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Available studies insufficiently

explain the relationship between

work passion, well-being, orga-

nizational citizenship behavior

and cynicism among the

“millennials”. This study tests a

model on the role of work pas-

sion in turnover and explores

potentially mediating variables

like psychological well-being,

cynicism, turnover intention and

organizational citizenship be-

havior. The results show a pro-

longed influence of passion on

turnover intention. Path analy-

sis revealed that both psycho-

logical well-being and organiza-

tional citizenship behavior vari-

ables show full mediation be-

tween harmonious passion and

cynicism.
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Introduction

Millennials endorse confidence, civic

duty, achievement, sociability, morality, di-

versity, and street smart as their core val-

ues. They are perceived as team players

(Zemke, 2001) who seek employment in

organizations that honor an environment

of creating meaningful services and col-

laboration (Martin &Tulgan, 2002). An-

other line of research relates them as

potentially the most selfish and poorly

socialized generation compared to other

generational cohorts. Further, their nature

is construed to be self-absorbed, lazy,

entitled, narcissistic, and dependent

(Gallup, 2013). Some suggest that they

possess a range of undesirable personal-

ity traits that allegedly cause numerous

problems and limit development of desir-

able problem-solving skills. Further,

millennials value passion, balance, leisure,

and security in their work, which owes to

their feeling of ownership towards their

career (Gulyani & Bhatnagar, 2016). The

existing literature paves the way to the

present study wherein the work passion

of the millennial is studied in a given work

context to examine the outlining interven-
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tion mechanisms and any impact on out-

comes.

An implicit notion in the existing lit-

erature towards work passion denotes it

as an unequivocally valuable attribute that

organizations should strive to nurture

among employees.  Being apathetic and

impassionate will not lead to improved

performance (Ho et al., 2011). Although

the concept of passion at work has gained

overwhelming interest in the new millen-

nium, with a surge in the number of prac-

titioner articles stressing company ben-

efits from having passionate employees

(e.g., Moses, 2001; Boyatzis, McKee &

Goleman, 2002), a systematic research

is warranted. However, other than an-

ecdotal and speculative reports that pas-

sion can play a role in one’s job (e.g.,

Hill, 2002), there is a dearth of research

that links work passion to critical work

outcomes. An individual also perceives

work passion playing a vital role (Ho et

al., 2011; Vallerand et al., 2003) by show-

ing utmost priority in one’s work (Burke

& Astakhova, 2015). Albeit, studies with

respect to passion at work among

millennials are quite rare with the excep-

tion of a few (Neumann, 2006; Ho et al.,

2011).

Work passion is defined as an intense

interest an individual shows for work-re-

lated activities that can be ultimately re-

joiced concomitant with considerable in-

vestment of time and energy. The work

passion (WP) model is considered as dual

facets of harmonious and obsessive pas-

sion. These types of passion arise from

two different processes by which one’s

self-concept is proximally achieved by

way of internalization. Harmonious pas-

sion (HP) stems from the autonomous

internalization of an activity one is en-

gaged with and important to one’s self-

concept (Vallerand & Houlfort, 2003).

On the contrary, obsessive passion (OP)

refers to a controlled internalization of

an activity that creates an internal pres-

sure to engage in the prescribed activity

without any willingness. Due to two dif-

ferent sets of passions existing in the lit-

erature the outcome, too, is dual in na-

ture. HP generally produces healthy ad-

aptation and consequently positive work

outcomes, whereas OP ‘‘thwarts it by

causing negative affect and rigid persis-

tence’’ (Vallerand et al., 2003) thereby

causing unnecessary imbalances with the

environment.

Past research on work passion suf-

fers from certain limitations in the Indian

context. Firstly, studies on passion of

millennials as an independent variable

explaining work-related behaviors like

organizational citizenship, well-being,

cynicism and turnover intention are

mostly sparse except for a few (Houlfort

et al., 2014; Gaan, 2014; Gulyani &

Bhatnagar, 2017; Gaan & Mohanty,

2018). Secondly, the past research re-

ports that work passion as an indepen-

dent variable, shares only a distal rela-

tionship with work behavior like burnout

(Ho et al., 2011; Vallerand et al., 2011).

However, the role of passion among

millennials in the Indian work setting has

been investigated as a mediating mecha-

nism explaining the relationship between

attitude and work-related behavior

(Gulyani & Bhatnagar, 2017). Thirdly, one

phenomenon readily seen is a millennial
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tendency to move from one job to an-

other which is termed as turnover inten-

tion (TI) (Sourceright, 2016). The lack

of job satisfaction, work engagement and

the weakness of passion are predominant

factors causing turnover intention (TI)

(Rui-Han Teoh et al., 2016; Houlfort et

al., 2014). There is little formal research

which has unfolded the relationship be-

tween dual-pronged passion and its po-

tential outcome like TI among millennials.

