2000; Rothmann, 2008), while according to Granny,
Smith and Stone (1992) it expresses a reaction to work, proceeding from the comparison
between the actual and the expected results (Granny et al., 1992; Rothmann, 2008).

Job satisfaction is considered as a multidimensional structure composed of an exogenous and
endogenous component; thus, the intrinsic job satisfaction has to do with the feelings of
employees about the nature of their job duties while the extrinsic job satisfaction reflects the
feelings about parameters of the work situation that are external to their job duties (Hirschfeld,
2000; Rothmann, 2008).

In other words, the intrinsic job satisfaction is viewed to relate to an individual's success to
perform his/her work properly stemming from the presence of an internal factor related to job
satisfaction with the characteristics of the work itself. In contrast, the extrinsic job
satisfaction represents job satisfaction because of the influence of an external factor such as
the individual’s reward through salary, appreciation or recognition of success, and generally
the things gained from the performance of his/her work (Novitasari et al., 2020). Indicatively,
intrinsic, and extrinsic elements of job satisfaction can be approached via the Minnesota Job
Satisfaction Questionnaire, (Weiss et al., 1967), where the intrinsic job satisfaction
encompasses working aspects inherent to the very nature of it and are initially experienced by
the employee on an internal level (sense of achievement, challenge). In the same line of
argument, extrinsic job satisfaction relates to aspects external to the nature of the work
(working conditions, job safety) (Golbasi et al., 2008).
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Nevertheless, the association of burnout with work engagement is characterized by
complexity, as the two constructs appear to influence work behavior and interaction
independently, including work performance and absence (Halbesleben et al., 2009; Hoxsey,
2010; James K. Harter et al., 2002; Leon et al., 2015). Due to the above complexity, the
relationship between burnout and work engagement is under constant discussion (Cole et al.,
2012; Leon et al., 2015; W. B. Schaufeli & Bakker, 2010) and therefore several triggers are
offered towards the clarification of the correlation, operation, and differentiation of the
mechanisms between the two constructs (Cole et al., 2012; Leon et al., 2015).

Indeed, for the above distinct forms of employee well-being that is burnout, work
engagement, and job satisfaction, very little is known about how they interact over time
(Hakanen et al., 2018). The consideration of employee well-being as a multidimensional
issue trapping subtle differentiation in work experiences induces the existing complication.
Meanwhile, job satisfaction, burnout, work stress, and work engagement are crucial aspects
of employees’ emotional well-being (Cropanzano & Wright, 2001; Rothmann, 2008). In this
context, it might be useful to clarify the independence of the above dimensions or their
relevance as parts of a more general dimension(Cropanzano & Wright, 2001; Rothmann,
2008).

Towards this direction, based on Rothmann’s (2008) approach of burnout, stress, job
satisfaction and work engagement as dimensions of employee’s well-being, it emerged the
need for similar studies being conducted in a variety of work environments (Narainsamy &
Van Der Westhuizen, 2013; Rothmann, 2008). In the same line of argument, burnout
-exhaustion and cynicism-, work engagement -vigor and dedication-, work stress -job
demands and lack of job resources- and job satisfaction were examined in terms of the
four-factor model of employee well-being (Narainsamy & Van Der Westhuizen, 2013).
Additional research has focused thoroughly on the interconnection between the above
structures (Hagaard et al., 2012; W. B. Schaufeli & Bakker, 2004a; Van der Colff &
Rothmann, 2009).

In the light of the previous approaches, the aim of the present work is to examine the
relationship between burnout and work engagement under the spectrum of their common
causal network related to job satisfaction, along with their structural elements’ interactions.

Consequently, the following research questions arise:

1) Which are the inter-correlations developed between the constructs of job satisfaction and
work engagement on the level of their structural elements?

2) Which are the inter-correlations developed between the constructs of job satisfaction and
burnout on the level of their structural elements?

2. Methodology

The present survey was conducted in December 2019 and the target group was the general
working population from various economic sectors in Greece. Thus, 1495 questionnaires
were distributed of which 561 were valid and weighted by geographical distribution. The
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questionnaires enclosed indeed the purpose of the study and the statement of confidentiality
and anonymity of the answers.

