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Abstract:

Teachers’ passion is of utmost importance yet scant research is done in
this area. The present study aimed to find the impact of harmonious
work passion on task performance and OCBs through the mediating
role of work engagement. The foundations of the relationships are
based on self-determination theory (SDT). The data of 234 teaching
faculty was collected who were working in higher educational
institutions (HEIs) of Lahore. The data were analyzed using PROCESS
model 4. The findings showed that harmonious passion increases task
and contextual performance of employees and this relationship are
mediated via work engagement. The research offers theoretical and
practical implications for teachers and HEIs administration.
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L. Introduction

Education helps in the development of any nation (Smith et al., 2017). It leads to
a promising and secure future and a stable life. It is the most important factor for all of us.
It gives us the power of perception to make a difference between right and wrong
(Barrichello et al., 2020).The education sector is a significant contributor to the
knowledge-based economy of Pakistan (Memon, 2007). According to the Economic
Survey of Pakistan (2020), education plays a vital role in the human capital formation and
economic development of any nation. That is to say, education helps nations in elevating
the efficiency of individuals, and thus, bridges up the intellectual capital gap by
producing skilled manpower, which is capable of enhancing productivity through
technological innovation and translating it into “sustainable high inclusive economic
growth”. While at the same time, it helps in combating multiple economic challenges. By
this, education also aids in creating opportunities for economically and socially deprived
sections of society (Economic Survey of Pakistan, 2020).

According to the Human Development Report (2019), “Pakistan is ranked 152
out of 189 countries in the United Nation’s Development Program’s (UNDP) Human
Development Index (HDI) ranking.” Unfortunately, Pakistan lags well behind other
regional countries in terms of various education indicators, such as expenditure on
education, gross enrolment ratio, and literacy rate (Economic Survey of Pakistan, 2020).
Comparatively, Pakistan’s literacy rate of 57 per cent is far less than its neighboring
countries in the region.

Despite the importance of education, the performance of Pakistani universities is
not satisfactory as shown in the world QS ranking (2021) (www.topuniversities.com)
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only 7 universities in Pakistan in the QS ranking on the 355th position. Teachers are one
of the prime sources to improve the performance of their institutions (Noreen & Hussain,
2019). Higher education commission is the governing body of all the HEIs to managing
the good performance of teachers is the main aim of HEC, for this, it has introduced
many financial advantages like awards for best teachers, on basis of publication, grants
for research etc.). The financial and non-financial incentives are not enough to motivate
teachers and it results in poor performance due to lack of motivation (Malik et al., 2010).
Apart from the system to reward teachers, there is lacking in the system of evaluation of
performance. The typical job-related constructs are measured to some extent informal
ACR (Annual Confidential Report). Yet the focus on extra-role performance and
behavioral aspects is missing that could measure the productive attitude at work like
giving advice, information, help and support to colleagues (Rehman, 2013).

Although HEC is making some efforts to improve the performance of teachers
in the HEI’s of Pakistan yet they need to focus on more aspects that are causing lower
performance of teachers apart from typical financial or tangible factors. The importance
should be placed on the work passion of teachers at the workplace that is causing the
lower performance of teachers in HEIs as very little importance is given to them in the
literature of performance and the educational sector typically in the collectivist nation
like Pakistan. Passion is deemed to be one of the predictor of employees’ performance
and organizational citizenship behaviours (Pollack, Ho, O'Boyle, & Kirk, 2020).
Specifically, it is essential for high performing teaching faculty (Fabelico & Afalla, 2020)
Therefore, the problem of low performing teachers and HEIs performance could arguably
be addressed by enhancing passion in teachers.

Despite the international interest in work passion, its outcomes remain mostly
unexplored. In previous literature, passion is identified by at least four limitations. Firstly,
the concept of passion is widely recognized by scholars in the background of non-work
behaviour (Vallerand & Houlfort, 2019; Gao & Jiang, 2019), very few researches have
tested passion in the context of work activities. Second, although most of the researches
on passion study outcomes of passion for non-work activities (Vallerand, 2015). Few
types of research have examined the passion for work activities to the critical,
behavioural and attitudinal outcome. Knowledge of this gap is important because to shed
more light on the current debate about the WP is a hazard or virtue for the organization
(Pollack, 2020; Briki, 2017).

