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[bookmark: _Toc149654825]Abstract
Based on the role conflict theory, the study examined role conflict and job burnout of Higher Educational Institutions administrators in Uganda. Therefore, the study sought to fill the gap since most studies on burnout that have been conducted in universities are about Teaching staff not on administrators. The study also aimed at examining the link between role conflict and burnout among administrators since they interact with students, staff and the public. The specific objectives of the study included the following: To establish the effect of role conflict on burnout of academic administrators. To examine the effect of role conflict on burnout of administrators. To examine the institutional differences on influence of role conflict and burnout among Higher Education administrators. To assess the role conflict and burnout experiences among university administrators. The study employed a mixed methods research specifically explanatory sequential approach. A burnout inventory and interview tools were administered to respondents and participants. Findings revealed the following:
  Role Conflict led to burnout especially on academic administrators with length of service having a significant relation with emotional exhaustion.
Role conflict led to burnout with Time based construct, Age and Gender of respondents having significant relationship with emotion exhaustion.
On institutional levels administrators from both Universities experienced role conflict and burnout 
The qualitative findings indicated quite a number of experiences that the participants were going through which showed the presence of role conflict and burnout. The study concluded that role conflict is a predictor of burnout dimensions most especially emotional exhaustion of academic and administrators across institutions.  Higher education administrators should be interested in the mental state of their staff because as earlier noted emotional exhaustion was the most significantly burnout dimension predicted by role conflict.
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[bookmark: _Toc149654835]INTRODUCTION
[bookmark: _Toc149654836][bookmark: _Toc33696888]1.0 Introduction
The study was about Role Conflict and Burnout among University Administrators in Uganda. The researcher was interested in how Role conflict is a predictor of Burnout. This chapter includes the background, problem statement, objectives, research questions/hypotheses, significance of the study, theoretical framework and conceptual frame work.
[bookmark: _Toc149654837]1.1 Historical Background
In 1869, an American neurologist, George Beard, identified a new disease, neurasthenia (Beard, 1869).This was a severe, debilitating mental and physical fatigue. He attributed the new condition to a variety of social concerns resulting from industrialization, the rise of capitalism, the increase in working hours, and the education of women. According to Beard, the new disease (neurasthenia) is the result of mental and physical overload, which follows either a prolonged viral infection or an excessively demanding job. Neurasthenia is a result of both mental and physical overload and is similar to the symptoms of burnout.
Occupational burnout emerged as an important concept in the 1970s, and it captured something very critical about people’s experience with work, and so it is today. Since its introduction to psychological literature and cultural discourse, burnout has been a concept that seems to ring true to common experiences among people. Burnout has enjoyed joint recognition from both researchers and practitioners as a social problem worthy of attention (Maslach, Leiter, & Schaufeli, 2008).
The change in work behavior, longer hours, and more monotonous tasks triggered a sudden preoccupation with fatigue (Robinbach, 1990). Initially, this centered largely on the problems of loss of productivity due to fatigue. The expansion of education, especially that which includes both rising middle and lower classes, women, together with the emergence of overstrain and degeneration of society, led to increasing concerns about mental fatigue (Johannison, 2006; Nye, 1982; Rabinbach, 1990 ).Burnout was originally seen as a hazard for the naïve, idealistic, young service professionals who became exhausted, cynical, and discouraged from their experiences of the bureaucratic systems, but this has long changed because professionals in the 21st century are more exposed through professional training and availability of the Internet, which avails every piece of information needed on any topic (Maslach, Leiter &Schaufeli, 2008). With all the Internet and modern technology in the 21st century, burnout continues to be a problem, and so there is a need to study it more, especially among administrators in Higher Education Institutions.
Burnout in the African context has been reported in Sub-Saharan Africa among physicians. Thirty percent of physicians trained in Sub-Saharan Africa migrated to high-income countries, resulting in a shortage of healthcare providers, leading to a higher risk of burnout among those who remained to take care of disproportionally greater or acutely ill patients (Dubale et al.,2019).
 Conceptual Background
Burnout develops as a result of chronic exposure to work stressors and is conceptualized as a phenomenon comprising of three dimensions: emotional exhaustion, depersonalization, and personal accomplishment (Maslach & Jackson, 1981; Maslach & Leiter, 2014). Burnout was defined in the 1970s as feeling physically and emotionally exhausted because of long periods of stress (Wacholtz& Rogoff, 2009). 
