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Whatis the transdiscipline of Informing Science?
What is Informing Science: here is an hour long video introduction by Prof. T. Grandon Gill, presented at
InSITE 2011 in Novi Saad, Serbia, and two books that are available online for free viewing and
downloading of their PDFs:

* Informing Science Volume One: Concepts and Systems, and

Informing Science Volume Two: Design and Research Issues

Lastly, in 2009 I wrote the paper A Philosophy of Informing Science.

Whatis the journal Informing Science?

The journal Informing Science: the international journal of an emerging transdiscipline especially
welcomes papers that bring together and cross the research heritage and epistemologies on finding better
ways to inform from diverse fields including technology, psychology, brain science, information
science, and other diverse disciplines and the application of these ways to finding better ways to inform
to client disciplines such as health care, government, and education. The journal welcomes conceptual,
theoretical and empirical contributions. The ideal paper builds on existing research not only in the
author's own discipline but also from the transdiscipline of Informing Science.

All submissions and reviewing is done online using the Informing Science Institute Paper Review
System. Manuscripts are submitted online and reviewed electronically using our article submission
management system. For this reason, all authors and co-authors need to obtain an ISI colleague account,
available at http://Join.InformingScience.org .

We provide our published authors with both a quality print publication and the widespread readership
that comes from publishing all articles online within a few weeks of acceptance. This approach ensures
that published works are read and cited by the widest possible audience.

Mission

Informing Science: the International Journal of an Emerging Transdiscipline is the principal channel for
sharing knowledge about and encouraging interest in informing across a diverse body of researchers
drawn from many disciplines and nations.

The academically peer refereed journal Informing Science endeavors to provide an understanding of the
complexities in informing clientele. Fields from information systems, library science, journalism in all
its forms to education all contribute to this science. These fields, which developed independently and
have been researched in separate disciplines, are evolving to form a new transdiscipline, Informing
Science.

Informing Science publishes articles that provide insights into the nature, function and design of systems
that inform clients. Authors may use epistemologies from engineering, computer science, education,
psychology, business, anthropology, and such. The ideal paper will serve to inform fellow researchers,
perhaps from other fields, of contributions to this area.
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APPLIED PSYCHOLOGY AND INFORMING SCIENCE:
INTRODUCTION TO THE DEVELOPING SPECIAL
SERIES

Francesco Tommasi
University of Verona, Department of Human Sciences, Verona, Italy

ABSTRACT

~ ~

Aim/Purpose This is an introductory paper for the developing special series on applied psychology and
informing science. It takes into account the spirit of informing science to launch the first of three articles in
the series on applied psychology. The paper concludes by raising questions for future investigations.

Keywords informing science, applied psychology, transdisciplinary

THE SERIES

Informing about knowledge production represents a timeless challenge for an applied psychologist.
Scientific papers previously focused exclusively on the complexities of theory-building and research
conducting. The focus has been on disseminating knowledge and perspectives with only a soft focus on
the client of the research. For psychologists, the prescriptive and descriptive norms are strongly rooted in
the theme of knowledge production through compliance with agreed-upon research design, methods,
and ethical practice. However, this approach severely limits useful research conducted outside the field
of study. This a tricky question as it is not amenable to standard ways of scholarship in psychology.
Psychologists are familiar with confronting the challenge of publication. Still, the limits of national
evaluation systems, disciplinary boundaries, and the compliance of publication checklists make it
difficult for psychologists to remain sensitive to social nuances of informing about their knowledge to
the broader public.

This is exactly the challenge that the journal Informing Science: The International Journal of an
Emerging Transdiscipline (InformingSciJ) is willing to address with a series devoted to applied
psychology. InformingSciJ builds on a transdisciplinary character that puts forth occasions to provide a
broad array of discussions from various and separate disciplines. Such research findings are written in
ways to better inform a wider public. In addition to formal academic systems limiting the boundaries of
scholars into sectorial and faculty structures, InformingSciJ draws on the idea that we can also prize
research that provides the reader with a novel perspective on specific phenomena. Notably, the term
novel refers to the reader’s response, not the author’s field. InformingSciJ welcomes articles that fall in
the cracks of single-field-based research. We welcome submissions that cross the boundaries of a single
field’s research heritages and epistemologies. Its ultimate aim is to inform, that is, to enhance the useful
knowledge of'its readers.

The controversial and subverting perspective spirit of InformingScilJ can foster reflections in scholars
from various disciplines. Recalling the above timeless question for applied psychology, such a spirit of
InformingSciJ opens novel and inspiring ideas for psychologists willing to inform individuals, groups,
communities, and institutions about knowledge and the use they make of it. Confronting this complex
question, the spirit of InformingSciJ offers a holistic and scientifically rich basis for expanding ways of
communication of applied psychology knowledge. It is precisely this last aspect that made the Editor-in-
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Chief of InformingSciJ open the series of Applied Psychology and Informing Science.

The present introductory paper of the series presents the first three articles in this series. They advance
ideas for future investigations that this developing special series would welcome. The authors have
interpreted the spirit of informing science and attempted to inform about applied psychology pieces of
knowledge. As later described, the articles tried to reach this goal by (a) connecting applied psychology
with different fields (e.g., sociology, information technology) and (b) using a language to

explain and illustrate their understanding of specific phenomena. The following overview of the articles
follows the order of acceptance.

The initial paper (Sartori et al., 2023) addresses the phenomenon of employee resignation and adopts an
applied psychology lens to empirically understand the role of organizations in reducing employee
turnover intention. The article makes a compelling case to show how the traditional lens of work and
organizational psychology can be extended to a macro-social approach. The paper displays the organ
ization’s crucial role in supporting its employees.The second paper by Aldukhayel (2023) supports the
use of psychological paradigms in the school context and proposes an evaluation of teaching methods
via traditional experimental methods. The author comments and discusses the results in a way that
contributes to both psychological and educational literature.

The last paper by Morandini and colleagues (2023) clearly depicts the impact of technological devel
opment in the organizational context and for the labor market. Taking the license to use applied psy
chology, the authors of this last paper examine how artificial intelligence can support individuals in their
upskilling for the future of work and employment.These papers and this introduction launch the new
special series on applied psychology and inform ing science. These are examples of how applied
psychology can intersect with other disciplines and research fields. Thanks to their interdisciplinary
basis, the authors followed an unconventional writing style to generate an illustration of their cases of
study. Notably, these are examples of how applied psychology can inform different readers or clients at
the individual, community, organizational and institutional levels.

We welcome papers that investigate and address the core question of how to inform about applied
psychology knowledge that intersects different disciplines. We endeavor to complete the longstanding
gap between practitioner-knowledge and academic-knowledge. We particularly welcome submissions
written by practitioners and studies engaging practitioners in academic-knowledge. We look forward to
publishing papers in this special series based on the core idea that applied psy chology can offer a
particularistic lens in different disciplines and research fields.
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ADDICTION POTENTIAL AMONG IRANIAN
GOVERNMENTAL EMPLOYEES: PREDICTING ROLE OF
PERCEIVED STRESS, JOB SECURITY, AND JOB
SATISFACTION

Davide Giusino, Ferdinando Toscano, Federico Fraboni, Tayebe Rahimi
Pordanjani
University of Bologna, Bologna, Italy

ABSTRACT

/ Aim/Purpose To explore the incidence of addiction potential within the Iranian public work ing\
population, describing how many Iranian public employees fall within the diagnostic categories of low,
moderate, and high addiction potential. Also, to investigate the predicting role of occupational variables
such as perceived stress, job security, and job satisfaction on addiction potential and belonging to low,
moderate, and high addiction potential diagnostic categories.

Background Substance addiction among employees can lead to several negative conse quences at the
individual and organizational levels. Also, it is the fourth cause of death in Iran. However, few studies
have been conducted on the topic among employees, and non among Iranian employees.

Methodology The study participants were 430 employees working in governmental offices of

the North Khorasan province, Iran. Descriptive statistical analysis and multiple linear regression analysis
were conducted to explore the incidence of addiction potential within the analyzed population and to
investigate whether occupational variables such as perceived stress, job security, and job satisfaction pre
dicted low, moderate, or high addiction potential.

Contribution This paper suggests that perceived stress might act as a risk factor for developing addiction,
whereas job security and job satisfaction might be protective factors against the likelihood of addiction
development.

Findings More than half of the sample showed moderate to high addiction potential. Perceived stress was
positively related to addiction potential. Job security and job satisfaction were negatively related to
addiction potential.

Recommendations for Practitioners Managers and policymakers may find a valuable strategy to reduce
employees’ substance addiction risks in the design, development, and implementation of initiatives and
interventions that prevent or reduce perceived stress and improve job satisfaction and job security.

Recommendations for Researchers When addressing the topic of substance addiction, researchers
should focus on the preventative side of investigating it; that is, addiction risk rather than already unfolded
addiction. Also, researchers should be mindful of the cultural context in which studies are conducted.

Impact on Society Substance addiction threatens the sustainability of communities and societies
worldwide. Providing applied psychological findings, this paper can inform the broader public and help
\individuals, groups, communities, and institutions to address this issue in a science-based fashion. /
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Future Research Future research might investigate other relevant occupational predictors in relation to
employee addiction potential, such as leadership style, work-life balance, and worktime schedule, or
expand on the relevant causal chain by including personality traits such as neuroticism.

Keywords substance addiction, addiction potential, public employees, stress, job security, job
satisfaction, occupational health, Iranian employees

- _/

INTRODUCTION

Substance addiction is the repetitive, excessive, and compulsive consumption of addictive psychotropic
substances such as drugs, alcohol, or tobacco. It represents a threat to the person who suffers from it, and
it is a psychological and behavioral disorder that seriously threatens the sustainability of communities
and societies (Fontaine, 2007; Sadock et al., 2007). Furthermore, it represents a cost even in the
workplace.