Third, few studies have examined the performance of employees related to work
passion in different sectors like banking, manufacturing and information technology but
the primary aim was to examine the work performance (Kong, 2018), mainly related to
task performance but with very little research examining other performance that is
organization citizenship behaviour. Pollack (2020) suggested in his future research
agenda that, the research of work passion in the context of teaching can be the significant
domain to fill the gap in the literature. In past impact informal work relations (Amjad
Sabri, Ilyas, & Hameed, 2015), emotional intelligence (Asrar-ul-Haq, Anwar, & Hassan,
2017), organizational commitment (Akram, Afzal, & Ramay, 2017) have been tested on
teaching faculty’s performance. Teachers’ passion has been examined as an antecedent of
student passion in HEIs of Pakistan (Gilal, Channa, Gilal, Gilal, & Shah, 2019).
Moreover, Ramzan (2021) worked by taking teacher work passion on student
performance by taking psychological empowerment as a mediator in the context of
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Pakistan. This shows there is a dearth of research highlighting the impact of work passion
on performance in the higher education context.

Fourth, the studies on the constructs of passion primarily conducted in the
western cultures (Ho et al., 2011; Burke, 2015), in eastern countries few types of research
on work passion have been done i.e., Murad (2021) worked on work passion in the
context of entrepreneur and suggest working on the work passion in another context like
the service sector. Qadeer (2016) conducted signal dimension work passion research in
the context of the banking sector which is a harmonious passion to measure the
employee's performance. In Taiwan by Chang and Wang (2019) work on passion and
emotional exhaustion on performance. Moreover, there is the possibility that the number
and nature of work passion successfully tested and practised in the western context may
not be successful in context developing countries (Newman & Nollen, 1996). Therefore,
there is a need to investigate the work passion cross contextual generalisability of the
work passion dimension. Across the globe, work is becoming the most important factor in
human activity (Pollack 2020: Vallerand & Vallerand, 2015), so it is important to
examine the phenomenon of WP in other cultures as well.

Although prior studies have associated passion with a wide range of work
outcomes such as satisfaction (Luth et al., 2017), intention to quit (Burke & Astakhova,
2015), performance (Astakhova et al., 2015), and OCB (Astakhova, 2015), among others.
Yet the relationship between passion and work outcomes, i.e., task performance and OCB
has not undergone extensive empirical investigations (Astakhova et al., 2015).
Theoretically, there is a well-established notion that leverages a deliberate practice of
proposition of the connection between passion and work outcomes (Vallerand et al.,
2007). Moreover, in practice, OBOP researchers endorse that passion at work is directly
related to work outcomes (Fisher, 2006), however, only a small sample of research has
examined the relationship between work passion and work outcomes. As work passion
theories are evolving, there is a dire need to explore the mechanism underlying passion to
understand why passion transforms into escalated work outcomes — task performance and
OCB.

In light of the above-mentioned questions, the present study aims to investigate
the impact of work passion (Harmonious passion) on employees’ performance (Task
performance and OCBs) in the teaching faculty of HEIs operating in Lahore. Moreover,
we aim to clarify the passion and performance link via mediating role of work
engagement. The research answers the following questions:

e  What is the impact of work passion (harmonious passion) on teaching faculty’s task
performance and OCBs in HEIs of Pakistan?

e How work engagement mediates the work passion (harmonious) and task
performance and OCBs relationship in teaching faculty working in HEIs of Pakistan?

II. Literature Review
A. The Self-Determination Theory

Self-Determination Theory was first developed by Frederick and Ryan in 1985
and this theory is known for its close emphasis upon psychological aspects associated
with physical activity(Richard &Ryan, 2017). As the name suggests, this theory states
that the promotion of self-determination among people may increase their likelihood to
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perceive the change positively. Also, according to Fredrick and Ryan people tend to grow
by the need and fulfilment to gain attention, amusement, and appreciation (Sebire et al.,
2013). The recent research work has found evidence to support the theory that people
work passion effect their performance especially by harmonious passion. In the early
stages, SDT (Social Determination Theory) focuses on intrinsic and extrinsic motivation
which means human actions are driven by their needs and satisfactions they achieve by
fulfilling those needs(Short & Mollborn, 2015). The researchers made the following two
assumptions:

o The human psychological needs are the main driving force for their behaviours:
The first assumption of SDT (Self-Determination Theory) is that humans
actively participate in activities that allow them to explore their core strengths,
self-determination, and self-awareness to overcome daily challenges(Zhang &
Solmon, 2013).

