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Abstract: This study investigates the role of ethical leadership in preventing employee burnout caused by 

work overload. The aim is to explore how work overload results in emotional exhaustion, which leads to 

burnout, and how ethical leadership can moderate the relationship between emotional exhaustion and 

employee burnout. Survey responses were gathered from 385 faculty members of Pakistani public higher 

educational institutions (HEIs), and statistical analysis was performed using SPSS software. The study 

confirms that work overload causes emotional exhaustion, which leads to employee burnout, and that ethical 

leadership moderates the relationship between emotional exhaustion and employee burnout. Organizations 

that prioritize ethical leadership reduce stress and burnout among their employees. Ethical leadership is 

associated with various positive outcomes, including increased employee well-being, work performance, job 

satisfaction, dedication and efficiency, voice behavior, and psychological safety. The study concludes that 

ethical leadership plays a significant role in preventing employee burnout, and fostering superior ethical 

leadership practices and behaviors can improve organizational culture and outcomes for both employers and 

employees. The study further recommends exploring the moderating role of ethical leadership on employee 

burnout in other contexts.  

 
Keywords: Ethical Leadership, Employee Burnout, Emotional Exhaustion, Work Overload, Organizational 
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Introduction:  

Employee burnout is a growing concern for both employers and employees as it negatively impacts employee 

well-being, work performance, and organizational outcomes. Work overload is one of the key contributors to 

employee burnout, causing emotional exhaustion, which leads to exhaustion, cynicism, and decreased job 

performance. To prevent burnout, organizations need to prioritize ethical leadership that promotes the 

wellbeing and satisfaction of its employees. Ethical leadership has been associated with various positive 

outcomes, including increased work performance, job satisfaction, dedication and efficiency, voice behavior, 

and psychological safety. However, the moderating role of ethical leadership on the relationship between 

emotional exhaustion and employee burnout remains unclear. This study aims to explore this relationship and 

suggests that ethical leadership can moderate the relationship between emotional exhaustion and employee 

burnout. This study uses survey responses from Pakistani public higher educational institutions (HEIs) faculty 

members, and the findings show that ethical leadership significantly reduces burnout caused by emotional 

exhaustion. The study concludes that fostering ethical leadership practices and behaviors can improve 
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organizational culture and outcomes for both employees and employers. Future research should explore the 

moderating role of ethical leadership on employee burnout in other contexts.    

1.2 Significance of the Study   

The current study seeks to contribute to the emerging body of research on ethical leadership and Human 

Resource Management (HRM) with the main objective of enhancing workplace practices and outcomes for 

both employers and employees by exploring moderating role of ethical leadership in preventing employee 

burnout. The employee burnout is considered to be an important concept for the organizations because of its 

significant implications such as emotional exhaustion. Thence, this study is set out to help organizations and 

their management in improving organizational culture or environment by fostering superior ethical leadership 

practices and behaviors, and in preventing employees from experiencing burnout in the workplace.     

1.3 Problem Statement   

The alarming issue of employee burnout has become a worldwide epidemic. However, the literature available 

on what kind of relationship ethical leadership forms with employee burnout is still limited. The employee 

burnout is the emerging and salient phenomenon for the organizations but no research has been done to explore 

how ethical leadership acts as a moderator on the direct effect that exists between emotional exhaustion and 

employee burnout. Specifically in Pakistan no study has been conducted of this sort. Therefore, this study 

aims to fill this research gap.   

2. Literature Review and Theoretical Framework   

2.1 Work Overload   

Work overload has become a serious and critical issue for organizations now a days that demands immediate 

attention. This upsurge in work overload causes alarming increase in stress, exhaustion and work-life conflict 

among employees, decreases their morale and motivation to work which ultimately leads towards poor job 

performance and low employee engagement. These factors further leads to low job satisfaction among 

employees. The employees rarely have enough time to relax or function properly while working because of 

extra work or work overload combined with emotional or mental exhaustion (Ali & Farooqi, 2014). This is 

backed by previous researches that overload in work increases occupational stress in employees causing them 

to have trouble focusing. This results in compromised job performance of the employees which ultimately 

leads towards lower levels of satisfaction related to one’s job (Ali et al., 2014). The studies have proved that 

factors that contribute to occupational stress include increased workload, which is also strongly positively 

associated with job dissatisfaction (Paktinat & Rafeei, 2012). Another study conducted by Obiora & Iwuoha, 

(2013) claims that the critical issue of work overload is a very serious problem not only for the employee 

himself but for the organizations as well. They also go on and report that work overload is the primary reason 

of stress in job that further leads employees towards job dissatisfaction (Obiora & Iwuoha, 2013).    

Work overload has been explained as the “greatness of job tasks and might cause mental distress for 

employees” (Johari, Ridzoan & Zarefar, 2019). Additionally, this is the phenomena that points out to the 

amount of assignments and activities that exceeds the designated responsibilities of an employee. (Ali & 

Farooqi, 2014) This aspect refers to the degree of work stress experienced by employees because of conception 

that they are unable to handle or be active with the amount of tasks or work assignments they have been given 

(Idris, 2011). Work overload can also exist because of factors that include long hours and time pressure. The 

previous literature suggests that pressure that stems from extra workload is considered to be a reason behind 

compromising employees’ performance significantly (Schultz et al., 2015). The pressure also tend to increase 

as employees go up the employment stairs and began to acquire senior level positions. The reason for an 

increase in pressure is more responsibilities and work overload which in return influences the employee’s job 

performance (Schultz & Schultz, 2015). Hence, the problem of work overload concerns the organizations 

which are these days seeking only employees with high performance (Malta, 2004).   
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2.2 Emotional Exhaustion   

Maslach, Leiter & Schaufeli, (2001) defines emotional exhaustion employees experience at workplace as 

“feelings of being overextended and depleted of one’s emotional and physical resources”. Emotional 

exhaustion means reduction in emotional resources (Ertop, 2019). It refers to the feelings of emotional void 

followed by intense mental pressure, and severe reduction in abilities to cope up with side effects of being 

exposed to scenarios for a prolonged period that cause constant stress (Maslach et al., 2016). This causes a 

great decline in the mental, physical and emotional strength and energy level of employees (Leiter, Maslach 

& Frame, 2015). Emotionally exhausted individuals experience depletion of energy and feel that all of their 

resources are diminished. Emotional exhaustion also causes employees to feel tensed and frustrated. Feelings 

of tension and frustration are often combined with feelings of extreme tiredness. When employees feel 

extremely tired and exhausted, they are not being able to focus properly on their work and start to withdraw 

from assigned tasks to protect themselves from burning out (Ertop, 2019).    

To study the concept of emotional exhaustion is crucial because it is linked to various relevant outcomes for 

instance job satisfaction, intention to quit (Skaalvik & Skaalvik, 2017), and job performance (Huyghebaert et 

al., 2018). Past studies indicate that emotional exhaustion has a significant influence on both employee and 

his or her respective organization (Halbesleben and Buckley 2004). Research shows that it has a significant 

negative impact on the mental as well as physical health of an employee and can lead to poor and compromised 

well-being (Chughtai, Byrne, & Flood, 2014), job dissatisfaction and lower job commitment, high turnover 

rates and lower job performance (Maslach et al. 2001; Lee & Ashforth, 1996).   