Fourthly, work conflict occurs when the

work passion is unable to balance with

work environment expectations. This

occurrence is more prevalent with OP (in

contrast to HP). Therefore, work pas-

sion will be significantly associated with

well-being of the millennial. The latter in

turn would mitigate the cynicism and sub-

sequently TI in which the prior research

again lacks the representation of phenom-

enon with millennials in the Indian con-

text (Gulyani & Bhatnagar, 2017). Fifthly,

millennials are socially conscious and

politically engaged (Milkman, 2016) and

are thereby creating an environment of

organizational citizenship behavior that

sees organizations as socially responsible

entities. As long as passion sustains and

entangles the person in organizational

citizenship behavior it assures high en-

gagement levels which in turn may miti-

gate cynicism. Previous studies in these

areas are insufficient to generalize any

conclusions on the relationships between

passion, organizational citizenship behav-

ior and cynicism among millennials

(Vallerand et al. 2003; Edwards &

Rothbard, 2000; Burke et al., 2015).

Dualistic Model of Passion (DMP)

With the inclusion of positive psychol-

ogy into mainstream psychology, human

psychology no longer suffers from the

pathology and deficit that so often forms

a person’s understanding of it (Snyder &

Lopez, 2011). The sole theoretical model

proposed by Vallerand and his colleagues

(2003; 2006; 2007;2008) that underpins

positive psychology is the Dualistic Model

of Passion (DMP) which argues that

one’s intense involvement in specific ac-

tivities can result in well-being (Vallerand

et al., 2003; Vallerand, 2010). They de-

fined passion in line with Self-Determi-

nation Theory (SDT), which states that

intense investment in any activity is not

only construed from a quantifiable aspect

(to various degrees) but also from a quali-

tative aspect in which passion may be

either harmonious or obsessive (Deci &

Ryan, 1985; 2000). This intense psycho-

logical involvement in an activity acts in

unison with one’s identity. HP denotes

intense psychological investment in an

activity of interest that are rejoiced and

internalized automatically. Subsequently,

person establishes harmony with other

peripheral activities surrounding life, fac-

ing any overbearing of such activities. In

contrast, OP involves a person’s intense

involvement in activities arising out of

internal and external pressures. This re-

sults in overbearing and the individual

thereby loses balance with peripheral

activities (Deci & Ryan, 2000; Vallerand

et al., 2003).

The lack of job satisfaction, work

engagement and the weakness of

passion are predominant factors

causing turnover intention
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In the same parlance, Gaan (2014)

also posited about the dual facets of pas-

sion, which is in coherence with the

proposition made by Vallerand and col-

leagues. The intriguing role of work ru-

mination is reported to have both con-

structive and unconstructive outcomes

(Watkins, 2008) based on its classifica-

tion: problem solving or depressive rumi-

nation. Thus, the triadic combination of

cognitions (work cognition), affects

(work affects), and behaviors (work ru-

mination) may be manifested in the dual-

istic nature of WP (Gaan, 2014). Although

it is a scientifically valid and tested con-

struct, this combination exists in the In-

dian context. However, the construct

designed by Vallerand and his colleagues

shows robust measurement examined in

many cultures (Zito & Colombo, 2017).

WP & Organization-Focused

Outcomes

It is commonly accepted in the pas-

sion literature that disposition of HP leads

to more positive outcomes owing to its

adaptive nature, whereas OP results in

fewer positive and more negative out-

comes owing to its poorly adaptive be-

havior. In the view of Vallerand et al.

(2003) HP is demonstrated as the pas-

sion that makes life ‘‘worth living”. The

voluntary acceptance to engage in a par-

ticular activity allows one to rejoice with

the associated benefits. This inevitably

tends to positive work consequences

(Vallerand & Houlfort, 2003). Con-

versely, OP spins high-engagement ac-

tivities that are both time consuming and

may be inconsistent with one’s other life

domains, values, and self-concept. As

such, OP seldom results in adaptive work

outcomes (Vallerand & Houlfort, 2003).

Individuals whose disposition orients to-

wards OP tend to have lower levels of

job satisfaction, commitment and perfor-

mance, and ultimately burnout and TI

(Burke & Fiksenbaum, 2009; Spehar et

al., 2016; Ho et al., 2011).

