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Abstract 

 

Research background: Faculties of private universities are under immense working pressure, 
which causes stress and burnout. The job burnout triggers the psychological pressure, which 
increases the turnover intention.   
Purpose of the article: The undertaken study aims to evaluate the scale of burnout with its three-
element model, which affects faculty members of private universities of Pakistan. This research 
also aims to examine the mediating effect of organizational commitment (e.g., affective, norma-
tive & continuance commitments), and moderating influence of subjective vitality in a relation-
ship of job burnout and its constituents, for example exhaustion, efficacy & cynicism, and the 
turnover intention.  
Methods: The 712 responses were collected through a structured questionnaire from the junior 
and senior faculty members of private universities of Pakistan. The data was examined by using 
second order partial least square — structural equation approach — PLS-SEM.  
Findings & value added: The research findings exhibited that emotional exhaustion, cynicism, 
and professional efficacy have a direct significant influence on job burnout. The findings further 
demonstrated that the job burnout has a cogent and negative impact on faculty turnover intention. 
The findings demonstrated that elements of organizational commitment (e.g., normative, affective 
& continuance commitments) have a forceful serial mediating influence between burnout & its 
constituents for example exhaustion, efficacy & cynicism, and turnover intention. Finally, the 
findings have revealed that subjective vitality has a significant and positive impact as a moderat-
ing variable in a relationship between job burnout and turnover intention. This research has 
a long-term theoretical contribution, as it provides a novel conceptual framework, which can be 
replicated in different industries. Thus, this unique model provides the solution to reduce employ-
ees’ turnover for other industries as well.   

 

 

Introduction 

 
Several factors determine the negative response of human behavior in the 
working setting. No organization could be found without such behavior in 
the corporate arena. According to Park (2020, pp. 317–335), the most nega-
tive behavior amongst the organizational members can greatly jeopardize 
both organization and employee. The chronic and consistent adverse behav-
ior negatively affects the organization with respect to brain drain of talented 
human resource (Szostek et al., 2020; Jędrzejczak-Gas & Wyrwa, 2020). 
The consistent burnout feeling is such a kind of chronic adverse response 
that hampers the capabilities of an individual, and drains out the precious 
organizational resources. This phenomenon has been observed mainly in 
private education institutions, where the employees often suffer from burn-
out due to an extremely stressful atmosphere at the working place. It is very 
much evident that burnout converts into high turnover of professionals 
(Sugiharjo et al., 2020, pp. 125–157). It is important to evaluate the sources 
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of exhaustion and interconnection experienced by the management of pri-
vate universities (Nursalam et al., 2020, pp. 158–165).  

According to Santi et al. (2020, pp. 109–122), burnout is a group of 
symptoms or a physical state of mental, physical, and psychological ex-
haustion and involves cynicism in response to organizational stressors. 
According to Maslach et al. (2001, pp. 397–422), job burnout could be 
regarded as “a chronic interpersonal syndrome on the psychological stress-
or at the workplace”. Burnout consists of three constructs, for instance, 
emotional exhaustion, professional efficacy, and organizational cynicism. 
Emotional exhaustion is an imperative construct of stress due to which 
individuals experience job burnout. The term ‘cynicism’ involves the nega-
tive, excessive or detached reaction towards the different aspects of the job. 
Lack of professional efficacy involves the lack of confidence to accomplish 
the job demands and negative self-evaluation. It includes the feeling of 
incompetence and fosters a lack of productivity and achievement (Maslach 
et al., 2001, pp. 397–422; Santi et al., 2020, pp. 109–122). Similarly, the 
vitality concept has emerged from self-determination theory. It is expressed 
that subjective vitality pools the psychological liveliness that is obtainable 
by an employee, which replicates the happiness and welfare (Tristán et al., 
2016, pp. 68–77; Vergara-Torres et al., 2020, pp. 1–10; Mouratidis et al., 
2010, pp. 619–637; Ryan & Deci, 2017; Deci & Ryan, 2002). 

Job burnout is a factor which mainly occurs in education occupations. 
Because junior and senior faculty members have to deal directly with senior 
management, students and their parents, it can mean unnecessary tasks and 
high demands from the employee (Wazir & Jan, 2020, pp. 48–57; Schaufeli 
& Buunk, 1996, pp. 311–396). If there is a high difference between given 
resources and the demand of the job, then the chances of harmful behavior 
in the field increases. Job demands cause emotional exhaustion, stress, and 
anxiety, which can lead to burnout. The antecedents of organizational 
commitment (affective, normative & continuance commitments) in the case 
of staff of a private university are also an issue because, they occur when 
employees are frustrated with their jobs (Li & Xie, 2021). This may result 
in increasing turnover rate (Maslach et al., 2001, pp. 397–422). Employees 
have more intentions to leave their jobs voluntarily or involuntarily. It may 
be because they have better opportunities or become victims of burnout 
(Srivastava & Agrawal, 2020, pp. 1431–1447). This creates lack of staff 
and the higher turnover rate. It is necessary to examine the reasons, and 
senior management must resolve these problems to retain their best em-
ployees.  

The undertaken research aims to investigate the modified conceptual 
framework of job burnout eminence and influential factors that trigger the 
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turnover intention, and to deliver a novel explanation for interference with 
job burnout. The distinctive aim is to investigate the burnout which affects 
the faculty members of private universities. It further classifies the level of 
jobs amongst junior, and senior faculty members, and offers endorsements 
and suggestions to alleviate job burnout and mitigate burnout from private 
universities’ faculty members. Essentially, the main motive to conduct the 
undertaken research is to examine the tiers of burnout on the job in private 
universities. This research also anticipates examining the mediating effects 
of elements of organizational commitment (e.g., affective, normative & 
continuance commitments) and moderating influence of subjective vitality 
between different job burnout levels, and turnover intention. The im-
portance of this research is the fact that it provides solutions to the senior 
managers of private universities for creating procedures to decrease stress-
ors and burnout in the work atmosphere. Moreover, it also channels the 
important strategies to reduce stress and job burnout, which might be dan-
gerous for both organization and employees. This study also contributes to 
burnout in the shape of job turnover; it occurs when employees of private 
universities have a lower organizational commitment (e.g., affective, nor-
mative & continuance commitments) towards their job. The increased turn-
over rate amongst the faculty members is the core problem which the pri-
vate universities and students suffer (Lee & Lee, 2020).  