Burnout is a work-related phenomenon that arises from prolonged exposure to stressors associated with employment and can lead to significant impairment in one's occupational performance. (Buckley, 2004). Emotional exhaustion is a commonly recognized characteristic of burnout that arises when an employee experiences emotional depletion as a consequence of excessive utilization of personal resources in the workplace.
Emotional exhaustion is a state in which an individual feels tired with no energy; the individual feels extreme fatigue, drained, emptied, and consumed. In addition, the person develops irritability toward both clients and fellow staff. Emotionally exhausted people feel fatigued and unable to face the demands of their jobs or engage with others (Welp et al., 2015). The once-engaged worker is thought to have reached a point of cynicism toward the clients for whom he or she once cared (detached from the service recipients). 
[bookmark: _Toc149654838]Lastly, individuals experiencing burnout experience reduced feelings of personal accomplishment. These feelings include feelings of ineffectiveness, even with the effort that the individual is putting in (Lizano and Sapozhnikov 2018). Role conflict refers to the presence of incongruent expectations within a performance (Beauchamp & Bray, 2001; Tubre &Collins, 2001). It is a clash between two or more of a person’s roles (Gale 2008). Therefore, the researcher was interested in the link between role conflict and burnout among administrators in Higher Educational Institutions in Uganda.
1.2 Research Context
It is the primary responsibility of administrators in universities to manage the resources allocated to them. This involves overseeing budgets, personnel, and policies, as well as shaping institutional priorities and practices, and facilitating communication and coordination. Effective administration requires ongoing collaboration and communication. Faculty members, on the other hand, typically work independently and set their own schedules, but administrators must be available for meetings and one-on-one discussions, which are an essential part of their work (Adu-Oppong, 2012). 
For the purpose of this research, the focus was on professional administrators and academic administrators who have dual roles, such as the academic and administrative roles, for example, the deans and heads of departments.
As a principal or administrator, one is often faced with role conflict and role ambiguity in their daily interactions with teachers, parents, students, members of the school management, and higher-level authorities (Khanal et al., 2020), as well as due to the challenging work environment and poor conditions of schools, particularly in developing and underdeveloped countries. Given the aforementioned, Celik (2013) posited that school leaders, as both administrators and educators, frequently encounter role conflict and ambiguity when discharging a multitude of responsibilities. Jaramillo et al. (2011) also maintained that role conflict arises when principals, in their capacity as administrators, confront unaligned demands and expectations.
Burnout is widespread among university administrators, who are specific implementers of modernized management in universities. Their work involves complex work schedules, indefinite time, and high work pressure; however, they have low status and treatment (Shen, 2018). Burnout is influenced by factors such as role conflict, role overload, and role ambiguity (El Amin, 2015).
It is widely acknowledged that administrators lead exceptionally hectic lives due to their work schedule. Consequently, they are obligated to attend meetings, record minutes, oversee operations, conduct research, publish findings, provide extension services, and ensure that deadlines are met (Owusu and Tawiah, 2014). Moreover, to execute their duties in a competent manner, administrators must possess a range of skills beyond their professional expertise. Specifically, they must be adept listeners, encouraging, discouraging, reporting, observant, decisive, and capable of making sound judgments (Ogunsaju, 2001). Residential universities often possess municipal characteristics, including halls of residence, staff quarters, primary and secondary schools, medical centers and health clinics, student bursaries, sports facilities, security services, and agricultural centers, water schemes, power plants, and drainage and sewage facilities. These are all managed by a range of university administrators, professionals, and academics. Given the multiple demands of their roles, it is unsurprising that conflicts sometimes arise. Additionally, administrators may also have personal role demands outside of their professional responsibilities, such as caring for children. The competitive nature of contemporary work environments has resulted in conflicting priorities for employers and government, with regards to balancing work and family responsibilities. The need to simultaneously provide for one's family and care for young, old, and vulnerable family members is a significant challenge for working parents, particularly single-parents. The added stress and worry about job security can lead to emotional spillover and health problems, including long working hours which can negatively impact the health and relationships of workers, particularly those who lack support from family members and kin.