In Western (Vallerand et al. 2010; Ho

et al. 2011; Vallerand et al. 2007) and

Eastern contexts (Burke & Astakhova,

2015; Gulyani & Bhatnagar, 2017; Gaan

& Mohanty, 2019), favorable work out-

comes associated with HP (and the less

favorable outcomes associated with OP)

have been consistently reported. How-

ever, such studies are sparse with respect

to millennials in the specific Indian con-

text. The next section argues for exami-

nation of the model that entails linkages

between WP and organization-focused

outcomes via mediating mechanisms as

illustrated in Fig. 1.

Work Passion & TI

TI refers to conscious and volitional

intent to leave the organization (Griffeth

et al., 2000). As per the turnover mod-

els, the factors influencing employees’

intentions to quit may vary but are com-

monly generated by external contingen-

cies such as rewards systems, job de-

mands, or relations with co-workers

(Steel, 2002). According to Self-Deter-

mination Theory (Deci & Ryan, 2000),

the extent to which individuals are sub-

jected to external influence depends on

the individuals’ baseline level and then

also by the type of engagement in any

given activity. Although both harmonious
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and obsessive work passion are exhib-

ited (Forest et al., 2010), the extent to

which they are subjected to external in-

fluence is strikingly different.

Although both harmonious and ob-

sessive work passion are exhib-

ited the extent to which they are

subjected to external influence is

strikingly different.

A person with an HP feature draws

more personal gain and pleasure from

the nature of job he is engaged with, and

harmony with external environment.

Therefore, the external influences ex-

ert only slightly, due to intrinsic motiva-

tion already being present, and may

barely cause a change in a  given

person’s work-outcomes (Vallerand et

al., 2007). Perception of control over

work decisions and choice of behaviors

is quite high. A sense of control miti-

gates any intention to quit that may arise

(Firth et al., 2004); the study proposes

a negative link between HP and TI. Con-

versely, a person with OP engages in

work within a context, which he per-

ceives as  external ly control led

(Vallerand & Houlfort, 2003). Being

very react ive to external  factors

(Vallerand et al. 2007), these employ-

ees may feel overwhelmingly pressur-

ized to behave in ways that may lead to

quitting the job to relieve themselves

from perceived external control. Pre-

ceding efforts discussed here have been

analyzed in a Western context. The ex-

tant literature in an Eastern context is

scarce, except for a few (Burke et al.,

2014; Gaan, 2019). Based on the back-

ground theories and other consider-

ations, the study hypothesizes the fol-

lowing relationship between two types

of work passion and organization-fo-

cused- outcome called TI.

H
1a

: HP will be negatively related to TI.

H
1b

: OP will be positively related to TI.

Passion & Organizational Cynicism

A new paradigm of employee-em-

ployer relations has emerged as a result

of longer working hours, work intensifi-

cation, ineffective leadership and man-

agement, new deals in the workplace and

Fig. 1 Conceptual Model of Passion and TI
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the continual downsizing and delayering

of organizations (Feldman, 2000;

Bunting, 2004; Cartwright and Holmes,

2006). It is coined as cynicism that dem-

onstrates negative attitudes, and is mani-

fested in, for example, frustrations, disil-

lusionment, distrust, and contempt toward

business organizations, executives, and

other aspects of the workplace. Thus,

organizational cynicism (OC) is deci-

phered as a negative attitude toward

one’s employing organization, and is com-

prised three dimensions: (1) a belief that

the organization lacks integrity; (2) nega-

tive affect toward the organization; and

(3) tendencies to disparaging and critical

behaviors toward the organization that are

consistent with these beliefs and affects

(Dean et al.,1988). Cynicism has been

clearly associated with the workplace

problem of burnout (Maslach, Leiter &

Schaufeli, 2003). It is an integral compo-

nent of burnout construct accompanied

by emotional exhaustion, depersonaliza-

tion, and personal efficacy.

The past studies report that HP dis-

courages the occurrence of emotional

exhaustion whereas OP facilitates emo-

tional exhaustion (Vallerand et al., 2010;

Forest et al., 2011; Lavigne et al., 2012).

Past literature investigating the relation-

ship between passion and burnout con-

cluded that emotional exhaustion is con-

strued as the best indicator of burnout

among the construct members like dep-

ersonalization, and personal accomplish-

ment (Piko, 2006). However, studies in

the academic sector demonstrates the

variance in relationship between passion

and emotional exhaustion over a period.