2.3 Employee Burnout   

Employee burnout at workplace has become a critical issue worldwide that requires immediate attention. 

Employees at all levels report that they feel insecure, undervalued, stressed out, alienated, and misunderstood 

at their workplace (Maslach & Leiter, 1997). Although the phenomenon of job burnout is not new but the term 

recently grabbed the attention of scholars.  The initial studies were conducted in the year 1975 by a notable 

psychiatrist named Freudenberger who was carrying out his research at an agency that specialized in medical 

care, followed by another wellknown scholar Maslach (1976), who was a social psychologist studying 

emotions at work. Freudenberger (1975) described effects of the burnout as experiencing mental exhaustion 

as well as feeling  less enthusiastic and committed to one’s job.    

Maslach et al. (2001) defines employee burnout as prolonged response to chronic mental, emotional and 

interpersonal stressors at work, and is comprised of three key dimensions i.e. emotional exhaustion, feelings 

of cynicism, and diminished personal accomplishment. Exhaustion is referred to as a root cause of employees’ 

burnout and it is the first indication that individual is suffering from the burnout syndrome (Seidler, et al., 

2014; Maslach et al., 2001; Maslach et al., 2015). It is the most essential criterion of occupational burnout 

(Maslach et al., 2001). The second aspect, cynicism causes employees to psychologically distance. It leads 

them to experience negative feelings toward their work and feel detached and alienated (Maslach et al., 2015). 

The third dimension, feelings of reduced personal accomplishment basically means losing confidence in one’s 

capabilities to efficiently carry out the task and considering their contributions to be worthless. Employees 

start to view themselves as incompetent for the job (Maslach et al., 2001; Maslach et al., 2015).    

Employees experience burnout because of the problematic relationships that exist between them and their 

employed organizations. When organizational processes and structures do not align with the tendencies and 

capabilities of their employees it causes them to feel stressed out, tensed and frustrated. The stress and tension 

leads the employees to feel depletion of energy and results in significantly reduced participation. They end up 

feeling incompetent and inefficient for the job and give up (Maslach & Leiter, 1997).   

2.4 Ethical Leadership   

Ethical scandals in corporates worldwide (Mehta, 2003; Colvin, 2003; Revell, 2003) have brought attention 

of organizations to realize the need for ethical leadership (Resick et al., 2011). The corporate scandals 

concerning ethical conduct have shed light on the importance of the role leadership plays in forming a 
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workplace culture that promotes ethical values and principles (Trevino, Brown, & Harrison, 2005). Previous 

research points to the fact that most employees tend to look outwards for inspiration of moral conduct rather 

than inside (Bassberg, 1969; Treviño, 1986). Thus, leaders can be a primary and main provider of such 

assistance and counselling at work (Trevino, Brown, & Harrison, 2005).    

The importance of moral leadership for leading effectively in the organization has been a topic of interest for 

decades (Bass & Steidlmeier, 1999). This concept emphasizes dignity, being wellinformed about ethical 

duties, integrity, inclination toward collectivism, preference for civilized conduct, perceptive and considering 

of the needs and rights of others, and accountability management (Trevino, Brown, & Harrison, 2005; Trevin˜o 

et al., 2006; Gini, 1997; Fluker, 2002; Kanungo & Mendonca, 1996; Gottlieb & Sanzgiri, 1996). Brown et al. 

(2005, p. 120) describes ethical leadership as ‘‘the demonstration of normatively appropriate conduct through 

personal actions and interpersonal relationships, and the promotion of such conduct to followers through 

twoway communication, reinforcement, and decision-making’’. Basically it focuses on the way managers 

utilize the given authority by not only practicing the ethical values in their professional life but in their personal 

life as well. Hence, they are the ethical persons as well as the ethical supervisors (Resick et al., 2006; De 

Hoogh et al., 2008; Trevin˜o et al., 2003; Brown & Trevin˜o, 2006).    

2.5 Work Overload and Emotional Exhaustion   

The type of relation employees form with their respective jobs and the problems or hardships that emerge as 

this working relation start to become worse or even unhealthy for the employees, have been recognized as an 

important phenomena of the contemporary times (Maslach, Schaufeli & Leiter, 2001). The changing working 

conditions and work overload to be specific is the main source of stress and exhaustion in the workplace 

(Laurence, Fried, & Raub, 2016). The work overload may occur because of many reasons, some of them 

include advancement in the technologies, new and challenging market demands, staff restructuring and 

adjustments (García-Arroyo & Segovia, 2019), and too much extra work (Ali & Farooqi, 2014). This changing 

environment of work that involves more challenging and greater demands from employees and especially the 

culture of work overload has put the employees under so much pressure and is affecting their work situation 

(García-Arroyo & Segovia, 2019). These changes can cause the employees to experience symptoms of stress 

and emotional exhaustion (Maslach et al., 2001; 2015; García-Arroyo & Segovia, 2019).    

Emotional exhaustion is said to be the central aspect of the employee burnout and also the most commonly 

and widely complained about symptom of the employee burnout syndrome   

(Maslach et al., 2001; 2015; García-Arroyo et al., 2019). The findings of previous studies show that exhaustion 

that employees experience because of demanding and extra workload negatively affect employees’ 

satisfaction, commitment and performance (Paktinat & Rafeei, 2012). The stress at work due to work overload 

can become a serious and harmful issue not only for the employee himself or herself but also for the 

organization he or she works at as well (Ali & Farooqi, 2014).    

Stress that results from various job related elements points to the aspects and elements that job entails, as well 

as the activities and duties performed by employees at workplace (Nguyen et al., 2018; García-Arroyo & 

Segovia, 2019). It manifests itself in the form of both qualitative and quantitative terms, particularly in the 

case of work overload specific situations (García-Arroyo & Segovia, 2019). Previous literature reports that 

work overload contributes to many serious psychological and physical health issues (Maslach et al., 2001; 

García-Arroyo & Segovia, 2019) such as fatigue, insomnia, tension, anxiety, lower self-esteem and depression 

etc. (Maslach et al., 2001; 2015). Carballo-Penela, Varela & Bande (2018) describes work overload as a job 

stressor that refers to such work related situations where job responsibilities surpasses the resources available 

to perform them (Shrimon, Gilboa, Fried, & Cooper, 2008). On the other hand, exhaustion is among the very 

first symptoms of burnout syndrome which results due to chronic stress caused by work related stress factors 

such as work overload followed by feelings of reduced energy (Maslach & Leiter, 1997; Lewin & Sager, 2009; 

Leiter, Maslach & Frame, 2015).    
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Intense and extra workload along with chronic fatigue and emotional exhaustion causes employees to be less 

committed and engaged in their work (Qaiser, Gulzar, Hussain & Shabbir, 2015).   

Work overload not only adversely affect employee’s well-being as well as in the context of work it causes 

them to perform their job ineffectively, commit mistakes and errors, and make poor decisions related to work. 

These negative effects become the reason of their compromised and poor health and well-being (Qaiser, 

Gulzar, Hussain & Shabbir, 2015).    