For the weighting of the sample in terms of geographical distribution, the data of the 2011
census was used based on Table BO1 of the Hellenic Statistical Authority concerning fixed
population by gender and age groups -from 15 to 67 years old-, (Hellenic Statistical Authority,
2011). Table 1 shows the gender and the age of the sample.

Table 1. Gender and age of the sample

Total Percentage

Age Total F M F M
15-19 36 22 14 0.61 0.39
20-24 171 91 80 0.53 0.47
25-29 74 29 45 0.39 0.61
30-34 53 21 32 0.40 0.60
35-39 26 11 15 0.42 0.58
40-44 50 28 22 0.56 0.44
45-49 61 35 26 0.57 0.43
50-54 58 25 33 0.43 0.57
55-59 28 7 21 0.25 0.75
60-64 3 1 2 0.33 0.67
65+ 1 1 0 1.00 0.00
Total 561 271 290 0.48 0.52

The sectors according to the standard of the Statistical Economic Classification of Economic
Activities of 2008 of the Hellenic Statistical Authority based on the analogous economic
classification NACE rev.2 of the European Union are presented in Table 2, (Hellenic
Statistical Authority, 2011).
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Table 2. Frequencies of the sample according to the economic sectors

Economic classification of economic activities Freq % Total 9% Total
Cum.
Other service activities 118 21.03 21.03
Wholesale and retail trade, repair of motor vehicles and motorcycles 58 10.34 31.37
Education 55 9.80 41.18
Arts, entertainment and recreation 42 7.49 48.66
Accommodation and catering 41 7.31 55.97
services
Human health and social work 34 6.06 62.03
activities
Construction 29 5.17 67.20
Financial and insurance activities 27 4.81 72.01
Professional, scientific and technical activities 27 4.81 76.83
Transport and storage 20 3.57 80.39
Public administration and defense 19 3.39 83.78
Agriculture, forestry and fisheries 18 3.21 86.99
Administrative and support 16 2.85 89.84
activities
Information and communication 15 2.67 92,51
Supply of electricity, gas, steam and air conditioning 13 2.32 94.83
Processing 9 1.60 96.43
Activities of households as employers (domestic helpers, 8 1.43 97.86
concierges, babysitters, chauffeurs, gardeners, home teachers)
Real estate management 4 0.71 98.57
Mining and quarrying 3 0.53 99.11
Activities of non-judicial organizations and bodies (e.g. the 3 0.53 99.64
European Union, the IMF, the OECD, the UN, etc.)
Water supply, wastewater treatment, waste management and 2 0.36 100.00
remediation activities
Total 561 100.00 100.00

In regard to the structure of the questionnaire the following parts are included:
e Demographic data (gender, age, education, marital status).

e Data on employment status (type of work, job position, supervisory or coordinating role,
work experience, economic sector of work, average daily working hours).

e The Minnesota Job Satisfaction Questionnaire short form (MSQsf) was used to assess
job satisfaction indicating how satisfied or dissatisfied are the respondents with their work
(Weiss et al., 1967). It measures aspects of intrinsic and extrinsic satisfaction’s dimensions
and the overall satisfaction level. It encompasses 20 questions evaluated on a 5-point scale
ranging from very dissatisfied to very satisfied. MSQsf measures predominantly extrinsic job
satisfaction (6 items) — measuring environmental or extrinsic reinforcement factors (company
policy and practice, working conditions, supervision, colleagues, insurance, human relations
and leadership, wages) - and intrinsic job satisfaction (12 items) — measuring intrinsic
reinforcement factors (type of work, achievement and ability utilization, recognition, feelings
of independence; authority and responsibility; moral values, creativity and success) -, with
the remaining 2 out of 20 questions employed only for the general scale (Tarcan et al., 2017;
Weiss et al., 1967). Cronbach-a is 0.93 in total, 0.78 for extrinsic job satisfaction and 0.90 for
intrinsic job satisfaction.
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e The Utrecht Work Engagement Scale (UWES17) (W. B. Schaufeli et al., 2002; W. B.
Schaufeli & Bakker, 2004b) was employed to assess work engagement by 17 items and
7-point scale from 0-“never” to 6-“daily”. UWESI17 items are categorized into three
subscales expressing work engagement’s three dimensions that is vigor (VI 6 items),
dedication (DE 5 items) and absorption (AB 6 items). High values on dedication, vigor and
absorption show high values of work engagement. Cronbach’s alpha is greater than 0.7 in all
categories that is total 0.95, for dedication 0.89, vigor 0.85 and for absorption 0.81.

