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Abstract. This study attempted to investigate the possible impact of 
physical, emotional, and cognitive job demands on burnout among 
Malaysian academic leaders at Research Universities (RU). Another 
objective of the study was to study the direct and mediating role of 
burnout on the job performance of the target population. Through a 
quantitative study and by using a five-Likert point, 250 academic 
leaders in Malaysian Research Universities (MRUs) were surveyed. The 
obtained primary data were subject to quantitative analysis through 
outer loading of the items using Smart PLS software. The exploratory 
and confirmatory tests applied to the primary data earlier to the 
inferential tests started with testing the direct hypotheses structured 
followed by the indirect effect. Findings indicated that based on the 
model extracted and the loaded factors, it was found that cognitive, 
emotional, and physical demands have a significant impact on burnout. 
Burnout also showed a significant effect on in-role and extra-role 
performance of the academic leaders and an indirect effect of burnout 
between job demands and job performance was observed. As an 
implication, this study can have pedagogical implications for 
educational policymakers, education syllabus designers, and academic 
leaders. Assessing the interaction role of gender type suggests further 
research, which benefit the policymakers in diversifying the job demand 
for each type.  
 
Keywords: job demands; job performance; burnout; academic 
leadership; research university 
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1. Introduction 

An emerging concept among academicians is academic leadership (Lorello et al., 
2020). Academic leadership is an interest among scholars at Research 
Universities (RU) who seek excellence in research and education (Burkinshaw & 
White, 2019). Rathmell et al. (2019) explain that academic leadership is the ability 
to use various skills to overcome the challenges encountered by academicians. 
They also state that academic leadership in one generation affects the leadership 
among the next generation of academicians.  
 
Burkinshaw and White (2019) take a gender-based view and explain that males 
and females have not been granted equal opportunities to take an academic lead. 
Qamar et al. (2019) believe that non-academic aspects of work affect academic 
leadership. They refer to these variables as external variables. However, the 
focus of most scholars has been on the effects of academic leadership on 
academic performance (e.g., Qamar et al., 2019; Sinniah et al., 2018; Sung et al., 
2017). 
 
In line with many western societies, academic leadership has also been 
investigated in Malaysia (Arbae et al., 2019; Ismail & Noor, 2016; Omar, 2018; 
Rahman et al., 2019). Although these studies mostly look into the professional 
role of academic leaders, they mostly neglect the possible factors that can affect 
academic leadership (Zarb, 2016). The most common variables investigated in 
these studies are unproportioned job demands (Bakker & Demerouti, 2007), 
academic leaders' wellbeing (Bakker & Demerouti, 2014), and performance 
(Saleem et al., 2017). 
 
It seems that unproportioned job demand is one of the most common themes 
studied in Malaysia and in the global context. Bakker and Demerouti (2018) 
assert that every job demand has a cost for the employees. In case there is an 
imbalance between the cost and energy for the employees, they undergo 
job-related stress. Bakker and Demeroutil (2007) identify the main aspects of job 
demand as physical, emotional, and cognitive aspects. Also, and according to 
Ilies et al. (2015) and Nahrgang et al. (2011), while emotional and physical 
demands cause burnout, cognitive demands result in mental tiredness. Burnout 
(also known as strain) can eventually affect job efficacy among academic leaders 
(Friedman, 2000). This indicates that a serious look at the factors that result in 
burnout among academicians is required, as excessive physical and emotional 
demands decrease work efficacy among academicians (Bowen et al., 2016). 
However, research conducted in Malaysia has mostly focused on pedagogy, and 
less attention has been given to job demands (e.g., Rahman et al., 2019). 
 
In terms of academic leaders' performance, most research has accorded focus to 
professional role and relationships rather than job demands and burnout (Arbae 
et al., 2019; Omar, 2018; Ismail & Noor, 2016). The question left open is how 
burnout and job demands are associated among Malaysian academic leaders. 
While burnout can possibly affect performance (Al-Dubai et al., 2013), and 
decrease organizational commitment (Bte Marmaya et al., 2011), little attention 
has been given to it in the context of Malaysia. Needless to say that the job 
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performance in educational contexts is as important as any other context. 
Williams and Anderson (1991), who provide a lateral taxonomy of job 
performance (in-role vs. extra-role), assert that in-role job performance (task 
performance) and extra-role performance (organizational citizenship behavior 
(OCB) or contextual performance) should be equally attended. 
 
The educational sector in Malaysia is experiencing very swift changes, as the 
number of universities is increasing and the need for qualified staff is obvious 
(Yousefi & Abdullah, 2019). Mustapha (2013) stated that little research has dealt 
with the academic leaders in RUs at the centre of such changes. In line with 
these swift changes, the knowledge-based economy within Malaysian higher 
education requires adroit academic leaders (Grapragasem et al., 2014). This 
indicates that maintaining an academic position is harder than before, and the 
educators are under stress to produce knowledge and show high levels of in-role 
and extra-role performance. Such difficulties are the result of unproportioned 
job demands which have not been solved yet.  
 