On the contrary, findings of cross-sec-

tional studies dealing with the associa-

tion between passion and cynicism among

faculty members have proven potentially

strong and remained constant over a pe-

riod. However, such studies are scarce

and respondent samples need a wider

spectrum across industries (Fernet et al.,

2014). OC demonstrates better potential

as an analytic variable compared to dep-

ersonalization because the latter connects

with the work not with the people

(Salanova et al., 2005). Moreover, a

study by Stoeber et al. (2011) reported

the explanatory power of passion toward

cynicism to be much stronger compared

to other components of the burnout con-

struct. Further, OC is discussed in the

realm of new employee-employer rela-

tions owing to longer working hours, work

intensification, ineffective leadership and

management, new deals in the workplace

and the continual downsizing and

delayering of organizations (Feldman,

2000; Bunting, 2004; Cartwright &

Holmes, 2006). Such yields are the out-

come of economic fallout. The disen-

chantment of the employees with their

superiors and co-workers results into

more cynical and negative feelings to-

wards their work and organization. Cyni-

cism has a stronger negative impact on

employees through emotional exhaustion

and consequently results into fatigue and

burnout (Johnson & O’ Leary-Kelly,

2003). Consequently, Cropanzano et al.

(2003) has rightly argued that employee

cynicism like emotional exhaustion would

lead to decreased job performance and

enhanced intentions that eventually yield

turnover. Based on the above arguments,

we predict that:
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H
2
: Cynicism will mediate the relation-

ship between HP and TI.

Passion, Well-Being & OC

Psychological well-being (PWB) con-

sisting of components like happiness, life-

satisfaction, and self-growth represents

the most vital dimension of efficient psy-

chological functioning. Indeed, past re-

search reports that happy people experi-

ence a range of benefits from better

physical health to better relationships and

high-level performance (Lyubomirsky et

al., 2005; Huppert, 2009). As reported,

HP facilitates sustainable increases in

PWB and prevents ill-being. OP, while

ensuring regular activity engagement,

does not produce such psychological

gains, and may even cause deleterious

effects. Furthermore, it has been opined

that being dispassionate leads to a small

decrease in PWB (Vallerand, 2012). Such

a potential drop and exacerbation in well-

being is experienced due to affective ori-

entation towards job (Brown et al., 2007;

Hodgins & Knee, 2002) which is the

inbuilt nature of passion (Ho et al., 2011).

Although the empirical evidence of

the relationship between PWB and OC

seems murky with exceptionally one ar-

guable assertion that when a physician’s

PWB is higher, then there is less likeli-

hood of suffering from burnout (Free-

born, 2001). Another research study cited

that teachers who were passionate about

their job and strongly explained by HP,

normally experienced increased PWB

invariably. Consequently, it reduced burn-

out for the study participants. On the

contrary, if the individual’s disposition is

oriented towards OP then it invariably

augments burnout with no relation to

PWB (Carbonneau et al., 2008). How-

ever, replication of these findings in any

other occupations has remained elusive

in an exclusively millennial context. Given

the above arguments, the study arrives

at following propositions.

H
3
: PWB is mediating between work

passion and OC.

Passion, OCB, OC & TI

Organizational citizenship behavior

(OCB) is described as prosocial acts or

discretionary behaviors on the part of

employees that directly promote effec-

tive functioning of an organization inde-

pendent of objective of productivity.

OCB is reported to reduce the rates of

disparaging behaviors like employees’

turnover and intention via mediating vari-

ables like organizational cynicism. It has

been found that HP will accentuate posi-

tive affectivity that would not resist or

perhaps exude engagement in extra ac-

tivities to support others. These activi-

ties manifested in OCB will mitigate the

level of cynicism which is further attrib-

uted to a flexible arrangement of the HP.

Consequently, the reduced burnout syn-

drome will not leave any scope for in-

tention to quit. Conversely, due to rigid

engagement with the activity OP may not

exude positive affect and be involved in

extra activities (Burke et al., 2015). Thus,

OP could be directly related to TI with-

out being mediated by OCB and OC.

Based on the above arguments the study

states following hypothesis:

H
4: 

OCB mediates between cynicism and

TI.
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It is already registered that WP

shares a distal relationship with TI due

to the typical weak link between attitudes

and behaviors (Wilson et al., 1984). Fur-

ther, it is premised that passion triggers

a causal sequence to promote proximal

distance between WP and TI by activa-

tion of negative and positive affectivity,

that in turn leads to TI (Vallerand et al.,

2010; Donhaue et al., 2012). Past stud-

ies also asserted that environmental fac-

tors exercise more influence on the dis-

play of passion than individual differ-

ences. Thus, among environmental fac-

tors, the present study has envisaged

PWB, and OCB to be important proxi-

mal predictors that results in positive out-

comes.

Sample & Procedure

A self-report survey design was cho-

sen for data collection. Podsakoff et al.

