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ABSTRACT   

This study examined the impact of leadership styles on academicians’ and leaders’ burnout in private 

universities. It also attempted to identify the moderating role of work stress management on the relationship. 

More specifically, it aimed to identify the impact of transformational leadership, transactional leadership, 

and servant leadership on academicians’ and leaders’ burnout in Jordanian private universities. Then, it 

examined the word stress management factor as a moderator to identify whether this factor strengthens or 

weakens the relationship.  In order to attain these goals, the researcher embraced the use of SPSS and AMOS 

software to analyze the data. The results indicated that leadership styles play important role towards burnout 

among academicians and academic leaders. To be more precise, transformational leadership, transactional 

leadership, and servant leadership directly and indirectly influence burnout. Also, work stress management 

plays a moderating role in this relationship. Therefore, one can state that transformational and servant 

leadership helps to decrease burnout and burnout through motivation and encouragement people, whereas 

transactional leadership can lead to psychological burnout due to the emphasis on rules and incentives 

without referring to feelings. The poll also discovered that the work stress management indicators such as 

equal distribution of duties, proper handling of disagreements, and mental health support have a depressive 

impact on the work stress related to the emotional exhaustion and consequently on the workplace output and 

well-being of the staff.  

Keywords: Leadership Styles, Academicians, Academic Leaders, Burnout, Private Universities, 

Work Stress Management 

 

1. Introduction 

Occupational stress is a normal aspect of life and to some degree, psychological stress may be a source of 

motivation to achieve greater things but on the other hand, too much occupational stress causes negative 

influence on the mental and physical health and could lead to burnout [1].   Burnout is commonly understood 

as the outcome of prolonged, unmanaged workplace stress and is characterized by emotional exhaustion, 

cynicism (depersonalization), and reduced professional efficacy [2, 3]. Empirical work has linked workplace 

psychosocial risks and chronic stressors to increased incidence of burnout across sectors [4, 5]. 

Academicians and academic leaders face particular stressors, heavy workloads, role conflict, administrative 

demands, and rapid technological and pedagogical change [6, 7], that make higher education a high-risk 

environment for burnout [8, 9]. Recent studies document rising concerns about mental health and burnout among 

university staff, connecting heavy job demands and low support to declined well-being and job performance 

[10, 11]. For example, research in health-related and educational settings highlights how excessive workloads, 

unclear role expectations, and weak managerial support worsen emotional exhaustion and reduce job 

engagement [12, 13].Burnout not only harms individuals (through anxiety, sleep disturbance, and reduced well-

being) but also degrades organizational outcomes such as teaching quality, retention, and student learning [5, 

14]. In educational contexts, teacher/academician burnout has been associated with lower retention, reduced 

instructional quality, and negative downstream effects on students’ achievement and experiences [14, 15]. 

Historical and theoretical accounts trace the burnout concept to early observations of chronic stress among 

helping professionals [16, 17]; Neuberger’s clinical observations and subsequent theoretical syntheses by 
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Maslach and colleagues established burnout as a distinct occupational syndrome tied to resource depletion and 

chronic stress exposure [18, 19]. Conservation of resources and recovery-based frameworks emphasize that 

without organizational and individual strategies to replenish depleted resources, employees are likely to 

experience sustained burnout symptoms [7, 20]. Given this background, leadership and organizational stress-

management practices are central to prevention and mitigation [21]. Leadership styles, through their effects on 

role clarity, social support, workload allocation, and recovery opportunities, can either buffer or exacerbate 

burnout risk [22,23]. Likewise, institutional work-stress management practices (fair workload distribution, 

conflict resolution, time-management supports, and psychological services) are hypothesized to moderate how 

leadership styles influence academicians’ and leaders’ burnout [24, 25]. 

This study therefore investigates (1) the impact of three leadership styles (transformational, transactional, and 

servant leadership) on academicians’ and academic leaders’ burnout in Jordanian private universities, and (2) 

the moderating role of work stress management in those relationships. The proposed conceptual model is shown 

in Figure 1. 

 

Figure 1. Study model 

2. Literature Review 

Burnout is widely recognized as a psychological syndrome resulting from chronic workplace stress that has not 

been successfully managed [25]. It is characterized by emotional exhaustion, depersonalization (cynicism), and 

reduced personal accomplishment [7]. Burnout affects both individuals and organizations by reducing 

productivity, increasing absenteeism, and weakening job satisfaction and commitment [26]. 