Today, demographic changes are occurring in family life as family units have become more diverse. Globally, family trends have moved towards smaller households. These small households will require more support from families, as there will be no extended kin to take care of old and young dependents. There is tension in contemporary societies regarding how employed parents manage to accommodate 24/7 infant care within a 24/7 globalized working environment (Obrien, 2012). This makes both the man and woman do all the work at office and at home, which will make both of them exhausted, and there will still be some gaps both at work and outside work.
In addition, society still holds a gendered view of work and family, where career/work and families are believed to be separate domains. Many hold the view that work and career advancement to the top levels of leadership is for males and, on the other hand, the primary role for women is that of the traditional homemaker and caretaker of children (Weber & Heath, 2015), and the outcome of this view may cause more work pressure in performing both the roles both at home and paid work, especially in dual-earner families, and this will eventually lead to burnout. The world has changed in terms of innovation, accelerated growth, and development in every field. This means that there are extended hours of working in formal employment, and technology has made it worse because work spills over into personal life. For example, university administrators may work long hours, which may interfere with their other life roles such as family or community.
[bookmark: _Toc149654839]1.3 The Statement of the Problem
The Universities must operate in peaceful environments with high levels of understanding, tolerance, and compromise among administrators, other staff, and students (Duze, 2012). Administrator’s workload is multifaceted, including handling students’ concerns, dealing with fellow staff, and attending to clients from the wider community. They perform their duties under high levels of work pressure, which is a well-known predictor of negative health outcomes, including psychological strain and exhaustion (Sonnentag& Frese, 2003).Studies indicate that role conflict and role overload are common among employed adults and are linked to reduced job satisfaction and performance as well as increased absenteeism, job turnover, depression, and burnout (Gignac et al., 2011). In a recent study of 7,500 full-time employees, 23% reported feeling burned out at work and about 44% reported feeling burned out sometimes. The study further indicates that burnout is twice as likely to make it difficult for employees to take care of their family needs (Wigert & Agrawal, 2018). All university staff and faculty experience work burnout, but those in administrative positions may experience higher levels of burnout because of the demands associated with leadership positions (Hambrick, Finkelstein, & Money, 2005). In Uganda, University staff showed signs of burnout with 60% having high levels and 38% very high levels of burnout (Kabunga, 2020)
However, despite the incidence of burnout among administrators in universities (Owusu & Tawiah, 2014), much research on staff burnout has focused on academic staff (Rothmann & Barkhuizen,2008, Barkhuizen, Rothmann, & Van de Vijver, 2014; Ishaq & Mahmood, 2017), and few studies have been conducted on administrators. If unexamined, university administrators are, therefore, more vulnerable and susceptible to burnout than lecturers (Lee, 2003). Therefore, the study sought to fill the gap since most studies of burnout that have been conducted in Higher Educational Institutions especially universities are about academic staff and not on administrators; the study also aimed to examine the link between role conflict and burnout among administrators since they interact with students, staff, and the public.
[bookmark: _Toc149654840]1.4 Purpose of the Study
The main purpose of this study is to examine the link between role conflict and job burnout among Higher Education administrators in Uganda.
[bookmark: _Toc149654841]1.5 Specific objectives
The specific objectives of this study are as follows:
1.	To establish the effect of role conflict on burnout among academic administrators.
2.	To examine the effect of role conflict on burnout of administrators.
3.	To assess institutional differences in the influence of role conflict on burnout of university administrators.
4.	To assess the role conflict and burnout experiences among university administrators.


[bookmark: _Toc149654842]1.6 Hypotheses
H1. Role conflict constructs have a significant impact on burnout among academic administrators.
H1. Role conflict constructs have a significant impact on burnout among non-academic administrators.
H1. There are differences on the influence of role conflict on burnout across universities.
[bookmark: _Toc149654843]1.7 Justification of the Study
Role conflict is associated with negative effects such as negative health, psychological, social and work-related outcomes (Gale, 2008).
Burnout leads to the following physical consequences: hypercholesterolemia, type 2 diabetes, coronary heart disease, hospitalization due to cardiovascular disorder, musculoskeletal pain, changes in pain experiences, prolonged fatigue, headaches, gastrointestinal issues, respiratory problems, severe injuries and mortality below the age of forty-five years.
The psychological effects of burnout include insomnia, depressive symptoms, use of psychotropic and antidepressant medications, hospitalization for mental disorders and psychological ill-health symptoms.