Emotional exhaustion is not merely something that employees experience but rather it brings about set of 

actions one take to distance himself emotionally and cognitively from his job, most likely to deal with 

increased work demands that extra workload imposes. Previous research indicates that most of the studies that 

have been conducted to examine the phenomenon of mental exhaustion was done on the workers who were 

doing “people work”. The people work means employees working in human services and health care, whose 

job requires them to deal with people on everyday basis (Maslach & Schaufeli, 1993; Maslach, Leiter & 

Schaufeli, 2001). Maslach et al., (2001) reports in his study that emotional work is more draining especially 

for situations where the role demands from the employees to portray emotions that are not consistent with 

their feelings. The growing demands of the today’s work can cause the employees to feel exhausted and can 

damage their capacity to respond to the changing needs their work demands. Because of such reasons, 

employees start to use cognitive distancing as a coping mechanism when they feel exhausted and emotionally 

drained. Exhaustion is the ultimate response of work overload that manifests itself in many forms including 

physiological and psychological problems that were discussed above i.e. tension, fatigue, stress, anxiety, 

insomnia, cognitive distancing and so forth (Maslach, Leiter & Schaufeli, 2001; Maslach & Frame, 2015). 

Therefore, the following hypothesis can be developed:   

H1: There is a significant positive effect of work overload on emotional exhaustion experienced by 

employees.   

2.6 Emotional Exhaustion and Employee Burnout Seidler, et al. (2014) refers to emotional exhaustion as “the 

heart of the burnout”. It is the most commonly reported issue among those who experience job burnout (Leiter 

& Maslach, 2016; Leiter, Maslach & Frame, 2015). It is thought to be most obvious manifestation of 

occupational burnout (Leiter et al., 2015). Some scholars because of this significant association that emotional 

exhaustion has with employee burnout even claim that remaining components do not hold much importance 

as they seem unnecessary and irrelevant (Shirom, 1989). They have labeled this model as “exhaustion-only” 

model (Maslach et al., 2015).    

Emotional exhaustion demonstrates the stress dimension of the employee burnout syndrome (Maslach et al., 

2001). It includes feelings of drained physical, mental and cognitive energy and can be manifested in the form 

of lack of resources one needs to efficiently carry out the assigned tasks in the workplace (Maslach et al., 

2015). Previous studies indicate that employees who show signs and symptoms of chronic emotional 

exhaustion display destructive behaviors (Maslach et al. 2001; Lee & Ashforth, 1996; Janssen, Lam & Huang, 

2010). Maslach et al., (2001) describe in their study that exhausted employees tend to be less responsive and 

involved with the demands of their job and have trouble focusing on tasks due to drained out energy levels. A 

predicament with overwhelming job demands that leads employees towards chronic exhaustion is most likely 

going to negatively affect one’s job efficacy. Further, emotional exhaustion disrupts employees’ job 

effectiveness. It seems hard to have a sense of effectiveness and accomplishment when employees are stressed 

out as well as drained (Maslach, Leiter & Schaufeli, 2001).    

Employee burnout is the ultimate response exhibited by employees experiencing feelings of emotional 

exhaustion and lack of physical and mental energy (Maslach, 1997; Maslach et al., 2001; 2015). 

Freudenberger, (1974) defines employee burnout as “mental and physical exhaustion” that occurs in the work 

settings. The intensity of burnout can vary from person to person, and different people can claim different 

symptoms (Freudenberger, 1974) but emotional exhaustion is always common (Maslach et al., 1993; 2001; 

2015). Therefore, the following hypothesis can be derived:   
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H2: There is a significant positive effect of emotional exhaustion on employee burnout.    

2.7 The Moderating Effect of Ethical Leadership on the Relationship between Emotional  Exhaustion and 

Employee Burnout   

The leadership style has a significant impact on the effectiveness and performance of the both employees and 

organization (De Hoogh & Den Hartog, 2008; Ahmadi, Ahmadi & Zohrabi, 2012). The leadership plays an 

immense and critical role in shaping and encouraging ethical environment in the organization. Leaders have 

a crucial impact in determining the conduct of employees and the organization (Trevino, Brown, & Hartman, 

2003; Kanungo, 2001; Aronson, 2001). Ethical leadership is linked to various significant and positive 

consequences that are of interest to the organizations, some of the outcomes include leaders’ effectiveness, 

employee’s contentment related to job (Trevino, Brown, & Harrison, 2005; De Hoogh et al., 2008), work 

passion (Ahadiat & DackoPikiewicz, 2020), commitment (Ahmadi, Ahmadi & Zohrabi, 2012), engagement, 

readiness to put forward issues in front of concerned authorities (Trevino, Brown, & Harrison, 2005), positive 

employee voice behavior  (Walumbwa & Schaubroeck, 2009), organizational citizenship behavior (Brandon, 

2013) and so forth. The ethical leadership has also been linked with employee’s overall well-being (Chughtai, 

Byrne, & Flood, 2014), trust and organizational optimism (De Hoogh et al., 2008).    

It is evident from above mentioned positive outcomes of ethical leadership that leaders who prioritize ethical 

behaviors and practices in the workplace, allow employees to exhibit positive attitude toward their job and 

hence prevent them from experiencing negative feelings and ultimately exhaustion. Research indicates 

employees tend to trust the leaders who show great concern for their followers and emphasize ethical attributes 

and characteristics (Brown et al., 2005). The trust on leadership is manifested in advantageous consequences 

i.e. improved employees’ behaviors and attitudes (Burke et al. 2007) and better job performance (Trevino, 

Brown, & Harrison, 2005; Neves & Caetano, 2009). Previous studies reveal that employees feel less exhausted 

and have higher level of satisfaction when their leader is ethical, thus, lowering their chances of burnout. In 

light of above arguments, the following hypothesis can be developed:   

H3: Ethical leadership negatively moderates the relationship between emotional exhaustion and 

employee burnout such that when ethical leadership is high then it weakens the relationship between 

emotional exhaustion and employee burnout.    

2.8 The Mediating Effect of Emotional Exhaustion on the Relationship between Work Overload and Employee 

Burnout   

As noted above, previous studies on the topic of work overload has positively related work overload with 

chronic stress at workplace and feelings of severe emotional exhaustion (Laurence, Raub, & Fried, 2016; 

Abbas & Roger, 2013; Pienaar, Rothmann, & De Beer, 2016). Research has proven that fatigue and anxiety 

caused at work because of reasons such as work overload leads the employee toward burnout. Maslach et al. 

(2001) argue that exhaustion is mostly experienced with the combination of feelings of alienation and 

depersonalization which basically works as a defense mechanism for the employee dealing with extra burden 

that is imposed on the employee. It is very critical for organizations and management to know when employees 

are feeling exhausted and stressed out so they could take important measures to treat the problem otherwise if 

left untreated exhaustion can further lead to burnout (Maslach, 1997; Maslach et al., 2001; 2015).    

