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Abstract: This proposed paper reviews the conceptualization and relationship between Job demands, job
resources and burnout as carried out by some empirical indication through a non-systematic existing literature
of review. From empirical evidence it has been clear that complex multifold relationship exists between them.
It has been concluded in the light of previous studies that the organizations should try to proactively locate
the contributing factors of job demands, resources and burnout therefore, the management could control it in

well-organized and successful way.
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INTRODUCTION

Burnout is related to emotional instability of high
working demands and unsatisfactory resources. It is part
of strain which has been linked to chronic, job related
stressors. Job related burnout is at higher level in different
working sectors, that has resulted in decrease in job
performance, diminishing self-esteem, decline in job
satisfaction and the general tendency of employees to
opt for turnover [1, 2]. From early studies, burnout was
conceptualized as a multi-component (emotional
exhaustions, depersonalization and personal
accomplishment) construct. Thus, burnout is defined
“as a syndrome of  emotional exhaustion,
depersonalization and reduced personal accomplishment
that can occur among individuals who work with people
in some capacity” [3].

Job demands increases burnout but stress is not the
main cause of burnout [4]. Initially, teaching profession
was categorized among the “low stress occupation” [5]
having less workload and frequent opportunities [6].
The people thought that university teaching has work
freedom, flexible working hours and less workload.
However, with emergence of new political and socio-
economic trends, the educational institutions have also
changed and teaching is now considered as a tough
profession [7]. It has been observed that recent past two
decades, such advantages are no more existing. Therefore

in countries like United States of America, United
Kingdom, Australia and New Zealand a significant rise in
occupational stress among the teaching community
has been observed [8]. Previous literature for example
[9, 10, 11, 12, 13] has revealed that the teaching is a
stressful professions. When teachers are in stress his
personal life will be disturbed which will affect the
satisfaction level. Their decision power will decrease with
the passage of time. In addition, job stress on teachers at
higher level affects their career decisions, performance,
health problems both physical and mental and throughout
job satisfaction [14]. Other stressors of the burnout
among the faculty members are higher self expectations,
searching funding for research, low pay, lack of resources,
tough faculty selection criteria without resources. Some
researcher explained in their studies done in United
Kingdom, United state of America, New Zealand and
Australia universities that low salary, job insecurity
[6, 15], deficiency of groups or community, there is no
relationship with co-worker [16] and deficiency of
feedback regular performance [17] are reason for Stress
and burnout.

Burnout Factors: Burnout is a consequence of an
imbalance between job demands and job resources
[18, 19], which are considered as main predicators of
burnout. The following section will explain each variable
by conceptualizing it in comprehensive way.
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Conceptualizing Job Demands: Burnout is directly related
to increase in job demands [20, 21, 22, 23]. Job demands,
in the context of the study, refers to physical, social,
organizational and psychological aspects in which
employee needs effort to achieve individual and
organizational goals [24, 25].

Job demands have been measured in different
professions in developing countries on the basis of
various dimensions like emotional demands, family
conflict, workload, role conflict and ambiguity, lack of
autonomy,

duties and organizational role stressors [26, 27].

promotions, scholarships, administrative

Workload: Workload is defined as work done in a specific
time or the amount of work supposed to be done in
specific time. Workload is an important dimension of job
demands [20, 28, 29, 30] and is observed to be the main
significant source of stress in academia. It is felt in
profession due to lack of skills, career development, long
working hours, number of students in classes, teacher
shortage [31, 32], research productivity, technology and
has consistent relationship with burnout. Research also
finds that less acceptable performance of students
adversely affects faculty members [33].

Burnout in university faculty occurs due to high
quality research and teaching as one of the primary aims
of their educational institutions. This is mainly because of
lack of research environment and facilities. In universities,
there is lack of libraries and updated databases. Faculty
members remain under pressure due to their heavy
workload, job demands and publication efforts [33].
Innovation and creativity are equally important reminders
both for organization and researchers. This also has its
fallout related to stress when one of the objective is to
save money or to attract and earn funds particularly in
Asia [34].

Unpleasant Working Environment: Unpleasant working
environment also put stress on teachers and adversely
affect their quality and quantity of their productivity and
performance. To meet higher performance expectations of
individual and organizational, faculty have pressures and
environmental demands like workload, financial funds and
job insecurity. Similarly, routine working hours, fewer
facilities, administrative red-tape also cause stress [35, 36].
Several research findings testify that American and
Canadian teachers (63%) view departmental problems of
students the teaching
environment [37].

most stressful factor in
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Social Demands: It was found that some parents expect
more from teachers and feel less hesitation in attributing
a low individual performance to teacher. In doing so, they
assume teacher to be answerable for everything, which
may become a potential cause of stress for teachers.
the
student-teacher relation may aggravate the situation to a
level that it causes stress and burnout [38].