The job-related effects of burnout include dissatisfaction and absenteeism (Pu, Hou, Ma& Sang 2017). Role conflict leads to high work pressure, job dissatisfaction and lower performance (Fenani, et al, 2008). If the problem of the effects of burnout is not addressed, there will be high turnover, low productivity and poor work relationships among fellow administrators and clients from the community. As a result, the people that will suffer the consequences of role conflict and burnout among administrators include fellow staff, students and clients from the community.
Traditionally it is believed that the primary role of a woman is supposed to be a home maker and in charge of taking care of children (Weber, 2017), this is more demanding for the women administrators who are in paid fulltime work and yet have family responsibilities.
[bookmark: _Toc149654844]1.8 Significance of the study
The study is expected to be helpful to managers and administrators to develop models on how to address burnout and its effects on their performance at the work place. The study may be useful to policy makers in the development of policies in higher education to address burnout. The study may provide a basis through which policy makers can be engaged to develop appropriate measures for example university councils. The study may be useful to employers in that it will pinpoint issues related to burnout in order to reverse its effects on administrators and service workers in general. Human resource managers specifically may benefit from the study through awareness of the burnout challenge from themselves and their employees. This will prompt them to organize workshops to create awareness about the negative effects of burnout to the administrators and also the universities.
Furthermore, the study may provide information to the National Council of Higher Education since it is interested in the running of higher institutions and these institutions cannot be productive without the presence of administrators. The study may benefit the family and community members so that adequate support and understanding can be realized from spouses, relatives and friends.
The study may help in bringing out the fact that counseling sessions need to be emphasized for all the staff so that the experience of burnout can be reduced among the administrators.
[bookmark: _Toc149654845]1.9 Scope of the Study
The scope of the study was limited to Higher Education Institutions in Uganda specifically two Public Universities were selected for the study. The universities were Makerere University and Kyambogo University, in terms of content focus was on measuring the constructs of role conflict and burnout on the different categories of administrators in universities.
[bookmark: _Toc149654846]1.10 Role Conflict Theory
The theory proposed for this study was the Role Conflict Theory by Kahn and Rosenthal (1964) and Greenhause & Beutell (1985). Role Conflict Theory is when an individual is engaged in multiple roles such as mother/father, manager and teacher and these are all demanding, the researcher was interested in their relationships, how the work role and other personal life roles are managed by the individual and how they impact on each other. These roles have their own expectations, duties and rights that an individual has to fulfill. This role conflict theory comprises the following key concepts: time based, strain based, and behavior based. Time based conflict (number of hours worked) happens when the time allocated to one domain interferes with the performance of the other domain. Strain based conflict occurs when one role affects performance in the other domain. For example, an individual may have so much work that he fails to take care of his/her family responsibilities. In others words there is conflicting demand in the various roles. Time based conflict (number of hours worked) happens when the time allocated to one domain interferes with the performance of the other domain. Strain based conflict occurs when one role affects performance in the other domain. For example, if a person has had a fight at his/her home, this may lead to transferring anger to the work domain. Role conflict therefore refers to the presence of different expectations within the performance of the roles (Beauchamp & Bray,2001; Tubre & Collins, 2001). For example, the role of a mother is different and has different expectations from the role of a manager in the organization.
Role conflict refers to a clash between two or more of a person’s roles or incompatible features within the same role (Gale, 2008). Within an organization there can be roles which are incompatible such as being a member of various committees, for example one person can be a member of health and safety committee yet also a medical doctor of a university health facility, there is a clash of roles. Role conflict is divided into two components: intra role conflicts which refers to incompatible requirements within the same role, and inter role conflict which refers to clashing expectations from separate roles within the same person. Conflict comes about when the requirements and expectations of one role interfere or conflict with those of another). This research study concentrated on both inter role conflict and intra role conflict.
This theory was relevant to the study because it gives an explanation of how the work role and other life personal roles conflict and there by leading to prolonged stressful experiences among people in service professions. The conflict may arise because these specific roles have their own specific demands and may spill over from domain to domain.