e The Maslach Burnout Inventory (MBI) (Kokkinos, 2006; Maslach et al., 1986; Maslach
& Jackson, 1981) assesses the level of burnout using a 7-point scale from 0-“never” to
6-“daily”. The Maslach Burnout Inventory-Human Services Survey (MBI-HSS) is composed
of the following sub-scales: emotional exhaustion (9 items), personal accomplishment (8
items), and depersonalization/cynicism (5 items). High values on exhaustion and
depersonalization combined with low values on personal accomplishment are indicative of
burnout. For the calculation of burnout score exclusively, personal accomplishment’s items
were reversed. The internal relevance coefficient is 0.86 and for the subscales is 0.73 for
emotional exhaustion, 0.6 for depersonalization, and 0.77 for personal accomplishment.

The way the score is usually calculated in the constructions examined -burnout, work
engagement and job satisfaction-, as well as in their structural elements is expressed as the
sum of the scores of their items divided by the number of them and therefore, they follow the
rules of Classical Test Theory (CTT) which is though characterized by certain disadvantages
(Embretson & Reise, 2013; Zanon et al., 2016). These disadvantages can be addressed using
Item Response Theory (IRT) (De Ayala, 2013; Kamata & Bauer, 2008) that can be applied
with great success to Likert scale data (Ligtvoet et al., 2010). The invariance property
consists of the most significant property of IRT, that is the latent characteristic’s levels for the
examinee are independent of the questions he/she is asked to answer and respectively the
parameters of the questions are also independent of a specific sample (Embretson & Reise,
2013; Reise, 2014). The invariance property permits researchers to link in an effective way
diverse measurement scales of the same characteristic and compare examinees even if they
answered on different questionnaires (Bortolotti et al., 2013; Embretson & Reise, 2013;
Zanon et al., 2016). For the above reasons and for the purpose of this work, all indices’
measurements of the structures examined have been calculated via IRT.

In the framework of the research methodology was used additionally path analysis as is
considered the core of multi-factorial statistical analysis on the basis of causality's concept
(Kamata & Bauer, 2008; Kline, 2015). In the context of the present study the following
abbreviations were used to illustrate the structural elements examined: (ENG) work
engagement, (eVI) vigor, (eDE) dedication, (eAB) absorption, (BU) burnout, (bEE)
emotional exhaustion, (bPA) personal accomplishment, (bCY) depersonalization/cynicism,
(SAT) job satisfaction, (SINT) intrinsic job satisfaction, (SEXT) extrinsic job satisfaction.

In regards to the limitations of the present research, it can be mentioned that the responses
come from younger age groups and therefore the factors influenced by the specific age
groups may be more prominent. Additionally, the research was addressed to the general
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population of employees and therefore to different occupational categories resulting in the
analysis of the findings as a whole and not individually in each economic sector. Moreover,
from Table 2 can be noticed that most employees in Greece are occupied in human services
domains (Hellenic Statistical Authority, 2011). This can constitute a limitation of the research
under the rationale that more responses deriving from non-human services sectors would add
more, particularly compared to countries where employment in diverse non-human economic
activities exists to a greater extent. Nevertheless, in terms of the above limitations’ alleviation,
IRT was employed for its invariance property where the sample-independent evaluation
procedure exists.

3. Numerical Results

The statistical package R, (R Core Team, 2021), was used for data processing. In particular,
libraries psych and summarytools were used for univariate analysis (Comtois, 2021; Revelle,
2021), factoMineR, GPArotation libraries for factor analysis (Bernaards & Jennrich, 2014;
Husson et al., 2020), lavaan, semPlot, metaSEM for path analysis models (M. Cheung, 2021;
M. W.-L. Cheung, 2015; Epskamp, 2019; Rosseel, 2012; Rosseel et al., 2021) and the
libraries readr, ggplot2, knitr for data visualization (Wickham et al., 2021; Wickham & Hester,
2021; Xie, 2021).