There are scholastic pieces of evidence that indicate academicians' burnout 
should be subject to more research in the context of Malaysia. Not only is 
burnout one of the main influential factors on work performance in the 
educational sector (Al-Dubai et al., 2013), but also it can decrease organizational 
support (Bte Marmaya et al., 2011). On the other hand, burnout is the result of 
the stressors the Malaysian academicians encounter in higher education (Fullan 
& Scott, 2009). Yet, whether these stressors are emotional, cognitive, or physical 
is not fully known.  
 
Khairuddin and Makhbul (2011) who point to the academic performance of the 
academic leaders assert that at Research Universities (RUs), academic 
performance is not studied satisfactorily. The consensus in the literature is that 
not only should the academic leadership problems in Malaysia be investigated, 
but also the factors affecting the academic leaders' performance should be 
investigated. These two main problems form the main intention to conduct this 
study.  

 
According to the problems stated above, this study has two main objectives, 
namely, 1) To find out how various forms of job demand affect burnout; 2) To 
determine how burnout affects job performance. To have an accurate look at this 
issue, both direct and indirect impacts of burnout on job demand are studied. 
Also, job performance is viewed as in-role and extra-role performance of 
Malaysian academicians.  
 

2. Literature Review 
Various theories that discuss job demand consider three main aspects, i.e., 
physical, psychological, and social (organizational) for job demand (DeFrank & 
Ivancevich, 1998; Schaufeli & Bakker, 2004). Job demand, if assigned 
proportionately, can have positive effects; however, unproportionate job 
demands can have negative effects on the performance of the employees and the 
outcome of an organization. According to Bakker and Demerouti (2018), some 
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variables also play a role in the relationship between job demand and job 
performance. Burnout and motivation are the most important variables. In 
simple terms, long working shifts and excessive work pressure can result in 
burnout or even depression and eventually affect the performance of the 
employees. These variables have been subject to scientific studies and a number 
of theoretical bases have emerged as a result of these studies.  
 

3. Theoretical Framework 
The main theory used in this study is that of Job Demand-Resource (JDR) theory. 
However, to justify the use of JDR theory, some of the relevant previous theories 
should be explained. One of the most significant theories is the Path-Goal theory. 
Yukl and Lepsinger (2006) explain that the Path-Goal theory is a leadership 
theory that sees the leaders' behaviour as the result of their satisfaction, 
motivation, and eventually, their performance. This theory associates the 
leaders' behaviour to their subordinate's abilities that compensate for 
deficiencies (Bakker & Demerouti, 2014). Thus, the researchers should attempt to 
see how the contingency perspective to leadership is associated with conditions 
or situational variables that affect the relationship between leaders' behavior and 
effectiveness (Madonko & April, 2020). The types of leaders' behaviour in 
Path-Goal theory, as stated by Muchinsky (2006), are directive, supportive, 
participative, and achievement-oriented. While directive behaviors tend to 
remove obstacles that cause frustrations, supportive behaviors lead to 
understanding subordinates’ needs and increasing their wellbeing. Participative 
and achievement-oriented behaviors lead to investments in the ideas of 
subordinates, and encouraging a high performance, respectively (Muchinsky, 
2006).  
 
Raziq et al. (2018) divide the behavior in Goal-Path theory into three main 
categories. These categories centre on satisfaction and refer to immediate and 
future satisfaction, along with tools to satisfy subordinates' needs contingent 
with effective performance (House & Dessler, 1974). The main tools are support 
and guidance in the work environment. 
 
3.1 Stress Theories 
The relationship between stress and job environment is a conditional-stimuli 
relationship (Jex et al., 1992). Jex et al. (1992) also assert that the stimulus for 
stress in the job environment can be any job-related demand that causes burnout. 
Thus, according to Kinman and Jones (2005), there should be a balance between 
job demands and personal abilities. This relationship is known as job-personal 
resources. Job-personal resources are the basis of many job stress theories, which 
have mature in different ways. One of the mostly used theories in this regard is 
that of the Job Demand-Resource model. 
 
3.2 The Job Demand-Resource Model (JDR) 
The job demand-resource (JDR) model is the theoretical basis of this study. This 
theory does not only centre on specific types of job conditions. In this theory, the 
job characteristics are broad (Bakker & Demerouti, 2017). The theory is a 
globally-proven theory and has been used in many studies. According to Bakker 
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and Demerouti (2014), it has been mainly used to describe employees' wellbeing 
(like burnout/strain, motivation, health, engagement, satisfaction, commitment) 
and performance (in-role and extra-role). Although the theoretical building 
block of JDR theory is based on certain assumptions, the theory asserts that the 
working conditions can introduce new variables in the analysis (Bakker & 
Demerouti, 2007).  
 
3.3 Conceptual Framework 
The model below (Figure 1) shows the JDR theory based on the variables under 
investigation in the current study. As can be seen in the model, and based on the 
JDR model, three main categories of job demand, i.e., physical, emotional, and 
cognitive, are investigated as possible influencers of burnout. This possible 
impact may affect in-role and extra-role performance of the academic leaders 
which is also investigated based on this model. Finally, the mediating role of 
burnout is explored.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: Academic leaders’ performance in Malaysia research universities 
 

4. Previous Empirical Studies 
Some studies have been conducted on the relationship between job demands 
and job performance in Malaysia. Reviewing these studies brought the 
researchers to the conclusion that there is a certain need to study the impact of 
job demands on burnout and the direct and indirect impact of burnout on job 
performance, and these variables are not deeply investigated in the literature yet 
(Zysberg et al., 2017). 
 