[bookmark: _Toc149648997][bookmark: _Toc149652624][bookmark: _Toc149654847]Figure 1: Conceptual Framework	
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[bookmark: _Toc149654849]REVIEW OF RELATED LITERATURE
[bookmark: _Toc149654850]2.0 Introduction
This chapter reviews what is already known about this subject. This helps to identify gaps in knowledge that need to be addressed. The reader is helped to understand the context in which the study was conducted. This study aims to address the link between role conflict and burnout among higher education administrators in Uganda.
[bookmark: _Toc149654851]2.1 Role Conflict and Burnout among Academic Administrators
[bookmark: _Hlk151328069]Conceptually, role conflict refers to a scenario in which an individual is confronted with divergent role expectations. This phenomenon occurs when fulfilling the obligations of one role interferes with the fulfillment of other roles, as outlined by Robbins & Judge (2008). Furthermore, role conflict can arise when management assigns a task which cannot be adequately addressed by employees due to limitations in time, resources (such as funds and equipment), and other factors, as highlighted by Permatasari (2012).
Kreitner and Kinicki (2014) assert that a role is characterized by the behavioral expectations associated with a particular position. Robbins and Judge (2008) define role conflict as a situation in which an individual is confronted with divergent expectations from multiple roles. Paden et al. (2013) further elaborate that role conflict arises when there is a discrepancy between the expectations of two or more roles held by an individual. For example, university lecturers are commonly expected to fulfill two primary roles, which are teaching and research. However, some universities may additionally require their lecturers to engage in community work or outreach activities.
Each role has its own specific tasks, such as the teaching process and its associated activities, and research, which encompasses the inventive efforts directed towards the creation of new knowledge, including the formulation of theories, conducting experiments, and verifying data. Some academics maintain that the relationship between teaching and research is interdependent and reciprocal. For example, Jencks and Riesman (1968) argued that academic staff must engage in research to remain current in their field.
It has also been noted in previous literature that it is challenging for an instructor to fulfill both roles effectively. The scarcity model (Moore, 1963) suggests that the probability of role conflict is unpredictably high due to a lack of time and energy. Therefore, it can be posited that instructors prioritize one role over the other due to constraints on their time and energy.
The personality model acknowledges the dissimilar personality traits required for research and teaching, as researchers typically work in isolation and are less disrupted by external stimuli, whereas teachers are more adept at managing distractions and pressures amidst their interactions with students (Eble, 1976). The divergent rewards model posits that distinct reward systems are necessary for research and teaching, leading to differing expectations and responsibilities for both activities. As a result, an individual's attention to one task is proportionate to their distraction from the other.

Overall, the roles of the academic staff are both different and interdependent. Lecturers in higher education inevitably encounter conflicts in their roles. However, role conflict can lead to uncertainty, stress, and dissatisfaction. 
Specifically, role conflict can compel university faculty to balance time and resource allocations, and they can be distracted by differences in the required reward schemes and by ‘controversial’ personalities. 
One of the most crucial outcomes of role conflict is burnout. Maslach and Jackson (1986) identified the following three aspects of burnout:
- Development of increased feelings of emotional exhaustion and fatigue among workers. As emotional resources become depleted, workers feel that they are no longer able to give themselves as they were able to do earlier.
A tendency for workers to develop negative, cynical attitudes toward clients. This feeling is described as depersonalization.
- The tendency to evaluate oneself negatively, particularly with regard to clients. People experiencing this aspect of burnout are unhappy with their jobs or themselves. This feeling has been described as a lack of feelings or reduced personal accomplishment.
Although Maslach and Jackson (1986) provide clear evidence for these three aspects of burnout for people in helping professions, Schwab and Iwanicki (1982) have warned that it is crucial to note that one aspect is not an inevitable consequence of another. In other words, one does not necessarily progress from emotional exhaustion through depersonalization to a lack of personal accomplishment. 
As much as Maslach posited, the three factors included in the burnout phenomenon (emotional exhaustion, depersonalization, and lack of personal accomplishment) are independent and cannot be summed to produce one central burnout score; Cherniss (1989) felt that the three patterns he identified do not necessarily co-occur. They simply represent three separate responses to stressful, frustrating, or monotonous work in the helping profession.