There has been tremendous studies done on burnout that states that there are some situational factors i.e. work 

overload that correlates to employee burnout. In fact extra workload and strict deadlines are the main reasons 

of job-related stress (Malach et al., 2015). Especially for employees whose jobs are demanding and oftentimes 

require them to deal with job overload. Such employees are more likely to experience burnout (Maslach et al., 

2001). In view of these arguments, following hypothesis can be formulated:   

H4: The emotional exhaustion mediates the relationship between work overload and employee burnout 

such that work overload leads toward heightened emotional exhaustion and presence of emotional 

exhaustion leads toward increased employee burnout.   
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2.9 Research Model   

   

   

   

 

 

  

3. Research Methodology   

3.1 Data Collection   

The study is cross-sectional in nature. The convenience sampling method is used for data collection. The 

survey responses were collected from faculty members of 17 Public HEIs operating in Islamabad and Wah 

Cantt, Pakistan. The reason for choosing this as target population is that research has proved that teachers 

working in a Public sector HEIs of Pakistan are more dissatisfied with their jobs as compared to the teaching 

staff working in a Private sector HEIs of Pakistan. The stress and exhaustion are the major reasons for this job 

dissatisfaction (Ayub, 2010). The sample size is about 385 at the confidence level of 95% and confidence 

interval or margin of error of 5%. As the population size is unknown; it is safe to take sample size of 385.   

3.2 Instrument Selection   

The questionnaire used for data collection was subdivided into two parts, the first part was   

related to participant’s demographics and second one consisted of all the variables of the study i.e. work 

overload, emotional exhaustion, ethical leadership, and employee burnout. The demographics portion of the 

survey questionnaire included items such as age, gender, designation, qualification and experience etc. The 

section after that enlisted all the variables. Work Overload is evaluated by utilizing four items derived from 

Buckingham (2004) scale. The items are assessed by utilizing four point Likert Scale response that ranged 

from “Strongly Disagree” to “Strongly Agree”. Emotional exhaustion was measured using 7 items, and 

employee burnout was assessed with 11 items extracted from the “The measurement of experienced burnout” 

(Maslach, & Jackson, 1981). The items were listed with 7-point Likert Scale response that ranged from “1= 

Strongly Disagree” to “7= Strongly Agree”.  To measure ethical leadership, Brown and Trevino et al.’s (2005) 

ten item scale was used. In order to evaluate the response given by the participants, five-point Likert Scale 

response was used in which 1 was for “Strongly Disagree”’ and 5 for “Strongly Agree”.    

3.3 Analytical Procedure   

To ensure the internal consistency or reliability of the scales, Cronbach’s alpha’s values were examined. 

Skewness, Kurtosis and graphical methods i.e. scatter plot, histogram, and normal P-P plot etc were looked at 

to ensure the normality of the data. Correlation analysis was used to measure how the variables of the study 

were related to each other. Different types of regression analysis i.e. simple linear, mediation analysis, 

moderation analysis, and moderated mediation analysis (using PROCESS MACRO) were conducted to test 

the hypotheses of the study.   

Figure    1   :       Research Model     

Work    Over -   

load       

Emotional    

Exhaustion       

Ethical Lead -   

ership       

Employee    

Burnout       
H1   

    
H2 (H4)   

    

H   3     
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4. Results and Analysis   

4.1 Normality Test   

Table 1. Normality Analysis of the variables   

Variables   Skewness   Kurtosis   

Statistic   S.E   Statistic   S.E   

Work Overload   -.290   .124   .475   .248   

Emotional  

Exhaustion   

-.923   .124   -.360   .248   

Employee Burnout   -.158   .124   -1.097   .248   

Ethical Leadership   .360   .124   -1.412   .248   

Generally to test the normality of the sample data, the Shapiro-Wilk test or KolmogorovSmirnov Test is 

performed. But for the sample data (n) larger than 300, such tests may seem to be proven unreliable. In such 

case, normality is ensured by assessing skewness and kurtosis (Kim, 2013). The acceptable value range for 

the skewness and kurtosis in order for the sample data to be considered normally distributed is between -2 and 

+2 (George et al., 2010). The statistics for all the variables lie between the acceptable ranges. The skewness 

values for all the variables lie between -1 and +1 and are really close to 0 which indicates data is moderately 

normally distributed.  

4.2 Reliability Analysis   

Table 2. Reliability Statistics   

 
Variables   Cronbach's Alpha   Cronbach's Alpha Based on    N of Items   

Standardized Items   

Work Overload   .623   .668   4   

Emotional  

Exhaustion   

.968   .968   7   

Employee Burnout   .926   .926   11   

Ethical Leadership   .978   .978   10   

    

   

The Cronbach’s alpha for all four variables’ scales of the study is gr which 

represents internal consistency. Thus, data set can be consid 

4.3 Simple Linear Regression Analysis   

4.3.1 Regression Analysis for Hypothesis 1 

Table 3. Residuals Statisticsa   

   Minimum   Maximum   

Predicted Value   1.7332   7.4211   

Mean   Std. Deviation  

5.2998   1.18103  
 

385   

N     
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Residual   

Std. Predicted Value   

Std. Residual   

a: Dependent Variable: Emotional 

Exhaustion   

First, the linear regression is run to test 

the first hypothesis. In order to perform the linear regression analysis, there are certain assumptions that need 

to be met i.e. there should be a linear relationship between variables, there should not be an outlier etc. The 

minimum and maximum value for standardized residual should lie between -3.29 or +3.29 respectively. The 

minimum standardized residual value was    -2.787 and maximum was +2.013, which satisfies the criteria that 

there are no outliers in the data. To make sure that the relationship among the variables was linear, the scatter 

plot was computed. The following scatter plot graph confirms the linearity among respective variables.   

   

    
Figure 1. Scatterplot   

The third assumption is that the data should have independence of observations which is indicated by 

DurbinWatson value or statistic. It should be between 1 and 3. The value of Durbin Watson is 1.137, so the 

assumption has been met.  The assumption of normality has also been met, as graphs i.e. PP plot, histogram 

and scatter plot etc. given below illustrate that data is normally distributed.   

   
  Figure 2. Normal PP Plot    Figure 3. Histogram         Figure 4. Scatterplot   

   

   

Table 4. Correlations for Work Overload and Emotional Exhaustion   

   

     Emotional  

Exhaustion   

Work  

Overload   

Pearson Correlation     Emotional 

Exhaustion   

1.000   .688   

Work Overload   .688   1.000   

-3.47969   2.51372   .00000   1.24704  385   

-3.020   1.796   .000   1.000  385   

-2.787   2.013   .000   .999  385   
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Sig. (1-tailed)      Emotional 

Exhaustion   

.   .000   

Work Overload   .000   .   

   

Table 5. Model Summary   

Model   R   R Square   Adjusted R  

Square   

Std. Error of the  

Estimate   

Durbin- 

Watson   

1   .688a   .473   .471   1.24867   1.137   

a: Predictors: (Constant), Work 

Overload Dependent Variable: 

Emotional Exhaustion   

   

   

Table 6. ANOVAa   

a. Dependent Variable: Emotional Exhaustion   

b. Predictors: (Constant), Work Overload   

   

The Pearson Correlation value is 0.688, which indicates that work overload and emotional exhibit a 

moderately strong positive correlation.  The R Square is .473, which means that 47.3% variance in one’s level 

of emotional exhaustion can be predicted from the degree of work overload. The significance value is 0.000 

which indicates that the variables work overload and emotional exhaustion form a significant relationship with 

each other, confirming the formulated hypothesis.    

The standardized coefficient is 0.688, which indicates the model demonstrates a strong relationship. The 

standardized coefficient beta suggests that for every one standard deviation increase in work overload will be 

followed by 0.688 of a standard deviation increase in emotional exhaustion.   