° Autonomous motivation: The second assumption suggests that humans are more
likely to perform an activity/action that offers them external rewards in return;
However, the primary focus of self-determination theory remains the internal
sources of motivation such as gaining knowledge, physical strength, and mental
health(Sebire et al., 2013).

There are three key focal variables explored in this study. The first variable is
work passion, the second variable is work outcomes, i.e., task performance and OCB, the
third variable is work engagement. The theoretical basis that guides this study is drawn
from the self-determination theory and organizational support theory.

B. Operational Definitions
Harmonious Work Passion

“Passion is what we are most deeply curious about, most hungry for, will most
hate to lose in life. It is the most desperate wish we need to yell down the well of our
lives. It is whatever we pursue merely for its own sake, what we study when there are no
tests to take, what we create though no one may ever see it. It makes us forget that the sun
rose and set, that we have bodily functions, and personal relations that could use a little
tending. It is what we’d do if we weren’t worried about consequences, money, about
making anybody happy except ourselves...it is what matters most, whether we ’re doing it
or not.” (Levoy, 1997 p: 69)

Harmonious passion is an internal urge to perform an activity that is liked by an
individual (Vallerand, 2003). It is obvious that work passion is one of the critical inputs
that “make a difference in the life of a child (and a country)”. The role of work passion in
teaching among all professions is paramount due to a number of reasons. One of the
prime reasons is the ability of a passionate teacher to lead students unto a lifelong path of
discovery and self-growth (Vallerand, 2016). It is much rewarding for a teacher than
anything else in this profession to see his/her students being passionate in their studies or
about some subject (Vallerand, 2016). This is because when students realize their passion
for something, they nurture it, which helps them contribute to the society and do well in
it. Thus, passionate teachers develop bonding with their students, inculcate joy and
persistence of learning, help them fostering passion in themselves in order to succeed in
their institutions, personal, and professional life (Vallerand, 2016). Since the seminal
work of Vallerand et al. (2003), there is a burgeoning of interest in examining the role of
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passion in teaching in the recent years (Rousseau & Vallerand, 2003; Vallerand et al.,
2007; Vallerand & Houlfort, 2019).

In order to understand passion at work, prior research on work passion has
endeavored in unfolding numerous questions such as “what is passion?”, “what are some
of its effects?”, “how does it develop?”, “are all passions equal or are some more positive
than others?”. Vallerand et al. (2003), explain that HWP is self-governing in which
individuals adopt certain activities without excessive attachment to them. Individual
engage in harmoniously passionate activates for the sake of pleasure or reward.
Harmonious work passion motivates the individuals to join activities that are in harmony
with other significant parts of their life, like their commitments to families or fondness
for sports. In this way Individuals continue taking part in the other parallel domains of
life along with their passions. As a result when they are forced to abandon their
passionate activity they can easily manage to shift to the other accountabilities (Vallerand
& Houlfort, 2003). These individuals have capacity to enjoy both their work by fully
focusing on it and finding positive emotions by it as well as relishing non-work activities
like chatting with colleagues and remaining in contact with their families with gusto
(Zigarmi et al., 2009).

Vallerand and Houlfort (2003) write that, OWP is rooted in one’s identity mark.
The individual feels continuous pressure or compulsion to involve in work and, thus,
loses control over his work involvement. Obsessive passion stems from the need for
social acceptance some group or organisation. A desire for salary increments or
promotions could also generate obsessive work passion. This work passion in its extreme
form creates conflict with other sides of the life. Individual having Obsessive passion
love to work extra hours and even continue their official tasks at home that or bring
affects their family life and social life negatively (Vallerand & Houlfort, 2003). The
present study is confined to investigate the impacts of harmonious passion only.

Work Engagement
When an employee performs his work with dedication, rigor, and absorption he
is said to be engaged in his work (Schaufeli & Salanova, 2007).

Task Performance

The idea of in-role performance is described in terms of an important theory of
social psychology known as role theory that distinguishes the different types of behaviors
by the employees. The theory revolves around the notion of “role”. The idea of the
“role” comes from theater that means the scrip that various actors use in order to maintain
their behaviors. The concept was brought in the field of sociology and psychology to
explain the behavior of people and their personality (Miao, 2011).