The correlations between occupational stress and job performance with a focus 
on emotional intelligence were investigated by Ismail et al. (2009). They studied 
104 academicians at private universities in Malaysia and realized that 
occupational stress and job performance correlate. They also found out that 
emotional intelligence is a significant role player and mediates the relationship 
between these two variables. Watts and Robertson (2011) also worked on 
burnout and stress. By reviewing previously published documents from 6 data 
resources, they could conclude that burnout and teachers' stress in higher 
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education are associated. Their content analysis also showed that gender has a 
predictive role and female staff are more subject to burnout. 
 
Studies conducted in other parts of the world are mostly congruent with these 
results. For example, in the context of Austrialia, Winefield et al. (2003) saw a 
significant relationship between burnout and lack of job satisfaction. By 
surveying 9000 academicians in seventeen universities, they realized that the 
new generation of academicians is more subject to burnout compared to the 
older staff. They also found that self-report measures of psychological wellbeing 
were highly had associations with objective measures of university wellbeing. In 
another study in Spain, burnout was observed among school teachers in Spain. 
Prieto et al. (2008) realized that work overload could predict exhaustion and 
prediction. They found the results by studying 274 teachers at 23 different 
secondary schools.  
 
In Pakistan, Saleem et al. (2017) realized that the type of leadership affects 
burnout. They reported that the principals’ leadership styles and teachers’ 
organizational commitment are highly correlated. Through looking at the 
indirect impact of emotional intelligence (EI) and perceived organizational 
support (POS), they reported that the principals prefer a democratic leadership 
style (EI and POS). Another significant finding in their study was that the 
leadership styles and organizational commitment are highly correlated. 
 
The previous studies discussed within Table 1 lack the challenging cognitive 

demands at work (Meyer & Hünefeld, 2018). Hence, the need to highlight the 

cognitive demand in academic work is rising. To fill this gap, this study identified 

cognitive demand as a latent factor as a determinant of burnout at academic work. 
The researcher reviewed more studies. The synopsis of these studies is presented 
in Table 1. 

 
Table 1: Summary of the previous studies 

N Authors and 
Date 

Design Instrument 
Type 

Participants and 
Context 

Result 

1 Kasinathan, 
and 
Arokiasamy 
(2019) 

Quantitative Survey 
Questionnaire 

Malaysian 
Universities 

There are 
interventions at 
organizational 
level to promote 
well-being of 
academicians. 

2 Zysberg et al. 
(2017) 

Quantitative Likert scale 
questionnaire 

1230 daycare 
educators and 
2209 school 
teachers 

Burnout has 
associations with 
personality and 
emotional 
intelligence. In this 
way, stress affects 
burnout 

3 Mérida-López, 
and Extremera 
(2017) 

Review 
Study 

Researcher 
(Content 
Analysis) 

13 academic 
articles in 3 
scientific 
databases 

There is a negative 
association 
between emotional 
intelligence and 
burnout. 
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4 Saleem et al. 
(2017) 

Quantitative Survey 
Questionnaire 

50 principals, 300 
teachers-Pakistan 

Democratic 
leadership style is 
preferred by the 
principals.  They 
also observed a 
significant 
relationship 
between 
leadership styles 
(EI and POS) and 
organizational 
commitment.  
 

5 Makhbul and 
Khairuddin 
(2013) 

Review 
study 

Content 
analysis 

Malaysian 
academicians 

Both 
environmental 
factors and 
personal factors 
affect the 
academicians' 
wellbeing. 

6 Bakker et al. 
(2010) 

Quantitative Survey 
Questionnaire 

3753 Australian 
Academicians 

Neuroticism 
correlates with the 
health impairment 
process, and that 
extroversion 
correlates with 
motivational 
process. 

7 Watts and 
Robertson 
(2011) 

Qualitative 
content 
analysis  

Researcher 6 valid databases.  
No human 
participation-Glob
al 

Burnout is the 
result of having 
large classes with 
many students. 
Gender and age 
also played a 
predictive role as 
female staff and 
younger staff were 
more subject to 
burnout. They 
correlated this to 
emotional 
exhaustion of the 
female staff. 

8 Prieto et al. 
(2008) 

Quantitative 
survey 

Survey 
Questionnaire 

274 teachers-Spain Quantitative 
overload has a 
predictive impact 
on exhaustion and 
dedication. It was 
also realized that 
role conflict 
impacts cynicism 
and role ambiguity 
impacts 
dedication. 

9 Winefield et al. 
(2003) 

Quantitative 
survey 

Survey 
questionnaire 

9000 academic 
staff -Australia 

The academic staff 
were worse off 
than general staff. 
The new staff were 
worse off than the 
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older staff in terms 
of strain and job 
satisfaction. 
Psychological 
wellbeing was 
highly correlated 
with objective 
measures of 
university 
wellbeing. 