 Burnout has been observed to be especially common in jobs that require close interpersonal exposure and 

require emotional labor, including education and healthcare [27]. Among academics, burnout is a result of 

chronic exposure to stressors in the form of heavy workload, role conflict, lack of institutional support, and 

constant performance expectations [28]. 

The conservation of resources theory describes burnout as an outcome of the psychological and emotional 

resources exhaustion due to the long-term exposure to stressors [6]. Experiences of recovery and positive 

working conditions are instrumental to the restoration of exhausted resources and enhanced well-being [29]. 

Surveys have established significant organizational factors that cause burnout such as unfair treatment, heavy 

workloads, poor communication, lack of managerial support, and unrealistic time expectations [25]. Workers 

with such conditions are much exposed to emotional fatigue and disengagement. The leadership style is of great 

influence in the determination of organizational climate and the well being of employees. Leaders have an 

impact on communication, workload distribution, sense of fairness, and emotional support networks, which 

influence the level of burnout [30]. 

Empathy, active listening, ethical decision-making, and clear communication are some of the leadership 

behaviors that are related to reduced burnout and enhanced work morale [9]. 
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Transformational leadership inspires employees, promotes innovation and compatibility of individual values 

and organizational objectives. Transformational leaders develop trust and empowerment, increase engagement 

and decrease emotional exhaustion [10]. Transformational leadership is always associated with better 

psychological health and decreased burnout [11]. 

Transactional leadership is concerned with supervising, monitoring performances, rewards and rule-breaking. 

Although it assists in operational efficiency, too much use of control and pressure due to performance may 

increase stress levels and emotional exhaustion [12]. The latter is because employees who are under strict 

transactional leadership hierarchies might face psychological stress because of lack of emotional support 

[13].Servant leadership has been associated with serving employees, putting their needs first and encouraging 

personal growth. Trust and collaboration as well as ethical conduct are encouraged by this style of leadership, 

which leads to better well-being and less burnout [14]. Servant leaders provide enabling conditions where they 

promote participation, empathy, and shared responsibility [15]. 

Work stress management can be defined as organizational strategies and practices that are aimed at minimizing 

stress in the workplace and promoting the well-being of employees. Proper stress management involves fair 

allocation of work, mechanisms to settle conflicts, time management services and provision of psychological 

counseling services [31]. 

The mitigation of burnout requires recovery. It means the way people replenish psycho-physiological resources 

exhausted under work pressure [17]. Organizations that encourage recovery experiences, work life balance and 

mental health interventions foster healthier and more sustainable workplaces [18]. 

The leaders are very instrumental in stress management practices. The leaders can decrease the burnout and 

enhance productivity by promoting conducive environments and promoting recovery opportunities [19]. 

Burnout presents as emotional exhaustion, cynicism and diminished professional efficacy [7]. The leadership 

styles have an impact on burnout because they determine work environment, emotional support and stress 

recovery provision. 

The style of leadership is transformational and servant, which is associated with less burnout because of being 

supportive and empowering. Conversely, transactional leadership can enhance burnout in cases where strict 

monitoring and the need to perform under pressure overrule [12, 13]. 

The positive impacts of supportive leadership styles are enhanced by work stress management as it alleviates 

the workload pressure and increases the chances of recovery. Companies with recovery experience and mental 

health promotion enhance employee engagement [17, 18] and minimize the risk of burnout [19]. 

According to the literature, the study hypothesizes: 

H1: Leadership styles significantly impact burnout among private university academicians and leaders. 

H1.1: Transformational leadership significantly impacts burnout. 

H1.2: Transactional leadership significantly impacts burnout. 

H1.3: Servant leadership significantly impacts burnout. 

H2: Work stress management significantly impacts burnout. 

H3: Work stress management moderates the relationship between leadership styles and burnout. 

H3.1: Work stress management moderates the relationship between transformational leadership and burnout. 

H3.2: Work stress management moderates the relationship between transactional leadership and burnout. 

H3.3: Work stress management moderates the relationship between servant leadership and burnout. 