Organizational Citizenship Behaviour

Jiang and Law (2013) describe OCBs as those attitudes that are for the
advantage of the people of organization and in turn they contribute to the success of the
company in indirect manner. It incorporates aiding the colleges in managing work,
providing advices, voluntarily giving coaching, sharing of resources with others, greeting
and training newly inducted employees. All these behaviors are not required by formal
job description of employees they are beyond the duties formally assigned to employees.
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C. Harmonious Work Passion and teaching faculty’s performance

Various procedures related to harmonious and obsessive work passion render
diverse results. HWP has shown positive consequences, while obsessive passion results in
negative endings. Vallerand et al. (2003) report that HWP makes the life of individuals
enjoyable because they can openly choose their favourite activities (Vallerand &
Houlfort, 2003). Research has shown that employees having HWP are more dedicated to
performing their job duties. Moreover, they are also more inclined to go beyond the job
duties and help their colleagues and do those organizational tasks that are other than core
job duties (Qadeer, Ahmed, Hameed, & Mahmood, 2016).In order to support the
relationship of harmonious passion with employee work performance, the lens of SDT is
employed in the current study. This theory is based on the concept of motivation on the
basis of three basic needs fulfilment. The employees will be motivated to perform their
job duties in a better way when these needs are met. In contrast to the focus on external
rewards like pay and benefits, this theory is based on the internal rewards that motivate
employees to enhance their work performance. SDT posits that in order to grow people
need to feel autonomy, relatedness, and competence. Autonomy means that an employee
feels that he has control over the way he performs his job, connectedness means that the
job offers meaningful connections to people at work, and competence implies that the
employee is fully skilled and has mastery over the way the job duties are performed
(Ryan & Dec, 2000).

Harmonious passion is due to intrinsic factors and it is developed when an
employee’s belongingness needs, autonomy needs, and competence is present (Thibault-
Landry, Egan, Crevier-Braud, Manganelli, & Forest, 2018). In this way, harmonious
passion is developed in teachers who feel autonomous, related, and competent and they
make it a part of self-identity. Research has shown that when a person has intrinsic
motivation for any task such as in case of harmonious passion, the chances of positive
results are there (Gulyani & Bhatnagar, 2017). Passion has been linked to many positive
individual and organizational level outcomes i.e., it is linked to citizenship behaviours
like employee voice (Gao & Jiang, 2019), task-related behaviours like innovative work
behaviour (Jan & Zainal, 2020), and reduced turnover (Scales & Brown, 2020).Based on
SDT, the passion makes the employees feel that their job is internally meaningful for
them and they put more work effort and are ready to take responsibilities (Van den
Broeck et al., 2013). The passionate employees will not only be good in their job duties
but they will also go beyond the normal job duties and engage in discretionary
behaviours. Thus, it is posited that:

H;: Harmonious work passion has a positive impact on teaching faculty’s task
performance.

Hy: Harmonious work passion has a positive impact on teaching faculty’s OCBs.

D. Mediating the role of Work engagement

Work engagement is said to be an outcome of harmonious work passion (Purba
& Ananta, 2018; Toth, Heindnen, & Puumalainen, 2021).Ho and Astakho (2018)
explained that passionate employees are also those who have a high level of work
engagment. Although these two constructs are similar yet they are distinct variables.
Such that an employee may have a high level of job engagement but still not identify
him/her in terms of the job or necessarily motivated to engage in that work on the basis of
intrinsic urge. In addition passion is a more stable construct as compared to engagement
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level which may vary on daily basis at the job.SDT states that to be engaged in any
activity one must be intrinsically motivated and those with harmonious passion have an
internal drive to work (Gulyani & Bhatnagar, 2017). Employees having passion are
enthusiastic and energetic at work and this leads to engagement and positive work
behaviours (Vallerand, Houlfort, & Bourdeau, 2019).

