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Abstract 

This study is conducted to determine the impact that job stress (job 

conflict, work overload, inadequate reward policy and job burnout) has on 

teacher’s job outcomes (employee loyalty and employee performance). In 

order to explain the relationship among the variables, hypothesis testing was 

used since the study is causal. This paper focuses on teachers of five best 

intermediate level colleges of Lahore and a sample size of 100 respondents. 

The independent variable of the study is work related stressors (job conflict, 

work overload, inadequate reward policy, and job burnout), while dependent 

variable is teachers’ performance (employee loyalty and employee 

performance). SPSS version 20 was used for the initial analysis of collected 

data (descriptive statistics, reliability analysis, and correlation). Furthermore, 

SEM using AMOS is applied for checking the fitness of the model as well as 

the relationship among dependent and independent variables. The analyzed 

results show impact of all independent variables on dependent variables. 

However, job conflict, job burnout, and inadequate reward policies have 

significant impact on teacher’s performance. The largest influence comes from 

job conflict and job burnout on employee loyalty and inadequate reward policy 

on employee performance. 
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1. Introduction 

Scholars and academic researchers agreed that teaching is most critical 

yet a gentle social profession which creates all other professions in the whole 

world. Teaching is a distinct and an important profession in this world because 

all other professions grow and are sustained due to this profession (Hanif, 

2004). Teachers are expected to produce logical thinkers who will contribute 

important and effective inputs for a society. Teachers are also base stones for 

the advancement and development of the society. Today, education is 

becoming a business where teachers are under-paid employees like other 

industries and students are the customers. This badly affects the teacher’s 

mental health and creates job stress. Stress is an emotional response towards 

any condition that affects any individual’s health. According to Selye (1978), 

stress can be defined as an inner force or outer actions that disturb the 

individual stability.  

Stress is said to be a response of an individual towards harmful effects 

such as irritation and helplessness that becomes a threat to his/her self-respect. 

Particularly, job stress is related with mental stress and pressure that is 

associated with worker’s capabilities to react and handle any situation at their 

workplace thoughtfully (Kyriacou & Sutcliffe, 1978). In other words, it is 

related with all those dangerous emotional responses of employees where their 

skills and abilities are not well matched with job demands (Chen & 

Silverthorne, 2008). Workload, organizational constraints, problems in the 

classroom, and interpersonal conflicts are the major factors that contribute to 

teachers stress (Moore, 2002; Mrozek, 2004). Role conflict, role ambiguity, 

workload, and workplace conflict are factors of stress known as stressors 

(Addae, Parbooteah & Velinor, 2008). 

Teacher’s stress level is also increased when they do not get proper 

social status in the economy. A teacher is regarded as a person with high-

quality skill but no standard power. Shah, Ali and Khan (2012) is of the view 

that Pakistani teachers are normally disappointed with their societal status. 

However, these situations have become a foundation of societal distress, 

where teachers believe that there is no proper system of improving social 

status associated to their profession (Humphrey, 2002). 

Job stress negatively affects employee’s job performance which 

creates lower job satisfaction and decreased quality of output (Tetrick & 

Larocco, 1987). Job performance is significantly important for organizations, 

individuals, and colleges alike. Individuals feel self-efficacy, satisfaction, and 

motivated when tasks are properly accomplished by showing high 

performance (Sonnentag et al., 2010). There are many definition of job 
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performance which shows the complication and complicated nature of the 

concept. Selamat, et al. (2013) defined teacher’s job performance to be how 

teachers behave while teaching and it is directly related with teacher’s 

effectiveness. 

Originally, teaching profession is among the less stressful profession. 

According to Fisher (1994), teaching profession has less workload, work 

independence, and elastic working hours. However, with the appearance of 

political and socio-economic trends, working of educational institutions have 

changed a lot and now teaching is considered as one of the tough profession 

(Winefield, Gillespie & Dua, 2003). Job burnout is another factor related to 

job stress. Teacher’s job performance and loyalty is affected by job burnout. 

Maslach et al. (2001) indicates that lower productivity and effectiveness are 

the problems related to burnout, and it has negative impact on their colleagues 

by disturbing job tasks and results to more personal conflicts. Ashtari et al. 

(2009) is of the view that job burnout and failure during job performance are 

significantly correlated. 