The sign of unstandardized beta is positive, it means that emotional exhaustion among employees increases 

as the work overload increases. Hence, it can be said that, for every 1 unit increase in the work overload, the 

emotional exhaustion increases by 1.896 points.  
Table 7 .   Coefficients 

a    

 a. Dependent 

Variable: Emotional  

Exhaustion      

4.3.2 Regression Analysis for Hypothesis 2  Table 

8. Residuals Statisticsa   

Model   Sum of Squares   df   Mean  

Square   

F   Sig.   

 1  Regression  535.617    535.617   343.527   .000b   

Model    
Unstandardized Coefficients    Standardized Coefficients    

t    Sig.   

 B     Std. Error     Beta       

( 
1    

 

Constant)  
    -  .163    .302          - .540       .590 

Work 

Overload   
  1.896     .102      .688     18.534     .000 

  

Residual    
  

  597.163   
  

  383   
  1.559           

Total      1132.781   384                 
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   Minimum   Maximum   Mean   Std.  

Deviation   

N   

Predicted Value   1.3443   5.7414   4.4954   1.25868   385   

Residual   -3.01819   2.09086   .00000   .93886   385   

Std. Predicted Value   -2.503   .990   .000   1.000   385   

Std. Residual   -3.042   2.224   .000   .999   385   

a: Dependent Variable: Employee Burnout  

The linear regression analysis is performed to check the relationship between emotional exhaustion and 

employee burnout. In order to satisfy the assumption criteria required for running the linear regression, first 

scatter plot has been constructed on the SPSS. The results confirm that there is a linear relationship between 

the variables. The minimum standardized residual value is -3.042 and maximum one is 2.224, which implies 

the data does not have any outliers.   

   

   
Figure 5. Scatterplot   

The Durbin Watson value is 1.145, so it can be assumed that data meets the criteria of independence of 

observations as the value is greater than 1 and less than 3. The normal P-P plot shows that dots are lined up 

along a 45-degree line that indicates that the data has normality of residuals. The histogram shows that 

employee burnout that is dependent variable is normally distributed. For normality, these three graphs were 

constructed i.e. histogram, normal P-P plot, and scatter plot.   

  
 Graph 6. Normal PP Plot         Graph 7. Histogram               Graph 8. Scatterplot  

The Pearson Correlation is 0.802 which suggests that higher level of emotional exhaustion indicates increased 

chances of employee burnout, as both variables depicts an extremely strong positive correlation. The sign is 

positive which means that as the emotional exhaustion increases so does the employee burnout. The 

significance is 0.000 that implies the model is highly significant. Table 9. Correlations for Emotional 

Exhaustion and Employee Burnout   
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     Employee  

Burnout   

 Emotional  

Exhaustion   

Pearson Correlation   Employee Burnout   1.000    .802   

Emotional 

Exhaustion   

.802    1.000   

Sig. (1-tailed)   Employee Burnout    .   .000   

Emotional 

Exhaustion   

.000    .   

   

   

Table 10. Model Summaryb   

  

Model   R   R Square   Adjusted R Square   Std. Error of the Estimate   Durbin-Watson   

1   .802a  .643   .642   .94008   1.145   a: Predictors: (Constant), Emotional 

Exhaustion  b: Dependent Variable: Employee Burnout  

Table 11. ANOVAa   

Model   Sum of Squares   df   Mean Square   F   Sig.   

 1   Regression   

Residual   

Total   

608.357   1   608.357   688.375   .000b   

338.479   383   .884         

946.837   384            

a: Dependent Variable: Employee Burnout  b: 

Predictors: (Constant), Emotional Exhaustion  
Table 12 .  Coefficients a

 
   

 Model    Unstandardized Coeff.     Standardized Coeff.     t    Sig.    

B     Std. Error     Beta     

  
   

The R-Square is 0.643 that means that 64.3% variability in the employee burnout can be predicted or explained 

by the emotional exhaustion. The p value or significance value is 0.000 that means that the model is significant 

as p value is smaller than 0.005. The standardized coefficient beta is 0.802, this value indicates a highly strong 

relationship among emotional exhaustion and employee burnout. By looking at the value it can be said that 

for every one standard deviation increase in emotional exhaustion, employee burnout increases by 0.802 of a 

standard deviation.   

The sign of unstandardized beta is positive, it means that employee burnout increases as the emotional 

exhaustion increases. Hence, it can be said that, for every 1 unit increase in the emotional exhaustion, the 

employee burnout increases by 0.733 points.   

1       Constant   )   (       .612       .156           3.930       .000       

Emotional    Exhaustion       .733       .028       .802       26.237       .000       

a: Dependent Variable: Employee Burnout       
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4.4 Mediation Analysis   

The process model 4 of PROCESS macro by Andrew Hayes is run to test the mediation effect.   Model: 

4    

    Y: Employee Burnout    

    X: Work Overload   

    M: Emotional Exhaustion   

Table 13. Total effect of X on Y   

Effect   se     t         p     LLCI   ULCI  c_cs   

   1.7052    .0949   17.9744  .0000  1.5187  1.8917   

.6764   

Table 14. Indirect effect(s) of X on Y   

   Effect  BootSE  BootLLCI  BootULCI  

Emotional  

Exhaustion   

1.1062  .0854     .9459       1.2798   

The above table (Indirect effect(s) of X on Y) demonstrates the indirect effect of work overload on employee 

burnout through emotional exhaustion. The effect (co-efficient) value is 1.1062, and that is significant. 

Because the bootstrap confidence intervals indicate that both values i.e. lower and upper bound do not include 

zero, both are higher than zero as the effect is positive. The values are 0.9459 to 1.2798. Thus, it concludes 

that mediation effect exists and it is significant. The significance value that is 0.0000 also confirms this 

conclusion.    

The “Total effect of X on Y” table 13 shows the total value of co-efficient which is 1.7052. And the indirect 

effect is 1.1062. The indirect effect accounts for a certain percentage of the total effect that x has on y. In order 

to understand that, the calculation is done by dividing indirect effect from total effect (1.1062/1.7052=0.6487).  

The value computed after calculation is 0.6487 or 64.87%, it basically indicates that the proportion of the total 

effect of work overload on employee burnout that operates indirectly is 64.87%. The remaining percentage 

that is (100-64.87) 35.13% of the relationship operates directly.  So the work overload accounts 35.13% of the 

outcome of the employee burnout but 64.87% is managed through the emotional exhaustion.    

4.5 Moderation Analysis   

In order to test the third hypothesis of the study, the moderation analysis was performed using PROCESS 

macro by Andrew F. Hayes.   

Model: 1   

    Y: Employee Burnout   

    X: Emotional Exhaustion   

    W: Ethical Leadership  

Table 15. Covariance matrix of regression parameter estimates   

     

  

 

 .2727     -.0414        -.0657         

  Emotional Exhaustion -.0414    .0065         .0101        -.0016   

Ethical Leadership   -.0657     .0101         .0170        - 

.0026 

Int_1  .0098     -.0016        -.0026         .0005 Table 16. Model Summary   

.0098       

Constant   Emotional Exhaustion   Ethical Leadership   

Int_1     

Constant     
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Table 17. Model   

   Unstandardized  se   

Co-efficient       

t   p   LLCI   ULCI   

Constant   2.6478         .5222    5.0706     .0000    1.6211     3.6745   

Emotional  

Exhaustion   

.6453         .0809    7.9771     .0000    .4862      .8044   

Ethical Leadership   -.2708         .1302    -2.0792    .0383    -.5268     -.0147   

Int_1           -.0637         .0213    -2.9881    .0030    -.1056     -.0218   

Int_1 : Emotional Exhaustion * Ethical Leadership   

   

Table 18. Model Summary   

   R2  

Change   

F   df1   df2   p   

X ×W   .0050   8.9286  1.0000  381.0000  .0030  

The above tables show the results of regression that are generated after executing moderation analysis in SPSS. 