Table 3 presents the basic statistical indicators of the examined constructs’ structural elements.
It indicates that the level of work engagement (0.509) is slightly higher than the level of
burnout (0.483). In addition, the level of job satisfaction (0.417) appears lower than work
engagement’s (0.509) and that of burnout (0.483) and below the average. In addition, it can
be observed that vigor (0.523) tends to increase the mean value of work engagement (0.509)
while dedication (0.494) and absorption (0.494) tend to decrease it. In terms of burnout, the
average is increased by emotional exhaustion (0.556) while diminished by personal
accomplishment (0.437).

Table 3. Descriptive statistics of the constructs’ structural elements

Structural element n mean sd skewness Kkurtosis se
ENG 561 0.509 0.321 -0.065 -1.423 0.014
eVI 561 0.523 0.327 -0.129 -1.466 0.014
eDE 561 0.494 0.358 -0.004 -1.589 0.015
eAB 561 0.494 0.272 -0.042 -1.226 0.011
BU 561 0.483 0.289 0.246 -1.203 0.012
bEE 561 0.556 0.178 0.049 -0.831 0.008
bPA 561 0.437 0.224 0.293 -1.030 0.009
bCY 561 0.456 0.216 0.185 -1.031 0.009
SAT 561 0.417 0.225 -0.003 -1.014 0.009
SINT 561 0.414 0.237 -0.044 -1.098 0.010
SEXT 561 0.482 0.242 -0.094 -1.049 0.010
ENG 561 0.509 0.321 -0.065 -1.423 0.014

Table 4 illustrates the correlations of work engagement, burnout and job satisfaction and their
structural elements respectively. It can be noticed that work engagement, burnout and job
satisfaction develop positive correlations between them.
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Figures 1-7 depict path analysis models encompassing root mean square error of
approximation (RMSEA) that equals to 0.035, comparative fit index (CFI) that equals to
0.941, and Tucker—Lewis index (TLI) that equals to 0.912.

Table 4. Correlations of work engagement, burnout and job satisfaction and their structural
elements

ENG eVl eDE eAB BU bEE bPA bCY SAT SINT

ENG
evi 0.93***
eDE 0.94***  (.80***

eAB 0.90***  0.80***  0.78***

BU 0.34***  (0.35%**  0.35%**  (.29***
bEE 0.06 0.04 0.09* 0.09* 0.77***
bPA -0.51*%**  -0.52*%**  -0.49%**  -0.42***  -0.77***  -0.40***

bCY 0.21***  0.23***  0.21***  0.16***  0.77***  0.45%**  -0.44***
SAT 0.55***  0.49*%**  0.56***  (0.45*%**  (.22%** 0.02 -0.35%**  0.15%**
SINT 0.56***  0.50***  0.57***  0.46***  0.26*** 0.04 -0.38***  0.18***  0.96***

SEXT 0.39***  0.33***  0.40***  (0.33*** 0.09* -0.05 -0.19%** 0.05 0.84***  0.68**

In Figure 1, it can be observed that job satisfaction has a positive effect on both work
engagement (0.55) and burnout (0.22). The first is much stronger than the later but the
positive effect of job satisfaction on burnout is still noted. It is also noteworthy that within the
part of work engagement and burnout not interpreted by the effect of job satisfaction, a
positive (0.27) correlation between them emerges.

Figure 2 indicates that the extrinsic job satisfaction does not show a statistically significant
correlation with work engagement as opposed to the intrinsic job satisfaction that exerts
positive (0.54) correlation to work engagement.

Figure 3 indicates the effect of extrinsic and intrinsic job satisfaction to work engagement via
the structural elements of the latter. In particular, it is illustrated that in terms of the work
engagement’s structural elements, dedication shows the greatest positive (0.58) effect,
followed by vigor (0.44) and lastly by absorption (0.36). In addition, examining how intrinsic
job satisfaction positively mediates the effect on work engagement’s structural elements, it
emerges that the greatest effect is exerted mainly via dedication (0.55) and vigor (0.52) and
then via absorption (0.44). It is also observed that extrinsic job satisfaction does not exert a
statistically significant influence on the structural elements of work engagement.