10 Ismail et al. 
(2009) 

Quantitative Survey 
Questionnaire 

104 
Academicians- 
Private 
Universities 
Kuching 

Occupational 
stress and job 
performance 
correlate, and 
emotional 
intelligence play a 
significant role 
and mediates the 
relationship. 

 
The review of previous studies also highlights that the quantitative design is the 
mostly used research design. The main form of instrument used in these studies 
is that of a Likert-scale questionnaire.  
 

5. Methods 
This section clarifies the methodology progress adopted by this study, which 
explains the research design, population and sampling, and the instrumentation.  
 
5.1 Research Design 
This quantitative study has a cross-sectional design, as data were collected 
through distributing Google forms. Spector (2019) argues that cross-sectional 
design provides much valuable information that explains the relationship 
among the model variables, specifically the lack of temporal components. As a 
quantitative study, the study has its roots in the positivist perspective that 
considers reality as observed rather than perceived (Crossan, 2003). 
 
5.2 Population and Sampling 
To conduct the study, the researchers made use of five research universities in 
the context of Malaysia, i.e., University of Malaya (UM), University of Putra 
Malaysia (UPM), University of Teknologi Malaysia (UTM), University of 
Kebangsaan Malaysia (UKM), and University Sains Malaysia (USM). The total of 
academic staff determined at 2,000 as reported by the Malaysian Ministry of 
Education. These universities were entitled Malaysian Research Universities 
(MRUs) (MOHE, 2007). The researchers targeted the academic leaders at various 
positions and sent the questionnaire to about 2000 academic staff, which is 
processed via the human resource department of each university, the generated 
link from the Google survey platform posted to the academic leaders’ social 
network community of these universities. As a result, out of which, 250 
respondents replied. The probability sampling technique was used to lower the 
sampling bias, and to ensure sampling diversification as suggested by Acharya 
et al. (2013), which provides better understanding of the population perspective.   
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5.3 Instruments 
The Likert scale questionnaire was used in this study. The questionnaire had 81 
items. It was a combination of 7 different Likert scale questionnaires. However, 
as this study is part of a larger study, only the questions relevant to this study 
are discussed. The items relevant to job demand were chosen from "Copenhagen 
Psychosocial Questionnaire; COPSOQ II" (Pejtersen et al., 2010). The 
questionnaire entails questions relaxant to cognitive, physical, and emotional job 
demands. Items relevant to burnout were selected from "Copenhagen Burnout 
Inventory; CBI", to assess academics burnout (Kristensen et al., 2005). Finally, 
the items related to job performance (in-role and extra-role) were selected from 
Williams and Anderson (1991). 
 

6. Results 
The objectives behind this study were threefold. First, it aimed at exploring the 
effects of physical, emotional, and cognitive demands on the burnout of 
academicians. Second, it investigated the effect of burnout on in-role and 
extra-role of academicians; and finally, it studied to what extent burnout 
mediated the effect of physical, emotional, and cognitive demands on in-role 
and extra-role.  

 
The data collected in this study were analyzed using SmartPLS V. 3.2.8. All 
results were bootstrapped 1,000 times to compute confidence intervals for the 
computed indices. The conceptual model being explored is displayed in Figure 
4.1. As displayed in this model, the physical, cognitive, and emotional demands 
directly affect burnout. They also have indirect effects on in-role and extra-role 
through the mediation of burnout. Some of the indicators (items) related to 
latent variables were dropped out, which will be discussed below. 

 

Figure 2: Conceptual PLS model 
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6.1 Cronbach’s Alpha and Composite Reliability Indices 
Cronbach’s alpha and composite reliability (CR) indices were computed for the 
components of the present model. Both Cronbach’s alpha and CR, which are 
complementary indices, were reported because, as noted by (Hair et al., 2017, p. 
112), Cronbach’s alpha is a conservative measure of reliability (i.e., it results in 
relatively low-reliability values). In contrast, composite reliability tends to 
overestimate the internal consistency reliability, thereby resulting in 
comparatively higher reliability estimates. Therefore, it is reasonable to consider 
and report both criteria. When analyzing and assessing the measures’ internal 
consistency reliability, the true reliability usually lies between Cronbach’s alpha 
(representing the lower bound) and the composite reliability (representing the 
upper bound)”.  
 
Cronbach’s alpha reliability indices should be equal to or higher than .70, as 
suggested by Tseng et al. (2006) and Dörnyei and Taguchi (2009). Except for 
OCBO, all other constructs enjoyed Cronbach’s alpha indices higher than .70; 
moreover, all probabilities were lower than .05, and none of the confidence 
intervals were negative or zero. Although OCBO’s reliability index of .589 was 
lower than .70, it enjoyed a statistical significance (p = .000), and its confidence 
intervals of .412 and .694 were neither negative nor zero. Based on these results, 
it can be concluded that the present constructs enjoyed statistically significant 
Cronbach’s alpha reliability indices. 
 