Substance addiction impairs both workers’ well-being and performance since it leads to reduced at
tention and concentration, poor time management, and illegal behaviors in the workplace (De Beyer &
Brigden, 2004; Evans, 2016; Frone, 2012). Previous literature shows that substance addiction has been
linked to undesired business performance and workplace safety outcomes, such as decreased income
and productivity, increased turnover, and severe injuries (De Beyer & Brigden, 2004; Evans, 2016;
Frone, 2012; Ovuga & Madrama, 2006). The negative consequences of employees’ substance addiction
call for the relevant endeavor of elaborating strategies to reduce it within the working population.
Addiction potential is a person’s tendency, likelihood, or risk to develop an addiction, encompassing a
strong desire and preference for using drugs, alcohol, or tobacco over enacting other or different be
haviors (Afshari, 2019; Amiri, Sadeghi et al., 2020; Goudarzian et al., 2017; Saadat et al., 2019; Weed et
al., 1992; Zargar, 2006; Zargar & Ghaffari, 2009; Zargar et al., 2008). Previous literature (Amiri,

Sadeghi et al., 2020; Weed et al., 1992; Zargar, 2006) has identified three diagnostic categories that can
be used when assessing addiction potential, such as low, moderate, and high addiction potential, each of
them corresponding to a specific level of risk of addiction. Amiri, Khosravi et al. (2021) found a
statistically significant relationship between addiction potential status (i.e., low, moderate, high) and the
tendency to use drugs, conceptualized as an individual attitude toward addiction, with people with high
addiction potential being almost twice as likely to use drugs as people with low addiction potential.

The first purpose of the present study consists in estimating the extent to which a statistically repre
sentative random sample of the survey population falls into each of these three levels of substance
addiction risk. While possibly linked to specific stable individual characteristics, like personality
traits(Zargar, 2006), addiction potential may also be related to more modifiable variables, such as those
from the occupational domain (e.g., Helbig & McKay, 2003). Hence, the second purpose of this study is
to identify whether relevant occupational variables (i.e., perceived stress, job security, and job
satisfaction) are related to employees’ addiction potential. They were chosen as study variables because
they represent the critical perceptions of any worker (e.g., Ettner & Grzywacz, 2001). We posit that
perceived stress is a positive predictor of addiction potential, and job security and job satisfaction are
negative predictors of the same outcome variable. In so doing, this paper aimed to produce applied
psychological findings that can inform the broader public and help individuals, groups, com munities,
and institutions to address the issue of substance addiction within the working population in a science-
based fashion (Tommasi, 2023).

The study was conducted in Iran, where the prevalence of substance use has been estimated between
3.9% and 11.9% within the general population older than 15 years (Moradinazar et al., 2020; Noorbala et
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al., 2020), and between 9% and 60% depending on the province within the population of in dustrial
workers (Damari et al., 2020). However, addiction is a worldwide problem, as the situation is
comparable in other countries. For example, it is estimated that an annual average of 8.6% of fulltime
workers aged 16 to 64 in the United States use illicit drugs (Bush & Lipari, 2015).

First, perceived stress at work is conceived as a mismatch between the demands that employees face
while carrying out their job (e.g., workload, time pressure, complexity, responsibility) and the resources
which are available to face those demands (e.g., skills, organizational support; Bakker & Demerouti,
2017). Job demands are physical, psychological, social, or organizational aspects of the job that require
physical or psychological effort from the worker. In contrast, job resources are physical, psychological,
social, or organizational aspects that workers can use to counterbalance costs re garding physical,
cognitive, and emotional energy (ibidem). The stress-induction and tension-reduc tion proposition —
first introduced by Conger (1956), further developed by Cooper et al. (1995) and Khantzian (1997), and
still used nowadays in several studies in the field of substance use (e.g., LauBarraco et al., 2023; Montal-
Rosenberg etal., 2023) — suggests that people use addictive substances to reduce tensions deriving from
stressors. This might also be true for perceptions of stressful situations at work, as noted, for instance, by
Frone (2008), who found a positive relationship between work overload and consumption of drugs and
alcohol. People perceiving higher stress levels revert more to a maladaptive coping strategy, such as
consuming substances, to try and alleviate the harmful effects of stressful conditions in the short term.
However, to our knowledge, the specific relationship between perceived stress and addiction potential
has not been investigated within the population of workers. On this basis, we propose the following
hypothesis:

H1: Perceived stress is positively related to addiction potential.

Job security can be defined as a perception of the stability of one’s job. It can be conceived as the opposite
of job insecurity, a set of subjective concerns about the continued existence of one’s job(De Witte et al.,
2015). As such, job insecurity can expose workers to relevant stress (Taheri Nakhost, 2011) and,
following the stress-induction and tension-reduction proposition (Conger, 1956), can therefore be
thought to be positively associated with addiction potential. Frone (2008) found a significant positive
relationship between workers’ perceptions of job insecurity and the use of drugs and alcohol, which was
even more significant than that between work overload and consumption of drugs and alcohol. However,
to our knowledge, no research has previously studied the relationship between job security and the
specific construct of addiction potential among workers. So, we propose the following hypothesis:

H2: Job security is negatively related to employees’ addiction potential.

Finally, job satisfaction, an overall favorable attitude towards one’s job (Rafferty & Griffin, 2009), can
also be hypothesized as a negative predictor of addiction potential. The underlying rationale is that
addictive substances can be used as a coping strategy to reduce negative feelings toward one’s job(Frone
& Windle, 1997). At the same time, employees with higher job satisfaction might deploy their positive
perceptions and feelings as individual-level job resources to cope with stress. In support of this
argument, Moore and colleagues (2000) found that people who drink but have no alcohol addiction show
significantly more favorable job attitudes than people with alcohol addiction. Also, Saari and Judge
(2004) found that low levels of job satisfaction predict disruptive behaviors, among which was
substance abuse. Hence, we propose the following hypothesis:

H3: Job satisfaction is negatively related to employees’ addiction potential.

MATERIALSAND METHODS
The current paper reports on a cross-sectional study. The following sections provide information about

Informing Science: The International Journal of an Emerging Transdiscipline (Volume - 27, Issue - 1, Jan - Apr 2024) Page No. 6



Online ISSN: 1521-4672 Print ISSN: 1547-9684

the sample, procedure, measures, and statistical analyses deployed to achieve the study’s aims.

SAMPLE

Government employees from the North Khorasan province of Iran constitute the study’s statistical
population, meaning 8,565 individuals. North Khorasan has 50 government offices located all over the
province. In the first stage of the sampling procedure, all the government offices with more than 100
employees were selected based on the targeted sampling method, meaning a total of 5,527 individuals.
Then, to ensure the manageability and feasibility of the study procedure, a sample of 360 employees was
further selected based on the stratified sampling method. However, to prevent the negative
consequences of potential participants’ dropout and ensure enough usable data, question naires were
distributed among 500 employees from 22 different public departments of the municipality of Bojnord.
Valid responses were collected from 450 participants, corresponding to a 90% re sponse rate. After
removing outliers using the Mahalanobis distance measure, a final sample 0430 employees was left and
included in the subsequent statistical analyses. The sample comprised 366 men (85.1%) and 64 women
(14.9%). Age ranged from 24 to 58 years (M =37.24, SD = 6.66). Mostof the sample reported holding a
bachelor’s degree (n =265, 61.6%) and a fixed-term employment contract (n = 181, 42.1%). Job tenure
ranged from 1 to 36 years (M =11.77,SD =6.70).

PROCEDUREAND MEASURES

A paper-and-pencil questionnaire, including four self-report psychometric measurement scales, was
administered between March 2019 and October 2020. The questionnaires were filled in at the partici
pants’ workplaces and then returned to the researchers. The study’s aims and the ethical principles of
confidentiality and voluntary participation were explained and ensured to participants.The Persian
validation by Zargar (2006) of the Addiction Potential Scale by Weed and colleagues (1992) was used to
measure addiction potential. It is composed of 41 items and answers are given on a 5-point Likert scale
ranging from “0 = strongly disagree” to “4 = strongly agree”. The score ranges from 0 to 144 (0-36 =low
addiction potential; 37-54 = moderate addiction potential; >54 = high addiction potential). Subdivision
into three classes is part of the original versions of the scale (Weed et al., 1992; Zargar, 2006) and has
been previously used by other Iranian studies (Amiri, Sadeghi et al., 2020). The validity and reliability of
this instrument have been previously tested (Afshari, 2019; Amiri, Sadeghi et al., 2020; Goudarzian et
al., 2017; Saadat et al., 2019; Zargar, 2006). In the present study, Cronbach’s alpha was 0.88 and
Spearman-Brown’s coefficient was 0.85.

The Persian translation by Maroufizadeh and colleagues (2014) of the Perceived Stress Scale by Cohen
and colleagues (1983) was used to measure perceived stress. This is a unidimensional 10-item in
strument measuring individual perceptions of stress in terms of uncontrollability, unpredictability, and
overload in one’s life. Participants were instructed to provide the frequency to which they were
experiencing stress due to work on a 5-point Likert-type scale ranging from “0 = never” to “4 = very
often” (0— 13 =low stress; 14 —26 = medium stress; 27 — 40 = high perceived stress). The psychometric
characteristics of this instrument were deemed suitable in previous studies (Maroufizadeh et al., 2014).
Cronbach’s alpha was 0.83, and Spearman-Brown’s coefficient was 0.80.

The Iranian Job Security Questionnaire by Mahmodian and Naisi was used to measure job security. This
is a 30-item instrument measuring factors that protect or threaten job security in the workplace. Answers
are given on a 5-point Likert-type scale ranging from “0 = strongly disagree” to “4 = strongly agree”. The
psychometric characteristics of this instrument were deemed suitable in previous studies (Mahmodian &
Naisi, 2002). Cronbach’s alpha was 0.90 and Spearman-Brown’s coefficient was 0.88.
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Finally, the Persian translation by Ghadiri and colleagues (2013) of the Job Satisfaction Scale by Bray
field and Rothe (1951) was used to measure job satisfaction. This is a 5-item instrument measuring
employees’ satisfaction with their job. Answers are given on a 5-point Likert-type scale ranging from “1
= strongly disagree” to “5 = strongly agree”. The psychometric characteristics of this instrument were
considered satisfactory in previous studies (Ghadiri et al., 2013). Cronbach’s alpha was 0.81 and
Spearman-Brown’s coefficient was 0.80.

STATISTICALANALYSIS

Confirmatory Factor Analysis (CFA) was conducted to assess the dimensionality of the administered
questionnaire. We compared a one-factor model with a four-factor model, with each factor representing
the main study variables: addiction potential, perceived stress, job security, and job satisfaction.
Composite reliability (CR), Cronbach’s alpha, and Spearman-Brown’s coefficient were computed to
evaluate the reliability of the deployed psychometric measures. For CR, we adopted the cut-off values
indicated by Hair and colleagues (2018), namely >0.70.After ensuring that normal distribution
assumptions were met by running the Kolmogorov-Smirnov test (p < .05), two main statistical
procedures, one per each study’s aim, were conducted. First, descriptive statistics were used to report on
frequencies, means, and standard deviations from low, moderate, and high addiction potential, used as
one categorical variable. Second, Pearson’s correlation analysis, dummy coding for categorical
dependent variables, and multiple linear regression analysis with all continuous predictors entered in a
single step were run to investigate the predicting role of the occupational variables under study. The
thresholds of statistical significance were set at p < .05, p < .01, and p < .001. Data analysis was
performed using the SPSS and Mplus statistical software.