This research has not only contributed to increasing the knowledge on 
private universities’ faculty members’ stress and burnout or turnover inten-
tion, but it has also provided a novel conceptual model to the future re-
search studies. The current research has long-term theoretical implications, 
as future researchers can replicate the proposed unique model in their stud-
ies for other industries worldwide. Similarly, the managerial implications 
are not limited to the management of private universities, as senior man-
agement of other industries can also mitigate employees’ turnover intention 
by using the results of this study. This study is empirical, quantitative and 
explanatory in nature, and uses modified structured instrument for collec-
tion of the primary data. For the purpose of analysis, we employed the 
SEM-based multivariate approach including exploratory factor analysis and 
confirmatory factor analysis. We used Smart-PLS software for running the 
PLS-SEM modeling.  

The rest of the paper is structured as follows: the second section covers 
the literature review and hypotheses development, the third section contains 
research methodology presentation, the fourth section elaborates on the 
results, and finally, sections five and six include the discussions and con-
clusions, respectively. Lastly, we have provided theoretical, practical im-
plications, and limitations with areas of future studies.         
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Literature review  

 

Three-element burnout model — theory underpinning  

 
For several decades, the conservation of resources (COR) theory has been 
imperative in organizational behavior and organizational psychology 
(Nursalam et al., 2020, pp. 158–165). According to Hobfoll et al. (2015, 
pp. 174–180) and Hobfoll et al. (2018, pp. 103–128), this theory has been 
used in many areas of studying traumatic and stressful feelings. Further 
studies suggested the COR theory is the basis for stress and burnout analy-
sis in organizations (Hobfoll, 2001, pp. 419–421; Choi et al., 2020, pp. 1–
7), and grounded on COR model, which was presented by Hobfoll et al. 
(2018, pp. 103–128) who proposed the demands-resources model.  

According to Li and Xie (2021) and Hobfoll et al. (2018, pp. 103–128), 
the major benefit of the COR theory is to make broader hypotheses based 
on central resources, for instance, control or to speak about resources in 
common. In the second phase of development, burnout research was fo-
cused on the empirical perspective (Srivastava & Agrawal, 2020, pp. 1431–
1447). Burnout is a concept that does not have the proper definition; how-
ever, Maslach et al. (2001, pp. 397–422) have defined and uncovered what 
a counter response to the regressors at the workplace of private universities 
is.  

The concept of burnout was first investigated in teaching, healthcare, 
and social work. Job burnout is the amalgamation of unreal feelings of fac-
ulty members, emotional exhaustion, and emotional exhaustion, unreal 
feeling of workers, which decreases the achievements of a faculty member 
of a private university (Maslach et al., 2001, pp. 397–422).  

 

Turnover intention (TI) 

 
Continuous pressures and higher job demands increase turnover and de-

crease employees' motivational levels (Wazir & Jan, 2020, pp. 48–57; Hy-
der et al., 2016, pp. 119). Turnover over intention being negative behavior 
of the employees may be the outcome of several organizational and person-
al reasons (Wang et al., 2020, pp. 456–475).  

The internal working environment of the private universities can also 
stimulate the sense of turnover intention among employees (Mahmod & 
Rosari, 2020, pp. 18–33). Organizational justice plays a vital function in 
turnover; thus, it up to the higher management of private universities to put 
emphasis on sustaining fairness and retain faculty members in the private 
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university (Srivastava & Agrawal, 2020, pp. 1431–1447; Sokhanvar et al., 
2018, pp. 133–140). 

 
Theoretical & conceptual framework and hypotheses formulation  

 
Job burnout and turnover intention 

 
Previous literature determines that burnout acquaintances the relation 

amid turnover ratio and stress experienced by employees of private univer-
sities (Wang et al., 2020, pp. 456–475). Therefore, the organization must 
make policies to reduce burnout among employees and to prevent burnout 
to be able to perform better (Tanculescu-Popa, 2020, pp. 133–144).  

Moreover, in the present era, institutes counter more responsibilities and 
job demand, but they do not provide control and authorities to regulate the 
faculty members for optimal performance. Therefore, managers must give 
employees devices to make them attentive and comfortable at their work-
place (Hwang & Moon, 2020, pp. 211–226; Kim et al., 2016, pp. 25–32; 
Nam et al., 2016, pp. 266–272). Hence, this study has proposed the follow-
ing first hypothesis: 

 
H1: Job burnout has a significant & negative relationship with faculty 

turnover intention of private universities.  
 

Emotional exhaustion (EE), organizational cynicism (OC), professional 
efficacy (PE), and job burnout (JBO) 

 
Excessive demand in the job, inadequate support, not having authority 

to control, and insufficient resources, produce emotional exhaustion (EE) 
among employees (Nurtati, 2020, pp. 75–89; Nam et al., 2016, pp. 266–
272). The working timetable may also enhance the burnout and prolonged 
stress amongst the faculty members, who ultimately overlay the way to 
switch or quit the current position (Hussain et al., 2020, pp. 501–512; Bak-
ker & Costa, 2014, pp. 112–119).  

Organizational cynicism (OC) is significant and counter behavior to-
wards work (Stanley et al., 2005, pp. 429–459). The cynicism among em-
ployees can be multifarious; such as the change in organization and efforts 
for quality improvement raises the cynicism in an organization and ulti-
mately increases burnout risk (Jaya & Artaya, 2020; Kranabetter & Nies-
sen, 2017, pp. 492–502).  

Employees are the essential factors for any achievement in which they 
play a significant role (Hong & Kim, 2020, pp. 53–71; Stanley et al., 2005, 
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pp. 429–459). Employee motivation and organizational efficiency have 
a positive relationship (Kresna & Putra, 2020; Lowman, 2016, pp. 677–
682). Thus, in this respect, employees are forced to devise surviving strate-
gies; particularly, knowledge-based companies must support them as they 
are the individuals who create the transformation in the competitive arena 
(Dayeh & Farmanesh, 2021, pp. 2011–2020). Hence, this study has pro-
posed the following hypothesis: 

 
H2: Emotional exhaustion, organizational cynicism, and professional effi-

cacy have a positive & significant relationship with job burnout.  
 