According to the effect of job satisfaction on burnout, from Figure 4 it is noted that the
intrinsic job satisfaction is positively correlated with burnout (0.36) while the extrinsic job
satisfaction exerts a negative (-0.15) correlation with the latter. Because of the fact that the
effect of intrinsic job satisfaction is greater than the effect of the extrinsic, the overall
correlation of job satisfaction with burnout emerges with a positive sign.
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Figure 5 illustrates the effect of extrinsic and intrinsic job satisfaction on burnout via the
latest’ structural elements. Therefore, the intrinsic job satisfaction exerts a positive effect on
burnout via mainly personal accomplishment. On the contrary, extrinsic job satisfaction
appears to develop a negative correlation with approximately equal - in absolute values-
loadings with all burnout’s structural elements.

It follows the coexistence of burnout and work engagement as dependent variables along with
their structural elements, employing extrinsic and intrinsic job satisfaction as interpretive
variables.

Figure 6 illustrates that intrinsic job satisfaction exerts greater positive (0.54) effect on work
engagement compared to burnout (0.36). On the contrary, extrinsic job satisfaction appears to
develop a weak negative (-0.15) influence on burnout while it exerts no statistically
significant influence on work engagement.

As a union of Figures 3 and 5, Figure 7 presents the interrelations of extrinsic and intrinsic
job satisfaction with burnout and work engagement’s structural elements.

BU

— \

SAT

.5\ /

ENG

Figure 1. Model of job satisfaction with burnout and work engagement
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Figure 3. Model of internal and extrinsic job satisfaction with work engagement via its
structural elements
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Figure 4. Model of internal and extrinsic job satisfaction with burnout
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Figure 5. Model of internal and extrinsic job satisfaction with burnout via its structural
elements
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Figure 6. Model of internal and extrinsic job satisfaction with work engagement and burnout
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Figure 7. Model of internal and extrinsic job satisfaction with work engagement and burnout
via their structural elements
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4. Discussion

The purpose of this work was to examine the interactive connection between burnout and
work engagement under the spectrum of job satisfaction’s interpretive role. In addition, the
present study focused on the inter-correlations exercised by the structural components of the
above constructs, towards the clarification of the interconnections’ complexity along with the
decomposition of the functions’ complication, as they emerged.

Therefore, the numerical results of the present research indicated that the part of work
engagement and burnout not affected by a common set of causes related to job satisfaction
develops a positive correlation. In that sense, there may exist a ground of reasons independent
of job satisfaction exerting a positive effect on both phenomena that is burnout and work
engagement. This leads us to think that the relationship between burnout and work
engagement is not surrounded by a “fort” and therefore can maintain an unchanged sign
correlation but instead, there are perhaps external factors not relevant to job satisfaction, that
if prevail under the appropriate conditions, can change the correlation’s sign.

In regards to the above, according to Schaufeli and Bakker (2004), burnout and work
engagement represent more distinct situations where the connection is moderate to strongly
negative (W. B. Schaufeli & Bakker, 2004a) while on the other hand, where the two states are
considered as opposite ends of a single structure, the “neutral zone” where neither burnout
nor work engagement dominates, does not appear to be explained enough. In further, based
on the finding of this work where between burnout and work engagement a positive
correlation emerges, our thoughts are oriented towards the approach of the two phenomena as
not opposite poles of the same structure, whereas if the above correlation emerged with a
negative sign, then perhaps the scenario of two diametrically opposite ends could be
encouraged.

The approach of the above constructs like a dipole is neither encouraged by the findings of
Taris et al. (2017), where appears no contradiction between the states of burnout and work
engagement (Taris et al., 2017), neither as opposite ends in the common dipole (Russell &
Carroll, 1999). In the same line of argument, in the research of Crawford et al. (2010), the
phenomena examined are documented as discrete states (Crawford et al., 2010), with distinct
networks of conceptual effects (Crawford et al., 2010; Goering et al., 2017; W. B. Schaufeli
& Bakker, 2004a). In this way, common work elements can produce varying levels of burnout
and work engagement simultaneously experienced by employees (W. B. Schaufeli et al., 2008;
Timms et al., 2012).