 

2. Literature Review 

2.1 Work Related Stressors 

Educational institutions face unstable environment and insecurity. 

Responsiveness and adaptability of the teachers have become key elements of 

the success of the educational institutions. In fact, teachers should be given a 

competitive environment that requires methods of organizing complex 

dimensions of performance to reduce work related stressors, in order to push 

teacher’s to develop high level of performance and creativity (Bolwijn & 

Kumpe, 1990). 

 

2.1.1 Job Role Conflict 

 Job role conflict is a situation that arises when role requirement of a 

person is incompatible. Another reason for job role conflict is ambiguous job 

tasks and not having desire to do those things which are demanded (Seller & 

Damas, 2002). According to Latham (2013), there may be three types of role 

conflict: firstly, it can be a conflict between a person and its role; the second 

type is related with the conflicting expectations of the techniques of 

performing the role — this type of conflict occurs when the person’s values 

and attitudes do not match the role obligations; and the third type of role 

conflict arises due to diversified requirements to perform two or more roles at 

the same time. 

Workplace problems create many types of conflicts in the workplace, 

whether conflicts are small, medium or large (Fahmi, 2017). Conflicts happen 

to be on personal level, intergroup or may be on organizational level (Luthan, 

2006). One important example of conflict is between family and work which 
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is experienced by people working in different organizations (Luthan, 2006). 

Conflicts also arise when multiple roles are demanded to be performed by 

humans. Stress would be dominant in job when people have no proper or clear 

description of their duties (Zhao et al., 2010). 

 

2.1.2 Research Questions 

This paper is focused on the following research questions.  

11.  What is the impact of job stress on employee loyalty? 

12. What is the impact of job stress on employee performance? 

13. What is the impact of job stress on teacher’s job outcomes? 

 

2.1.2 Work Overload 

Work overload is a term used as awareness related to the availability 

of improper time and energy to meet the expectations of supervisors as well 

as to meet work demands (Leiter & Schaufeli, 1996). When a person has too 

much work to do, it is known as work overload. Work overload can also be 

explained as performing too much work that is difficult at the same time (Ali 

& Farooqi, 2014).Work overload is negatively related with employees health 

both physically and mentally which in turn affects the overall outcome of any 

organization (Morter, 2010; Bozkurt, Aytac, Bondy, & Emirgil, 2012; 

Vanishree, 2014; Taştan, 2014). Numbers of occupational stress factors like 

work overload, work relations with others, and lack of job security are 

negatively related to job satisfaction (Paktinat & Rafeei, 2012). 

 

▪ Inadequate Reward Policy 

For the achievement of companies objectives, an adequate reward 

policy is required that emphasizes on employee gain based on the time and 

effort they vested towards the growth of the company (Sutherland, 2004). A 

well-managed reward policy can be used as an instrument for motivation and 

retention of employees in any organization (Carrel et al., 1992; Terera & 

Ngirande, 2014). 

According to a study conducted in 2006, almost 45% companies lose 

brilliant employees due to inadequate rewards. According to 71% of 

employees, the major reason of quitting job is unjustified pay (White, 2006). 

When proper reward systems are understood and implanted in the 

organization, creative employees stays (Shechtman, 2008). An appreciated 

worker is more likely to stay in organization than an unappreciated worker.  

According to Sutherland (2004), reward system should be an important area 

of improvement for employers. 
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2.1.4 Job Burnout 

Teacher’s level of commitment with organization is mainly dependent on 

one of the important factor called teachers job burnout. According to Gemlik 

et al. (2010), there is an association between job burnout and level of 

commitment with organization. In different working sectors, job related 

burnout is at a major level which results in decrease in job performance and 

level of job satisfaction (Maslach & Leiter, 2008). Burnout is an outcome of 

inequality between job load and job resources (Bakker & Demerouti, 2007). 

 

2. 2 Teacher’s Performance 

2.2.1 Employee Loyalty 

Many researchers have defined the term teacher’s loyalty in different 

ways. Teacher loyalty occurs when a teacher feels attachment towards the 

organization (Meyer & Allen, 1991). There are two main dimensions of 

loyalty discussed by Seema, which are internal and external. Internal 

dimensions include emotional factors like feeling of association and 

responsibility, while external dimension is related to the techniques of loyalty 

established (Mehta, Singh, Bhakar, & Sinha, 2010). Loyal employees are 

supposed to be completely related with elevated service excellence (Heskett 

et al., 1994). However, Silvestro and Cross (2000) have recognized inverse 

association between employee loyalty and their performance in the industry 

they researched. 