Table 2: Cronbach’s Alpha reliability indices 

  Alpha Mean SD t-value p-value 
Confidence Intervals 

2.5 % 97.5 % 

Burnout 0.889 0.888 0.015 57.753 0.000 0.854 0.915 

Cognitive 0.766 0.760 0.040 19.071 0.000 0.673 0.829 

Emotional 0.812 0.811 0.027 29.724 0.000 0.752 0.856 

In-Role 0.755 0.746 0.059 12.891 0.000 0.609 0.828 

OCBI 0.844 0.842 0.025 33.629 0.000 0.784 0.885 

OCBO 0.589 0.578 0.075 7.821 0.000 0.412 0.694 

Physical 0.724 0.722 0.037 19.393 0.000 0.640 0.787 

 
Table 3 displays the CR indices for the present data. Composite reliability 
indices should be equal to or higher than .60; however, they should not be 
higher than 0.95 (Hair et al. 2016, p. 112). As displayed in Table 3, all CR indices 
were within the ranges of .60 to .95, they all enjoyed statistical significance, and 
all confidence intervals were positive and non-zero. Thus, it can be concluded 
that the present constructs enjoyed significant CR indices.  
 

Table 3: Composite reliability indices 

  
Composite 
Reliability 

Mean SD t-value p-value 

Confidence 
Intervals 

2.5 % 97.5 % 

Burnout 0.916 0.915 0.011 84.694 0.000 0.891 0.933 

Cognitive 0.851 0.848 0.022 38.997 0.000 0.802 0.887 
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Emotional 0.877 0.877 0.015 56.857 0.000 0.844 0.903 

In-Role 0.721 0.578 0.272 2.653 0.008 0.005 0.863 

OCBI 0.885 0.884 0.016 54.970 0.000 0.848 0.913 

OCBO 0.735 0.731 0.038 19.593 0.000 0.649 0.790 

Physical 0.827 0.824 0.022 37.714 0.000 0.778 0.863 

 
6.2 Average Variance Extracted 
The average variance extracted (AVE) for the components of the model were 
computed. As noted by Garson (2016), AVE indices should be at least equal to 
.50. The average variance extracted indicates the probability that the construct is 
measuring what it is supposed to measure. For example, the AVE for burnout 
was .644. That is to say, there was a 64.4 percent chance that burnout measured 
what it was supposed to measure. The results indicated that the AVE for all 
constructs was higher than .50, except for in-role and OCBO. Despite these low 
AVE indices, all results were statistically significant; i.e. p = .000, and none of the 
confidence intervals were negative or zero. Thus, it can be concluded that the 
constructs of this model enjoyed significant AVE indices. 
 

Table 4: Average variance extracted 

  AVE Mean SD t-value p-value 
Confidence Intervals 

2.5 % 97.5 % 

Burnout 0.644 0.643 0.031 20.522 0.000 0.577 0.701 

Cognitive 0.588 0.585 0.040 14.522 0.000 0.507 0.662 

Emotional 0.643 0.643 0.032 19.971 0.000 0.578 0.701 

In-Role 0.332 0.355 0.074 4.475 0.000 0.261 0.515 

OCBI 0.564 0.563 0.038 14.851 0.000 0.485 0.636 

OCBO 0.322 0.322 0.037 8.637 0.000 0.247 0.391 

Physical 0.565 0.566 0.029 19.287 0.000 0.503 0.623 

 
6.3 Exploring Outer Loadings 
In a PLS model, outer loadings refer to the contribution of indicators (items) to 
the latent variables. Based on the results displayed in Table 6, it can be 
concluded that all indicators had significant (p < .05) contributions to their latent 
variables, except for the four of the items related to in-role, i.e., items 40 to 43.  
 

Table 5: Outer loadings 

  
Outer 
Loadings 

M SD 
t-valu
e 

p-val
ue 2.50% 

27.50
% 

Q10 <- Burnout 0.816 0.815 0.030 27.111 0.000 0.751 0.869 

Q11 <- Burnout 0.810 0.807 0.031 26.313 0.000 0.738 0.859 

Q12 <- Burnout 0.831 0.830 0.024 34.833 0.000 0.781 0.868 

Q13 <- Burnout 0.817 0.814 0.031 26.486 0.000 0.742 0.862 

Q14 <- Burnout 0.766 0.767 0.030 25.150 0.000 0.701 0.821 

Q15 <- Burnout 0.771 0.773 0.030 25.442 0.000 0.709 0.824 

Q16 <- Physical 0.832 0.833 0.024 35.300 0.000 0.784 0.874 

Q17 <- Physical 0.889 0.889 0.016 54.123 0.000 0.853 0.918 
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Q18 <- Physical 0.808 0.806 0.034 23.652 0.000 0.734 0.864 