(2012) suggests that collections of pre-

dictor and criterion variables should be

separated by certain period to reduce

common method bias.  Thus, we collected

data at two time points with a gap of 3-4

weeks. In phase 1, participants completed

measures of HP and OP. In phase 2, par-

ticipants rated the PWB, OC, OCB and

TI. A Web-based questionnaire including

a letter with information about the study

was sent by e-mail to participants in dif-

ferent Indian sectors. These industries

covered bank, insurance, shipping, edu-

cation, consulting, manufacturing, and

power in private sector.  The overall fi-

nal sample was 232 out of 300 employ-

ees contacted, yielding a response rate

of 77.33%.

In terms of respondents’ demo-

graphics, 42 percent were females and

rest being males. The sample was con-

centrated around the age groups of 30

years mostly and the respondents were

aged between 23 and 37 years

(M
age

=31.25, SD=2.18). Of all the re-

spondents, only 40 % were in the lower

age group that falls below 30 years,

while 60% were in the age group above

31 years. Approximately 40% of the

respondents consisted of the mid-career

stage, out of which 50% belonged to the

banking sector, and the rest from manu-

facturing, shipping, insurance, and coal

sectors. The organizational tenure of

seven years was found with the major-

ity of the respondents along with an en-

gineering degree as their basic qualifi-

cation (74%). The work titles varied

from executives to general managers in

the eight organizations chosen. Full-time

employees were preferred to ensure

that participants had sufficient involve-

ment in the organizational setting.

Measure

All the measures included in the sur-

vey were in accord with the existing stan-

dardized measures.

WP: Passion Scale devised by

Vallerand et al. (2003) with two six-

item subscales measured HP and OP.

Each i tem was responded to on a

seven-point Likert scale ranging from

1 (do not agree at all) to 7 (completely

agree). A sample item for OP was “I

have difficulties controlling my urge to

do my work”, while a sample item for

HP was “my work is in harmony with
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other activities in my life”. A strong

support is established by the results of

exploratory and confirmatory factor

analyses due to the bi-factorial struc-

ture of the passion scale in various life

contexts, including sports (Vallerand et

al., 2006, Study 1), gambling (Rousseau

et al., 2002; Castelda et al., 2007), and

work (Vallerand & Houlfort, 2003;

Carbonneau et al., 2008). The response

to complete four items corresponding

to Vallerand and colleagues’ passion

criteria (2003) was also mentioned and

equally participated. These four items

highlighted the love toward their job

profile, time involvement in their job,

importance of the job, and if their pro-

fession was a passion for them. The

passion level for respective jobs is quite

high (Vallerand et al., 2003) as drawn

from the mean score 4 on these four

items. The assessment of participant’s

viewpoint was further done on PWB,

OCB, OC and TI based on such report.

The reported Cronbach’s alphas (α) for

HP and OP were 0.84 and 0.79 respec-

tively.

PWB: The eudemonic well-being

scale developed by Ryff & Keyes (1995)

was adopted to measure psychological

well-being through 18 items. These items

were measured on a five-point scale rang-

ing from 1 (strongly disagree) to 5

(strongly agree). This scale has six com-

ponents: autonomy, environmental mas-

tery, positive relations with others, and

purpose in life, self-acceptance, and per-

sonal growth. Cronbach’s alpha (α) ob-

tained for the scale was 0.89. Higher

scores signified an elevated degree of a

measure’s reliability.

OC:  Self-reported OC variables

were measured on 18-items scale estab-

lished by Dean et al. (1998). These items

were scored on a five-point scale rang-

ing from 1 (strongly disagree) to 5

(strongly agree) as endpoints. Sample

survey items included the following: “I

often experience anxiety when I think

about my organization”; “I see little simi-

larity between what my organizations say

it will do and what it actually does”; and

“I exchange ‘knowing’ glances with my

coworkers”. The Cronbach alpha (α) for

the construct OC was 0.79.

OCB was measured through a six-

item scale developed by Williams and

Anderson (1991).  Scale items were an-

chored on a seven-point scale ranging

from 1 (“strongly disagree”) to (7)

(“strongly agree”). The sample items

consisted of “I go out of my way to help

new employees” and “Helps others who

have heavy workloads”. The alpha (α)

reliability of the scale was 0.81.

A TI measure developed by Nissly

et al., (2005) was adopted in the present

study. It is a 4-item scale that measures

responses against job choice. These

items are: “In the next few months I in-

tend to leave the organization”, “In the

next few years I intend to leave the or-

ganization”, “I occasionally think about

leaving this organization” and “I will leave

for other job opportunities”.  Respondents

were asked to indicate how accurately

each statement described them. Re-

sponse options range from (1) “extremely

disagree” to (5) “extremely agree”. The

internal consistency (Cronbach alpha) α

= 0.86 for the present study.
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Results

A preliminary analysis was con-

ducted to investigate the frequency dis-

tributions of the measures. An assess-

ment to test normality used kurtosis and

skewness tests. Both tests showed dis-

tributional normality falling within a range

of -.1.5 to +1.5 for the variables to be

used in the Structural Equation Modeling

(SEM) analysis. Means, standard devia-

tions, and correlations among the vari-

ables are illustrated in Table 1. The

present study showed Cronbach’s alpha

(α) values of all constructs to be either

equal to or exceeded 0.70 (Nunnally,

1978), thus meeting more than established

reliability threshold values.