RESULTS

CONFIRMATORY FACTORANALYSIS

CFA showed a better fit for the four-factor than the one-factor version of the administered questionnaire.
The one-factor model showed the following fit indices: ¥* (3569) = 16673.96, y*/degrees of freedom (df)
=4.67, Root Mean Square Error of Approximation (RMSEA) = 0.09, Standardized Root Mean Square
Residual (SRMR) = 0.11. The four-factor model showed the following fit indices, %> (3563) = 13272.92,
y*/df=3.73, RMSEA =0.08, SRMR = 0.09. Thus, the dimensionality of the administered questionnaire
was assessed favorably since the four-factor fit was better than the single factor fit. CR showed above-
threshold values for addiction potential (0.89), job satisfaction (0.82), perceived stress (0.84), and job
security (0.91). Thus, the model measures’ goodness of fit, and the structural validity and reliability were
supported.

INCIDENCE OF ADDICTION POTENTIALWITHIN THE STUDYSAMPLE

The average addiction potential in the overall study sample was 41.11 (SD = 19.90). Table 1 shows that
the low addiction potential diagnostic category (n =203, 47.20%) was the most represented. However,
more than half (n =227, 52.80%) of the sample fell between the moderate (n=116, 27.00%) and the high
(n=111,25.80%) addiction potential diagnostic categories

Table 1. Frequencies and descriptives from addiction potential diagnostic categories
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Diagnostic N |% [|Maddiction potential [ Mperceived stress |Mjob security |Mjob satisfaction
Category
Low 203 1472 23.61 14.37 7217 19.69
Moderate 116 |27.0 46.38 18.32 66.70 18.54
High 111 (258 67.61 20.28 61.72 16.45
Total 430 | 100

Average perceived stress was lower among low-addiction potential employees (M = 14.37, SD = 5.11)
than among moderate-addiction potential employees (M = 18.32, SD = 5.35). High-addiction potential
employees showed the highest average level of perceived stress (M =20.28, SD = 6.03). Also, average
job security was higher among low-addiction potential employees (M =72.17, SD = 14.32) than among
moderate-addiction potential employees (M = 66.70, SD = 15.52). In contrast, high-addiction potential
employees showed the lowest average level of job security (M =61.72, SD=13.75).

Finally, average job satisfaction was higher among low-addiction potential employees (M =19.69, SD =
4.43) than among moderate-addiction potential employees (M = 18.54, SD = 3.82). In contrast, high-
addiction potential employees showed the lowest average level of job satisfaction (M = 16.45, SD =
4.21).

Overall, these findings suggest that different degrees of addiction potential might have different as
sociations with levels of perceived stress, job security, and job satisfaction. OCCUPATIONAL

PREDICTORS OFADDICTION POTENTIALANDITS

DIAGNOSTIC CATEGORIES

Table 2 shows the correlations among the examined variables. Among these results, we point out that the
significant negative correlations between perceived stress and job security (r = -.27, p <.01) and job
satisfaction (r=-.21, p<.01) were consistent with the theoretical propositions according to which being
concerned about continuing to perform one’s job can be associated with a stressful experience and that a

positive attitude toward one’s job can be used as a resource to cope with stressors(Frone & Windle, 1997,
Taheri Nakhost, 2011).

Table 2. Correlations between variables

N | M | SD |Percewved stress | Job security | Job satisfaction
Perceived stress 430 | 16.96 | 5.98 -

Job security 430 | 67.99 | 15.11 - 27H* -
Job satisfaction 430 18.54 | 3.97 - 21%* Sih% -
Addiction p(:tcntiﬁl 430 41.11 | 19.90 A3 S - 35F

As per the hypothesized regression model with addiction potential as the dependent variable, it was
statistically significant (R2 = .26, F(3,426) =52.07, p <.001). Specifically, perceived stress (p <.001),
job security (p < .05), and job satisfaction (p < .001) all significantly predicted employees’ addiction
potential. As expected, perceived stress ( =.35) was a positive predictor, thus supporting H1, whereas
job security (B=-.11) and job satisfaction (f =-.20) were negative predictors, thus supporting H2 and H3
respectively.
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Analyzing the regression models adopting the three levels of addiction risk as the dependent variable,
low addiction potential as the dependent variable (R2=.20, F(3,426)=37.17,p <.001) was significantly
related to perceived stress (B = -.35, p <.001) and job satisfaction (f = .15, p <.01). In contrast, job
security (B=.07, p=.14) did not significantly predict low addiction potential.

Moderate addiction potential as the dependent variable (R2 = .02, F(3, 426) = 3.08, p < .05) was sig
nificantly related to perceived stress (B = .13, p <.01), whereas job security (B =-.04, p = .45) and job
satisfaction (B=.05, p=.35) were not significant predictors of moderate addiction potential.

Finally, high addiction potential as the dependent variable (R2 = .16, F(3, 426) = 28.90, p <.001) was
significantly related to perceived stress (B = .26, p < .001) and job satisfaction (f = -.23, p = .001),
whereas job security (B=-.04, p=.42) was not a significant predictor of high addiction potential.

DISCUSSIONAND CONCLUSION

The study findings revealed that more than half of the sample showed moderate or high potential for
addiction. In addition, a pattern of different associations between addiction potential diagnostics
categories and occupational factors was suggested. Results also suggested that the more employees feel
stressed and the less they feel secure and satisfied about their job, the more likely they are to develop an
addiction to substances. Conversely, if employees do not perceive the existence of overwhelming stress
and feel secure and satisfied about their job, they have less potential for addiction.

These findings supported our H1, H2 and H3, proposing the perceived stress is positively related to
addiction potential, whereas job security and job satisfaction are negatively related to employees’ ad
diction potential.

The finding regarding the positive relationship between perceived stress and addiction potential can be
explained by adopting the stress-induction and tension-reduction proposition (Conger, 1956; Cooper et
al., 1995; Khantzian, 1997) as a theoretical reference. In this framework, substance use is understood as a
coping strategy to reduce one’s negative feelings from stress (Frone, 2008; Frone & Windle, 1997). A
consistent interpretation can be given to the negative relationship between job security and addiction
potential since job security is a condition in which employees do not worry about the continued existence
of their job, thus avoiding a relevant source of stress (Zargar & Ghaffari, 2009; Zargar et al., 2008). The
findings supported the role of job satisfaction concerning addiction potential. This result is in line with
previous literature (Frone, 2008; Frone & Windle, 1997). However, it should be noted that Van Jaarsveld
and Keyser (2018) found that employees reported lower levels of job satisfaction because they were
using drugs. Thus, the relationship between job satisfac tion and addiction might be considered bi-
directional.

Stress was shown to be related to each level of addiction risk. It was negatively related to low conditions
but positively related as early as the medium and high-risk levels. On the other hand, job satis faction
showed significant correlations only in the highest levels of addiction potential: a positive effect in the
low-risk and a negative effect on the high-risk levels. Finally, when the risk categories of addiction
potential and not the full scale were used, job security showed no significant relationships with the
different potential risk levels. Results thus reveal how stress tends to bind more strongly and in more
situations with addiction potential than job security and job satisfaction. There are at least two possible
interpretations for this research evidence. First, the stress condition may relate to perceptions that are
more likely to involve behaviors of reaction to it. In other words, participants are more likely to use
substances to react to a momentary stressful situation rather than concerning is sues that unfold from
long-established, less momentary perceptions, such as job security and job sat isfaction. A second
interpretation might instead be found in the Conservation of Resources (COR) theory (Hobfoll et al.,
2018), according to which it is more harmful to individuals to lose resources (i.e., stress), compared to
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when there is a gain of resources (i.c., job security and job satisfaction). In other words, it would be
primarily the negative effect of stress that would push toward addictive behaviors. LIMITATIONS AND

FUTURE RESEARCH

The present study has several limitations. Most of all, the gender imbalance within the study sample, the
deployment of self-report measures, the use of cross-sectional data, and the peculiar Iranian con
textualization of the study should be noted. These limitations prevent claiming generalizability of the
study’s findings. The cross-sectional nature of the data prevents us from making causal inferences about
the relationships found among the variables under study. Future research may address these issues.
Another limitation might be related to the use of the Perceived Stress Scale (Cohen et al., 1983;
Maroufizadeh et al., 2014). Originally, this is a questionnaire that measures stressful life events, not
directly occupational stress.

Further occupational predictors might be investigated in the future about employee addiction potentials,
such as leadership, work-life balance, and worktime schedule. Moreover, it should be noted that,
although it was out of the scope of the present study to gather empirical data regarding actual addiction or
addictive behaviors that we could relate to the three levels of addiction potential (i.e., low, moderate,
high), evidence is scarce even in the available literature, with Amiri, Khosravi et al. (2021) being an
exception. Thus, it might be interesting for future studies to further establish the relationship between the
three levels of addiction potential and actual addiction or addictive behaviors within the working
population, to better understand what low, moderate, and high risk means for workers.

Finally, the causal chain of addiction potential could be expanded beyond the factors considered here, by
including personality traits and dispositional factors. For instance, it is known that neuroti cism is
positively associated with perceived job stress (Bergomi et al., 2017; Mamcarz et al., 2019; Térnroos et
al., 2013), so it might be that, in an introspective rating, people being more nervous about their job are
also rating themselves as being more vulnerable to addiction. We propose this point as a final input to
future research.

APPLIED IMPLICATIONS

Despite its limitations, the study’s results hold relevant theoretical and practical implications for man
agers and policymakers. On the one hand, they advance the available knowledge about addiction po
tential within the specific population of public employees, thus shedding light on the relationships that
the focused construct of addiction potential has with occupational predictors such as perceived stress,
job security, and job satisfaction. Based on the study’s findings, perceived stress might be understood as
a risk factor for employees to develop an addiction. In contrast, job security and satisfaction might be
considered protective factors.On the other hand, professionals and practitioners might exploit this
knowledge to design, develop, and implement strategies and interventions that, to prevent or reduce
addiction potential among employees, should reduce perceived stress and increase job security and job
satisfaction. Employers might implement actions, for instance, designing, organizing, and managing
jobs in a way that provides favorable working conditions, such as autonomy, flexibility, and job security.
However, these actions might also be carried out at the national and international policymaking level, for
example, by developing laws that ensure fair labor rights and a more stable labor market.