The value of R-Square is 0.7857 which basically means that 78.57% variance in employee burnout is 

explained by the interaction between emotional exhaustion and ethical leadership. The overall value of 

significance (pvalue) is 0.0000 which implies that the model is significant.    

To check the moderation effect, the interaction term is examined and individual values of coefficients and p 

are usually ignored. The interaction term indicates the interaction between emotional exhaustion and ethical 

leadership on employee burnout. The interaction term is significant which suggests that effect of emotional 

exhaustion on employee burnout is moderated by ethical leadership, thus confirming the hypothesis 3. The 

unstandardized coefficient is -.0637, negative sign implies that when the ethical leadership is practiced in the 

workplace, it weakens the relationship between emotional exhaustion and employee burnout. Hence again, it 

confirms our hypothesis. The same sign of LLCI and ULCI points out that our hypothesis of moderation effect 

is accepted.    

4.6 Moderated Mediation Analysis   

The process model 14 of Andrew Hayes is used to test the moderated mediation effect on the model of the 

study.  

Model: 14   

    Y: Employee Burnout   

    X: Work Overload   

    M: Emotional Exhaustion      

W: Ethical Leadership   

OUTCOME VARIABLE:   

 Emotional Exhaustion    

R     R - 

Square     
MSE     F     df1     df2     p     

.8864     .7857        .5325      465.7109    3.0000    381.0000   .0000 
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Table 19. Model Summary   

R   R- 

Square   

MSE  F   df1   df2   p   

.6876    .4728       1.5592  343.5266  1.0000  383.0000  .0000  

Table 20. Model   

   Unstandardized Coefficient   se   T   p     LLCI   ULCI   

constant   -5.4626         .3015   -

18.1170  

 .0000  -6.0555  - 

4.8698  

Work Overload  1.8960         .1023   18.5345   .0000  1.6948   

2.0971  

OUTCOME VARIABLE: Employee Burnout    

Table 21. Model Summary   

R   R- 

Square   

MSE  F   df1   df2   p   

.8963    .8034       .4898   388.2479  4.0000  380.0000  .0000  

  

Table 22. Model   

   Unstandardized Co- 

efficient   

se   t   p   LLCI   ULCI   

constant   3.0475         .2366    12.8832   .0000    2.5824   3.5126  

Work Overload   .4665         .0798    5.8465    .0000    .3096     .6233   

Emotional  

Exhaustion   

.3756         .0365    10.2916   .0000    .3039     .4474   

Ethical Leadership   -.5754         .0409    -14.0743  .0000    -.6558    -.4950  

Int_1   -.0723         .0205    -3.5280    .0005    -.1126    -.0320  

Int_1 : Emotional Exhaustion x Ethical Leadership   

The above given model table 22 shows that work overload emerged as a significant and positive predictor of 

employee burnout as value of significance (p-value) is 0.000. The unstandardized coefficient is 0.4665 which 

suggests that for every 1 unit increase in work overload, the employee burnout level rises by 0.4665 points. 

The significance value of emotional exhaustion and ethical leadership indicates that both variables are 

significant predictor of employee burnout as their pvalue is 0.0000. The unstandardized co-efficient statistic 

for the interaction term is -0.0723. The significance (p-value) is 0.0005 which is less than 0.05, thus indicates 

that the model is significant. This implies that it is evident from the co-efficient of the interaction term 

(.0.0723) that ethical leadership is moderating the effect of emotional exhaustion on employee burnout.  Table 

23. Test(s) of highest order unconditional interaction(s)   
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   R2-chng  F   df1     df2   p   

M*W      .0064    12.4468   1.0000  380.0000  .0005   

M = Focal predict: Emotional Exhaustion   

W= Moderating variable: Ethical Leadership    

Table 24. Conditional effects of the focal predictor at values of the moderator(s)   

Ethical Leadership  Effect  se   t   p   LLCI  ULCI   

-1.2388         .4652    .0524   8.8793    .0000   .3622    .5682   

.0000         .3756    .0365   10.2916  .0000   .3039    .4474   

1.2388         .2860    .0348   8.2274    .0000   .2177    .3544   

INDIRECT EFFECT:   

 Work Overload        ->    Emotional Exhaustion     ->    Employee Burnout   

Table 25. Conditional indirect effects of X on Y   

Ethical  

Leadership   

Effect   BootSE  BootULCI 

  BootLLCI  

-1.2388         .8820    .0892    .7330       1.0875   

.0000         .7122    .0658    .5965       .8533   

1.2388         .5423    .0637    .4203       .6687   

     

Table 26. Index  

of  moderate d mediation   

   Index  BootSE  BootLLCI BootULCI  

Ethical Leadership -.1371 .0331    -.2081      -.0773   

The results shown in “index of moderated mediation” table 26 determine that whether the moderated 

mediation is taking place in the model or not. In order to confirm this, the bootstrap confidence intervals are 

examined. The values of LLCI and ULCI (confidence intervals) lies outside of the zero or are a nonzero value 

as the values are -0.2081 and -0.0773, which indicates that moderated mediation effect is significant. As the 

upper bound (ULCI) is negative it can be concluded that indirect effect through mediating variable is being 

negatively moderated by ethical leadership. The index value (which is co-efficient value) of moderated 

mediation effect is -0.1371. The negative sign of index indicates that indirect effect of work overload on 

employee burnout through emotional exhaustion decreases with higher levels of ethical leadership.    

5. Conclusion   

The main purpose of this study was to examine the moderating role of ethical leadership on the relationship 

between emotional exhaustion and burnout among employees. The primary data was collected and then 

examined in order to draw conclusions. The sample chosen for the study was teaching staff of public HEIs, as 

public universities’ teachers were assumed to be more prone to burning out because of the demanding and 

increased work load, and they exhibited lower levels of job satisfaction according to research (Ayub, 2010).   

There were four variables in total in the study, and the conceptual model constituted moderated mediation 

relationship among variables. All four hypothesis were proven to be true after running regression analysis. 

The first hypothesis was confirmed by running simple linear regression, and it was deducted that work 

overload causes employees to feel emotionally exhausted. Both variables formed positive relationship, which 

suggested that when work load increases, so does levels of emotional exhaustion experienced by employees. 

Second hypothesis was also approved as the results of the simple linear regression for the second hypothesis 
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implied that emotional exhaustion is positive significant predictor of employee burnout. For the third 

hypothesis, the mediation analysis using PROCESS macro was run. This hypothesis was also validated as 

both the confidence intervals (LLCI and ULCI) were non-zero (both were lower than zero), thus, the mediation 

effect of emotional exhaustion was significant. The moderation analysis confirmed that ethical leadership was 

acting as a moderator on the relationship between emotional exhaustion and employee burnout such that when 

ethical leadership was high it weakened the relationship between the two and when it was low the relationship 

was stronger. In order to test the conceptual model of the study, which was whether the indirect effect of work 

overload on employee burnout differs as the levels of ethical leadership varies, where ethical leadership is 

acting as a moderator on the relationship between emotional exhaustion and employee burnout, the moderated 

mediation analysis was performed. The test results indicated that the model was significant. So the conclusion 

can be made that indirect effect through emotional exhaustion was being moderated by ethical leadership.    