Q19 <- Physical 0.354 0.338 0.113 3.125 0.002 0.091 0.539 

Q20 <- Cognitive 0.714 0.710 0.051 14.115 0.000 0.599 0.794 

Q21 <- Cognitive 0.805 0.805 0.027 29.466 0.000 0.746 0.852 

Q22 <- Cognitive 0.771 0.762 0.046 16.796 0.000 0.656 0.840 

Q23 <- Cognitive 0.775 0.774 0.030 25.911 0.000 0.706 0.824 

Q24 <- Emotional 0.761 0.760 0.036 21.323 0.000 0.682 0.822 

Q25 <- Emotional 0.769 0.767 0.037 20.573 0.000 0.683 0.832 

Q26 <- Emotional 0.899 0.900 0.013 70.789 0.000 0.873 0.922 

Q27 <- Emotional 0.769 0.770 0.032 24.176 0.000 0.701 0.827 

Q40 <- In-role 0.393 0.287 0.363 1.083 0.279 -0.482 0.759 

Q41 <- In-role 0.361 0.246 0.397 0.909 0.364 -0.574 0.775 

Q42 <- In-role 0.374 0.259 0.388 0.962 0.336 -0.540 0.778 

Q43 <- In-role 0.434 0.317 0.380 1.142 0.254 -0.490 0.814 

Q44 <- In-role 0.830 0.756 0.233 3.563 0.000 0.418 0.937 

Q45 <- In-role 0.830 0.750 0.216 3.848 0.000 0.454 0.920 

Q46 <- OCBO 0.437 0.433 0.082 5.333 0.000 0.249 0.563 

Q47 <- OCBO 0.624 0.622 0.052 11.975 0.000 0.507 0.706 

Q48 <- OCBO 0.625 0.617 0.072 8.727 0.000 0.450 0.733 

Q49 <- OCBO 0.473 0.472 0.069 6.823 0.000 0.319 0.586 

Q50 <- OCBO 0.679 0.677 0.042 16.009 0.000 0.583 0.750 

Q51 <- OCBO 0.524 0.522 0.060 8.739 0.000 0.397 0.625 

Q52 <- OCBI 0.769 0.769 0.028 27.462 0.000 0.711 0.819 

Q53 <- OCBI 0.711 0.711 0.041 17.392 0.000 0.628 0.782 

Q54 <- OCBI 0.752 0.750 0.038 19.804 0.000 0.664 0.815 

Q55 <- OCBI 0.743 0.741 0.036 20.795 0.000 0.664 0.808 

Q56 <- OCBI 0.827 0.825 0.027 30.427 0.000 0.764 0.869 

Q57 <- OCBI 0.695 0.692 0.049 14.277 0.000 0.588 0.777 

 
6.4 Exploring Direct Effects (First Four Research Questions) 
The first four research questions explored the direct effects of physical, cognitive 
and emotional demands on burnout; and direct effects of burnout on in-role and 
extra-role. Table 6 and Figure 3 display the standardized path coefficients. Based 
on these results, it can be concluded that; 
A: Physical demand had a significant direct effect on burnout (b = .161, t = 8.75, 
p = .000, 97.5 % CI [.120, .194]). Thus, it can be concluded that the first 
null-hypothesis was rejected.  
B: Emotional demand had a significant direct effect on burnout (b = .258, t = 
10.04, p = .000, 97.5 % CI [.194, .300]). Thus, it can be concluded that the second 
null-hypothesis was rejected. 
C: Cognitive demand had significant direct effect on burnout (b = .249, t = 7.91, p 
= .000, 97.5 % CI [.179, .303]). Thus, it can be concluded that the third 
null-hypothesis was rejected. 
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Table 6: Direct effects (research questions one to four) 

  
Direct 
Effect 

M SD t-Value 
P 
Values 

2.5% 97.5% 

Burnout -> Extra-Role 0.213 0.209 0.085 2.491 0.013 0.040 0.385 

Burnout -> In-Role 0.314 0.320 0.100 3.133 0.002 0.185 0.442 

Cognitive -> Burnout 0.249 0.247 0.031 7.918 0.000 0.179 0.303 

Emotional -> Burnout 0.258 0.255 0.026 10.046 0.000 0.194 0.300 

Physical -> Burnout 0.161 0.161 0.018 8.750 0.000 0.120 0.194 

 
D: Burnout had a significant direct effect on in-role (b = .314, t = 3.13, p = .002, 
97.5 % CI [.185, .442]); and extra-role (b = .213, t = 2.49, p = .013, 97.5 % CI [.040, 
.385]). Based on these results, it can be concluded that the fourth null-hypothesis 
was rejected, although the results should be interpreted cautiously due to the 
near zero lower bound confidence interval of .040 for the direct effect of burnout 
on extra-role. 
 
Figure 3 displays the direct and indirect effects of the PLS model. The values on 
the arrows are standardized path coefficients.  
 

 
Figure 3: Final PLS model (standardized path coefficients) 

 
6.5 Exploring Indirect Effects (Fifth Research Question) 
The last research question explored the indirect effects of demands on in-role 
and extra-role through the mediation of burnout. Based on the results displayed 
in Table 8, it can be concluded that; 
Demands had significant indirect effect on in-role after being mediated with 
burnout (b = .169, t = 2.807, p = .005, 97.5 % CI [.086, .277]). It also had a 
significant indirect effect on extra-role after being mediated with burnout (b = 
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.114, t = 2.05, p = .040, 97.5 % CI [.018, .242]). Thus, it can be concluded that the 
fifth null-hypothesis was rejected, although the results should be interpreted 
cautiously because the lower bound confidence intervals for these indirect 
effects were almost zero; i.e. .086 and .018. 
 