Job burnout and antecedents of organizational commitment (normative, 
affective & continuance) 

 
Previous studies show that burnout has a cogent and negative influence 

on the antecedents of organizational commitment (OC) such as, normative 
commitment (NC), affective commitment (AC) and continuance commit-
ment (CC) (Jaya & Artaya, 2020; Tuna & Baykal, 2014, pp. 33–39). In 
short, for junior and senior faculty members of private universities, the 
work environment and stress directly affect the job burnout of its faculty 
staff. Faculty members who have low morale are likely to have more turno-
ver intention in the workplace (Hussain et al., 2020, pp. 501–512; Hong & 
Kim, 2020, pp. 53–71).  

When employees do not have organizational commitment, they tend to 
suffer more often from job burnout (Dayeh & Farmanesh, 2021, pp. 2011–
2020). It is evident that burnout is the main factor for leaving jobs, which 
hampers the organizational atmosphere (Kresna & Putra, 2020; AL-
Hussami, 2008, pp. 286–295). Job burnout has a significant negative rela-
tionship with continuance commitment, normative, and affective commit-
ments at the workplace (Kusuma & Syah, 2020, pp. 660–667). Hence, this 
study has proposed the following hypothesis: 

 
H3: Job burnout has a negative and significant relationship with norma-

tive, affective, and continuance commitments. 

 
Antecedents organizational commitment (normative, affective, & continu-
ance commitments) and turnover intention 

 
The affective commitment commences the emotive affection and their 

participation in originations (Kresna & Putra, 2020). Affective commitment 
mirrors the discerning of faculty members towards the private universities, 
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and how they sense it (Kusuma & Syah, 2020, pp. 660–667). Continuance 
commitment is expressed as "bearing the cost that occurs due to leaving the 
organization" (Wahyono & Riyanto, 2020, pp. 286–316; Kuok & Taormi-
na, 2015, pp. 46–63). Continuance commitment requires a faculty member 
to stay on the job position as they do not have superior openings (Aksu et 

al., 2020, pp. 194–207; Nawaz & Pungil, 2016, pp. 501–512). It mirrors the 
price of dropping their asset and withdrawals their profits (Ahmad et al., 
2014, pp. 84–92; Romeo et al., 2020). Normative, continuance & affective 
commitments are sufficient for faculty members to remain faithful and stay 
at the private university. It makes them feel content and pleased at the 
workplace (Kresna & Putra, 2020). Hence, this study has proposed the fol-
lowing hypothesis: 

 
H4: Affective, continuance, and normative commitments have a significant 

& positive relationship with faculty turnover intention.  

 

Antecedents of organizational commitment as mediating variables 
 
It was concluded that organizational commitment helps demonstrate the 

relation of a mission statement and organizational performance (Wazir & 
Jan, 2020, pp. 48–57; Sokhanvar et al., 2018, pp. 133–140; Macedo & 
Pinho, 2016, pp. 36–46). Furthermore, another study was carried out to 
identify the impact of a strategy designed by management on organizational 
CSR, and researchers have incorporated organizational commitment as 
mediating (Lee & Lee, 2020, pp. 143–161). As strategy design is vital for 
every plan execution, it is vital to study its effects on other variables.  

The research exhibits that the conducive working environment enhances 
trust and organizational commitment, and eventually influences organiza-
tional social responsibility, and positive behavior (Yoon et al., 2016, pp. 
1577–1597; Li & Xie, 2021; Kuok & Taormina, 2015, pp. 46–63). Hence, 
this study has proposed the following hypothesis: 

 
H5: Affective, normative, and continuance commitments significantly & 

positively mediate the relationships between job burnout (JBO) and turno-

ver intention (TI). 
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The serial mediation of affective commitment (AC), normative commit-
ment (NC), continuance commitment (CC) between burnout and turnover 
intentions  

 
The self-efficacy, motivation, affective organizational commitment, and 

job satisfaction indicated the professional identification for the employees 
(Mahmod & Rosari, 2020, pp. 18–33). Effective organizational commit-
ment and self-efficacy narrate to one another to prevent employees from 
turnover, emotional exhaustion, and job burnout (Stanley et al., 2005, pp. 
529–459). It has been established that self-motivation, self-confidence, and 
self-trust in the workforce influence commitment towards the organization 
(Wang et al., 2020, pp. 456–475; Lee & Lee, 2020, pp. 143–161). Hence, 
this study has proposed the following hypotheses: 

 
H6a: AC & NC, and NC & CC have a positive and significant serial media-

tion relationship with Job burnout (JBO) and turnover intention (TI) 

 
H6b: AC, NC & CC have a positive and significant mediation relationship 

with Job burnout (JBO) and turnover intention (TI) 

 
Serial mediation of emotional exhaustion (EE), job burnout (JBO), affec-
tive commitment (AC), normative commitment (NC), continuance com-
mitment (CC) and turnover intention 

 
Organizational commitment reflects the strong emotional attachment, 

involvement, satisfaction, and affinity with the company (Wang et al., 
2020, pp. 456–475). The organizational commitment results in lower turn-
over, better performance of the employee (Kalidass & Bahron, 2015, pp. 
82–89).  

Commitment with workers and managers reflects the shared values and 
identification (Tanculescu-Popa, 2020, pp. 133–144). For lowering the 
turnover, the organizational commitment ought to be satisfactory and 
strong (Hwang & Moon, 2020, pp. 211–226). Hence, this study has pro-
posed the following hypotheses: 

 
H7a: JBO & AC, JBO & NC, and JBO & CC have a significant serial me-

diation relationship between emotional exhaustion (EE) and turnover in-

tention (TI). 
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H7b: JBO, AC & NC, and JBO, NC & CC, and   have a significant serial 

mediation relationship between emotional exhaustion (EE) and turnover 

intention (TI). 

 

H7c: JBO, AC, NC & CC have a significant serial mediation relationship 

between emotional exhaustion (EE) and turnover intention (TI). 

 
Serial mediation of professional efficacy (PE), job burnout (JBO), affective 
commitment (AC), normative commitment (NC), continuance commitment 
(CC) and turnover intention (TI) 

 
In organizational cynicism, the employee has a negative attitude towards 

the organization (Nurtati, 2020, pp. 75–89). The cynicism is described by 
disbelief, negative attitude/behavior, and distrust towards an organizational 
objective. The organizational productivity may decrease the number of 
employees who express cynicism (Hussain et al., 2020, pp. 501–512). 