Based on SDT (Richard & Ryan, 2017) the teachers engage in their job because
of the internal motivation and autonomy derived from the teaching passion. It has been
suggested that passion serves as a source of work engagement due to the internalization
factor (van Tuin, Schaufeli, Van den Broeck, & van Rhenen, 2020).In addition, the
literature has shown that the dedication, absorption, and vigor that is imparted by work
engagement (Schaufeli & Salanova, 2007) has a positive impact on employees’ task
performance (Lai, Tang, Lu, Lee, & Lin, 2020; Qadeer et al., 2016). In addition, the link
between engagement with employees’ task performance, and engagement in one’s job is
also found to enhance the level of OCBs (Shaaban, 2018).The teaching faculty who are
engaged in their job have more tendency to perform the duties that are not assigned to
them (Urbinim, Chirumbolo, & Callea, 2020). Hence, it is concluded that harmonious
passion inculcates the engagement in faculty members based on the intrinsic factors of
basic need satisfaction. In turn, the engaged employees are better at performing their core
assigned duties like teaching, lesson planning, designing curriculum, research and
development and also the duties that are not formally assigned to them such as helping
colleagues etc. So, we put forth that:

H;: Work engagement mediates the relationship between harmonious work passion
and teaching faculty’s task performance.
Hy: Work engagement mediates the relationship between harmonious work passion

and teaching faculty’s OCBs.

The study aims to investigate the impact of work passion, i.e., harmonious work
passion on employees’ work outcomes, i.e., task performance and OCB in the education
sector in Pakistan. In addition, the study attempts to assess an understudied causal
mechanism that underpins the relationship between work passion and work outcomes.
For the stated reason, the study assesses the moderating role of perceived organizational
support in the underlying linkage. As discussed above, the study encapsulates four main
variables. Such as, work passion serves as an antecedent variable.

Figure 1: Conceptual Framework

Task performance
»| (TP)

Harmonious work Work engagement
passion (HWP) =™ (WE)

Organizational
citizenship
behaviour (OCE)
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Besides, work outcomes are taken as the consequence variables and the study
investigates the impact of harmonious work passion on task performance and OCB.
Furthermore, work engagement is encompassed as the mediating variable. Although prior
studies present confusing debate on the overlap between work passion and work
engagement, nonetheless, the study also provides extensive literature review for
illuminating the conceptual inconsistencies among the two constructs and examines the
mediating role of work engagement in the relationship between work passion and work
outcomes. The relationships are shown in Figure 1.

I11. Method

This study is a quantitative cross sectional survey based on the positivist and
deductive approach. The data were collected from the teaching faculty of HEIs in because
Lahore is a capital city of Punjab province and is called the “hub” of the education sector
in Punjab province. There are total 32 public and 25 private universities in Punjab and 33
are in Lahore and 24 are outside Lahore (HEC, 2019).

The list of faculty members were obtained from each university and total of 350
questionnaires were sent through google forms by the email addresses of university
teachers through random sampling. 234 useable questionnaires were obtained making the
response rate of 66.8%. This fulfills the sample criteria of minimum 200 participants as
suggested by Hair et al. (2010). Out of total 57% were male and 43% were females, 64%
of employees had M.Phil degree, 25% had a PhD degree and 11% of them had post-
doctoral degree. 33% had an experience of 1-5 years, 41% had experience of 5-10 years
and 26% had experience beyond 10 years. 57% of employees were lectures, 26% were
assistant professor, 10 % were associate professors and 7% were full professors.

A. Measures
Variables used in questionnaire taken from literature mentioned below (see

Table 1), all the measures were self-reported.

Table 1: Study Measures

Variable Author Items Sample question
Harmonious Work Vallerand et al. (2003) 6 “This activity allows me to live a
Passion variety of experiences”

Task Performance Williams and Anderson 7 “I fulfill responsibilities specified in
(1991) job description”
Organizational Dalal, Lam, Weiss, Welch, 8 “| take time to listen to co-workers
Citizenship Behaviour and Hulin (2009) problems and worries”
Work Engagement Schaufeli, Bakker, and 17 “When | get up in the morning, | feel
Salanova, (2006) like going to work”
B. Data Analysis Techniques

The data were analyzed using SPSS (PROCESS macro) Model 4 for mediation
analysis using bootstrapping for indirect effects.

Iv. Results
The following section represents the results of the data analysis which include
descriptive stats, correlation, and regression-based analysis.
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A. Descriptive Analysis

The descriptive statistics are shown in Table 2 which provides information about
means, range, standard deviation, and data normality. The minimum value was “1” and
maximum value was “5”. The mean values of harmonious passion (2.11), task
performance (2.01), OCBs (2.87), and work engagement were (2.17). The skewness and
kurtosis were within the range of -1.94 to +.194 that showed data was normal.