Table 7: Indirect effects (fifth research question) 

  
Indirect 
Effect 

M SD 
t-Valu
e 

P 
Values 

2.5% 97.5% 

Demands -> Burnout 
-> In-Role 

0.169 0.173 0.060 2.807 0.005 
.086 .277 

Demands -> Burnout 
-> Extra-Role 

0.114 0.115 0.056 2.056 0.040 
.018 .242 

 
Figure 4 displays the final model. The relationships between variables are 
displayed as t-values. 
 

 
Figure 4: Final PLS model (t-values) 

 

7. Discussions 
The findings of this study are generally in line with the previously published 
documents. Numerous resources have been reported on the effects of job 
demands (i.e., cognitive, emotional, and physical) on burnout. In most cases, 
these studies have observed significant positive effects (e.g., Bakker et al., 2010; 
Ismail et al., 2009; Kasinathan and Arokiasamy (2019); Makhbul & Khairuddin, 
2013; Mérida-López & Extremera, 2017; Prieto et al., 2008; Saleem et al., 2017; 
Watts & Robertson, 2011; Winefield et al., 2003; Zysberg et al., 2017). For 
example, Kasinathan and Arokiasamy (2019), who studied Malaysian 
academicians' well-being, realized that emotional and psychological wellbeing 
affects the profitability of Malaysian Universities. Therefore, they suggested 
enough attention to the emotional and psychological aspects of the 
academicians' job demands. Elsewhere, Zysberg et al. (2017) associated burnout 
with emotions and personality. This study was also conducted among academic 
leaders at RUs. Congruent with these two studies, it was realized that the 
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emotional aspect of academic staffs' job demand in research universities could 
affect their burnout at work.  
 
Various aspects of job demands at Malaysian universities were studied by 
Makhbul and Khairuddin (2013) who realized that excessive job demands 
(psychical, emotional, and psychological) are the main resources of job-related 
stress which eventually reduces job performance. They also mention that 
burnout is the result of stress. Similar results were found in the current study 
where emotional, physical, and cognitive demands showed significant effects on 
burnout among Malaysian academicians at research universities. Also, it was 
observed that burnout could affect the in-role and extra-role performance of the 
Malaysian academicians at RUs. The findings are in line with the majority of 
previous studies, as they have observed a direct effect of burnout on 
performance. For example, Brown and Roloff (2013); Petitta and Vecchione (2011) 
observed a direct effect of burnout on extra-role performance. These two studies 
were conducted in the educational and non-educational sectors respectively; 
however, they both showed a decrease in commitment due to burnout. Thus, the 
findings are in line with the current study. Watts and Robertson (2011) posit that 
burnout might be found in different occupations; however, only excessive 
burnout can affect performance, as it causes emotional stress. This indicates that 
the working situation in Malaysian research universities should be restudied to 
make sure it does not cause emotional stress. 
 
A direct impact on in-role performance was also observed as a result of burnout. 
In line with this finding, the impact of burnout on in-role performance was 
already observed among bank employees (Yavas et al., 2013), flight attendants 
(Chen & Kao, 2012), and teachers (Cohen & Abedallah, 2015). Therefore, it can 
be concluded that the findings of the current study are congruent with the main 
trends in the literature on burnout and performance.  
 
Burnout showed a mediating role between job demands and performance. The 
majority of previous studies see burnout as the main result of job-related stress 
(e.g., Cohen & Abedallah, 2015; Makhbul & Khairuddin, 2013; Watts & 
Robertson, 2011). For example, Watts and Robertson (2011) assert that burnout 
causes emotional stress and emotional stress affects performance. Cohen and 
Abedallah (2015) also mentioned that burnout mediates the relationship of 
between EI and self-efficacy among teachers. Congruent with such views 
concerning burnout, in this study, the researchers observed that burnout could 
mediate the impact of job demands on job performance, although this study was 
not an attempt to realize what causes such a mediation. Some scholars such as 
Celik (2013) believe that where job performance is negatively affected, there is a 
sign of burnout. He made this conclusion by looking into role ambiguity among 
teachers, which causes burnout and affects performance. In his study, burnout 
was observed as a mediating role.  
 
The findings of this study are also in line with the results gained in some other 
fields.  The mediating role of burnout on job performance has also been 
observed in other work environments. For example, Leiter and Maslach (2009) 
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supported the mediation model of burnout, in which areas of work-life 
predicted burnout.  
 

8. Conclusion 

In this study, the effects of various job demands on burnout among Malaysian 
academic leaders at RUs were observed. The job demand included emotional, 
cognitive, and physical demands which prove to have significant impacts on 
burnout among the target population. These demands were dealt with at 
individual level. In addition, the impact of burnout on in-role and extra-role 
performance of Malaysian academicians was observed. This impact was 
significant for both in-role and extra-role performance. In addition, the 
mediating (indirect) effect of burnout between job demands and performance 
was significant. This indicates that the effect of burnout on performance has a 
direct and an indirect effect. 
 