5.1 Practical Implications   

The findings of this study will help the managers to better understand the concepts of work overload and the 

direct and serious effect it has on the mental health of employees. It will allow them to take necessary steps 

i.e. practicing ethical leadership to avoid employees from burning out so their satisfaction and productivity 

can be enhanced. The managers can learn from these insights and can formulate better and effective strategies 

to make the workload more manageable for their employees so that they won’t feel stressed out.  

5.2 Limitations   

Like most studies, this research has certain limitations. First, the sample chosen for the study was teaching 

faculty working at public HEIs, and this restricts us from making generalizations about other occupations or 

professions. Then the data was collected from the public sector universities of two cities of Pakistan only i.e. 

Islamabad and Wah Cantt, this also imposes some limitations. As there was a time constraint and sample size 

could not be expanded. Future studies could try to be more inclusive of other occupations and they can reach 

other cities or countries as well.    

5.3 Future Research and Recommendations    

The future research can focus on including occupations other than teaching faculty of public HEIs. The future 

work should explore the conceptual model of this research in different work contexts so that external validity 

of the results of this research can be enhanced. The future studies could conduct research including the sample 

from all the cities of Pakistan to make the findings more generalizable. The future research should also explore 

other determinants of employee burnout i.e. ostracism, depersonalization etc. The future studies can be 

longitudinal study in nature. As the concepts of emotional exhaustion and employee burnout are difficult to 

assess, studying these behaviors at different points in time would allow to draw more significant and 

meaningful conclusions.  

Funding: This research received no external funding.  

References  

Ahadiat, A., & Dacko-Pikiewicz, Z. (2020), EFFECTS OF ETHICAL LEADERSHIP AND EMPLOYEE 

COMMITMENT ON EMPLOYEES’ WORK PASSION, Polish Journal of Management Studies  

21(2), 24-35. DOI: 10.17512/pjms.2020.21.2.02   

Ahmadi, S., Ahmadi, F., & Zohrabi, M. (2012). Effect of the leadership styles on the organizational 

commitment given the staff personality traits (the case study: Iran's state retirement organization. 

Interdisciplinary Journal of Contemporary Research in Business, 4(1), 247-264.   

Aronson, E. (2001). Integrating Leadership Styles and Ethical Perspectives. Canadian Journal of 

Administrative Sciences, 18, 244-256. https://doi.org/10.1111/j.1936-4490.2001.tb00260.x   

Ayub, N. (2010). Difference in Job Satisfaction between Private and Public Universities Teachers of Karachi, 

Pakistan. Journal of Alternative Perspectives in the Humanities and Social Sciences, 86-95.   

Bass, B. M., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational leadership behavior. 

The leadership quarterly, 10(2), 181-217.   



Fariha Zahra (2023)  

  

 

37 
American Interdisciplinary Journal of Business and Economics | 

https://sadipub.com/Journals/index.php/aijbe 

 

Brandon, D. (2013). Ethical leadership and its impact on organizational citizenship behavior. Doctoral 

dissertation, University of Florida State, USA.   

Brown, M. E., & L. K. Trevin˜o (2006), Ethical Leadership: A Review and Future Directions. The Leadership 

Quarterly, 17, 595–616.   

Brown, M. E., Trevino, L. K., & Harrison, D. (2005). Ethical leadership: A social learning perspective for 

construct development and testing. Organizational Behaviour and Human Decision Processes, 97, 

117–134. DOI: 10.1016/j.obhdp.2005.03.002   

Buckingham, D. A., (2004). ASSOCIATIONS AMONG STRESS, WORK OVERLOAD, ROLE CONFLICT, 

AND SELF-EFFICACY IN MAINE PRINCIPALS, Doctor of Education Thesis, University of Maine, 

USA   

Burke, S. C., Sims, D. E., Lazzara, E. H., & Salas, E. (2007). Trust in leadership: A multi-level review and 

integration. The Leadership Quarterly, 18, 606–632. https://doi.org/10.1016/j.leaqua.2007.09.006   

Chughtai, A., Byrne, M. & Flood, B. (2014). Linking Ethical Leadership to Employee Well-Being: The Role 

of Trust in Supervisor. Journal of Business Ethics, 128, 653–663. https://doi.org/10.1007/s10551-

0142126-7   

Colvin, G. (2003). Corporate crooks are not all created equal. Fortune, October, 27, 64   

De Hoogh, A. H. B. &s Den Hartog, D. N. (2008). Ethical and Despotic Leadership, Relationships with  

Leader’s Social Responsibility, Top Management Team Effectiveness and Subordinates’ Optimism: A  

 Multi-Level  Study.  The  Leadership  Quarterly,  19(3),  297–311.  

https://doi.org/10.1016/j.leaqua.2008.03.002   

Ertop, D. (2019). The Perceived Impact of Ethical Leadership on Employees’ Burnout Feeling and Intention 

to Quit. Uluslararası Liderlik Çalışmaları Dergisi: Kuram ve Uygulama , 2 (2) , 120-140 .   

Fluker, W. (2002), Roundtable 3: Ethics and Leadership. Conversations on Leadership (President and Fellows 

of Harvard College, Cambridge, MA).   

Freudenberger H. J. (1975). The staff burnout syndrome in alternative institutions. Psychother. Theory Res. 

Pract., 12(1), 72–83.   

García-Arroyo, J. A., & Segovia, A. O. (2019). Work overload and emotional exhaustion in university teachers: 

Moderating effects of coping styles. Universitas Psychologica, 18(2), 1-12. DOI:  

10.11144/Javeriana.upsy18-2.woee   

Gini, A. (1997), Moral Leadership: An Overview. Journal of Business Ethics, 16, 323–330   

Gottlieb, J. Z., & Sanzgiri, J. (1996). Towards an ethical dimension of decision making in organizations. 

Journal of business ethics, 15(12), 1275-1285.   

Halbesleben, J. R. B., & Buckley, M. R. (2004). Burnout in organizational life. Journal of Management, 30, 

859–879.   

Huyghebaert, T., Gillet, N., Beltou, N., Tellier, F., & Fouquereau, E. (2018). Effects of workload on teachers’ 

functioning: A moderated mediation model including sleeping problems and overcommitment. Stress 

and Health. Journal of the International Society for the Investigation of Stress, 34(5), 601-611. 

https://doi.org/10.1002/smi.2820   

Idris, M. (2011). Over time effects of role stress on psychological strain among Malaysian Public University 

Academics. International Journal of Business and Social Science, 4(1), 44-48.   

Janssen, O., Lam, C. K., & Huang, X. (2010). Emotional exhaustion and job performance: The moderating 

roles of distributive justice and positive affect. Journal of organizational behavior, 31(6), 787-809.   