Table 2: Descriptive Statistics

Variables Min. Max. Mean SD Skewness Kurtosis
Harmonious Work Passion 1.00 5.00 2.11 0.71 .352 .153
Task Performance 1.00 5.00 2.01 0.86 .022 -1.41
Organizational Citizenship Behaviour 1.00 5.00 2.87 0.91 .053 -.761
Work Engagement 1.00 5.00 217 0.76 .877 672
B. Correlation Analysis

The results showed a moderate positive correlation in the variables of study as
depicted in Table 3. The correlation of harmonious passion with task performance was
(r=41**), OCBs (r=.33**), and work engagement (r=0.21*). The correlation of task
performance with OCBs was (0.45**), and with work engagement was (0.34**). Lastly
the correlation of work engagement with OCBs was (r=0.29%).

Table 3: Correlation among study variables

Variables 1 2 3 4
Harmonious Work Passion 1
Task Performance 0.41** 1
Organizational Citizenship Behaviour 0.33** 0.45** 1
Work Engagement 0.21* 0.34** 0.29** 1

Notes. *=p=<0.05, **=p<0.01

C. Reliability and Validity of Scales

The reliability value (Cronbach’s o) is more than 0.7 that is within the
acceptable rage as suggested by George and Mallery (2003). Average variance extracted
(AVE) was calculated to access the validity that is more than 0.5 (Hair et al., 2011), thus
it affirms that the scales are valid (see Table 4).

Table 4: Reliability and Validity

Variables Number of Items AVE Cronbach’s Alpha
Harmonious Work Passion 6 0.62 0.71
Task Performance 7 0.51 0.77
Organizational Citizenship Behaviour 8 0.57 0.70
Work Engagement 17 0.50 0.72
D. Hypothesis Testing

Hypotheses were tested using PROCESS model 4. This model assumes that in
order to have a mediated relationship there should be a significant indirect impact. First
of all path A is tested that is from the independent variable to an intervening variable.
Then path B is tested that is from the intervening variable to the dependant variable. Then
path C is the total impact and path C’ is the direct impact of an independent variable on
the dependent variable. If after controlling the intervening construct the total impact
diminishes or reduces mediation exists.
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The direct impact of harmonious work passion (HWP) on the task performance
(TP) was proposed in HI1, that was approved (f=.76, t=14.21, p< 0.01) while H2
postulated the impact of HWP on organizational citizenship behaviors (OCBs) and the
outcomes substantiated a positive link (f=.69, t=13.63, p< 0.01). To trace the indirect
effects of work engagement (WE) between HWP and TP, as well as, HWP and OCBs as
proposed in H3 and H4 the mediation test was run. The impact of HWP on WE was
positive and significant (f=.46, t=9.22, p< 0.01). The impact of WE on TP ($=.38,
t=8.67, p< 0.01) and OCBs (B=.54, t=10.21, p< 0.01) was also positive and significant.
After controlling for the mediator (WE), the direct impact of HWP on TP (=22, t=3.22,
p< 0.05) and OCBs (B=.28, t=4.76, p< 0.01) was reduced. In addition a significant
indirect impact was seen HWP>WE—> TP (effect size=.54, LLCI=0.23, ULCI=0.78) and
HWP->WE-> OCBs (effect size=0.41, LLCI=0.28, ULCI=0.86). The results are shown
in Table 5 and 6.

Table 5: Direct and Indirect Impacts

HWP>WE WES>TP HWP> TP (Total) HWP> TP (direct)
B 46" 54* 76" 22
Se 1056 1056 037 037
t-value 9.22 10.21 14.21 3.22
R 605 588 605 588
F 382.06 209.10 382.06 209.10
Sig .000 .000 000 000
HWP>WE __ WE—>OCBs HWP—> OCBs (Total) HWP> OCBs (direct)
B 46" 38" 69 28"
Se 1056 1056 037 041
t-value 9.22 8.67 13.63 4.76
R 605 534 765 534
F 382.06 222.88 314.23 222.88
Sig .000 :000 1000 000

Notes. "#*p<0.01, **p<0.05

Table 6: Boot strapping Indirect Impacts

Variables Lower Limit Upper Limit Effect
HWP->WE-> TP 0.23 0.78 0.54
HWP->WE-> OCBs 0.28 0.86 0.41
V. Discussion and Implications

The present study aimed to find the impact of harmonious work passion on task
performance and OCBs through the mediating role of work engagement. H1 stated that
harmonious passion will link to employees’ task performance and this outcome was
supported. H2 stated that harmonious passion will link to employees’ OCBs and results
substantiated this postulation. Both of the results are in line with the extant literature that
supports the impact of harmonious passion on employee performance and OCBs (Lai et
al., 2020; Qadeer et al., 2016).