According to Kresna and Putra (2020, pp. 30–37), normative commit-
ment occurs particularly in bad times for an organization. The employees’ 
turnover intention increases when the competition of a company increases. 
The cynicism has an adverse connection with normative commitment; it 
reduces the normative commitment of a workforce (Hong & Kim, 2020, pp. 
53–71). Hence, this study has proposed the following hypotheses: 

 
H8a: JBO & AC, and JBO & NC, and JBO & CC have a significant serial 

mediation relationship with professional efficacy (PE) and turnover inten-

tion (TI). 

 
H8b: JBO, AC & NC, and JBO, NC & CC have a significant serial media-

tion relationship with professional efficacy (PE) and turnover (TI). 

 
H8c: JBO, AC, NC & CC have a significant serial mediation relationship 

with professional efficacy and (PE) turnover intention (TI). 

 
Serial mediation of organizational cynicism (OCY), job burnout (JBO), 
affective commitment (AC), normative commitment (NC), continuance 
commitment (CC) and turnover intention 

 
In the competitive environment, only employees are the assets that 

competitors cannot imitate. Therefore, it is crucial to have a positive rela-
tionship between the organization and employees (Jaya & Artaya, 2020). 
This creates the concept of organizational commitment and organizational 
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cynicism. With respect to organizational cynicism, an employee has a nega-
tive attitude towards the organization (Santi et al., 2020, pp. 109–122). The 
cynicism is described by disbelief, negative attitude & behavior, and dis-
trust towards an organizational objective (Hussain et al., 2020, pp. 501–
512; Kresna & Putra, 2020, pp. 30–37; Santi et al., 2020, pp. 109–122). 
Thus, it has been witnessed that the cynicism has an adverse connection 
with normative commitment (Dayeh & Farmanesh; 2021, pp. 2011–2020; 
Aksu et al., 2020, pp. 194–207; Maslach et al., 1996). Hence, this study has 
proposed the following hypotheses: 

 
H9a: JBO & AC, and JBO & NC, and JBO & CC have a significant serial 

mediation relationship with organizational cynicism and turnover intention 

(TI) cynicism and employee turnover. 
 
H9b: JBO, AC, & NC have a significant serial mediation relationship with 

organizational cynicism (OCY) and turnover intention (TI). 

 
H9c: JBO, AC, NC & CC have a significant serial mediation relationship 

with organizational cynicism (OCY) and turnover intention (TI) 

 
Subjective vitality (SV), burnout, and turnover intention  
 

According to Ryan and Frederick (1997, pp. 529–565), the subjective 
emotion of vitality and aliveness potentially appears a cogent construct of 
personal happiness and prosperity. According to Ryan and Deci (2017), 
Park (2020, pp. 317–335), Deci and Ryan (2002), and Bostic et al. (2000, 
pp. 313–324), the vitality concept has emerged from the theory of self-
determination, and they also expressed that the subjective vitality reflects 
a prosperity for an individual that pools the psychological liveliness & 
healthy lifestyle (Romeo et al., 2020; Ryan & Deci, 2008, pp. 702–717). 

According to Ryan et al. (2008, pp. 139–170), the subjective vitality is 
abstracted as an energetic occurrence, which is related to both physical and 
mental features of performance, and hence it refers to an individual who is 
feeling alive, energetic and fully charged. Therefore, several studies have 
incorporated subjective vitality as a mediating factor (Mouratidis et al., 
2010, pp. 619–637; Tristán et al., 2016; Choi et al., 2020, pp. 1–7).  

Thus, it is an extreme need to address subjective vitality as a moderating 
factor a relationship amid job burnout and turnover intention. Hence, this 
study has proposed the following hypothesis: 
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H10: Subjective vitality has a significant and positive relationship with job 

burnout and turnover intention. 
 
The above formulated hypotheses exhibited that affective commitment 

and continuance commitment have a positive impact on faculty members, 
which reduces the turnover intention (Kusuma & Syah, 2020, pp. 660–
667). Then, the hypotheses have demonstrated that the organizational 
commitment with workers and managers reflect the shared values and iden-
tification, and have a significant influence on turnover intention (Wang et 

al., 2020, pp. 456–475; Tanculescu-Popa, 2020, pp. 133–144; Hwang & 
Moon, 2020, pp. 211–226; Mahmod & Rosari, 2020, pp. 18–33). Similarly, 
mediating hypotheses demonstrated organizational commitment as mediat-
ing (Lee & Lee, 2020, pp. 143–161; Li & Xie, 2021; Wazir & Jan, 2020, 
pp. 48–57; Sokhanvar et al., 2018, pp. 133–140). Hence, the above formu-
lated hypotheses regarding the serial mediation exhibited that organization-
al cynicism, the employee has a negative attitude towards the organization 
(Nurtati, 2020, pp. 75–89; Hussain et al., 2020, pp. 501–512; Dayeh & 
Farmanesh, 2021, pp. 2011–2020). However, cynicism reduces the norma-
tive commitment of a workforce (Aksu et al., 2020, pp. 194–207; Santi et 

al., 2020, pp. 109–122). Similarly, the above formulated hypotheses of 
moderation have demonstrated that the subjective vitality has an important 
construct, which enhances the employees’ psychological well-being and 
healthy life style (Romeo et al., 2020). Therefore, these studies advocated 
for subjective vitality as a potential moderating variable to boost the em-
ployee’s morale and commitment (Park, 2020, pp. 317–335; Ryan & Deci, 
2017; Deci & Ryan 2002). Finally, on the basis of formulated hypotheses, 
we have taken measurement scales of variables, and collected the data, and 
employed a suitable research methodology to carry out this research study. 
 