3. Methodology 

The current study belongs to the sphere of descriptive research that focuses on describing phenomena, 

characterizing existing situations, and providing the informed decision-making process [32]. In particular, the 

research problem of the study is the impact of leadership styles on burnout in academicians and academic leaders 

within the context of the Jordanian private universities based on the quantitative research design. Quantitative 

research methods are suitable when analyzing the connection between variables and when the hypothesis is to 

be tested. Moreover, the work stress management is also considered as a moderating factor in the correlation 

between burnout and leadership styles. 
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Participants were selected using a random sampling technique and a wide variety of Jordanian private 

universities was used to increase representativeness. Middle-level academic leaders and academicians were 

included in the sample. 

The structured questionnaire was based on the validated tools that have been utilized in numerous studies of 

leadership and organization and serves to gather data. The following scales of measurement were used: 

• Transformational leadership adapted from Bass and Avolio [33] 

• Transactional leadership adapted from Burns and Bass [34,35] 

• Servant leadership adapted from Liden et al. [36] 

• Work stress management adapted from established stress [37,38], conflict management [39, 40], 

and job demand–control frameworks [41, 42] 

• Burnout adapted from Maslach and Jackson and Schaufeli et al. [43,44] 

Responses were measured using a five-point Likert scale ranging from strongly disagree to strongly agree. 

The questionnaire was e-mailed to the respondents to enable e-coverage and higher response rates among the 

institutions. Through electronic distribution, wider representation and effective data collection is made 

possible [45]. There were 350 questionnaires that were distributed. Out of this, 334 responses were received 

and 325 questionnaires were considered to be, valid to be analyzed after the removal of incomplete or 

patterned responses. Data were analyzed using SPSS and AMOS software. Statistical analyses included 

descriptive statistics, reliability testing, correlation analysis, regression analysis, and structural equation 

modeling (SEM). Moderation analysis was conducted to examine the moderating role of work stress 

management. These techniques enable accurate evaluation of relationships among variables and model 

validity [46]. 

4. Results and discussion 

Table 1 lists every respondent’s gender, age, qualifications, and experience. It reveals that 59.7% of respondents 

are men and 40.3% of respondents are females. Additionally, it reveals that the highest frequency category of 

respondents’ age is 36.6% between 46-55, it is followed by those who are more than 55 years old, 28.9%. Table 

1 also shows that 25.2% are those who are between 35 and 45, and 9.2% of the respondents are below 30 years 

old. The following is a classification of educational qualifications: 82.2% held a Ph.D. degree, 15.1% held a 

master’s degree, and the lowest is for those who held bachelor’s degree with a percentage of 2.8%. It is also 

presented in this table that 34.5% of the respondents have an experience of more than 15 years. It is followed 

by those who have 11-15 years 28%, and then 24.9% who have 5-10 years of experience and lastly 12.6% of 

the respondents have an experience of below 5 years. These outcomes demonstrate a diversity for a study sample 

with respect to gender, age, qualifications, and experience, which enhances its comprehensiveness and capacity 

to accurately reflect a varied community. 

Table 1. The respondents’ demographic information 

 Variables  Categories Frequency Percent 

Gender Male 194 59.7 

Female 131 40.3 

Age  

  

Below 35 30 9.2 

35-45 82 25.2 

46-55 119 36.6 

more than 55 94 28.9 

Qualifications  

  

  

Bachelor 9 2.8 

Master 49 15.1 

PhD 267 82.2 

Experience  Below 5 years 41 12.6 

5-10 81 24.9 

11-15 91 28.0 

More than 15 years 112 34.5 
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Table 2.  Goodness of fit 

Model 
CMIN 

(χ2 ) 
df 

p-

value 

χ2/df 

≤ 

5.00 

Ratio 

≤ 

2.00 

NFI 

≥ 

0.80 

CFI 

≥ 

0.80 

TLI 

≥ 

0.80 

IFI ≥ 

0.80 

RMSEA 

≤ 

0.10 

Measurement of 

the Study Model 
523.781 193 .000 2.83 .841 .871 .879 .881 .879 .082 

The goal of assessing the goodness of fit, according to Chin (2010), is to clarify the variance that is extracted 

through the model’s measurement and structure. This table presents the model’s fit quality, showing that the 