Table 1  Means, Standard Deviations and Inter-correlations Among the Variables

Sl. No. Variables M SD 1 2 3 4 5 6

1. HP 5.46 .36 .84

2. OP 2.79 .59 .26** .79

3. PWB 5.36 .49 .33** -.28 .73

4. OC 2.96 .22 -.24** .23 -.26* .79

5. OCB 5.82 .33 .47** -.16 .48 -.36*** .81

6. TI 3.85 .48 -.15** .18*** -.18* .37** -.22* .86

Note: Alpha coefficients on the diagonal. N= 237 * p = < .05. ** p = < .01, p***=<.001.

HP=Harmonious Passion, OP=Obsessive Passion, PSW=Psychological Well-being,

OCB=Organizational Citizenship Behavior, TI=Turnover Intention

It was hypothesized that an associa-

tion between two types of passion and

dependent variables like PWB, OCB,

OC, and TI existed. A structural equa-

tion model was conducted to examine

these hypotheses having weighted square

list method of estimation. The two types

of passion were modeled to predict PWB,

OC, OCB, and TI measured at phase 2.

A path was drawn from passion to each

of the controlled variables (i.e. PWB,

OC, OCB, and TI) at phase 2.

The fit indices of the proposed model

were adequate: χ² (1651=170, N=232) =

8.1 (p < 0.001): Normed Fit Index (NFI)

> 0.95, Comparative Fit index CFI > 0.97,

Root Mean Square Error of Approxima-

tion (RMSEA) > 0.05 (Hu & Bentler,

1998). The alternative model was also

tested by drawing connection between

PWB with OCB. The fit indices of the

alternative model were inadequate:  χ²

(1557=172, N=232) = 8.1 (p < .06):

Normed Fit Index (NFI) > 0.89, Compara-

tive Fit Index CFI > 0.90, Root Mean

Square Error of Approximation (RMSEA)

> 0.11 (Hu & Bentler, 1998). Alternatively,

another model was tried out to test its fit-

ness by exchanging the places of OC and

OCB. However, fit indices of the alterna-

tive model were inadequate:  χ²

(1623=170, N=232) = 8.1 (p < 0.13):

Normed Fit Index (NFI) > 0.78, Compara-

tive Fit index CFI > 0.79, Root Mean

Square Error of Approximation (RMSEA)

> 0.19 (Hu & Bentler, 1998).

Sobel tests were then conducted in

order to confirm the significance of the

mediations of OC, PWB and OCB in the

relations between harmonious passion
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and cynicism. Separate Sobel test-

ing was conducted to test the direct

and indirect effects of OC, PWB

and OCB. The results revealed that

HP predicted increases in PWB and

OCB (b =.33, p < 0.000, b = 0.37,

p< 0.000). Sobel tests demonstrated

in Table 2 revealed indirectly rela-

tionship to OC via OCB and PWB

(z = -1.63 *, -3.12***). OP was hy-

pothesized as unrelated to OCB,

PWB and OC.  On the contrary, OP

was positively and directly influ-

enced by TI (b = 0.18, p < 0.000)

shown in the path analysis illustrated

in Table 3. HP is directly and nega-

tively related to OC (b = -0.24, p <

0.005) which implies that a partial

mediation is observed between pas-

sion and TI. Therefore, H2 is par-

tially accepted.

The millennial fueled by HP

can experience positive or

negative consequences de-

pending upon the type of pas-

sion one has for one’s work.

Table 2 Sobel Tests for the Mediation of

the Studies 1 and 2

Sobel tests z-values

Study-I

HP1’!PWB2’!OC2 -3.12***

HP1’!OCB2’!OC2 -1.63 *

HP1’!OC2’!TI2 2.80 ***

Study-II

OP1’!PWB2’!OC2 2.13ns

OP1’!OCB2’!OC2 1.08 ns

OP1’!OC2’!TI2 -1.63 ns

* p=<.05 ***p<.001, ns Not significant
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In sum, the path analyses provided

additional support for the main hypoth-

esis. The millennial fueled by HP can

experience positive or negative conse-

quences depending upon the type of pas-

sion one has for one’s work. All assumed

hypotheses H1, H3 and H4 have been

accepted, while H2 was partially ac-

cepted. Millennials exhibiting HP pre-

dicted improved psychological well-be-

ing and pro-social behavior. On the con-

trary, OP showed insignificant work out-

comes in terms of psychological well-

being and OCB, leading to further evi-

dence that positive work outcomes in

comparison to HP are not certain.