 
Research method 

 
Research design and measurement scales 

 

The undertaken study employed a structured, and five-point, Likert scale 
questionnaire for gathering responses. The scale of Maslach Burnout Inven-
tory-General was proposed in 1996, and refined for measuring the burnout 
level in subsequent years (Maslach et al., 2001, pp. 397–422; Maslach et 

al., 1996). Moreover, the items of cynicism, efficacy and emotional exhaus-
tion are taken from Maslach et al. (2009, pp. 86–108), Hwang and Moon 
(2020, pp. 211–226). We have also used, Wahyono and Riyanto (2020, pp. 
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286–316) and Kresna and Putra (2020, pp. 30–37) organizational commit-
ment (affective, normative & continuance commitments) scale for meas-
urement the commitment towards the organization. The items of turnover 
intention were taken from the Romeo et al. (2020), and Aksu et al. (2020, 
pp. 194–207). The items of subjective vitality were extracted from previous 
literature, such as Ryan and Deci (2008, pp. 702–717), Park (2020, pp. 
317–335), Tristán et al. (2016, pp. 68–77), Vergara-Torres et al. (2020, pp. 
1–10), Mouratidis et al. (2010, pp. 619–637), and Bostic et al. (2000, pp. 
313–324).  
 
Sampling frame and sampling strategy 

 
The sampling frame of this research was the junior and senior faculty 

members working in private universities of Pakistan. For the sampling pur-
poses, we employed purposive sampling technique. We used the criterion 
of Saunders et al. (2009) for determining the sample size. Initially, we have 
contacted 900 faculty members of private universities, but we could get 
complete responses of 712 from the targeted sampling frame. Hence, the 
response rate is 79.11%, which is considered a quite satisfactory number, 
especially in the online mode. We used both in person and online mode, for 
the online mode we used LinkedIn social media and personal emails (taken 
from the official websites of the universities).  
 

Data collection procedure  

 

The faculty staff, including lecturers, assistant professors, associate pro-
fessors, and full professors from various private universities of Karachi, 
Lahore and Islamabad cities, were requested for participation using the 
purposive sampling technique in the research information accumulation. 
The junior and senior faculty members were informed regarding the nature 
and the significance of the study, the survey questionnaire, and the infor-
mation collection process. For this research, the questionnaire was circulat-
ed through personal emails and in-person at twenty-five private universities 
of Karachi, Lahore, and Islamabad cities of Pakistan. However, the total 
number of private universities are 59 in Pakistan, and thus the sampling 
frame has become 42.37% of total population. Then, we focused on the 
main urban centers including Karachi (10 private universities), Lahore (9 
private universities), and Islamabad (6 private universities) cities. However, 
the total public sector universities are 73. The lecturers, assistant profes-
sors, associate professors, and full professors were made aware of the pro-
cedures and requirements of the study and how it was to be carried out. The 
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data was collected from January 2021 to June 2021 for the undertaken re-
search study. 

 

Demography of respondents 

 
Out of 712 responses, we received 311 (43.67%) responses from lectur-

ers and 176 (24.71%) responses from assistant professors. The responses 
from the associate professors were 129 (18.11%), and 96 (13.48%) re-
sponses were taken from the full professors of private universities of Paki-
stan.    

 

Data analyses and estimation techniques 

 
We have applied a PLS-SEM modeling to evaluate our hypothesized 

modified framework. The PLS-SEM is a multivariate technique that is 
mainly used in social sciences in empirical researches (Balcerzak & Pie-
trzak, 2016; Hair et al., 2019, pp. 2–24; Nguyen et al., 2021). In order to 
examine the relationship among the contracts, we employed PLS-SEM by 
using Smart-PLS. The PLS-SEM approach is two steps process. Initially, 
the measurement model is tested through convergent validity using factor 
loading of each item, composite reliability (CR), Cronbach alpha (CA) 
(Ahmed et al., 2019, pp. 246–271).  

However, the discriminant validity was examined using AVE, Hetero-
trait-Monotrait (HTMT) ratio of correlation method, and Fornell and 
Larcker (1981, pp. 39–50) criterion.  

The second phase evaluates the structural model; R-squared values, path 
co-efficient analyses, predictive relevance (Q2), and SRMR measurement 
validate the hypothesized structural model. We have also employed de-
scriptive analysis to evaluate the basic hallmarks of factors and establish 
the normality of the data, a prerequisite for PLS-SEM. 

 
 

Results 

 
Descriptive analysis 

 
Table 1 have exhibited that skewness and standard deviation ranges be-
tween ±1.5, and values of Kurtosis ranges from ±3; thus, it is confirmed 
that the considered sample data of all the constructs follows the central 
limit theorem, and the considered sample data follows the normality pat-
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tern, which is a precondition for using SEM-based multivariate technique 
(Ahmed et al., 2020, pp. 5–27). 
 
The measurement model 

 
The PLS-SEM approach is a two-step process. Initially, the measure-

ment model is tested through convergent validity using factor loading of 
each item, composite reliabilities (CR), and Cronbach alpha (CA) (Ahmed 
et al., 2019, pp. 246–271; Hair et al., 2019, pp. 2–24). The outcomes of 
Table 1 and Figure 1 exhibited that factor loading of every scale is greater 
than 0.60, and readings of CR and CA of each construct are greater than 
0.70. Hence, the reliability of data and condition of convergent validity has 
been achieved (Štreimikienė & Ahmed, 2021, pp. 125–157). The discrimi-
nant validity is evaluated through average variance extracted (AVE), which 
showed that each construct has the value of more than 0.50 (Fornell & 
Larcker, 1981, pp. 39–50). Hence, our considered hypothesized measure-
ment model is valid, as it passes the preliminary requirements (Lu et al., 
2020, pp. 1719–1728).  

The criterion of Fornell and Larcker (1981, pp. 39–50) has also estab-
lished discriminant validity; this criterion has been measured by taking the 
square roots of the values of AVE of each construct. The outcomes of Ta-
ble 2 demonstrated that the diagonal values, as highlighted, are higher than 
the correlation of other undertaking constructs, thus the considered meas-
urement model is valid. 

The findings of Table 3 demonstrated the values of Heterrotrait-
Monotrait (HTMT) correlation ratio that described that the reading of each 
HTMT correlation ratio is less than 0.85. Thus, according to Henseler et al. 
(2015, pp. 115–135), the condition of discriminant has been further estab-
lished. Additionally, the considered measurement model is valid for burn-
out and turnover intention. 
 