CMIN (χ2) was 523.781 and the degrees of freedom (df) were 193. This leads to a (χ2/df ≤ 5.00) ratio of 2.83, 

which is below the permissible threshold. this equals 5.00 as needed. In addition, the ratio was below 2.00, 

or.841. The NFI score of 0.871 does not meet the acceptable requirement of 0.80. The permissible limit of 0.80 

was also exceeded by the CFI result of 0.879. The TLI score of 0.863 was discovered to be higher than the 

allowable cutoff of 0.80. The IFI score of 0.881 does not meet the acceptable requirement of 0.80. Finally, the 

allowed level of 0.10 was exceeded by the RMSEA value of 0.082. These indicators show that the study’s 

standard model fits the data well based on a variety of criteria, which increases confidence in the analysis’s 

conclusions and implies that the model captures the data accurately. 

Table 3. Results of direct impact hypotheses assessment 

 LS TL TrsL ServL Wrk_Strs_

Mang 

Burno

ut 

LS Pearson 

Correlation 

1  

Sig. (2-tailed)  

N 325 

TL Pearson 

Correlation 

.943** 1  

Sig. (2-tailed) .000  

N 325 325 

TRsL Pearson 

Correlation 

.966** .840** 1  

Sig. (2-tailed) .000 .000  

N 325 325 325 

ServL Pearson 

Correlation 

.984** .886** .958** 1  

Sig. (2-tailed) .000 .000 .000  

N 325 325 325 325 

Wrk_Strs_Man

g 

Pearson 

Correlation 

.965** .868** .950** .972** 1  

Sig. (2-tailed) .000 .000 .000 .000  

N 325 325 325 325 325 

Burnout Pearson 

Correlation 

.949** 

(H1) 

.891** 

(H1.1) 

.901** 

((H1.2

) 

.952** 

(H1.3) 

.975** 

(H2) 

1 

Sig. (2-tailed) .000  .000 .000 .000 .000  

N 325 325 325 325 325 325 

**. Correlation is significant at the 0.01 level (2-tailed). 

This table presents the findings of the structural model investigation as well as pertinent direct effect hypotheses. 

The patch analysis results showed that the beneficial impacts of LS, TL, TrsL, ServL, and Wrk_Strs_Mang on 

burnout were significantly correlated (e.g., H1, H1.1, H1.2, H1.3, and H2 correspondingly).  



 PEN Vol. 14, No. 1, March 2026, pp.167-178 

 

172 

Table 4. Regression analysis of the variable direct relationship (H1 to H2) 

Direct Relationship  

Model  Unstandardize

d Coefficients 

Standardize

d 

Coefficients 

t Sig. R2 Supporte

d 

Hypothesi

s Hypothesi

s 

B Std. 

Error 

Beta 

IVs         

LS on Burnout H1 1.16

0 

.021 .949 54.08

2 

.00

0 

.90

1 

Supported 

TL on Burnout H1.1 1.05

4 

.030 .891 35.27

8 

.00

0 

.79

4 

Supported 

TrsL on 

Burnout 

H1.2 1.12

4 

.030 .901 37.27

9 

.00

0 

.81

1 

Supported 

ServL on 

Burnout 

H1.3 1.06

2 

.019 .952 55.62

7 

.00

0 

.90

5 

Supported 

Wrk_Strs_Man

g on Burnout 

H2 .943 .012 .975 78.76

0 

.00

0 

.95

1 

Supported 

H1. Dependent Variable: Burnout 

H1.1. Dependent Variable: Burnout 

H1.2. Dependent Variable: Burnout 

H1.3. Dependent Variable: Burnout 

H2. Dependent Variable: Burnout 

This table presents a test of 5 hypotheses addressing the relationship between LS, TL, TrsL, ServL, and 

Wrk_Strs_Mang impacting burnout. They are examined to identify the direct and significant impacts between 

these parameters. In (H1), it was found that LS has a positive effect on burnout (β = -.949, Sig = 0.000), 

indicating that leadership styles play an essential role toward burnout. In addition, in H1.1, H1.2, and H1.3, it 

is found that transformational leadership significantly affects burnout (β = -.891, Sig = 0.000), transactional 

leadership significantly affects burnout (β = -.901, Sig = 0.000), Servant leadership significantly affects burnout 

(β = -.952, Sig = 0.000). This table also shows work stress management significantly affects burnout, supporting 

H2 (β = -.975, Sig = 0.000).   