Finally, we suggest organizations carry out periodical surveys to investigate addiction among their
employees and act upon it. Employee well-being surveys should be good practice in organizations
around the world. We suggest, for the Iranian and international context, to make sure not only that these
surveys are conducted, but also that they investigate the area of addiction potential, which is too often
still taboo in organizations around the globe. Particularly, there is the risk that employees might be
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reluctant to report the use of drugs due to social desirability (Johnson & Fendrich, 2005) so
organizational surveys should guarantee that data are collected anonymously.

CONCLUSION

To conclude, substance addiction can be an issue facing both employers and employees. In this study, we
have provided knowledge on the tendency to develop substance addictions, particularly focusing on the
predicting role of stress, job satisfaction, and job security. Managers and practitioners can use it to
inform preventative actions to be implemented at their workplaces. For instance, as indicated by recent
literature (Frone et al., 2022), organizations may consider workplace-supported recovery actions to deal
with substance use disorders among employees.
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EMBITTERMENT IN THE WORKPLACE: HOW DOES IT
ASSOCIATE WITH BURNOUT AND WHAT TRIGGERS IT?
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ABSTRACT

/ Aim/Purpose Embitterment comprises a stress-related response to unjust life experiences. Studies have\
found that it can have a toll on employees’ well-being. However, re search on this matter is still in its

infancy.

Background Within the scope of the present study, I sought to investigate how embitterment relates to
burnout — the prolonged consequence of stress. This study further ex plored whether breaches of
psychological contracts can trigger embitterment. Methodology The study employed a cross-sectional
design where two hundred and eight (N = 208) participants from the general population completed an
online survey.

Contribution Findings suggest that the toll of embitterment might be much more than what research has
suggested so far. Those who experience embitterment can become emotionally exhausted and cynical and
these findings can be especially useful when identifying embitterment.

Findings It was found that embitterment related to higher burnout levels and more specifically emotional
exhaustion and cynicism. No significant findings were revealed for the relationship between professional
inefficacy and embitterment. Also, psychological contract breach was found to be a significant predictor
of embitterment, supporting further the notion that perceptions of injustice can trigger feelings of
embitterment. Results also showed that embitterment medi ated the relationship between psychological
contract breach and burnout.

Recommendations for Researchers The study highlights the notion that fairness is a key precursor of
embitterment,and this finding is essential when developing interventions to prevent embitter ment from
arising.

Future Research Future research could use a longitudinal study design to unravel whether burn out
represents a precondition or the consequence of embitterment. Future research should also include more
objective measures. For example, it would be Association of Embitterment with Burnout 136useful to pair
self-report data with more objective measures on embitterment (e.g. clinical interviews).

Keywords posttraumatic embitterment disorder, embitterment, burnout, psychological contract

INTRODUCTION

Linden (2003) defined embitterment as “an emotion encompassing persistent feelings of being let down,
insulted and of being revengeful but helpless”. Embitterment reactions occur when important values,
beliefs, and world-definitions or self-definitions are called into question by perceived injustice. Any life
event can evoke feelings of embitterment; however, in one study, Linden et al. (2007) examined the
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types of events that can provoke feelings of embitterment and revealed that such critical life events were,
in most cases, work-related (72.9%). This is perhaps not that unsurprising as the workplace can be seen
as an arena of events and experiences involving injustice and unfairness. Despite the high prevalence of
embitterment in organizational settings (Dunn & Sensky, 2018; Michailidis & Cropley, 2017) and the
plethora of symptoms associated with it, studies are only recently looking into embitterment in the
workplace. The overall aim of this study is to shed some light on what mighttrigger embitterment in
employees and what are the possible consequences of it on their well-being.

According to the just world hypothesis (Lerner, 1980), embitterment occurs when an individual’s belief
in justice is violated, resulting in negative effects on their mental health (such as chronic strain; Kiihn et
al., 2018), physical health (such as poor sleep quality; Michailidis & Cropley, 2019), and work-related
attitudes (such as reduced job satisfaction; Michailidis & Cropley, 2018). Using Colquitt’s (2001) four-
dimensional approach to organisational justice, Michailidis and Cropley (2017, 2018), have indeed
supported that perceptions of organisational injustice can significantly predict feelingsof embitterment
in employees, which in turn can make it difficult for them to recover from job demands during their time
off. Previous studies have shed light on the importance of justice as a key factor in embitterment, and its
impact on individuals, but the existing research is limited and does not provide a comprehensive
understanding of all the factors that contribute to embitterment.

In the present study, I aim to expand the current understanding of workplace embitterment by addressing
these research gaps. To this end, I integrate the conservation of resources theory (Hobfoll, 1989) and the
just world hypothesis (Lerner, 1980) to determine significant workplace characteristics that explain
justice violations leading to embitterment and, consequently, to employees’ poor emotional state (i.e.,
burnout).

EMBITTERMENTAND BURNOUT

There is a growing body of research to support the adverse consequences embitterment has on the mental
health of both a healthy population and inpatients in psychiatric units. For instance, the findings of a
study by Linden and Noack (2018) strongly associated embitterment with suicidality and aggressive
ideation. Moreover, in a sample of healthy older adults, Kiihn et al. (2018) found a negative association
between the Post Traumatic Embitterment Disorder (PTED) self-rating score and self-reported well-
being, life satisfaction, and future time perspective and a positive association with loneliness, perceived
stress, chronic strain, and external control beliefs. The concept of embitterment is a relatively recent
topic in the field of occupational and organisational psychology, with various studies being conducted
on the subject (Michailidis & Cropley, 2017, 2018, 2019; Muschalla & von Kenne, 2020). Given that
embitterment is frequently experienced in the workplace (Linden et al., 2007), studies have also
explored the consequences embitterment has on working adults. More specifically, studies have shown
that employees who experience embitterment engage in intrusive, pervasive, recurrent thoughts about
work that are negative in affective terms, known as affective rumina tion interfering thus with
employees’ ability to recover from work (Michailidis & Cropley, 2017). Working adults who experience
embitterment at work also show sleep disturbances (Michailidis & Cropley, 2019). More recent studies
have even tested the prevalence of embitterment in front-line health workers for COVID-19 control
(Kangetal., 2022).

However, little is still known about the impact of embitterment on employees’ emotional states. In this
study, I argue that the fact that embitterment is accompanied by a stress response could suggest a
possible connection with burnout. Interestingly, no study has yet investigated the relationship between
burnout and embitterment. Burnout is a state of emotional, physical, and mental exhaustion caused by
excessive and prolonged stress and is measured based on three dimensions (Maslach et al.., 2001).
Emotional exhaustion, meaning employees feel emotionally drained at the end of the day and whenever

Informing Science: The International Journal of an Emerging Transdiscipline (Volume - 27, Issue - 1, Jan - Apr 2024) Page No. 17



Online ISSN: 1521-4672 Print ISSN: 1547-9684

they think of work; cynicism, meaning employees feeling disconnected and experiencing their own life
as mere spectators; and reduced personal accomplishment and drive, with employees doubting the
significance of their job and lacking confidence in what they can accomplish (Maslach et al.., 2001).
Among factors that could potentially lead to burnout, findings from a longitudinal study design have
supported that experiences of inequity and injustice might also affect burnout and more specifically
emotional exhaustion (Van Dierendonck etal., 2001).

In the context of the conservation of resources theory (Hobfoll, 1989), it makes theoretical sense to
expect that feeling embittered could be associated with burnout. According to this theory, stress is a
reaction to the potential loss of resources in the environment, including objects, conditions, personal
characteristics, and energies. This theory suggests that people strive to acquire and maintain resources in
order to reduce stress. These resources can be divided into four categories: objects (e.g., house),
conditions (e.g., justice), personal qualities (e.g., fairness,), and energies (e.g., financial security). Under
the conditions outlined by this theory, burnout might emerge when justice and fairness beliefs are
threatened or lost. In line with the just world hypothesis (Lerner, 1980), embitterment is seen as the
aftermath of a violation of justice beliefs. As such, when employees experience embitterment they might
feel that their resources, in this case conditions of justice and fairness, are depleted and as such might be
more vulnerable to burnout.

Based on the theoretical analysis I hypothesise the following: Hypothesis la: Embitterment will
associate positively with emotional exhaustion.

Hypothesis 1b: Embitterment will associate positively with cynicism.

Hypothesis 1¢: Embitterment will associate negatively with the sense of personal accomplishment.

EMBITTERMENTAND PSYCHOLOGICALCONTRACT BREACH

As mentioned, embitterment is triggered by the violation of basic beliefs. Basic beliefs can be con
ceptualized as value systems of what is important to each individual. These values and beliefs might
differ from person to person and might encompass from religious or political beliefs to basic definitions
of oneself and one’s personal goals in life (Beck et al., 1979). According to Janoff-Bulman (1992),
people tend to hold the belief that the world is a just place and that they can rely on their efforts being
fairly rewarded. The experience of being treated in a fair manner contributes to the sense of being a
valued individual and elicits positive emotions. However, when people experience a critical negative,
unjust life event (e.g., unemployment), these core beliefs are often “shattered” (Janoff-Bulman, 1992),
and feelings of embitterment can be triggered (Linden et al., 2008). Indeed, recent studies investigating
predictors of embitterment in the workplace suggest that employees’ perceptions of organisational
injustice can predict employees’ feelings of embitterment (Michailidis & Cropley, 2017; Sensky et al.,
2015).

In workplace settings, employees and employers exchange implicit ‘expectations’ that the promises
(e.g., advancement opportunities) made will be kept (Blau, 1964; Rousseau, 2001). Thus, an employee’s
perceived expectations of what they can gain from an organization, in exchange for providing something
like loyalty or hard work, is known as a ‘psychological contract’ (Blau, 1964; Rousseau, 2001). A breach
of this psychological contract occurs when an employee or employer perceives that the other party has
failed to fulfill one or more obligations associated with perceived mutual promises (Gakovic & Tetrick,
2003).

Psychological contract refers back to the social exchange theories of social psychology. Social exchange
theories view social interactions as transactional (cost-benefit) where one party believes that the other
can and is willing to offer them something they value in return for their effort (Cropanzano et al., 2017).
In the case of the employee-employer relationship, productivity, high performance, selfimprovement,
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commitment, loyalty, and good conduct are often rewarded with highly competitive salaries, support,
fringe benefits, recognition, opportunities for development, and promotions.