This study was a response to a need for a research on Malaysian RUs in line with 
the high demands on the academicians in these institutes of higher education. 
The findings can be practical for policymakers who are held accountable for 
making leadership decisions in these universities. In addition, the educational 
syllabus designers who set the educational syllabus for each educational year 
should bear in mind that high physical, emotional, and even cognitive demand 
posed through long working hours can result in burnout among the 
academicians. This study is limited to the MRUs. This is due to the high 
concerns of Malaysian higher education about this category of universities, 
besides the high need for cognitive demand to be tested in the context of 
research universities category. It is highly recommended that the Malaysian 
higher education pays much attention to boosting the emotional demand within 
the academicians, as it has the highest reduction impact on burnout. It is highly 
suggested that the prospective researchers should focus on strategies to reduce 
burnout among academic leaders. These strategies should be well studied so 
that they can be used in educational contexts.   
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Appendix 
Variables Measurements 

 
Keywords: 
BO = Burnout 
IDW= Physical demands 
IDC= Cognitive demands  
IDE= Emotional demands  
IN-P= In-role performance   
OCB-O= Extra-role performance (organizational citizenship behavior toward organization) 
OCB-I= Extra-role performance (organizational citizenship behavior toward individual) 

Code NO Items Never Seldom Sometimes Often Always 

BO1  10 How often have you felt 
worn out? 

1 2 3 4 5 

BO2 11 How often have you been 
physically exhausted? 

1 2 3 4 5 

BO3 12 How often have you been 
emotionally exhausted? 

1 2 3 4 5 

BO4 13 How often have you felt 
tired? 

1 2 3 4 5 

BO5 14 How often do you think: ’’I 
can’t take it anymore’’? 

1 2 3 4 5 

BO6 15 How often do you 
susceptible to illness? 

1 2 3 4 5 

IDW1 16 My workload is unevenly 
distributed so it piles up. 

1 2 3 4 5 

IDW2 17 I don’t have time to 
complete all my work 
tasks. 

1 2 3 4 5 

IDW3 18 I do get behind with my 
work schedule. 

1 2 3 4 5 

IDW4 19 I have enough time for my 
work tasks (rs). 

1 2 3 4 5 

IDC1 20 I have to keep my eyes on 
lots of things during my 
work. 

1 2 3 4 5 

IDC2 21 My tasks need to remember 
a lot of things. 

1 2 3 4 5 

IDC3 22 My work demands that I 
am  improving at coming 
up with new ideas. 

1 2 3 4 5 

IDC4 23 My work requires me to 
make difficult decisions. 

1 2 3 4 5 

IDE1 24 My work puts me in 
emotionally disturbing 
situations. 

1 2 3 4 5 

IDE2 25 I have to relate to other 
people’s problems as part 
of my work. 

1 2 3 4 5 

IDE3 26 My task is emotionally 
demanding. 

1 2 3 4 5 

IDE4 27 I get emotionally involved 
in my work. 

1 2 3 4 5 
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Code NO Items 
Strongly 
disagree 

Disagree Neutral Agree Strongly 
agree 

IN-P1 40 I fulfill all the responsibilities 
specified in my job 
description.  

1 2 3 4 5 

IN-P2 41 I meet the formal performance 
requirements of my job. 

1 2 3 4 5 

IN-P3 42 I conscientiously perform 
tasks that are expected of me. 

1 2 3 4 5 

IN-P4 43 I adequately complete all of 
my assigned duties. 

1 2 3 4 5 

IN-P5 44 I sometimes fail to perform 
essential duties of my job (rs). 

1 2 3 4 5 

IN-P6 45 I sometimes neglect aspects of 
the job that I am obligated to 
perform (rs). 

1 2 3 4 5 

OCB-O1 46 I sometimes take undeserved 
work breaks (rs). 

1 2 3 4 5 

OCB-O2 47 I adhere to informal 
organizational rules devised 
to maintain order. 

1 2 3 4 5 

OCB-O3 48 I always give advance notice 
when I am unable to come to 
work. 

1 2 3 4 5 

OCB-O4 49 I sometimes spend a lot of 
time on personal phone 
conversations (rs). 

1 2 3 4 5 

OCB-O5 50 My attendance at work is 
above the norm. 

1 2 3 4 5 

OCB-O6 51 I sometimes complain about 
minor things at work (rs). 1 2 3 4 5 

OCB-I1 52 I generally help others who 
have been absent.  1 2 3 4 5 

OCB-I2 53 I take a personal interest in the 
well-being of other 
employees. 

1 2 3 4 5 

OCB-I3 54 I generally help others who 
have heavy workloads. 

1 2 3 4 5 

OCB-I4 55 I go out of the way to help 
new employees. 

1 2 3 4 5 

OCB-I5 56 I generally take time to listen 
to co-workers’ problems. 1 2 3 4 5 

OCB-I6 57 I pass along work-related 
information to co-workers. 

1 2 3 4 5 

 