Table 5. Regression analysis of the variable indirect relationship (H3) 

Indirect Relationship  

Model  Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. R2 Supported 

Hypothesis 

Hypothesis B Std. 

Error 

Beta 

Moderation Test         

Wrk_Strs_Mang  H3 .828 .045 .856 18.413 .000 .952  

Supported 
LS .150 .057 .123 2.643 .009 

H3. Dependent Variable:  Burnout 

H3 was examined by work stress management in its capacity as a moderator for the leadership styles and burnout 

indirect relationship. It was discovered that this middle path exerted a significant amount of effect. Having a 

beta coefficient of.123, an R2 value of 0.952, and a Sig. value of.009, leadership styles perform much better 

than affecting burnout. This suggests that work stress management leads to an increase in burnout. Given that 

the standard beta coefficient was .856 and the significance level was 0.000. Hence, it can be said that work 
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stress management acts as a moderator significantly affecting the relationship between leadership styles and 

burnout. 

Table 6. Regression analysis of the variable indirect relationship (H3.1, H3.2, and H3.3) 

Indirect Relationship  

Model  Unstandardize

d Coefficients 

Standardize

d 

Coefficients 

t Sig. R2 Supporte

d 

Hypothesi

s Hypothesi

s 

B Std. 

Error 

Beta 

Moderation 

Test 

        

Work Stress 

Management  

 .973 .043 1.006 22.48

0 

.00

0 

.96

8 

Supported 

Transformation

al leadership 

H3.1 .214 .026 .181 8.342 .00

0 

Supported 

Transactional 

leadership 

H3.2 -

.426- 

.046 -.342- -

9.338

- 

.00

0 

Supported 

Servant 

leadership 

H3.3 .156 .058 .140 2.679 .00

8 

Supported 

a. Dependent Variable: Burnout 

These three sub-hypotheses, H3.1, H3.2, and H3.3, were assessed by work stress management, a moderator, for 

the leadership styles’ dimensions (transformational leadership, transactional leadership, and servant leadership) 

indirect relationship. It was discovered that this moderating role played by work stress management has a 

significant impact on the relationship. Specifically, the findings of the regression analysis that are presented in 

Table 6 demonstrated that there is an indirect connection between the management of stress at work and job 

burnout. This is in addition to the impact that different leadership styles have on this relationship at the same 

time. In light of the findings, it was discovered that the management of stress at work has a good and significant 

impact on the reduction of job burnout. A high level of statistical significance (Sig. = 0.000) was discovered in 

the unstandardized effect coefficient (B = 0.973), and it also possessed a high level of explanatory power (R2 = 

0.968). This reveals that proper management of workplace stress is key in reducing the effects of burnout at 

work.  

Transformational leadership (H3.1) is positively related to the indirect relation according to the findings. This 

is with reference to how the leadership styles influence other types of leadership styles. These results serve as 

evidence to the assumption that transformational leadership plays a part in reducing job burnout through proper 

management of work stress. The value (t = 8.342) and the effect coefficient (B = 0.214) were found to be 

significant at the level of Sig. = 0.000 which means that the hypothesis is accepted. With a t value of -9.338 and 

an effect coefficient of B = -0.426, transactional leadership (H3.2) was found to have a negative impact on the 

outcomes of the study. According to this leadership style, burnout levels may be enhanced rather than lowered, 

as demonstrated by the fact that this t value was statistically significant (Sig. = 0.000). In compared to 

transformational leadership, servant leadership (H3.3) had a marginally favourable effect, as indicated by an 

effect coefficient of B = 0.156 and a t value of 2.679, both of which were statistically significant (Sig. = 0.008). 

The evidence presented here suggests that servant leadership has the potential to contribute to the reduction of 

burnout, but to a smaller level than transformative leadership approaches. 

Considering the findings in the preceding tables about the relationship between burnout and the leadership 

philosophies of transformational, transactional, and servant leadership. The moderating effect of work stress 

management on this association is also presented in this study. It is evident that burnout is impacted both directly 

and indirectly by leadership styles as a primary determinant. The exploratory research conducted to determine 

whether leadership styles and burnout among academic leaders of private universities in Jordan are related was 

reported in the paper.  In examining whether servant, transactional, or transformational leadership styles are 

more closely associated with burnout, the findings indicate that transformational leadership is significantly 
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correlated with burnout outcomes. Transformational leadership means identifying the values of the followers, 

developing creativity and motivating people to improve and evolve [47, 48]. Transformational leaders 

encourage employees to go beyond expectations and accept organizational change by balancing organizational 

goals and employee values and building trust [49, 50]. 