The employee-organisation relationship can be irreversibly affected when either the employee’s or the
employer’s effort is much greater than the expected reward, or when an implicit or explicit promise is
perceived as broken (Coyle-Shapiro et al., 2019). When an employee perceives that their psychological
contract has been breached, the individual feels a sense of both deception and wrongdoing that can have
pervasive implications for the relationship between the individual and their employer andalso for the
individual’s wellbeing (Rousseau, 1989). In line with the just world hypothesis, people tend to believe
that the world is inherently fair and that they get what they deserve. When an individual experiences a
breach in their psychological contract at work, such as unfulfilled promises or expectations from their
employer, it can lead to a violation of their belief in a just world. Within the scope of the present research,
I sought to investigate whether perceptions of psychological contract breach significantly predict
feelings of embitterment, in a sample of working adults.

Hypothesis 2: Perceptions of psychological contract breach will be significantly and posi tively
associated with embitterment.

Embitterment as a mediator in the relationship between psychological contract breach and burnout Past
research has supported the relationship between perceptions of psychological contract breach and
burnout. In a study conducted by Chambel and Oliveira-Cruz (2010), it was found that breach of
psychological contract influenced the burnout levels of a sample of military soldiers. Using Maslach’s
Burnout Inventory, Cantisano et al. (2007) found that perceptions of psychological contract breach in a
sample of Spanish teachers predicted burnout. What remains unknown is the underlying mechanism by
which perceptions of psychological contract breach led to burnout. In line with the just world
hypothesis, a psychological contract breach can cause feelings of injustice, resentment, and
embitterment in the employee. In turn, drawing upon the conservation of resources theory, embitterment
that is triggered by perceptions of psychological contract breach could result in burnout. When
employees experience a violation of their sense of justice in the workplace, such as perceived unfairness
or abreach of their psychological contract, it can result in a loss of valuable resources.

This loss can lead to feelings of embitterment and a sense of powerlessness, as employees perceive that
they have been treated unjustly and have lost something of value, which eventually could also lead to
burnout.

Thus, the final aim of this study is to investigate whether embitterment acts as a mediator in the rela
tionship between psychological contract breach and burnout.

Hypothesis 3a: Embitterment will mediate the relationship between psychological contract breach and
emotional exhaustion.

Hypothesis 3b: Embitterment will mediate the relationship between psychological contract breach and
cynicism.

Hypothesis 3c: Embitterment will mediate the relationship between psychological contract breach and
reduced sense of professional efficacy

METHOD

PARTICIPANTS AND PROCEDURES

The researcher received approval from the University Ethics Committee for the study. To recruit em
ployed individuals, convenience and network sampling strategies were implemented. More specifically,
participants were recruited through the researcher’s professional networks. Individuals who chose to
participate were encouraged to forward the link to other colleagues who were over the age of 18 and
working. Details of the study and a live link to the survey were also posted on professional networking
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sites and information about the study was also distributed via human resource managers of organisations
the researchers had contact with. This was done in order to ensure the sample was diverse and there was
sufficient variance in the study variables (Demerouti & Rispens, 2014). Before signing the consent
form, all participants were provided with details about the study and reassured that their responses
would remain confidential and anonymous.

In total two hundred and eight (N = 208) employees in Cyprus took part in the study, with an average age
of 34.2 (SD = 8.26), ranging from 18 years old to 60 years old (males = 96, 45%, females = 109, 52%,
identified as another gender = 3, 0.5%). The majority of participants worked full-time (N= 161, 77.4 %)
and worked between 31 and 40 hours per week (N = 82, 39%). Most respondents (N = 114, 55%)
reported having a standard work pattern of 09:00 to 17:00 and have been working in their current
position for one to three years (N=52,25%).

The participants worked in many industry sectors including business and management-related careers
(15%). education (15%), IT and computer services (11%), research (10%), media production and
marketing (10%), sales and customer service (8%), engineering (7%), healthcare (7%), and other (17%).

MEASURES

Data was collected with the use of an online questionnaire via a survey website distributed on various
social media and professional networking sites. This ensured a heterogeneous and anonymised sample,
and thus a high level of generalisability. Participants were asked to read the study information sheet,
provide their consent, and then complete the questionnaire which consisted of the following scales.

Psychological Contract Breach

The Psychological Contract Breach Scale (PCBS), developed by Robinson and Wolfe Morrison (2000),
was used to measure the employee’s perception of PCB. PCBS uses a 5-point Likert scale from 1
(strongly disagree) to 5 (strongly agree) to score 5 items (e.g., “My employer has broken many of its
promises to me even though I’ve upheld my side of the deal”). High scores indicate that the individual
has a high perception of PCB. Robinson and Wolfe Morrison reported Cronbach’s alpha coefficients of
.87. Cronbach alpha for the present study can be found in Table 1.

Table 1. Means, (Standard Deviations), internal consistency (on the diagonal) and correlations
among the study variables

M(SD) 1 2 3 4 5
1 Psychological contract breach 2.85(0.87) (.81)
2  Embitterment 1.14(0.99) S0** (.96)
3 Exhauston 3.40(1.59) J4F* SO¥F (.90)
4 Cynicism 3.37(1.75) 3o S5k T3k (.89)
5 Professional efficacy 5.38(1.20) -05 -.11 -.25%* -.39%* (.84)

N = 208, **p=<(1.01. Cronbach’s alpha (on the diagonal)
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Embitterment: PTED scale

This is a self-rating scale consisting of 19 items measuring post-traumatic embitterment (Linden et al.,
2009) using a 5-item Likert scale from 0 (not true at all) to 4 (extremely true). As the present study
explored embitterment in a sample of working adults, the scale began with “I have experienced one or
more distressing events at work ...” and followed by statements such as “... that causes me to be
extremely upset when I am reminded of it”. Previous studies have reported a Cronbach alpha of .96
(Michailidis & Cropley, 2017). The degree of embitterment is determined based on its relation to the
mean score of the scale. Average scores, >2.5, indicate clinically relevant embitterment levels while
those above 1.5 translate to moderate levels of embitterment (Linden et al., 2009).

Burnout

The Maslach Burnout Inventory-General Survey (MBI-GS) is a scale that measures burnout based on
three dimensions: exhaustion, cynicism (depersonalisation), and professional efficacy (personal ac
complishment) (Maslach et al., 2001). The MBI-GS is similar to the original MBI scale, however, it
measures burnout in every occupation, instead of just in human-services fields (i.e., healthcare, edu
cation, social work). High scores on exhaustion and cynicism and low scores on professional efficacy
reflect high burnout levels. Cronbach’s alpha coefficients have been found to range on average from .75
to .83 (Michailidis & Banks, 2016).

All three dimensions of the MBI-GS scale were measured on a 7-point frequency scale: (1) never, (2) a
few times a year or less, (3) once amonth or less, (4) a few times a month, (5) once a week, (6) a few times
aweek, and (7) every day. The exhaustion scale consists of five statements, such as: “I feel tired when I
get up in the morning and have to face another day on the job”. The cynicism scale also consists of five
statements (i.e., “I have become less interested in my work since I started this job”), while the
professional efficiency is scored on six statements, such as: “I feel | am making an effective contribution
to what this organization does”.

RESULTS

Data analyses were performed using IBM SPSS Statistics 25 and the mediation analyses were performed
using the dialog box PROCESS (Hayes, 2013) on SPSS.On average, the sample had a mean score
embitterment of 1.14 (range 0 - 3.78, SD = 0 .99). When embitterment was defined as a score of >2.5,
12% of the sample would classify as clinically embittered. According to Linden et al. (2009), an average
sum score of >2.5 indicates a clinically relevant degree of reactive embitterment. When embitterment
was defined as a score of >1.5, 32% of the sample would classify as showing a moderate degree of
embitterment. Because the present study comprises a healthy working convenience sample, we treated
PTED scores as a continuous indicator of embitterment and did not treat it as a discrete diagnosis. The
mean and standard deviations for all study variables are presented in Table 1.

Bivariate correlation analysis was conducted using Pearson’s r correlation coefficient. As can be seen in
the correlation matrix (Table 1), the correlations between all study variables were significant, except for
the correlation between embitterment and professional efficacy.

Hypotheses 1 and 2 were further tested using regression analysis. A simple linear regression was cal
culated to predict emotional exhaustion, cynicism, and professional efficacy based on embitterment.

A significant regression equation was found for emotional exhaustion, F (1, 206) = 107.229, p <.001,
with an R2=.35 and cynicism, F (1,206)=89.569, p <.001, with an R2= .31 respectively. Embitterment
did not significantly predict a reduction in professional efficacy, F (1,206) =2.69, p=.102. Regression
analysis further indicated that perceptions of psychological contract breach significantly pre dicted
embitterment, F (1,206)=67,92 p<.001, withan R2=25.
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MEDIATION ANALYSIS

The mediation analysis showed that psychological contract breach indirectly influenced emotional ex
haustion and cynicism through its effect on embitterment. A bias-corrected bootstrap confidence in
terval for the indirect effect of embitterment (abl = 0.501; ab2 = 0.500), based on 5,000 bootstrap
samples was entirely above zero (95% CI[0.3426, 0.6703]; 95% CI[0.3256, 0.6841]), indicating a sig
nificant effect, respectively. There was no evidence that perceptions of psychological contract breach
influenced exhaustion nor cynicism independent of its effect on embitterment because the direct
pathway (c1=0.1068; c2=0.2274) was not statistically significant, respectively. These results represent
a total mediation effect of perceptions of psychological contract breach through embitterment for its
effect on emotional exhaustion and cynicism.

No mediation effect of perceptions of psychological contract breach through embitterment for its effect
on professional efficacy was found. The model coefficients for all significant mediation anal yses are
presented in Table 2.