 

2.2.2. Employee Performance 

Previous research shows that performance of teachers is directly 

related to the reward system of organizations (Ubom & Joshua, 2004). 

Although teachers are required to provide elevated job presentation as they 

have critical responsibility in the educational sector. However, teachers are 

accused of being lazy, lethargic, and having lack of dedication towards work. 

On the other hand, teachers view point is that inequitable incentive systems of 

organizations are basic factors behind their dissatisfaction or lack of 

performance (Ubom & Joshua, 2004). Diversified results have been found 

with regards to the association between job performance and job stress. 

Westman and Eden (1996) explore the impact on job performance due to 

unnecessary work demands. 
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Research Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Hypothesis  

H1.There is significant impact of work related stressors on employee 

performance 

H1a. There is significant impact of job role conflict on employee 

loyalty 

H1b. There is significant impact of job burnout on employee loyalty 

H1c.There is significant impact of inadequate reward policy on 

employee loyalty 

H1d.There is significant impact of work overload on employee loyalty 

H1e.There is significant impact of job role conflict on employee 

performance 

H1f.There is significance impact of job burnout on employee 

performance 

H1i.There is significant impact of inadequate reward policy on 

employee performance 

Work related stressors 

 

 

 

Teacher’s performance  

Job role conflict 

 

Work overload 

 

Inadequate reward 

policy 

 

Job burnout 

 

Employee 

performance 

 

Employee loyalty 
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H1j.There is significant impact of work overload on employee 

performance 

 

3. Research Methodology 

The key objective of this research is to uncover the pressure of work 

related stressors (job role conflict, work overload, inadequate reward policy 

and job burnout) on teacher’s performance (employee loyalty and employee 

performance). Descriptive study is applied in this research. Descriptive data 

allows the researcher to get information according to the research. Targeted 

population of this research is the teaching staff of the best five intermediate 

level colleges of Lahore, Pakistan. This research was supported to represent 

which factors have the important impact on the teacher’s job outcomes. A 

sample size of 100 was used in this study with a total of 65% female 

respondents and 35% male respondents. Survey method is used in this study 

for gathering data, while questionnaire is used as an instrument to find out the 

results of this research. SPSS statistics is used for the analysis of data which 

consists of demographic analysis, reliability analysis as well as correlations to 

check the impact of independent variables on dependent variables. 

Furthermore, SEM (structural equation modeling) using AMOS (Analysis of 

moment structure) is applied to check the fitness of the model and the 

relationship of the studied variables. 

 

14. Results 

There are different types of data analysis techniques which are available. 

This study uses the SPSS (Statistical Package for Social Sciences) to analyze 

the data. 
Correlation 

 Job 

conflict 

Work 

overload 

Inadequate 

reward 

policy 

Job 

burnout 

Employee 

loyalty 

Employee 

performance 

Job conflict 1 .489** .401** .365** .497** .167 

Work 

overload 

 1 .269** .518** .221* .188 

Inadequate 

reward policy 

  1 .232* .272** .473** 

Job burnout    1 .402** .118 

Employee 

loyalty 

    1 .097 

Employee 

performance 

     1 

  

Correlation procedure is used to show that if there is a change in the 

value of one variable, there is also a definitive change in the value of the other 

variable. This change can be positive, negative, weak or strong. Pearson 



European Scientific Journal February 2019 edition Vol.15, No.4 ISSN: 1857 – 7881 (Print) e - ISSN 1857- 7431 

165 

correlation is used to check the significant association of correlation among 

variables. The relation between job conflict and employee loyalty is positive 

and significant (p=.497**) while the relation between job conflict and 

employee performance is positive but not significant (p=.167). Work overload 

have significant positive relation with employee loyalty (p=.221*). However, 

it is positive with employee performance relation but not significant (p=.188). 

Inadequate reward policy have positive significant relation with both 

employee loyalty (p=.272*) and employee performance (.473**). Job burnout 

have positive and significant relation with employee loyalty (p=.402**) and it 

is positive but has an insignificant relation with employee performance 

(p=.188). From the above given table, it can be concluded that all mentioned 

independent variables have more significant positive relation with employee 

loyalty  compared to employee performance.  