Sometimes, direct interference of parents in

Techno-Stressors: As said earlier, fewer facilities may
also include non-availibility or lack of access to modern
technology. A complex profession in itself [39] teaching
is made more efficient through the use of technology that
can reduce stress. However, unlike developed nations,
developing countries are still struggling as they have to
equip their educational institutions with state of the art
technologies and also to train teachers to utilize those
resources properly. The later part of this challenge has
been found to be of great concern as majority of teachers
find themselves inexperienced and less equipped to
manage and appropriate the use of technological
resources [40, 41].

Career Demands: In the present day fast changing and
growing education sector, individual success leading to
societal one has become a challenge [42, 43, 44].
Formulation of uniform policy and its circulation among all
stakeholders has been the minimum for an employee to
expect from policy makers. In case of failure, it may
become a tormenting source of stress among them. In this
connection, teachers fail to get an up-to-date policy
particularly in the field of research. Most of them are at
loss to comprehend evaluation criterion for research
journals both national and international. The main factors
which affect professional development are teacher
experience, environment, culture and job satisfaction [44].
Researchers have found the significant effect of
professional development of academia in developing and
developed world [45, 46, 47, 48].

Role Conflict and Ambiguity: The role conflict and
ambiguity are one of the most commonly experienced job
demands. The role conflict is defined as mismatches
between job and its description, expectations and
incompatibility of the job, where congruity will be tested
by impact of job performance, whereas role ambiguity is
a state of un certainty and vagueness, where individuals
cannot understand the assigned tasked [49]. Role conflict
and ambiguity are also identified as the most important
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dimension of job demands in organization [50, 51, 29, 30].
These are significant triggers for burnout among teachers
[52] as teachers are liable to answer to two or more
superiors in their different roles. Moreover in educational
institutions, the lack of resources, tight rules and policies
and conflicting requests from colleagues also result in
creation of role conflict and ambiguity [49]. So far as the
types of role conflict and ambiguity are concerned, then
role conflict has basically three types, such as. Task
Conflict, which is related to contents and aims of the
work; Relationship Conflicts, which is related to
interpersonal relationship; and the Process Conflict,
which is related to how work gets to be done. On the
other side, the role ambiguity is consisted due to
uncertainty about authority, allocation of time and
relationship with others [49].

The role conflict and ambiguity have negative effects
on the performance and productivity of employees,
because it leads to development of burnout and strain
symptoms including anxiety, depression,
exhaustion, irritation and disengagement. Therefore, the
organizations should provide such work environment

emotional

where the employees could be saved from exposure to
such work demands [29, 53].

After discussing in detail the different factors of
burnout, the readers will be in position to comprehend the
process of development of burnout and its possible
consequences.

The review of existing literature job demands reveals
that anumber of studies like for example [20, 21, 22,23, 54,
55] have been conducted on the relationship between job
demand and burnout and it has been found that there is
positive relationship between burnout and job demands.
Such studies have discussed job demand and burnout
dimensions like emotional exhaustion, depersonalization,
personal accomplishment, workload, emotional demands,
time pressure, physical environment, misbehavior from
subordinates and social demands. In proposed study the
researcher will focus on the job demands such as
workload, role conflict and role ambiguity. On other hand
burnout factors such as emotional exhaustion and
disengagement. Previously these demands were studied
in western culture and in professions other than teaching.

Conceptualizing Job Resources: Other than job demands,
job resources also influence burnout. Most of the studies
have used job resources in a direct relationship with
burnout and have a reported negative relationship

[20, 21, 22, 23]. Job resources are physical, social,
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institutional and psychological views of job which reduce
demands and achieve personal growth, goals and
development [24, 56, 25].

Job resources have been measured teachers in
developing world on the basis of its contributing factors
lack of funding,
performance feedback, administrative or organizational
support, job control and social support organizational
structures,
resources, personal relationship with administrators
[57,21, 22,23, Maslach et al., 2001; 58, 59].

The review of existing literature on job resources
shows that attention has been given to the moderating
role of job resources [60, 61]. In proposed study, the

including resources, autonomy,

colleague support, supervision, personal

researcher will also use job resources that as (job control
and social support) as moderators in the relationship
between job demands that as (workload, role conflict and
role ambiguity) with burnout like for example (emotional
exhaustion and disengagement).

Conceptualizing Burnout: Burnout has been defined as
a characteristic of stress, that outlines the response
stressors at work [62]. It is a stressful and unpleasant
situation which causes different types of problems and
affects both individual and organizational performance.
It is the outcome of imbalance in provision of workload,
rewards, control, values, community and fairness or some
of them. Other symptoms of burnout were found by other
researchers which were sick leave, ill health and
absenteeism (Leiter and Maslach 1998, 2000). The typical
symptoms of burnout includes disengagement,
depression and emotional exhaustion [63].