Table 2. Model coefficients for mediation analysis of emotional exhaustion and cynicism

M {embaticrmient) ¥ femestaomal exhaustion) ¥ {emxsm)
Coeff  SE P 2 i CocfE.  SE p Coeff.  SE P

X {IMCH) al 567 {E ] L 250 6492 cl 107 112 373 [ 2 135 (115
M1{ENB) - = - - = Ix1 HEF 1016 LKL ! HHS 114 LI
Comns tant il ] 205 021 1 21K5 iz LN} 1 172 353 (K

B2 = 3471 12 1 3k}

F{1 2(4] = .94, F{1,20d) =304,

=LK B =A0K)

EMB = Embitterment; PCB =Psychological contract breach

DISCUSSION

Within the scope of the present study, I aimed at investigating further the manifestations and triggers of
embitterment, in a sample of healthy working adults. As the study sample was not clinical, I used
embitterment as a continuous variable, not as a discrete clinical diagnosis. More specifically, in line with
the conservation of resources theory, I sought to investigate whether embitterment relates to burnout
(H1). Drawing upon the just world hypothesis I also anticipated that perceptions of psycho logical
contract breaches will associate positively with embitterment (H2). Finally, this study also tested the
mediating effects of embitterment in the relationship between psychological contract breach and
burnout (H3). In line with the hypothesis, embitterment was found to predict emotional exhaustion and
cynicism (Hypotheses 1a & 1b). However, Hypothesis 1¢ was not supported as no significant findings
were revealed between embitterment and professional efficacy. With regards to

Hypothesis 2, findings indicated that perceptions of psychological contract breach can predict feelings
of embitterment. Finally, when testing mediation models, results suggested that embitterment mediated
the relationship between psychological contract breach and emotional exhaustion and cynicism, thus
Hypotheses 3a and 3b were supported. Embitterment did not significantly mediate the re lationship
between psychological contract breach and professional efficacy, thus Hypothesis 3¢ was not met. The
findings are discussed in more detail below.

Sensky (2010) argued that there are considerable similarities between embitterment and burnout. Both
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burnout and embitterment are associated with work-related stress and are often both diagnosed after a
long absence from work (Sensky, 2010). Furthermore, individuals whose personal values clash with
those of the organisation are equally likely to experience feelings of embitterment and burnout (Sensky,
2010). Siegall and McDonald (2004) supported that burnout is more common when discrepancies exist
between the values of the individual and the organisation they work for. When looking at the findings
from the correlation analysis, it could be argued that, although embitterment correlates positively with
exhaustion and cynicism, the correlation coefficient is of moderate level; r = .59, r = .55, respectively,
thus multicollinearity is not present. These findings suggest an association between embitterment and
the two dimensions of burnout, but one could not argue that they measure the same thing. Although
similarities might exist between embitterment and burnout, still embitterment should be treated as an
independent variable from burnout. Embitterment could be described as a state of mood distinct from
burnout.

The fact that embitterment is associated with and can significantly predict emotional exhaustion and
cynicism in working adults, makes theoretical sense. Using the conservation of resources theory, |
argued that employees who experience a violation of their sense of justice in the workplace, such as
perceived unfairness or a breach of their psychological contract, can result in loss of valuable resources
and therefore experience burnout. The findings have indeed provided support for this argument but only
for the two dimensions of burnout: emotional exhaustion and cynicism. Emotional exhaustion captures
the stress dimension of burnout and constitutes the core symptom of burnout, as suggested in Maslach et
al.’s (2001) conceptualisation of burnout. Kiihn et al. (2018) have sup ported positive correlations
between embitterment and self-reported stress measures in a sample of healthy older adults. The fact that
embitterment correlates with stress also derives from the clinical definition of PTED. However, findings
from this study may suggest that embitterment may not only lead to increased stress but is also
associated with the prolonged effects of stress such as burnout.

Embitterment also significantly predicted cynicism. Cynicism describes the process whereby employ
ees develop a feeling of indifference towards their work and coworkers. This finding fits the notion that
those who experience embitterment withdraw from others and show aggression towards others (Linden
etal.,2009).

Interestingly, the findings did not suggest that embitterment predicted a reduction in professional ef
ficacy. Reduced levels of professional efficacy entail the tendency to assess one’s work negatively, and it
involves a reduced sense of competence and performance at work (Maslach et al., 2001). It can be
suggested, therefore, that embitterment does not result in a crisis in one’s efficacy and reduces confi
dence in one’s competence. Rather, what the findings from this study suggest is that embitterment can
lead to burnout only in the form of emotional exhaustion and cynicism.

A further finding of this study is that perceptions of psychological contract breach are associated with
embitterment. These findings fit well with the definition of PTED, which comprises the experience of a
negative event as “unjust”. Experiencing a breach of the psychological contract in the workplace has
been found to have an effect on employees’ perceptions of organisational justice (Estreder et al., 2020).
Findings from the present study are congruent with findings of previous studies indicating that the
perceptions of unfairness and low organisational justice can eventually lead to em bitterment
(Michailidis & Cropley, 2017). This finding is also in line with previous studies on embitterment that
indicate that a reduced sense of control over one’s work performance significantly pre dicted
embitterment. Some studies have shown that a breach of psychological contract threatens predictability
and the sense of control that people believe they have over their work environment and thus becomes a
source of workers’ burnout (Gakovic & Tetrick, 2003; Topa & Morales, 2005).

Using both the conservation of resources theory (Hobfoll, 1989) and the just world hypothesis (Lerner,
1980), this study further proposed that breaches of psychological contract, such as unfulfilled promises
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or expectations from their employer, would lead to a violation of their belief in a just world generating
feelings of embitterment. Feelings of embitterment would consequently lead to burnout. Research so far
has supported the association between breaches of psychological contract breach and burnout,
especially with cynicism (Johnson & O’Leary-Kelly, 2003). However, the underlying mechanism with
which perceptions of psychological contract breach led to burnout has not been studied extensively. In
the present study, embitterment was found to be a significant mechanism through which perceptions of
psychological contract breach exerted their effect on emotional exhaustion and cynicism. Experiencing
breaches of psychological contract can generate feelings of embitterment leading to burnout expressed
as emotional exhaustion and cynicism.

LIMITATIONS AND FUTURE RESEARCH

Although this study advances our understanding of what triggers embitterment and its impact on well-
being, some key limitations should be acknowledged. Due to the cross-sectional nature of the study,
causality cannot be inferred. Based on previous research my interpretation is that embitterment could
lead to emotional exhaustion and cynicism. However, it is also possible that the direction of causality is
reversed; one could argue that burnout could also lead to embitterment. Therefore, future research could
use a longitudinal study design to unravel whether burnout represents a precondition or the consequence
of embitterment. Another limitation of the study is that measurements were obtained with the use of self-
report scales thus response bias could not be avoided. However, the online survey was anonymous, and
this should have reduced respondents’ evaluation apprehension and made them less likely to respond in a
more socially desirable manner (Podsakoffetal., 2003).

Future research should include more objective measures. For example, it would be useful to pair self
report data with more objective measures on embitterment (e.g., clinical interviews). Burnout could also
be measured with other indicators such as heart rate and blood pressure. Laboratory studies have indeed
supported that burnout is associated with higher systolic and diastolic blood pressure as well as higher
heart rate (De Vente et al., 2003). Such research could also shed some light on the physio logical
symptoms of embitterment.

Practical implications

Notwithstanding the general limitations inherent in the present study, this study is novel and furthers our
understanding of embitterment. Unfolding further consequences of embitterment, such as emo tional
exhaustion and cynicism, has enabled a much deeper understanding of embitterment features, which
could be used by clinicians for identifying embitterment. Additionally, the study has high lighted the
notion that fairness is a key precursor of embitterment, and this finding is essential when developing
interventions to prevent embitterment from arising. These findings also highlight the im portance of
maintaining a fair and supportive work environment, as well as providing employees with the resources
they need to succeed, in order to prevent embitterment and burnout. Finally, although I did not treat
embitterment as a discrete diagnosis but used the PTED score as a continuous indicator of embitterment,
still the descriptive statistics stress the high prevalence of embitterment.

In the present sample, 32% of participants were classified as showing a moderate degree of embitter
ment. This figure highlights the need for further research on PTED, as although the high prevalence,
research still remains scarce.

CONCLUSION
To conclude, within the scope of the present study, I sought to investigate how embitterment relates to
burnout, i.e., the prolonged consequence of stress, whether breaches of psychological contract trigger
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feelings of embitterment and the mediating role of embitterment in the relationship between
psychological contract and burnout. Findings indicated that those who experience embitterment can
become emotionally exhausted and cynical, and these findings can be especially useful when identifying
embitterment. Findings also provide further evidence for the precursors of embitterment in the
workplace and are aligned with previous research where embitterment is seen as the aftermath of a
violation of justice beliefs. The knowledge gained from this research could be used by businesses to
prevent experiences of embitterment and safeguard their employees’ mental health.
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ABSTRACT
/A

and burn-out among the general population during the pandemic.

\

im/Purpose This paper aimed to explore the impact of compassion fatigue, compassion satisfaction,

Background The paper has attempted to explore compassion fatigue, compassion satisfaction, and burn-
out among the population at large, especially during the pandemic. This area has not been explored as yet.
Methodology A simple random sample of 98 males and 88 females was collected anonymously through a
Google form survey. Part A collected demographic data and Part B comprised of 15 statements with 5
each for compassion fatigue, compassion satisfaction, and burn-out, adapted from a Compassion Fa
tigue/Satisfaction Self-Test. ANOVA single factor was employed for the three variables of compassion
fatigue, compassion satisfaction, and burn-outusing a 0.05 significance level. Correlations among the

variables were also analyzed.
Contribution The present paper contributes to covering the research gap of investigating the presence of
compassion fatigue, compassion satisfaction, and burn-out among the population at large comprising the

age group of 18 to 60+ and from different professions.

Findings The findings revealed significant differences in the levels of compassion fatigue, compassion
satisfaction, and burn-out in the population at large during the pandemic.

Impact on Society The paper addresses issues in society at large.

Future Research The findings can be further strengthened by extending it to a larger sample size across
different nations and, specifically, studying gender differences during such adverse pandemic situations.

Keywords compassion fatigue, compassion satisfaction, burn-out, general population, pandemic
\(COVID-19) )

INTRODUCTION

“All ofus who attempt to heal the wounds of others will ourselves be wounded; it is, after all, inherent in
the relationship” (Figley, 2002).