Many studies have measured burnout and identified its sources, such as personal characteristics (Pretty, McCarthy, &Catano 1992; Foley & Murphy 2015), interpersonal relationships (Jackson & Schuler 1983; VanYperen et al 1992), role conflict and ambiguity (Kahn, 1978; Schwab &Iwanicki 1982), and job context (Pretty, McCarthy, &Catano 1992). Among these factors, work environment (e.g., role conflict and role ambiguity) accounted for more than 60% of the variance in burnout, of which the majority was explained by role conflict. University teaching is highly susceptible to burnout, especially emotional exhaustion (Akça & Yaman, 2010). Additionally, people in the academic profession suffer from burnout more often than other white-collar workers do (Schaufeli &Enzmann, 1998). 
Job burnout not only affects academic staff’s health, for instance, poor memory, sleep disturbances, and lack of enthusiasm (Lath, 2010), but also induces work-related problems, such as job dissatisfaction (Blasé, 1986), and reduces their effectiveness in motivating their students (Shen et al., 2015). Additionally, burnout results in costs for both institutions and employees in terms of increased staff turnover, poor performance, and other human resource considerations (Leiter & Maslach, 1988; Swider & Zimmerman, 2010).
However, structural reforms and increasing joint research in universities worldwide have resulted in excessive workloads and intense pressures (Lai, 2010; Ryan, 2010). Meanwhile, teaching, the main duty of educators, remains a basic requirement for university academics. Thus, university lecturers must accept social responsibility for educating students and influencing their behavior while simultaneously undertaking innovative research, which is likely to result in role conflict and burnout. Thus, conducting this study at such a time is not only required but mandatory. 
Empirical research has documented a positive relationship between role conflict and burnout (e.g., Cordes &Dougherty, 1993; Bakker, Demerouti, &Euwema 2005; Hakanen, Bakker, &Schaufeli 2006). Lee and Ashforth (1996) identified role conflict as an important job demand in which two (or more) sets of pressures are experienced simultaneously, such that fulfilling one means making concessions to the other (Kahn et al., 1964). Such trade-offs can lead to a sense of stress and dissatisfaction, and negatively affect performance (Rizzo, House, &Lirtzman, 1970).
Maslach (1976) defined burnout as a state of emotional fatigue in which individuals show little concern for the people with whom they work. Maslach and Jackson (1981) suggested that burnout could be a multidimensional syndrome that affects employees in service occupations, whereby they gradually lose their passion for the work. Burnout’s three dimensions are emotional exhaustion (EE), depersonalization (DP) and reduced personal accomplishment (reduced PA). Emotional exhaustion is the feeling of being depleted of enthusiasm for work, depersonalization is a lack of concern for fellow workers and involves the de-individualization of others, and reduced personal accomplishment is associated with a sense of failure to produce positive results and a feeling of being incompetent at work (Maslach & Jackson, 1981).
Academic tasks are commonly associated with teaching and research. However, in the current university scenario, academics’ workloads are increasing year by year. This work has become increasingly stressful owing to intense and wide-ranging changes within the university sector (Kinman & Wray, 2020). Much of the increased workload comes in the form of administrative demands to document and justify all teaching, research, and publication activities, filling in forms, and undergoing evaluations (Tight, 2010). Additionally, academic staff or lecturers at universities have multiple roles, namely as teachers, clinicians, researchers, student supervisors, and even administrators (Shaiful et al., 2017). This causes a mismatch between job demands and job control, resulting in difficulties among academicians to cope with job stressors (Shaiful et al., 2017).
Some Scholars have found that role conflict is particularly strong among university teachers. Xu (2019) investigated burnout as teacher-researcher role conflict and found that role conflict was positively associated with teachers’ emotional exhaustion. Similarly, a survey of administrators at Gomal University revealed that role conflict is negatively correlated with job satisfaction (Khan, 2012). 
A study conducted among Japanese university teachers using the Buss-Perry Aggression (BAQ) questionnaire indicated that in the workplace, the higher the BAQ score on the Anger, Hostility, and Physical Aggression scales, the higher the level of role conflict (Kanchika et al., 2015). 
Heffernan and Pierpoint (2020) also revealed that role conflict is a notable challenge for school principals. They further noticed that principals have been facing issues such as the extension of their work in private time, a lack of role clarity, and less autonomy. Celik, (2013) also agrees that role conflict occurs when leaders or role holders are required to encounter incompatible demands and expectations For instance, school principals, as the school leader, must consult different groups such as parents, teachers, and community leaders who may have different demands and expectations (Spillane & Anderson, 2014) and may or may not be compatible with the school rules or system. Boles et al. (2003) further identified the results of role conflict when an employee or role holder perceives her/his expected tasks or responsibilities as not being a part of their duties or when the time assigned for the completion of the expected roles and responsibilities is insufficient.