Transformational leadership in an academic setting has been associated with positive results such as decreased 

burnout, increased creativity, higher psychological engagement, job satisfaction, organizational commitment, 

and the overall well-being of the employees [49]. Such results indicate that the concept of transformational 

leadership is essential in the creation of conducive learning conditions and alleviation of burnout among 

university employees. 

Burnout was also significantly related with transactional leadership. This type of leadership is concerned with 

the continuity of the routine work, adherence, and performance control by reward and the corrective measures 

[52]. The transactional leadership will include active and passive contingent reward systems and management-

by-exception practices [53]. Employees who are subjected to transactional leadership tend to adhere to the rules 

to achieve rewards or to escape punishment and this may lead to stress and pressure in highly regulated 

workplaces. 

Nevertheless, the positive influence of transactional leadership on organizational operations can exist by having 

a set of expectations, tracking of performance and consistency in the implementation of policies [54]. Goal, 

performance incentives, and corrective feedback which are clearly defined in the institutions of higher learning 

may aid in preserving the operational efficiency and curtailing role ambiguity. 

Burnout outcomes were also significantly related to servant leadership. Servant leadership focuses on the 

importance of addressing the needs of the employees, ethical conduct of leadership, and the personal growth 

[14]. It will change the leadership emphasis on authority to service and will cultivate teamwork, trust, and 

collective accountability [55-59]. Alliteration Servant leader has been termed as primus inter pares (first among 

equals) since they serve and the well-being of the group [60]. 

Servant leadership promotes well-being among the employees by enhancing empathy, active listening, and 

professional development, which ultimately lower emotional exhaustion [61]. Servant leaders can prevent 

burnouts in educational institutions through creating friendly communities, involvement in decision-making 

processes, and putting employees first. 

Practically, the findings imply that there are a number of implications. Companies, and universities, can enhance 

effectiveness in their leadership through organized psychometric tests in the recruitment and promotions in the 

organization to find the applicants that have supportive leadership values. Resilience training and leadership 

development programs would also help leaders to handle stress and employee well-being [62]. Also, academic 

staff can improve their performance, morale and stress tolerance through hardiness training and resilience-

building programs [63]. Leaders can also consider burnout as a lesson which can help them grow personally 

and improve the organization [64]. 

The findings also show that the moderating variable of work stress management changes the relationship 

between leadership styles and burnout. Transformational leadership has a positive impact on burnout reduction 

when the stress management practices are not involved. Servant leadership is also a positive contribution though 

less than that of servant leadership. On the contrary, the correlation between transactional leadership and burnout 

turns negative with the job stress factor in place, indicating the possibility of tight performance surveillance and 

pressure worsening the stress situation in face of higher workload. 

These results suggest that the positive impact of supportive leadership styles can be increased by effective stress 

management practices and reduce the negative impact of dogmatically managerial practices. Balancing of 

workloads, psychological support, and conflict resolution are the key stress management strategies that can 

contribute towards development of sustainable and low stress academic work environments. 

Altogether, the results indicate that the supportive leadership methods, along with the efficient stress 

management practices, are needed to mitigate burnout and enhance well-being in higher education institutions. 

5. Conclusion  

This study shows that leadership styles have a significant impact on academic leaders’ burnout. More 

specifically, transformational leadership, transactional leadership, and servant leadership directly and indirectly 
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affect academicians’ and academic leaders’ burnout. In addition, this relationship is supported by the moderating 

role of work stress management. Deeply, it is important for universities to ensure that the workload is distributed 

fairly among employees. In addition, it is essential for employees and leaders to have sufficient time to complete 

their assigned tasks without excessive pressure. Organizations in general and universities in particular should 

have clear policies for resolving workplace conflicts and provide counseling services or psychological support 

for employees. Also, leaders should encourage open communication to address conflicts effectively. Leaders 

should plan their daily work tasks to ensure efficient time management, set priorities and deadlines to complete 

work efficiently, and recognize as well as support employees’ mental well-being. 
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