Compassion fatigue depicts a feeling of exhaustion on all levels — physical, emotional, and spiritual —as
stated by Braunschneider (2013). Compassion fatigue is defined by Figley (1995), world-
renownedtraumatologist, as “the cost of caring” and “the deep physical, mental, and spiritual toll of
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caring”, resulting from rigorous day-to-day working in a care-giver environment. Nearly three decades
ago,the term “compassion fatigue” was introduced by Joinson (1992), in the context of studying
burnoutin nurses and came up with the term to explain the “loss of the ability to nurture” among
nurses.Long-term exposure implies a continuous sense of duty for the care of the sufferer and the dis
tressed over a prolonged length of time writes Figley (1995, p. 6) in his landmark work. Compassion
fatigue is considered to be a consequence of secondary traumatic stress, according to Stamm (2009),a
well-known professor and researcher in the area of traumatic stress and burn-out.Compassion
satisfaction and burn-out are two more related notions to compassion fatigue. The phrase “compassion
satisfaction” was introduced by Stamm (2002, 108) to explain the feelings of increased motivation and
satisfaction which arise from aiding those who are struggling. The concept of*‘burn-out” was worked on
in the 1970s by American psychologist Freudenberg (Fontes, 2020), whoexplained how stress and high
ethics in “assisting” occupations like nurses and doctors, who devote themselves to others and
eventually wind up “burned-out”. Demerouti et al. (2001) suggested thatstressful job demands lead to
physical and emotional fatigue, whereas low job resources cause disengagement and low motivation in
the workplace. Compassion fatigue differs from burn-out in that theformer occurs as a result of working
with trauma victims, whereas the latter occurs as a result of be ing overworked and experiencing
occupational stress.

This paper reviews the research on compassion fatigue, compassion satisfaction, and burn-out, as well as
the implications from a transdisciplinary perspective for the general public during a pandemic. It
examines the incidence of compassion fatigue, compassion satisfaction, and burn-out among the public
at large, which includes men and women in the age group of 18 and above from different professions. A
Google survey was randomly distributed to individuals in different professions. The intention was to
study the general population during the pandemic, as COVID-19 has affected each individual, and not
only the frontline workers or individuals from the medical and mental health pro fession. The findings
will give insight for researchers to explore this area of research further and how to work on compassion
fatigue, compassion satisfaction, and burn-out in the population at large.

This paper attempts to explore compassion fatigue, compassion satisfaction, and burn-out among
thegeneral population, especially during the pandemic, making it trans-disciplinary in nature, involving
medicine, social psychology, and public health. Transdisciplinary emerged with Informing Science
inthe late 1990s to enhance collaboration and communication among different disciplines. Informing
Science: The International Journal of an Emerging Transdiscipline has been actively involved in
collaborating with different disciplines as discussed by Gill (2015). The pandemic has made the general
populationserve as caregivers for their family members due to the paucity of trained medical support
staff.Figure 1 shows the compassion fatigue process, which is a model for predicting and preventing com
passion fatigue.

Other Life
Demands

Residual
* Compassion —* -

Em pathic

Sense of

_ Satisfaction
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Figure 1. The compassion fatigue process (Figley & Roop, 2006)

REVIEW OF THE LITERATURE

Empathy, or the ability to comprehend others, and compassion, or knowledge of others’ pain and wish to
alleviate it (Oxford Learner’s Dictionary, n.d.), are both common and required skills for people working
in health care settings. Trying to understand others in distress, on the other hand, can beemotionally
exhausting for mental health professionals (Thompson et al., 2014). Compassion fatigueis caused by the
negative effects of caring. Figley (2013) reviewed traumatology literature and found out that people who
treat trauma patients also become traumatized resulting in compassion fatigue.Franza et al. (2020)
undertook a study on the influence of compassion fatigue, burn-out, and hope lessness in health care
experiences during COVID-19. The Compassion Fatigue Scale, Care-giver

Burden Inventory, Professional Quality of Life Scale, and Beck Hopelessness Scale evaluation ques
tionnaires were used to assess stress levels, compassion fatigue, burn-out, and hopelessness in 102health
workers from various disciplines. In various groups, high compassion fatigue and burn-outpercentages
were discovered. Higher educational levels may shield workers from developing high levels of work
stress, whereas some professional figures have the highest degrees of hopelessness. Thehigher scores in
the data were obtained during the pandemic.Circenis and Millere (2011) used quantitative approaches to
determine the presence of compassion fatigue and burn-out syndrome, as well as other contributing
factors, in the working environment ofLatvian nurses. Demographic questionnaire, Professional Quality
of Life Scale, Compassion Satisfac tion and Fatigue Version 5 (ProQOL R-V), Maslach Burnout
Inventory, and questionnaire on con tributory elements in the working environment of nurses were
utilized as data collection instruments.The study sample consisted of 129 female nurses from several
hospitals in Latvia, employing descriptive statistics and Pearson’s correlation to come up with a solution.
A p-value of p <0.01 was set andSPSS was used for data analysis. The presence of compassion fatigue
and burn-out was indicated inthe findings.

Compassion fatigue and compassion satisfaction among psychologists were investigated by Dehlin and
Lundh (2018). Two criteria were highlighted in the research as potentially protecting against the
development of compassion fatigue and facilitating the development of compassion satisfaction:
(Davailability to supervision, and (ii) a reflective perspective. An online survey was sent to two
restrictedSwedish Facebook groups of psychologists, and 383 professional psychologists (320 women
and 63men) responded with complete data. Both variable-oriented and person-oriented analyses were
per formed. The findings revealed that reflective stance and compassion fatigue have a nonlinear
andmultidimensional relationship, as indicated in correlational and cluster analyses.

Hansen et al. (2018) investigated whether feelings and empathy result in compassion fatigue or satis
faction. The study included 253 nursing and behavioral students (211 women, 41 men, and one uni
dentified). The first section of the questionnaire concentrated on the short-term implications of empathy,
while the second portion focused on the long-term consequences. With time perspective and

Weintraub et. al. (2016) investigated compassion fatigue, burn-out, and compassion satisfaction to
determine their prevalence in neonatologists in the United States and identify predictors for these
phenomena. A modified compassion fatigue and self-satisfaction exam was emailed to 1,258 neona
tologists across the United States with 433 completed replies being used as a sample. With compassion
fatigue, compassion satisfaction, and burn-out as potential predictors, multivariable logistic and linear
regression models were built. The prevalence rates for compassion fatigue, compassion satisfaction, and
burn-out were 15.7, 20.8, and 21.9 respectively, indicating that compassion fatigue and burn-out may
have an impact on emotional well-being and mental health, revealing that compassion fatigue and burn-
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out influenced both emotional well-being and professional work output of the neonatologists.

Burnett and Wahl (2015) studied the relationships among resilience and compassion fatigue, burnout,
and compassion satisfaction in a convenience sample of 159 disaster behavioral health and emergency
responders. The researchers used a 30-item Professional Quality of Life Scale, a 14-item Resilience
Scale, and a demographic questionnaire. Of the individuals, 72% felt compassion fatigue, 19% suffered
burn-out, and 22% had high resilience, according to the data. Compassion fatigue and burn-out showed a
substantial negative correlation, while compassion satisfaction and resilience showed a significant
positive correlation. The results of the mediation analysis indicated that resilience plays a moderate yet
importantrole in compassion fatigue and burn-out.

Park et. al. (2021) explored burn-out and psychological distress among 62 psychology graduate stu
dents. The findings indicated that 60% of the participants met the criteria for burn-out and 1 in 3 students
met the criteria for psychological distress. The participants also reported high levels of social support
and its importance in well-being enhancement.The impacts of work stress, compassion fatigue,
compassion satisfaction, and burn-out in clinical nurses were studied by Lee and Yom (2013). Data were
evaluated using frequencies, mean, SD, t-test, ANOVA, correlation, and multiple regression on 268
nurses from two general hospitals in Seoul and Gyunggi province. The findings revealed that
compassion fatigue had a substantial positive effect on burn-out, compassion satisfaction had a negative
effect, and burn-out was caused by work stress and compassion fatigue.

Ray et al. (2013) studied compassion fatigue, compassion satisfaction, work-life balance, and burn-out
among frontline mental health professionals (FMHP). This study used a non-experimental, predictive
survey design. A convenience sample of 430 FMHP was selected and sent a survey form. The goal of this
cross-sectional, non-experimental study was to see how compassion satisfaction, compassion fatigue,
work-life situations, and burn-out affect FMHPs. The Areas of Work Life Survey, the Professional
Quality of Life Revision IV (ProQOL), and the Maslach Burnout Inventory along with

demographic information were filled by 169 FMHPs. Low burn-out and a high level of compassion
satisfaction were indicated in FMHPs along with low levels of compassion fatigue.Huggard and Dixon
(2011) carried out research to investigate if doctors suffer from compassion fa tigue. An anonymous
questionnaire containing the ProQOL measure was completed by a self-selected sample of 253 doctors
working in four locations across New Zealand and training in a varietyof specialties. The tool assesses
compassion fatigue, burn-out, and compassion satisfaction. Accord ing to the findings, 17.1% of the
participants were at risk for compassion fatigue, as indicated by ahigh score on the ProQOL’s
compassion fatigue subscale, and 19.5% were at risk for burn-out.

These findings indicate that clinicians should use prudence towards the demanding emotional areasof
patient care following the September 11, 2001, terrorist attack on the World Trade Center.Adams et al.
(2006) conducted a survey on a randomly selected sample of 600 social workers in New York City to
assess the psychometric properties of a compassion fatigue scale and to examine thepredictive validity
ofthe scale. The questionnaires were mailed, and 286 responses were generated.

The scale’s predictive value was determined using a 10-point Likert scale. The predictive efficacy of the
compassion fatigue measures, burn-out, and secondary trauma were studied in a multivariatemodel. The
regression analysis indicates decreased burn-out, secondary trauma, and compassion fa tigue.
Psychological distress was evident despite controlling demography, exposure to stress, and psy
chological factors.

RESEARCH GAP
The review of the literature reveals several studies have been conducted using doctors by Huggard and
Dixon (2011), health workers by Franza et al. (2020), and nurses by Circenis and Millere (2019).Dehlin
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and Lundh (2018) explored compassion fatigue in professional psychologists and Weintraub et al.
(2016) investigated compassion fatigue, compassion satisfaction, and burn-out in neonatolo gists.
Similarly, counselors, caregivers, mental health workers, and frontline workers also were studied by
various researchers as mentioned in the review of the literature. All the above studies indicate an obvious
need to cover the research gap of investigating the presence of compassion fatigue, compas sion
satisfaction, and burn-out among the population at large comprising the age group of 18-60+and from
different professions such as students, workers, housewives, businessmen, and retired people and not
only belonging to medical or associated areas, especially during the COVID-19 pandemic.

The present study will pave the way for further research in this area.

METHODOLOGY
The objective of this research was to analyze the presence of compassion fatigue, compassion satis
faction, and burn-out among the general population during the COVID-19 pandemic.