The indirect effect of work engagement was proposed in harmonious passion
and employees’ task performance relationship in H3. The results showed that employees
having harmonious passion are more engaged in their work and as a result their task
performance enhances. The indirect effect of work engagement was proposed in
harmonious passion and employees’ OCBs relationship in H4. It affirmed that
harmoniously passionate employees lead to OCBs through being more engaged in their
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work. The foundation of these outcomes lie in SDT, that states passion is a source of
internalized motivation that is needed for work engagement and positive outcomes (van
Tuin et al., 2020).

Theoretically we have introduced the role of work engagement as a mediator
between harmonious passion and its outcomes using SDT. Moreover, we extended the
passion research in higher educational sector (Prates, Both, & Rinaldi, 2019). Thus, we
recommend that the teachers in HEIs should develop passion and work engagement so
that their task performance and OCBs can be maximized. The university administration
should also provide the working conditions and facilities to promote the harmonious
passion in teachers. The current research presents significant implications for the work
passion — outcomes relationship, based on theory and data-based explanation. To date,
this is the first study that investigates the hitherto understudied causal mechanism, i.e.,
work engagement and the unexplored boundary effect of perceived organizational
support, in the relationship between work passion and work outcomes: task performance
and OCB. It is also one of the few studies in the work passion literature that casts
organizational support theory upon the perception of work passion. Although prior
studies have attempted an examination of the cognitive factors in the proposed underlying
linkage (e.g., Astakhova et al., 2015). Since work passion is conceptualized on the basis
of three tenets, such as affective, cognitive, behavioral (Vallerand et al., 2007), therefore,
assessing work engagement emphasizes significance of the study to the extant body of
knowledge. The results also substantiate the past studies on the role of passion and its
positive outcomes in teaching faculty. Such that Gilal et al. (2019) found that passion in
teacher has favorable impact on students’ outcomes. We have shown that this passion
also results in positive outcomes for teachers as well. In addition some of the work on
teachers’ passion has shown its negative outcomes (Fernet et al., 2014) such that passion
inculcates burnout. We have depicted that when teachers have harmonious passion the
tendency of positive outcomes is more evident.

The application of self-determination theory and organizational support theory
in investigating the joint effects of work passion that similarity exists about how they
influence work outcomes. That is to say, an individual develops a global impression
about his job on the basis of passionate activity that turns into one’s identity as well as
perceived organizational support that facilitates individuals in constructing and endowing
the overall impressions. Last but not the least, the significance of current research extends
beyond an empirical investigation to practice. As discussed above, academic sector is a
key player that contributes to a country’s economy. While teachers are the main drivers
whose contribution directly or indirectly, positively or negatively influences the success
of education sector. In this regard, the role of work passion is assumed to be a significant
factor that predicts superior in-role and extra-role behaviours.

VI. Limitations and Future Directions

It is acknowledged that this study has some shortcomings that suggest research
opportunities. First this study is limited to the higher education sector. Second, the survey
method (questionnaire) is used for the collection of data and data were collected at single
point of time. Third, purposive sampling techniques are used. Fourth SPSS is used for
analysis of data. Fifth, only one mediating mechanism was investigated. Sixth research
studies use SDT to theorize between harmonious work passion and its outcomes.
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In future other sectors can be examined and multi-method studies using time-
lagged data will be more rigorous. In addition, other theoretical lens like conservation of
resources can be used and the antecedents of harmonious passion in teachers should be
studied.

VII. Conclusion

This study investigated the impact of harmonious work passion on employees’
work outcomes, i.e., task performance and OCB in the education sector in Pakistan.
Moreover, it attempted to assess an understudied causal mechanism that underpins the
relationship between work passion and work outcomes. The theoretical foundations of
SDT were used to establish the hypothesized associations that are based on the intrinsic
need satisfaction dynamics. The data of the study was obtained from the education sector
of Pakistan and the data were analyzed using PROCESS model 4. The findings showed
that work passion served as an antecedent variable and the study examines both types of
work outcomes. Besides, work outcomes were taken as the consequence variables and the
study investigated the impact of harmonious work passion on task performance and OCB.
Furthermore, work engagement proved to be a mediating variable between harmonious
work passion and its outcomes.
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