Fig. 2 Path Analysis

Discussion

The primary purpose of the present

study, based on a dualistic model of pas-

sion in a work context, aimed to explore

the relations between harmonious and OP

and TIs and investigate the mediating role

of OC, OCB and PWB among

millennials. Path analyses revealed that

H
1
 is completely accepted since the re-

gression coefficient (β = -0.15, p < 0.000,

β = .18, p < 0.000) shows a profound

impact of work passion on TI. The re-

sults also show a prolonged influence of

passion on TI.  HP leads to positive short-

term or intermediate outcomes, thereby

thwarting the TI in the long-term, which

may take longer to manifest to a degree

requiring action. OP leads to negative

outcomes in the long-term by facilitating

TI, consistent with other findings

(Houlfort et al., 2014). Secondly, H
2
 as-

sumed that OC would mediate any rela-

tionship between work passion and TI.

It is observed that OC mediates partially

between passion and TI (as illustrated in

the Table 3). The reasoning appears to

be the unrelatedness of OP towards OC

and sharing a direct relation with TI, also

showing consistency with precedence

(Lavigne et al., 2009; Houlfort et al.,

2014). Further, it was assumed in H
3
 and
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H
4
 that PWB and OCB would mediate

between passion and OC. Path analyses

revealed that both the variables show full

mediation between HP and OC. It is

therefore construed that a millennial with

intense energy, purpose to do any task,

and with able and flexible engagement

will be involved in extra-role perfor-

mance and OCB (Ng& Feldman, 2011;

Mamman, Kamoche & Bakuwa, 2012;

O’Connell, 2014; Uddin et al., 2018). This

in turn mitigates the cynicism and bol-

sters the spirit to stay with an organiza-

tion. As seen in past research studies

(Vallerand et al. 2010; Ho et al. 2011)

the PWB completely mediates between

HP and burnout. This suggests that pas-

sion contributes to the enhancement of

psychological well-being of the millennial,

which in turn thwarts the effect of OC,

thereby increasing the scope or length of

their stay within the organization. In sum,

complete mediation of OCB and PWB

that are instrumental in reducing the burn-

out syndrome, which is manifested in or-

ganizational cynicism, indicate towards

profound role of work passion as a pre-

dictor of the formers.

Millennials exhibiting OP will not

be interested in any activities

which lay “outside the job” and

may exert useful cognitive effort

in ruminating on satisfaction with

life and career achievements.

Conversely, path analyses revealed

that OP shares an insignificant relation-

ship with PWB, OCB and OC. Due to

rigid engagement, and consistent with

self-determination theory, millennials ex-

hibiting OP will not be interested in any

activities which lay “outside the job” and

may exert useful cognitive effort in ru-

minating on satisfaction with life and ca-

reer achievements. Performing extra

activities may cause psychological dis-

tress and reduce time and/or willingness

to support their peers. In short, the path

analyses findings imply that exhibiting HP

seems to be a potential antidote to burn-

out and TI through higher levels of psy-

chological well-being and OCB.

Theoretical Implications

The findings of the current study

could contribute to the existing literature

in numerous ways. Firstly, it contributes

to the literature of work passion, PWB,

OC, OCB, and TI extensively among the

“millennial” birth cohort, or generation,

in India. The results suggest that posi-

tive psychology, SDT, conservation re-

source theory, employee stewardship

theory and social exchange theory that

underpin this study are in turn reinforced

by the results obtained. According to the

combined effect of these theories, PWB,

OCB, HP and OP would be seen as posi-

tive gain spirals resulting in decreases in

OC and TI among millennials. Although

the portion of employee turnover cur-

rently experienced in this group is con-

sidered manageable, excessive or mys-

terious turnover can prove to be dysfunc-

tional. Therefore, to avoid dysfunctional

turnover, sustained engagement in HP by

millennials may prevent maladaptive out-

comes. Therefore, the type of passion a

millennial displays for their work matters.

It plays a substantial role in defining the

form or timing of possible outcomes like
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burnout and TI. Furthermore, the present

findings are in accord with past efforts

that have shown that HP typically pre-

dicts adaptive outcomes and OP typically

leads to more poorly-adaptive outcomes

and at times clearly maladaptive ones

(Phillippe et al., 2009; Vallerand et al.,

2010; Ho et al., 2011; Lavigne et al., 2012;

Houlfort et al., 2014).