Remaining on the issue of the positive sign of the correlation between burnout and work
engagement, we can recall the research of Goering et al. (2017) where a positive correlation
between the two structures emerged on average; the interpretation given is that the
relationship is probably more complex, for example -high power distance cultures- and thus,
it appears that there exists a combination of mediating factors affecting it (Goering et al.,
2017).

In regards to the mediating factors, job satisfaction’s role emerged in the present study of
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considerable significance in terms of the duality of its structural elements that is external and
internal satisfaction. In further, the negative correlation between burnout and work
engagement may occur mainly via the extrinsic job satisfaction’s negative effect on burnout
provided that it overweighs the positive effect exerted on burnout by the intrinsic job
satisfaction. Therefore, it seems that aspects of employees’ extrinsic job satisfaction, i.e.,
issues of the working situation external to the very nature of their work play a regulatory role
towards the overall negative or positive sign of the correlation between work engagement and
burnout.

In terms of the relationship between job satisfaction and work engagement, it appears that
they are constructs moderately correlated, that can be differentiated from each other under the
rationale that work engagement refers to a more active situation as opposed to job satisfaction
reflecting a less active state (Bakker & Oerlemans, 2011; W. B. Schaufeli, 2017).

In respect to the first research question of the present work, it emerged that the extrinsic job
satisfaction does not show a significant correlation with work engagement whereas the
intrinsic job satisfaction appears to have a positive correlation with the latter. That is,
internally satisfied employees tend to engage which means that the positive correlation is
based on the relationship between individuals’ work engagement and how they feel about the
very nature of their work. In other words, the “bond” between engagement to work and
internal satisfaction with work arises remarkably, evoking thoughts about how important it is
to have people who enjoy their work at its very nature, if work engagement is the desired goal.
Job satisfaction’s positive effect on work engagement was highlighted in the study by Sudibjo
& Sutarji (2020), and in the research of Goering et al. (2017) where emerged that on average,
work engagement relates to higher levels of job satisfaction; nevertheless, in the later study,
given the high degree of heterogeneity, there exist subgroups within the population where
high scores of work engagement led to lower scores of job satisfaction, witnessing a variety
of factors, many of which have not yet been addressed playing thought a regulatory role
(Goering et al., 2017; Sudibjo & Sutarji, 2020).

In the present study, examining the mediation mechanism of job satisfaction’s elements on
work engagement, it arose that intrinsic job satisfaction mediates the effect positively on all
three structural elements of work engagement, with the greatest influence being mediated
through dedication and vigor and lastly absorption. Thus, when the levels of an individual's
intrinsic job satisfaction are high -the employee is satisfied with the very nature of the work-,
then the mediation of the effect takes place primarily on the enthusiasm, perception of the
work as a challenge and effort to invest and overcome difficulties. Later on, the effect is
exerted on absorption.

In regards to the second research question posed in the present work, it emerged that intrinsic
job satisfaction is positively correlated with burnout while in the case of extrinsic job
satisfaction, the correlation appears negative. In this sense, the overall positive correlation of
job satisfaction with burnout can be interpreted under the assumption that the intrinsic job
satisfaction’s effect is greater than the influence exerted by the extrinsic job satisfaction. An
interpretation that could be given is that when the employee enjoys the very nature of his/her
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work, may devote more time working on it or invest more personal sources of energy and
therefore burnout may occur due to this excessive use of available personal resources. At this
point we can recall an additional concern referring to the time sequence of different
categories of employee well-being; indicatively, it has been highlighted that work
engagement is capable of leading to workaholism (Bakker et al., 2011) or to burnout
alternatively (Hakanen et al., 2018; W. Schaufeli & Salanova, 2011).