Structural model 

 
The next phase is to evaluate the structural hypothesized model; the val-

ues of R-squared, path co-efficient analyses, predictive relevance (Q2), and 
SRMR measurement validate the hypothesized structural model. Table 4 
and Figure 2 exhibited the measured values of R-square, which demonstrate 
the goodness of fit for the structural model. The results of Table 4 and Fig-
ure 2 indicated the readings of R-square of every endogenous construct, 
which showed that turnover intention experienced 91.6% variation because 
of its corresponding exogenous construct, mediating, and moderating fac-
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tors. Similarly, job burnout has a value of R2 (Change) of 100% due to the 
second-order of exogenous constructs, for instance, professional efficacy, 
organizational cynicism, & emotional exhaustion. Finally, the mediators 
such as affective commitment, normative commitment, and continuance 
commitment felt the change of 82.0%, 80.4%, and 63.1%, respectively, due 
to the job burnout and its elements, such as emotional exhaustion, profes-
sional efficacy, and organizational cynicism. Thus, the values of R2 validat-
ed the hypothesized structural model of job burnout and turnover intention.  
 

Postulated direct relationship 

 
The path co-efficient analysis comprises two steps, and the first step is 

to evaluate the direct relationship between primary predictors, for instance, 
professional cynicism, emotional exhaustion, & professional efficacy, and 
job burnout. The direct relationship is very complex. First, we measure the 
impact of primary constructs and then secondary constructs on their respec-
tive outcome variables. The outcomes of Figure 2 and Table 5 demonstrat-
ed that all the primary regressors have a significant influence on job burn-
out (T>±1.96 & p<0.01). The next phase of direct relationship is to evalu-
ate the secondary predictors, for instance, continuance commitment, job 
burnout, normative commitment, affective commitment, and subjective 
vitality, with their corresponding endogenous variables. Similarly, the out-
comes of Figure 2 and Table 5 also demonstrated that all the secondary 
regressors have a significant influence on faculty turnover intention, and 
hypotheses H1 to H4 are substantiated (T>±1.96 & p<0.01). Hence, the 
considered hypothesized structural model is validated for the job burnout 
and faculty turnover intention. 
 
Serial mediation analyses 

 
Figure 2 and Table 6 depicted the significant serial mediating effect of 

affective commitment, normative commitment, and continuance commit-
ment in a relationship of job burnout and its constituents, such as emotional 
exhaustion, professional efficacy, and organizational cynicism, employees’ 
turnover intention. We employed the bootstrapping method to measure the 
serial mediating effect amongst the variables (Hayes & Rockwood, 2020, 
pp. 19–54). The outcomes given in Table 6 further demonstrated that the 
serial mediation path of EE, PE, OCY, JBO, AC, NC, CC, and TI are sig-
nificant. Similarly, the serial mediation path of JBO, AC, NC, CC, and TI is 
also significant. Finally, the mediation of AC, NC, & CC between Job 
burnout (JBO) and employees' turnover intention is also significant. The 
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outcomes demonstrated a significant serial mediation at different paths, as 
shown in Table 6 and Figure 2. Hence, the formulated different set of hy-
potheses, for instance H5, H6a, H6b, H7a to H7c, H8a to H8c, H9a to H9c, 
are substantiated since T>±1.96 & p<0.05, and zero does not occur amid 
the lower and upper interval of BCCI, which further validated the media-
tion between exogenous and endogenous constructs (Ahmed et al., 2020, 
pp. 5–27). 
 

Moderation analyses 

 

The moderation of the effect of subjective vitality is exhibited in Table 7 
and Figure 3. The findings have demonstrated that subjective vitality has 
a significant and positive influence of moderation in a relationship between 
exogenous variables such as job burnout and its elements such as organiza-
tional cynicism, professional efficacy, and emotional exhaustion, and em-
ployee turnover intention. The moderation effect is measured through boot-
strapping method (Hayes & Rockwood, 2020, pp. 19–54), which demon-
strates that subjective vitality may increase the turnover intention amongst 
the job burnout and its constituents, for instance, organizational cynicism, 
professional efficacy, and emotional exhaustion. Thus, the formulated hy-
pothesis H10 has also been substantiated, because readings of T>±1.96 and 
P<0.01 and modified model of job burnout and turnover intention have 
been validated with the incorporated moderating factor, i.e., subjective 
vitality. 

Finally, we have measured the graphical slope of moderating effect of 
subjective vitality in a relationship amid job burnout and faculty turnover 
intention; the moderation is depicted in Figure 4. It is confirmed that sub-
jective vitality has a significant and positive influence as a moderating vari-
able between job burnout and faculty turnover intention. 
 

Stone-Geisser (Q2 – Predictive) and model fit summary 

 
The Stone–Geisser or Q2 predictive readings of endogenous factors are 

reported in Table 8, which exhibited that all the Q2 predictive relevance 
readings followed the threshold values. This has endorsed all the Q2 rele-
vance predictive of endogenous, affective commitment, continuance com-
mitment, employee turnover intention, job burnout, and normative com-
mitment (0.816, 0.376, 0.754, 1.000, & 0.760 respectively), and specific 
independent construct. Moreover, the outcomes of Table 9 signified the 
model fit summary including SRMR (<0.08), NFI values (>0.90), and 
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D_ULS and D_G (P>0.05), which also confirmed the goodness of fit of the 
hypothesized structural model of job burnout and turnover intention. 

 
 

Discussion 

 

The undertaken study was intended to examine the influence of job burnout 
on turnover intentions among faculty members of private universities of 
Pakistan. The results have demonstrated that burnout has a significant im-
pact on turnover intention amongst faculty members. The literature also 
exhibited similar outcomes (Tanculescu-Popa, 2020, pp. 133–144; Wang et 

al., 2020, pp. 456–475; Yoon et al., 2016, pp. 1577–1597). The results 
further demonstrated that professional efficacy, organizational cynicism, 
and emotional exhaustion exhibited a positive and significant influence on 
job burnout. Preceding literature also exhibited that influence (Li & Xie, 
2021; Santi et al., 2020, pp. 109–122). Previous studies have demonstrated 
a direct relationship between constructs, whereas this research also exhibits 
the relationship of antecedents of variables with other constructs, and iden-
tified the outcomes of job turnover intention. 