A second major implication is that a

deliberate (yet unmandated) behavior of

supporting fellow mates in the workplace

(also known as a “teamwork” ethic) will

spread a positive behavior in the envi-

ronment and team cohesion and perfor-

mance may increase, which confirms the

earlier research (Uddin et al., 2018). Pro-

social behaviors that undergird employee

stewardship theory (EST) and social ex-

change theory (SET) are conditional to

positive and intense involvement of so-

cial creatures, employees, at the work-

place in terms of HP. It is now a com-

mon practice that a person is endowed

with multiple roles and responsibilities

(Furnham, 2000). Therefore, in order to

avoid role conflict, one expects peers to

proactively support each other in order

to stay away from distress. Such proac-

tive behavior to be shown by the

millennial, such as like group attractive-

ness, cohesiveness supports the achieve-

ment of organizational goals and objec-

tives compounded in concert with the

individual’s wider roles and responsibili-

ties (O’Connell, 2014). It is possible by

way of flexible engagement at the indi-

vidual and group levels, which eventu-

ally endorses HP. Consequently, decrease

in employee turnover on a voluntary ba-

sis is spiraled (Organ et al., 2006;

Shanker, 2018). Profound significance of

OCB indicates support for social ex-

change theory and employee stewardship

theory, which orient towards positive psy-

chology (Uddin et al., 2018). On the con-

trary, millennials exhibiting OP do not

have a role to play as they may have dis-

proportionate amounts of time or space

for any one occupied person or interest

to encroach upon, to participate in orga-

nizational events, or volunteer help to co-

workers or managers, while still sustain-

ing one’s high levels of work engagement.

Thirdly, passion clearly contributes to

the well-being of millennials and HP re-

mains pertinent and beneficial. On the con-

trary, OP has insignificant impact on the

psychological well-being, which is in line

with past research (Philippe et al., 2009).

Fourth, an implication of the current

study is to contribute towards a frame-

work for future research, consisting of

antecedents and consequences of burn-

out (with the latter often manifesting as

organizational cynicism). Antecedents of

burnout underpinned here with the DMP

model, SDT, EST and SET have been

unraveled in a uniquely unprecedented

way. The present findings are consistent

with the precedence of work attitudes

that determine psychological adjustment

cannot be underscored enough if prior

research has also identified and explored

social and job characteristics as anteced-

ents to burnout and what factors may

also accentuate it (Belanger et al., 2015).

The current work paves the way to fu-

ture research wherein other coping strat-

egies like self-esteem, identity integra-

tion and resilience can be examined as
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interventions to mitigate cynicism and in-

tention to quit. As per the background dis-

cussion, future research is warranted to

determine how best to develop harmoni-

ously passionate millennials, harness their

productivity and creativity potentials, and

assess the aspects of well-being and

OCB in the organizational environments

so that practitioners may be more clearly

informed about meaningful increases of

well-being and OCB and what may en-

courage their emergence.  A process

model of passion in the present study

contributes to the hiring and retention

practices of organizations. The scale pro-

duced by Vallerand et al., (2003) can be

administered on the potential candidates

for the hiring purpose. Candidates exhib-

iting HP at a heightened level can be a

potential pool of talent. These kinds of

hiring strategies will ensure retention of

employees (Houlfort, et al., 2014) when

intervened by a leadership style that en-

dorses work ethics (McCann and Holt,

2011). The organization’s ethical prac-

tices will promote and sustain trust.

When employees trust management, they

work in favor of the organization. Sub-

sequently, a social and psychological

safety net is created in collectivistic cul-

tures, like in India (Agarwal, 2014), which

mitigates feelings of cynicism.

Limitations

The current study has been conducted

in a test-retest format but is not longitudi-

nal, where many of the discussed phenom-

ena may be permitted to occur with de-

sired frequency or intensity, so causality

cannot be inferred and generalized. Fu-

ture study should include experimental

designs to firm up the causality and gen-

eralization of the present study. Secondly,

self-reported studies carry biases which

the present study must accept. In future

the supervisor, spouses, friends, and col-

leagues may be considered to understand

the subliminal priming of the harmonious

and obsessive passion. Thirdly, perceived

leadership style has a significant role to

play to assist millennials in exuding har-

monious passion or obsessive passion

(Perrewe et al., 2014). Future study can

explore the interplay between leadership

style, passion and work outcome. Fourthly,

a cross-section of the employees irrespec-

tive of gender and age across the public

sector, to balance a focus here on those

in private industry, is a limitation and can

be considered in future study to understand

differences in these two public and pri-

vate employee populations, which may

differ in attitudes, behavior, and/or out-

comes.
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