HYPOTHESIS

HO: There is no significant difference in the levels of compassion fatigue, compassion satisfaction,and
burn-out among the general population during the pandemic.

H1: There is a significant difference in the levels of compassion fatigue, compassion satisfaction, and
burn-out among the general population during the COVID-19 pandemic.

VARIABLES
The independent variables were compassion fatigue, compassion satisfaction, and burn-out. Partici
pants’ responses formed the dependent variable in this study.

SAMPLING

The study used a random sample of 98 Indian males and 88 females, collected anonymously through a
Google form survey, sent via an electronic medium. Part A collected the demographic details such as age,
gender, and profession. Part B comprised 15 statements with 5 each for compassion fatigue,compassion
satisfaction, and burn-out, adapted from the Compassion Fatigue/Satisfaction Self-Test(Figley &
Stamm, 1996). A six-point Likert scale was employed (ranging from O=never to 5=very often), which is
the same as used in the Compassion Fatigue/Satisfaction Self-test (CFST). Figley and Stamm (1996)
more fully developed the CFST with the addition of a series of positively oriented questions paralleling
the negative orientation of the compassion fatigue items, resulting in a 66-item instrument. The addition
of positively oriented items was intended to measure compassion satisfaction. Pilot work on this revised
version of the CFST was conducted and provided good evidence of reliability with internal consistency
alphas of the three subscales as follows: compassion satisfaction (0.87), burn-out (0.90), and
compassion fatigue (0.87) (Stamm, 2002). Continued development of this version of the CFST has
resulted in a renamed instrument, the Professional Quality of Life Scale (ProQOL).

RESULTS

Individual survey responses from 186 participants were exported from the Google form into an Excel
spreadsheet and coded for statistical purposes. Table 1 shows the demographic details. Table 2 depicts
the qualitative data, Tables 3 and 4 show the summary data and ANOVA analysis respectively while
correlation values between compassion fatigue, compassion satisfaction, and burn-out areshown in
Table 5. ANOVA single factor was employed for the three variables of compassion fatigue, compassion
satisfaction, and burn-out using a 0.05 significance level. Correlations among the variables were also
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analyzed.

Table 1. Demographic data

Gender Male Female
Il"rcqucncy 98 88
IPL'rCcnt;lgc 53% 47%
AGE 18-25 26-35 36-45 46-60 60 & above
Jrequency | 88 28 38 26 6
IPLrLangL 48"% 15% 20% 14% 3%
IPROFESSION Student | Working | Business | Housewife Retired
|l'ru. juency | 88 70 14 12 2
|I’Lru,nmgt 48"% 37% 7.5% 6.5% 1.1%
Table 2. Qualitative data
Scale description
A few Somewhat Very
Never | Rarely times often Often often
(0) () 2) 3) (4) (5)
Statement for compassion satisfaction
I feel invigorated after working with those 1
help.
Frequency 12 32 42 36 42 22
Percentage 6% |17% | 23% 19% 23% | 12%
I have good peer support when I need to
work through a stressful situation
Frequency 6 20 38 &) 4 38
Percentage 3.2 108 | 204 215 237 20.4
I am pleased with how [ am able to keep up
with helping techniques and protocols
Frequency 2 12 46 34 70 22
Percentage 1% | 6% 25% 18% 38% 12
I feel connected to others
Frequency ] 2 A 26 62 52
Percentage 0% 1% 23.7% | 14% 33.3% | 28%
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I find 1T learn new things from people T care
for
! requency 2 12 26 18 i 38
Percentage 1% | 65% | 14% 9.7% 484% | 20.4%
Statements for compassion fatigue
I have outbursts of anger, irntability with lit
tle provocation
Frequency 14 54 72 22 10 14
PL‘!'L'L'DFFL;_"‘L‘ gz 204 3094, 1 2% 500 Tos
I feel estranged from others
Frequency 12 52 70 32 16 4
PL‘!'CL'DFFI.;_T‘I'.‘ %o 28”'“ ?‘H' . 1"||.-[I LT 2!:.-”‘
I have experienced intrusive thought of times
with especially difficult people T helped
Frequency 10 46 &) 30 1) 10
Percentage 5% 259, | 43% 16% 5% 5%

Scale description
A few Somewhat Very
Never | Rarely tmes often Often often
(0) (1) (2) (3) 4) (5)
I have been in danger working with people 1
help
Frequency 68 58 32 14 6 8
Percentage 7% 31% 179 8% 3% 4%,
I am losing sleep over a person T help in a
traumatic situation
Frequency 60 48 38 22 10 8
I)L‘!I'L'L‘nl'ﬂjj;l'.‘ 1)2"-:. 2{]”'” 2' ¥ 12"(. -'.':‘I:,JIL "-ilf"ll
Statements for bume-out
I have felt on edge about vanous things and |
attnibute this to working with certamn people 1
help
I ‘requency by 28 [ild] 50 20 ]
Percentage 4% 159% | 35% 2% 14% | 4%
I have felt weak, tired, run-down as a result
of my work as a helper
Frequency 32 50) 50) 24 20 10
Percentage 17% ¥704, 704, 13% 1% 50/
I have felt depressed as a result of my work
as a helper
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Frequency 64 58 38 10 10 6
pL‘rCL‘nl'Flj_‘;L‘ 340, 31% M 5 5% 300
I have a sense of worthlessness /resentment
associated with my role as a helper
Frequency 72 46 42 10 10 6
Percentage 39% | 25% | 23% 5% 5% 3%
I wish that T could have avorded working
with people T help
Frequency 56 48 54 14 4 10)
Percentage 0% | 26% | 29% 8 v 2% 5%
Table 3. Raw data summary
Groups Count | Sum | Average | Variance
Total compassion fatigue 186 3024 | 16.250806 | 16.23575
Total compassion satisfaction | 186 1630 | B.763441 17.34914
Total burn-out 186 1534 | 8.247312 | 22.69526
Table 4. ANOVA
Source of variation | 88 df | MS F P-value | Ferit
Between groups T477.692 | 2 3738.846 | 199.2983 | 5.87 3.011961
Within groups 10411.83 | 555 | 18.76005 | - - -
Total 17889.52 | 557 | - = = =

Key: SS = sum of squares, df = degrees of freedom, MS = Mean Square, F = analysis of variance, P
= significance value, Fcrit = F critical

As per the results, it is found that there is a significant difference in the levels of compassion fatigue,
compassion satisfaction, and burn-out among the general population during the COVID-19 pan
demic. The significance value of 0.05 is less than the calculated value that is 3.011961. As a result,
thenull hypothesis is rejected and the alternative hypothesis is accepted.

Table 5. Correlations among compassion fatigue,compassion satisfaction, and burn-out
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Compassion | Compassion| Burn-out
fatigue satisfaction
Compassion fatigue 1 -- --
Compassion satisfaction 0.11 1 =
Burn-out 0.41 0.61 1
DISCUSSION

The objective of the study was to analyze the presence of compassion fatigue, compassion satisfaction,
and burn-out among the general population during the pandemic. The demographic data analysis shows
that the survey was attempted by 53% male and 47% female participants. It also reveals that 48% of the
sample population were in the age group of 18-25, who took a keen interest in responding to the online
survey. The null hypothesis (HO) states that there is no significant differencein the levels of compassion
fatigue, compassion satisfaction, and burn-out among the general population during the pandemic. The
alternative hypothesis (H1) states that there is a significant difference in the levels of compassion
fatigue, compassion satisfaction, and burn-out among the general popu lation during the pandemic
(COVID-19).

The data analyses show that 48% of the participants scored high on the compassion satisfaction
statement of “I feel connected to others” and 38% were pleased to help others while keeping up with the
COVID-19 protocols during the pandemic. On the other hand, on the statements of compassion fatigue,
39% have felt outbursts of anger and irritability with little provocation, 38% have felt estranged from
others, and 43% of'the participants have experienced intrusive thoughts while helping people in difficult
situations during the COVID-19 pandemic. The burn-out statements also indi cate moderately high
percentage scores on nearly all the statements, e.g., 27% of the general population has felt weak, tired,
and run down due to their roles as a helper, especially during the pandemic. ANOVA gives a highly
significant p-value (5.87), substantiating acceptance of the alternative hypothesis (H1) and rejection of
the null hypothesis (HO).

The above findings are consistent with the alternative hypothesis (H1) by indicating the presence of
compassion fatigue, compassion satisfaction, and burn-out among the general population, particularly
during the pandemic. Similarly, the correlation analyses imply that compassion fatigue and burn out
have a higher correlation than other combinations. The findings are also consistent with various studies
given in the literature review, such as Huggard and Dixon (2011) who investigated whetherdoctors suffer
from compassion fatigue. According to the findings, 17.1% of the participants were atrisk for
compassion fatigue, as evidenced by a high score on the Professional Quality of Life’s com passion
fatigue sub-scale, and 19.5% of the participants were at risk for burn-out. The current study is significant
as it aimed to cover the research gap shown in the literature review; that is, that ample studies have been
conducted on doctors, nurses, support staff, frontline workers, counselors, psy chologists, and
caregivers, but none on the general population especially during the COVID-19 pan demic. This
indicates an obvious need to examine the presence of compassion fatigue, compassion satisfaction, and
burn-out among the general population during the pandemic.

This study provides a new perspective about the presence of the three factors (compassion fatigue,
compassion satisfaction, and burn-out) in the general population and not just medical, frontline, and
mental health professionals during the pandemic as most of the studies in the review of the

Informing Science: The International Journal of an Emerging Transdiscipline (Volume - 27, Issue - 1, Jan - Apr 2024) Page No. 36



Online ISSN: 1521-4672 Print ISSN: 1547-9684

literature

suggest. It further opens up the need to study the mental well-being of the general population as well
during such adverse conditions.

The findings can be further strengthened by extending it to a larger sample size across different
nationsand, specifically, studying gender differences during such adverse pandemic situations.

CONCLUSION

During the pandemic, it was observed that people were helping each other and trying to create positivity
among the people even though physical presence was not possible every time, owing to pandemic
constraints. Those affected were emotionally weak due to the kind of situation and negativity all around.
The data analysis and the results have revealed that the general population (population comprising the
age-group of 18 to 60+ and from different professions such as students, workers, house wives,
businessmen, and retirees) went through compassion fatigue and burn-out significantly, as pre
dominantly the environment within and around them had many negative incidents and experiences and
the general population, at times, had to take the role of caregivers due to the paucity of doctors and health
workers.
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