Johari, R. J., Ridzoan, N. S., & Zarefar, A. (2019). The influence of work overload, time pressure and social 

influence pressure on auditors’ job performance. International Journal of Financial Research, 10(3), 

88–106. https://doi.org/10.5430/ijfr.v10n3p88   

Kanungo, R. N., & Mendonca, M. (1996), Ethical Dimensions of Leadership (Sage Publications, Thousand 

Oaks, CA).   



Fariha Zahra (2023)  

  

 

38 
American Interdisciplinary Journal of Business and Economics | 

https://sadipub.com/Journals/index.php/aijbe 

 

Kanungo, R.N., (2001). Ethical values of transactional and transformational leaders. Canadian Journal of 

Administrative Sciences, 18, 257265.   

Kim, H. Y. (2013). Statistical notes for clinical researchers: assessing normal distribution (2) using skewness 

and kurtosis. Restorative dentistry & endodontics, 38(1), 52-54.   

Kohlberg, L. (1969). State and sequence: The cognitive-development approach to socialization. Handbook of 

socialization theory and research, 347, 480.   

Laurence, G. A., Fried, Y., & Raub, S. (2016). Evidence for the need to distinguish between self-initiated and 

organizationally imposed overload in studies of work stress. Work & Stress, 30(4), 337-355. 

https://doi.o rg/10.1080/02678373.2016.1253045   

Lee, R. T., & Ashforth, B. E. (1996). A meta-analytic examination of the correlates of the three dimensions of 

job burnout. The Journal of Applied Psychology, 81, 123–133.   

Leiter,  M. P., Maslach, C., & Frame, K. (2015). Burnout. The Encyclopedia of Clinical  Psychology,  1–

7. doi: https://doi.org/10.1002/9781118625392.wbecp142   

Malta, M. (2004). Stress at work, a concept in stress human factors limited. Business Psychology Strategy, 

33(6), 125-133.   

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational 

Behavior, 2, 99–113.   

Maslach, C., & Jackson, S. E. (1984). Burnout in organizational settings. Applied Social Psychology Annual, 

5, 133–153. https://psycnet.apa.org/record/1985-24012-001   

Maslach, C., & Leiter, M. P. (1997). The truth about burnout: How organizations cause personal stress and 

what to do about it. San Francisco: Jossey-Bass   

Maslach, C., W.B. Schaufeli & M.P. Leiter (2001). Job burnout, Annual Review of Psychology, 52, 397–422.   

Mehta, S. (2003). MCI: Is being good good enough?. Fortune, 27, 117– 124   

Mo, S., & Shi, J. (2017). Linking Ethical Leadership to Employee Burnout, Workplace Deviance and 

Performance. Journal of Business Ethics, 144(2), 293–303.   

Neubert, M. J., & Roberts, J. A. (2013). The influence of ethical leadership and regulatory focus on employee 

outcomes. Business Ethics Quarterly, 23, 269–296.   

Neves, P., & Caetano, A. (2009). Commitment to change: Contributions to trust in the supervisor and work 

outcomes. Group and Organization Management, 34, 623–644.   

Obiora, C. A., & Iwuoha, V. C. (2013). Work related stress, job satisfaction and due process in Nigerian public 

service. European Scientific Journal, 9(20).   

Paktinat, D., & Rafeei, I. (2012). Studying the effect of stress factors of on the amount of customers 

dissatisfaction with using Structural Equation Model (A Case from insurance companies in Kerman). 

Interdisciplinary Journal of Contemporary Research in Business, 3(12), 108-116.   

Qaiser, S., Gulzar, A., Hussain, W., & Shabbir, H. (2015). Influence of work overload, work-family conflicts 

and negative affectivity on job embeddedness and emotional exhaustion: the moderating role of 

coworker support (case of health management). Journal of Scientific Research & Reports, 7(1), 75-85.   

Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. W., Kwan, H. K., & Peng, C. (2011). What ethical 

leadership means to me: Asian, American, and European perspectives. Journal of business ethics, 101, 

435-457.   

Resick, C. J., Hanges, P. J., Dickson, M. W., & Mitchelson, J. K. (2006). A cross-cultural examination of the 

endorsement of ethical leadership. Journal of Business Ethics, 63(4), 345-359.   

Resick, C. J., Mitchelson, J. K., Dickson, M. W., & Hanges, P. J. (2009). Culture, corruption, and the 

endorsement of ethical leadership. In Advances in global leadership, 5, 113-144. Emerald Group 

Publishing Limited.   



Fariha Zahra (2023)  

  

 

39 
American Interdisciplinary Journal of Business and Economics | 

https://sadipub.com/Journals/index.php/aijbe 

 

Resick, C. J., Whitman, D. S., Weingarden, S. M., & Hiller, N. J. (2009). The bright-side and the dark-side of 

CEO personality: examining core self-evaluations, narcissism, transformational leadership, and 

strategic influence. Journal of Applied Psychology, 94(6), 1365–1381.   

Revell, J. (2003). The Wres that won’t go out. Fortune, 13, 139.   

Rizwan, M., Zeeshan, C., & Mahmood, S. (2017). The Impact of Perceived Ethical Leadership and 

Organizational Culture on Job Satisfaction with the Mediating Role of Organizational Commitment in 

Private Educational Sector of Islamabad, Pakistan. Journal of Intercultural Management, 9, 75-100. 

DOI: 10.1515/joim-2017-0004.   

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout and 

engagement: A multi-sample study. Journal of Organizational Behavior, 25, 293–315. DOI: 

10.1002/job.248   

Schultz, D., & Schultz, S. E. (2015). Psychology and Work Today: Pearson New International Edition 

CourseSmart eTextbook. Routledge.   

Sharif, M. M., & Scandura, T. A. (2013). Do perceptions of ethical conduct matter during organizational 

change? Ethical leadership and employee involvement. Journal of Business Ethics. doi:10. 

1007/s10551-013-1869-x   

Sharif, M. M., & Scandura, T. A. (2013). Do perceptions of ethical conduct matter during organizational 

change? Ethical leadership and employee involvement. Journal of Business Ethics. DOI: 

10.1007/s10551-013-1869-x   

Shirom, A. (1989). Burnout in work organizations. In International Review of Industrial and Organizational 

Psychology, ed. CL Cooper, I Robertson, 25–48. New York: Wiley   

Skaalvik, E. M., & Skaalvik, S. (2017). Motivated for teaching? Associations with school goal structure, 

teacher selfefficacy, job satisfaction and emotional exhaustion. Teaching and Teacher Education, 67, 

152-160. https://doi.org/10.1016/j.tate. 2017.06.006   

Trevino, L. K., Brown, M., & Hartman, L. P. (2003). A qualitative investigation of perceived executive ethical 

leadership: Perceptions from inside and outside the executive suite. Human Relations, 56, 5–37.   

Treviño, L. K. (1986). Ethical decision making in organizations: A person-situation interactionist model. 

Academy of Management Review, 11, 601–617.   

Toor, S. U. R., & Ofori, G. (2009). Ethical leadership: Examining the relationships with full range leadership 

model, employee outcomes, and organizational culture. Journal of Business Ethics, 90, 533-547.   

Walumbwa, F. O. and J. Schaubroeck (2009). Leader Personality Traits and Employee Voice Behavior: 

Mediating Roles of Ethical Leadership and Work Group Psychological Safety. Journal of Applied 

Psychology, 94, 1275–1286.   