The normative commitment, affective commitment, and continuous 
commitment negatively associate with job burnout at the workplace. Previ-
ous literature also demonstrated similar outcomes (Nurtati, 2020, pp. 75–
89; Hwang & Moon, 2020, pp. 211–226). We also investigate the influence 
of affective, normative, and continuance commitments (constructs of or-
ganizational commitment) on turnover intentions in which normative com-
mitment shows an affirmative impact on turnover intention, on the other 
side, affective and continuance commitment demonstrated an insignificant 
influence on turnover intention (Kranabetter & Niessen, 2017, pp. 492–
502; Fullerton, 2014, pp. 657–673). However, previous literature does not 
demonstrate the relationship of direct constructs and their precursors, 
whereas this research addresses this relationship.  

The findings of serial mediation illustrated the significant serial mediat-
ing effect of normative commitment, affective commitment, and continu-
ance commitment in a relationship of job burnout and its constituents such 
as emotional exhaustion, professional efficacy, and organizational cyni-
cism, employees’ turnover intention. Previous literature has also demon-
strated similar results (Romeo et al., 2020; Wahyono & Riyanto, 2020, 
286–316; Aksu et al., 2020, pp. 194–207; Ahmed et al., 2020, pp. 5–27). 
The previous studies only discussed the direct relationship amongst the 
constructs, whereas the undertaken study discussed the antecedents of dif-
ferent independent and mediating variables (Tristán et al., 2016, pp. 68–77; 
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Vergara-Torres et al., 2020, pp. 1–10; Mouratidis et al., 2010, pp. 619–
637). Additionally, previous literature does not address the multiple varia-
bles concurrently, for instance, exogenous, endogenous, mediating and 
moderating variables.  
 

 

Conclusions 

 

The results obtained in the current study have indicated that professional 
efficacy, organizational cynicism, and emotional exhaustion exhibit a posi-
tive and significant influence on job burnout. However, if employees stay 
in their current job by choice in affective commitment, they need to do so 
in continuance commitment. Individuals calculate their investing-time in an 
organization through transactional affection by assessing what they gain in 
return of time investment, if they want to remain with the organization. Due 
to lack of substitutions, employees have distress of losing their security and 
established continuance commitment. It echoes the price of evading their 
outlay and drawings their paybacks. Organizational commitment and turn-
over intention are two diverse features of employees’ thinking. When em-
ployees express turnover intention, they adrift their rationality. The self-
efficacy, job satisfaction, motivation, and affective organizational commit-
ment indicate the professional affinity for the employees.  

Moreover, affective organizational commitment and self-efficacy 
transmit to each other for avoiding employees from turnover, job burnout, 
and emotional exhaustion. It ascertains self-trust, self-motivation, and self-
confidence as factors which impact employees’ commitment. For reaching 
a lower turnover rate, the organizational commitment should be strong and 
satisfactory. The cynicism is defined as “annoyance, disbelief, mistrust, 
negative attitude & behavior towards the organization”. The productivity of 
organization always hampers due to cynical employees. However, in bad 
times, competition, and psychological state the normative commitment 
occurs. Finally, it is concluded that the phenomenon of job burnout and 
turnover intention is not simple, and turnover intention is reliant on several 
direct and indirect variables. The moderation findings have demonstrated 
that subjective vitality has a positive and significant influence in a relation-
ship amid exogenous variable (burnout) and its elements, such as organiza-
tional cynicism, professional efficacy, emotional exhaustion, and employ-
ees' turnover intention.  

This research has several theoretical and managerial contributions. It of-
fered a novel conceptual framework that increase the current knowledge of 
the considered subject. Thus, this unique conceptual model provides the 
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basis for the future research studies. Therefore, it has a long-term theoreti-
cal implication, and future researchers can replicate this unique model in 
their studies for other industries worldwide. Similarly, the managerial im-
plications are not limited to the management of private universities rather 
senior management of other industries can also mitigate employees’ turno-
ver intention by using the results of this study. Human resources depart-
ments of organizations should specially concentrate to address the employ-
ees’ grievances and suggest human capital strategies to the senior manage-
ment.  

There are several limitations of this study, for instance, this research 
was conducted from the Pakistani perspective, thus, the results cannot be 
generalizable for all developing nations. Therefore, it is recommended to 
future researchers to take a broader sample and include countries in the 
region for the more robust results. This research does not demonstrate the 
cause and effect between the variables, which is another limitation, thus, in 
future research it is recommended to employ cause & effect models. This 
research has taken only a limited educational sector, which is also a limita-
tion, hence, it is recommended to future researchers to replicate this model 
by taking other industrial sectors. 
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Annex 
 
 
Table 1. Reliability & validity (Measurement model) 

 
Constructs Items FL CA CR AVE SD SKE KUR JBO 

Jo
b 

B
ur

no
ut

 (
JB

O
) 

Emotional 
Exhaustion 

EE1 0.852 
0.722 0.843 0.643 1.159 -0.255 -1.316 

JB
O

: 
C

A
=

0.
94

3;
; 

C
R

=
0.

95
0;

A
V

E
=

0.
59

6;
 

S
D

=
1.

11
6;

 
SK

E
=

-0
.4

13
; K

U
R

=
-1

.1
35

 

EE2 0.728 
EE3 0.820 

Professional 
Efficacy 

PE1 0.815 

0.873 0.908 0.664 1.163 -0.139 -1.385 

PE2 0.860 
PE3 0.773 

PE4 0.865 

PE5 0.755 

Organizational 
Cynicism 

OCY1 0.706 

0.878 0.912 0.677 1.132 -0.247 -1.423 
OCY2 0.729 
OCY3 0.773 
OCY4 0.844 
OCY5 0.810 

Affective 
Commitment 

AC1 0.900 

0.842 0.895 0.682 1.154 -0.287 -1.356 

 
AC2 0.761  
AC3 0.877 
AC4 0.756 

Normative 
Commitment 

NC1 0.838 
0.767 0.821 0.607 1.142 -0.397 -1.088 

 
NC2 0.795 
NC3 0.697 

Continuance 
Commitment 

CC1 0.741 

0.854 0.889 0.573 1.113 -0.553 -0.926 

 
CC2 0.730  
CC3 0.739  
CC4 0.727  
CC5 0.781  
CC6 0.821  

Subjective Vitality 

SV1 0.781 

0.845 0.892 0.674 1.144 -0.386 -1.083 

 