Burnout will be higher when emotional exhaustion
and depersonalization measures of burnout increases and
have lower levels of personal accomplishment at the same
time. Most of researchers agree that burnout emerge in
shape of job dissatisfaction, absenteeism, wishing to quit
the organization and organizational commitment. Yet, few
researchers have proven that burnout has a direct effect
on job performance [64]. The burnout indicators have
been studied by the researchers as non-availability of
resources and having lack of responsibility [65]. The level
of rewards and over commitment within institutions
increase level of burnout [66].

The burnout could be experienced by employees in
any sector, but employees in certain working sector are
especially prone to burnout. These include the services
related sectors like nursing, home care, hoteling and
teaching. It is because these professions require exposure
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to more interpersonal and social demands and also require
more emotional labor [61, 67]. In teaching profession the
academicians are exposed to variety of stressors which
impart their daily routine work and also result in
development of burnout like symptoms, in other words
the teachers start experiencing both physical and
psychological symptoms which hamper their work and
performance [68].

Generally burnout could be measured with the help
of two main core dimensions that is emotional exhaustion
and disengagement. However the third measure of
burnout could also be personal accomplishment [20, 62]
and as it is suggested that personal accomplishment is
related to personality of an individual [69, 22], therefore it
can influence (both in negative and positive ways) the
burnout development process. The burnout could be
measured through examining its different dimensions;
these dimensions are actually the characteristics of
burnout the
Maslach et al., (2001) [70] represents burnout by five main
characteristics firstly, the emphasis of burnout on
behavioral and mental indicators more than physical ones,

which determine nature of burnout.

Secondly, burnout and its indicators are related to
working environment, Thirdly, there is a insufficient
energy such as emotional exhaustion and depression,
Fourthly, the symptoms manifest themselves in people
that do not suffer from psychopathology. And last but
not the least decrease in effectiveness and performance
at working environment due to negative attitudes and
behaviors related with burnout. The most commonly used
dimensions of burnout include, the study of emotional
exhaustion, disengagement, physical exhaustion and
depression related symptoms. The following section will
discuss emotional exhaustion, disengagement and
personal accomplishment:

Emotional Exhaustion: Emotional exhaustion is an
exploratory factor of burnout. It is the most important
dimension of burnout and is widely reported and
analyzed. Demerouti et al. [71] defined emotional
exhaustion as “a consequence of intense physical,
affective and cognitive strain, such as. as a long-term
consequence of prolonged exposure to certain job
demands” p.210. Anbar and Eker (2007) [72] explain that
“emotional exhaustion refers to the depletion of psychic
energy or the draining of emotional resources” (P.15).
Maslach et al. [70] found that feelings of being
overextended and depleted is one of leading symptom of
emotional exhaustion.
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Emotional exhaustion frequently occurs with physical
exhaustion and its symptoms include deficiency of
energy, less sleeping, problems in family and increase in
drinking [73]. When an employee is emotionally exhausted
then he no longer stays in that personal or professional
position. Almost half of workers have high level of
emotional exhaustion due to main factors of stress such
as heavy workloads, low supportive relations, personal
engagement, less quantity of staff members and
understanding burnout [74].

It has been found that emotional exhaustion plays a
mediating role between job demand (workload) with other
two measures of burnout and performance [20, 22, 29, 64]
and is positively correlated with stress outcomes [63] but
some of the researchers argue that stress and burnout are
two different things [75,76]. In this regard the higher level
of support from colleagues is related to low level of
emotional exhaustion [10, 77].

Disengagement: Disengagement is the second measure of
burnout having strong relationship with emotional
exhaustion. and depersonalization in burnout across
occupational organizational Where
disengagement similar to depersonalization but
opposite to engagement and cynicism is the component
of disengagement [78]. Demerouti et al. [71] defined it as
“distancing oneself from one’s work in general, work
object and work content” p.210. It causes negative
feelings and dehumanizing acts towards others without
reason [72]. Maslach et al. [70] refers to it as “negative,
callous or excessively detached response to various
aspects of the job”.

Disengagement in teachers is negative feelings
towards other employees and is dangerous for the smooth
functioning of institution. Teachers suffering from
disengagement develop behavioral
students marked by little or no attention and at times
breakdown in communication [72]. Here in the proposed
paper, depersonalization is used as dependent variables
and to find their relationships with job demand and its
dimensions.

and settings.

is

attitude towards

Personal Accomplishment: Personal accomplishment is
the third measure of burnout. Personal accomplishment
refers to declining of feelings of capability and
productivity. It represents the self-estimation dimensions
of burnout. Personal accomplishment becomes more
defective when the workplace is marked by lack of social
support [74]. Every person faces stressors in routine life.
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The effect of burnout varies from employee to employee
and also depends on time and experiences. Here, a person
sees himself in a negative light particularly in relations [1].
Leiter (1993) [79] argued that emotional exhaustion and
disengagement lead dependently but personal
accomplishment feels independently. Most of the
researcher argues that personal accomplishment is not the
core dimension of burnout and it is related to personality.
Therefore, the researcher did not include it as a variable in
proposed study. In the next section, the researcher
discusses job resources and its various dimensions in
detail.