 
Figure 1: Measurement Model 
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Table 2. Standardized Regression Weights  

 Estimates  P -value  

empr1 --- empr .530 *** 

empr2 --- empr .538 *** 

empr3 --- empr .614 *** 

empr4 --- empr .538 *** 

emloy3 -- employ .490 *** 

emloy2 -- employ .501 *** 

emloy1 -- employ .550 *** 

emloy4 -- employ .325 *** 

emloy5 -- employ .753 *** 

irp1 --- irp .502 *** 

irp2 --- irp .771 *** 

irp3 --- irp .793 *** 

irp4 --- irp .695 *** 

jbur1 -- jbur .564 *** 

jbur2 -- jbur .882 *** 

jbur3 -- jbur .884 *** 

jbur4 -- jbur .794 *** 

jc1 -- jc .397 *** 

jc4 -- jc .689 *** 

jc5 -- jc .595 *** 

jc3 -- jc .822 *** 

wo1 - wo .478 *** 

wo2 - wo .487 *** 

wo3 - wo .360 *** 

wo4 - wo .759 *** 

Table 2 shows that all factor loadings are above from 0.36. 

 

Table 3.  Model Fit Summary 

MODEL CMIN/DF RMR GFI AGFI CFI RMSEA PCLOSE 

Job Conflict .790 .036 .992 .959 1.00 .000 .536 

Work Overload 1.075 .017 .989 .944 .996 .028 .427 

Inadequate Reward 1.304 .026 .987 .933 .991 .055 .355 

Job Burnout 1.754 .021 .991 .913 .996 .087 .238 

Employee Loyalty .640 .020 .994 .968 1.00 .000 .604 

Employee Performance .723 .019 .985 .956 1.00 .000 .722 
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Structural Equation Model 

 
 

Table 4. Regression Weights 
   Estimate P 

employ. <--- jc. .010 .668 

employ. <--- wo. 1.250 *** 

employ. <--- irp. .047 .009 

employ. <--- jbur. .013 .399 

empr. <--- jc. -.023 .788 

empr. <--- wo. .588 *** 

empr. <--- irp. .179 .008 

empr. <--- jbur. -.010 .862 

 

Model fit was analyzed by various tested fit statistics (i.e. Comparative 

Fit Index (CFI), root mean square error of approximation (RMSEA), and 

goodness of fit index (GFI). The fitness of the proposed model was acceptable 

CFI= .995, GFI= .992, RMSEA= .026 which shows that the model was 

exceptionally fit.  

Examination of the standardized parameter estimates was not fully 

supported H1. That is, job conflict has a significant impact on employee 

loyalty. H2 was also not supported that job conflict has a significant impact 

on employee performance. In supporting H3, work overload has a significant 

impact on employee loyalty. Supporting H4, work overload has a significant 

impact on employee performance. In supporting H5, inadequate reward has a 

significant impact on employee loyalty. Supporting H6, inadequate reward has 
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a significant impact on employee performance. H7 and H8 are not supported 

in this study.    

 

Conclusion and Discussion 

The data was collected from the best five public and private sector 

intermediate level college teachers from Lahore. It is an identified reality that 

both public and private sectors are important sectors of Pakistan. Findings 

from the collected data shows that management of both sectors should focus 

more on resolving the issues of job conflict and job burnout to have loyal 

employees due to the fact that both job burnout and job conflict shows 

significant relation with employee loyalty. Also, for the enhancement of 

employee performance, management needs to revive the reward policies 

because inadequate reward policies have significant relation with employee 

performance. According to the research, these three factors are the major 

reason of stress among teachers which affects their job outcomes. 

 

Recommendations 

Management of both the public and private sector should be more 

focused towards 

• Reducing the job burnout among employees, 

• Clear instructions related to job duties and responsibilities should be 

given to employees to reduce job conflict, and 

• Improve the system of rewards in the college to get better 

performances from teachers. 

 

Limitations 

Only the five best intermediate level colleges of Lahore are selected 

and data was taken from the teachers of these colleges. This research can be 

conducted on a broader level in other cities and in more colleges as well. 

Limited numbers of independent variables are researched with respect to job 

stress. According to the findings of this study, work overload can be explored 

further. 
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