In the present study and on the level of the structural elements' mediation emerged that the
intrinsic job satisfaction exerts a positive effect on depersonalization/cynicism and emotional
exhaustion while negative -and greater in absolute values- on personal accomplishment, as
burnout’s structural components. On the other hand, the extrinsic job satisfaction emerged to
have a negative correlation with burnout with approximately equal loadings on absolute
values on all burnout’s structural elements. It seems therefore, that when the employee is
satisfied with aspects of the work external to the nature of it, this plays a deterrent role
towards burnout on the basis of all its structural elements. According to Rothmann (2008),
exhaustion and cynicism as burnout’s dimensions, and vigor and dedication of work
engagement, emerged to be significantly associated with both internal and external job
satisfaction (Rothmann, 2008). Based on the research by Tarcan et al. (2017) a negative
correlation emerged between job satisfaction and burnout’s structural elements (Tarcan et al.,
2017). In further, according to Kebapg¢1 & Akyolcu (2011), it emerged a positive correlation
between depersonalization and emotional exhaustion while job satisfaction and personal
accomplishment were significantly negative related (Kebap¢1 & Akyolcu, 2011; Tarcan et al.,
2017). Nevertheless, according to the research of Narainsamy and Van Der Westhuizen
(2013), exhaustion and cynicism have an important negative association with both intrinsic
and extrinsic job satisfaction and at the same time, a negative connection with vigor and
dedication. In addition, both vigor and dedication show positive correlation with both internal
and extrinsic job satisfaction (Narainsamy & Van Der Westhuizen, 2013).

In regards to all the above, in this work an effort was made towards the examination of job
satisfaction as an interpretive factor of work engagement and burnout. The main finding
reflects that the negative or positive correlation between burnout and work engagement lies in
the level of the employees’ extrinsic job satisfaction, that is how satisfied they are with the
aspects external to the very nature of their work. That is, the level of burnout is reduced while
work engagement is increased, mainly when the employee is satisfied with the aspects of the
work “not inherent” in it, but rather operating externally to the very nature of the work. These
aspects as presented in the introduction, could be for instance, the working conditions, the
salary, the job safety. On the other hand, in the case where the employees are satisfied with
the elements in regards to the nature of their work (likewise sense of achievement, level of
independence), it appears that the burnout’s level is increased along with work engagement. A
possible interpretation is that when the individual enjoys his/her work at the very nature of it
and at such a level leading him/her to additional emotional or physical investment or
exaggeration of the working hours, this may evoke or induce burnout. Nevertheless, the
existence of the intrinsic job satisfaction deriving from the joy from the very nature of the
work appears as connected with high levels of work engagement.
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The responses to the research questions posed in this work may be useful on a theoretical as
well as on a practical basis, despite the existing shortcomings. Meanwhile, in terms of future
research, other constructs like emotional intelligence could be examined as interpretive
variables of work engagement and burnout.

As for the contribution of the present work, we can recall that it is crucial on a theoretical and
practical level to examine the potential results of diverse types of employee well-being as
well as the comparisons between them (Hakanen et al., 2018). Particularly, in constructs like
burnout, work engagement, job satisfaction where, as described above, the complexity is
“inherent”, the analysis and the examination of their interrelationships can contribute towards
the decomposition of their structures along with the comprehension of their functions.

In respect to the latter, that is the contribution on a practical level, we take into consideration
that in contrast to the past where research was more focused on understanding pathology,
there is now a shift into exploring how positive aspects can be encouraged (Goering et al.,
2017; Seligman & Csikszentmihalyi, 2014); such as “how to reduce burnout” and “how to
increase work engagement” (Goering et al., 2017). With these thoughts, the present work
highlights along with the recognition of the intrinsic job satisfaction’s importance, the
significance of strengthening more the employee’s extrinsic job satisfaction in such a way
that empowers factors and encourages conditions that surround the “fort” of the very nature
of the work, for they seem to act simultaneously as a deterrent to burnout and as a boost to
work engagement.

As a synopsis, the enlightenment of the mediating factors existing on the spectrum of work
engagement and burnout is of considerable attention along with the decomposition of their
mechanism’s complexity. Therefore, the synthesis of the complete “picture” based on the
unceasing, thorough and even dialectical comprehension can impart to work development,
employee prosperity, and social well-being.
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