Relationship Between Job Demands, Burnout and
Resources: The previous section has conceptualized the
three concepts of the proposed study. After this readers
are familiarized with the meaning and characterists of
these concepts, now it is important to discuss the
relationship between these concepts, so that not only the
nature of relationship of these concepts is know but also
their interaction with each other is known. Moreover the
strength and direction of relationship of these concept is
also known. In fact the relationship between job demands,
multifold
These concepts interact with each other in different ways,
this with change
circumstances. In order to understand this whole process,

burnout and resources is and complex.

where interaction changes in
areview of existing literature will be helpful. Therefore the
following section will explain the relationship between job
demands, burnout and resources by taking examples from
both recent and previous, discussing different findings
and explaining the nature of relationship.

Firstly, the relationship between job demands and
burnout will be discussed as they are interrelated with
each other in way that job demands lead to creation of
burnout symptoms. As we know that the job demands are
un wanted environmental factors which negatively affect
the working performance of employees by causing
physical and psychological burnout symptoms, therefore
the nature of job demands decide the nature of symptoms
of burnout. In this regard, several studies have been
conducted in past in order to explore the relationship
between job demands and burnout symptoms. For
example Schaufeli and Bakker (2004) [25] found in their
study on job demands, burnout and work engagement
that there was positive relationship between workload and
emotional and their symptoms of burnout. Infact the job
demands were good predictors of burnout symptoms.
Similarly in another study Schaufeli, Bakker and Rhenen
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(2009) [80] also found positive relationship between
workload, emotional demands and home interface and
burnout. moreover burnout and job demands were also
positively associated with sickness absence. In another
study the job demands like emotional demands, work
conflict and social conflict were found positively
correlated with burnout symptoms that as cynicism and
emotional exhaustion [81]. The findings of some of
studies, as mentioned above proves that there is positive
relationship between job demands and burnout. The
reason behind it is that job demands exert a negative
pressure on the routine working life of an individual, if
such pressure persists for long time then individual
naturally develop negative symptoms of burnout and
become unable to function properly.

After discussing the relationship between job
demands and burnout, lets come to the effect of third
factor that as resources on the relationship between job
demands and burnout. As previously discussed that
burnout and job demands positively interact with each
other, it mean if there is an increase in job demands, the
increase in burnout symptoms and vice versa. But the
resources have totally a different role. Once resources
interfere the relationship between job demand and
burnout, they act as buffer or shield and moderate the
relationship between job demand and burnout. In other
words, if there are resources, then the intensity of job
demands will be reduced, resultantly less symptoms of
burnout will be developed. This will be due the buffering
role of resources on the relationship between job
demands and burnout.

Different studies have been conducted in order to
know the effects of resources on job demand and
burnout, findings of such studies proves that resources
have acted as moderators. For example Karatepe (2011)
[61] in his study on the relationship of emotional
dissonance and burnout. He found that resources like
Autonomy and organizational support buffer the
relationship between emotional dissonance and burnout
symptoms. Schaufeli, Bakker and Rhenen (2009) [80] in
their study on the relationship of job demand and burnout
found that resources like autonomy, learning
opportunities, performance feedback and social support
moderated the positive relationship between workload,
emotional demand and burnout symptoms. Another study
conducted by Rodriguez-Muiioz, et al. [82] found that
work autonomy, feedback and recovery opportunities
were negatively related with job demands and burnout
in such a way that these resources moderated the
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relationship between job demand and burnout. like the
prevous studies, recent studies also support the theory of
the moderating effect of resources. It is interesting to
know that the recent studies have examined the new types
of resources and also explored new dimension of job
demands. in this regard LI, Jiang, Yao and Li (2013) [83]
found that psychological and physical job demands had
negative relationship with and job resources like decision
latitude, supervisor support and coworker support and
these resources affected emotional exhaustion and safety
compliance, as factor of burnout in negative way, where
burnout symptoms were minimized after the appearance of
resources [84].

CONCLUSION
It has been therefore concluded that the
organizations should proved a favorable working

environment to its employees, where they could not only
be protected from the effects of unwanted job demands
but also they are provided enough resources, which could
help them to combat burnout in times of crisis. In this
regard the employees should be given trainings to
develop awareness about the unwanted job demands and
also should be provided opportunities where they can
attain not only get fully utilize the existing resources
around them. In this way the organizations could be
saved from the overwhelming effect of burnout. As once
these effects of burnout are settled then institute will
focus on the further improvement of the employees which
will better for the betterment of the society [85-87].
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