SV2 0.799 
SV3 0.849 
SV4 0.852 

Employees Turnover 
Intention 

ETI1 0.942 

0.915 0.936 0.715 1.118 -0.457 -1.238 

 
ETI2 0.836  
ETI3 0.754  
ETI4 0.937 
ETI6 0.931 
ETI5 0.625 
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Table 4. R-Square 
 

 Endogenous Variables R Square R Square Adjusted 

Affective Commitment 0.820 0.819 

Continuance Commitment 0.631 0.629 

Employee Turnover Intention 0.916 0.914 

Job Burnout  1.000 1.000 

Normative Commitment 0.804 0.802 

 
 
Table 5. Postulated direct relationship 
 

Hypotheses 
Hypothesized Direct 

Relationship 
SRW T Statistics P* Values Decision 

H1 
Job burnout -> Turnover 
Intention 

-0.198 2.781 0.006 Accepted 

H2 

Emotional exhaustion -> 
Job Burnout 

0.252 29.440 0.000 Accepted 

Professional Efficacy -> 
Job Burnout 

0.348 27.629 0.000 Accepted 

Organizational cynicism -> 
Job Burnout 

0.452 33.015 0.000 Accepted 

H3 

Job Burnout  -> Affective 
Commitment 

-0.909 86.475 0.000 Accepted 

Job Burnout  -> Normative 
Commitment 

-0.445 5.963 0.000 Accepted 

Job Burnout  -> 
Continuance Commitment 

-0.279 3.864 0.000 Accepted 

H4 

Affective commitment -> 
Turnover Intention 

0.496 7.883 0.000 Accepted 

Normative commitment -> 
Turnover Intention 

0.539 8.310 0.000 Accepted 

Continuance Commitment 
-> Turnover Intention 

0.496 10.407 0.000 Accepted 

Note: Null Hypotheses Rejected at *p<0.01; SRW: Standardized Regression Weights 
 
 
Table 6. Mediation analysis 
 

Hypotheses 
Mediation 

Path Analyses 

Path 

Coefficient 
T Statistics P* Values 

BCCI 

2.5% 97.5% 

H5 

JBO  -> AC -> TI 0.450 7.683 0.000 0.288 0.340 

JBO  -> NC -> TI 0.240 5.280 0.000 0.087 -0.035 

JBO  -> CC -> TI 0.139 3.588 0.000 0.148 -0.048 

H6a 

JBO  -> AC -> NC -> 
TI 

0.227 4.428 0.000 0.074 -0.021 

JBO  -> NC -> CC -> 
TI 

0.229 5.041 0.000 0.303 0.620 

 
 



Table 6. Continued  
 

Hypotheses 
Mediation 

Path Analyses 

Path 

Coefficient 
T Statistics P* Values 

BCCI 

2.5% 97.5% 

H7a 

EE -> JBO  -> AC -> 
TI 

0.114 7.491 0.000 0.216 0.244 

EE -> JBO  -> NC -> 
TI 

-0.060 5.325 0.000 -0.147 -0.017 

EE -> JBO  -> CC -> 
TI 

-0.035 3.582 0.000 -0.105 -0.035 

H7b 

EE -> JBO  -> AC -> 
NC -> TI 

-0.057 4.300 0.000 -0.096 -0.029 

EE -> JBO  -> NC -> 
CC -> TI 

0.058 5.093 0.000 0.075 0.155 

H7c 
EE -> JBO  -> AC -> 
NC -> CC -> TI 

0.055 4.443 0.000 0.128 0.265 

H8a 

PE -> JBO  -> AC -> 
TI 

0.157 7.494 0.000 0.068 0.147 

PE -> JBO  -> NC -> 
TI 

-0.083 5.117 0.000 -0.157 -0.067 

PE -> JBO  -> CC -> 
TI 

-0.048 3.544 0.000 -0.053 -0.016 

H8b 

PE -> JBO  -> AC -> 
NC -> TI 

-0.079 4.429 0.000 -0.082 -0.009 

PE -> JBO  -> NC -> 
CC -> TI 

0.080 4.856 0.000 0.105 0.221 

H8c 
PE -> JBO  -> AC -> 
NC -> CC -> TI 

0.075 4.536 0.000 0.101 0.205 

H9a 

OCY -> JBO  -> AC -> 
TI 

0.203 7.531 0.000 0.389 0.433 

OCY -> JBO  -> NC -> 
TI 

-0.108 5.206 0.000 -0.115 -0.012 

OCY -> JBO  -> CC -> 
TI 

-0.063 3.551 0.000 -0.190 -0.063 

H9b 

OCY -> JBO  -> NC -> 
CC -> TI 

0.103 4.982 0.000 0.138 0.283 

OCY -> JBO  -> AC -> 
NC -> TI 

-0.102 4.396 0.000 -0.212 -0.064 

H9c 
OCY -> JBO  -> AC -> 
NC -> CC -> TI 

0.098 4.577 0.000 0.315 0.647 

Note: Null Hypotheses Rejected at: *p<0.01; BCCI: Bias Corrected Confidence Interval 
 
 
Table 7. Moderation analysis (Subjective Vitality) 

 

Hypothesis 
Moderation 

Path Analyses 

Path 

Coefficient 

T 

Statistics 

P* 

Values 

Confidence 

Interval 

2.5

% 

97.5

% 

H10 
Moderating Effect of 

Subjective Vitality: SV -> 
ETI 

0.034 2.753 0.006 
0.01

1 
0.059 

Note: Null Hypotheses Rejected at: *p<0.01; SV=Subjective Vitality; ETI=Employees 
Turnover Intention 

 
 

 
 



Table 8. Stone-Geisser (Q2) 
 

Constructs Q2 Predictive Relevance 

Affective Commitment 0.816 
Continuance Commitment 0.376 
Emotional Exhaustion  
Employee Turnover Intention 0.754 
Job Burnout 1.000 
Normative Commitment 0.760 
Organizational Cynicism  
Professional Efficacy  
Subjective Vitality  

 
 
Table 9. Model Fit Summary  

 
Model Fit Summary Saturated Model Estimated Model 

SRMR 0.053 0.058 
D_ULS 5.321 7.629 

D_G 1.231 1.432 
NFI 0.913 0.902 
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Figure 4. The Slop of Moderating Effect 
 

 
 
 

 