The role of community college academic deans during periods of planned change noted that academic deans in the middle have a huge responsibility and little power (Rentsch (2018). Pepper and Giles (2015) add that, given the breadth and depth of their roles and responsibilities, academic deans most often work in an environment replete with role conflict and ambiguity. According to Floyd et al. (2012), role conflict results from circumstances in which deans are forced to engage in discordant activities such as offering advocacy and support for faculty members while being required to evaluate their effectiveness.
 Furthermore, community college academic deans remarked on the challenge of juggling multiple priorities associated with their contemporaneous strategic, administrative, and support roles. They stressed that direct interaction with, and support for, faculty and staff was the chief responsibility of the role ((Rentsch (2018).
Academicians today have multiple tasks, not only to teach but also to conduct research, produce publications, provide consultation, and perform administrative duties, which triggers stressors and eventually burnout syndrome (Shah et al., 2018).
The findings reveal that role conflict and ambiguity significantly affect job performance. In addition, İnandı et al. (2013) revealed that female academics had difficulty in taking the responsibilities of family and business life together and were more exposed to career barriers.
University instructors who conduct both teaching and research are likely to experience role conflict which reveals situations with incompatible role expectations (Borman et al., 2003) because when they invest most of their time in teaching, the less time they have available for research and vice versa, which is a visible source for role conflict (Jex & Britt, 2008). Although research and teaching constitute the core elements of the academic profession (Light, 1974), tension is inevitable when one attempts to achieve both simultaneously (Teichler et al., 2013).
Inter-role conflict among university instructors also arises because of the burden of administrative roles and responsibilities. Hence, it is crucial to consider the impact of administrative duties on instructors’ performance. Studies have proven that academic professionals consistently feel obliged to make choices between their academic duties and administrative duties (Light, 1974). In their research study, Bamberger and Hasgall (1995) devoted attention to the role conflict that emerged as a result of the incongruence between instructors’ academic duties and administrative tasks. Normally, administrative roles do not constitute core elements of the academic profession (Dill, 1982; Winter & Sarros, 2002). However, university instructors are expected to complete their administrative responsibilities first, which puts the sideline task above their major role (Manogharan et al., 2018).
Doğan et al. (2020) noted that the more senior instructors become administrators, the more likely they are to be involved in the administrative and supervisory responsibilities of their organization, which inevitably results in less time for research and teaching (Orpen, 1982), both of which are considered core tasks of academic staff (Winter & Sarros, 2002). Administrative duties and responsibilities, which are institutional rather than academic expectations (Dill, 1982), can be overwhelming for academic staff as they create a good deal of extra workload (Gilbert et al., 2019; Gümüş & Gülmez, 2020), hinder their major role (Dost &Cenkseven, 2007), and result in role conflict (Doğan et al., 2020; Orpen, 1982).

Accordingly, academic role conflict, which is a specific form of role conflict, can function as a job demand that may lead to burnout. On the one hand, excess teaching or research demands could drain university teachers’ emotions, causing them to invest more effort into balancing these demands. However, as mentioned earlier, due to limited resources, contradictory personality requirements, and reward systems, university teachers experience distinctive job demands that can result in negative emotional outcomes.
Based on the significant influence of role conflict on burnout, as well as the negative effect of burnout on both individuals and their organizations, the goal of this research was to examine role conflict and job burnout among administrators (both academic and non-academic) in universities in Uganda. Role conflicts among universities in Uganda are a common issue. The reason is simply that academic staff have been encouraged to be innovative to have the capacity to conduct research at the time and improve their teaching as a key source of achievement.
In summary, while previous studies have made meaningful progress in explaining the mechanism of how role conflict relates to burnout, scholars must acknowledge that the specific form of role conflict that occurs in the field of higher education requires further exploration; hence, the need for this study.
[bookmark: _Toc149654852]2.2 The Influence of Role Conflict on Administrators
Role conflict is an issue of “inadequate resources and material to fulfill a mandate” (Gilbert et al., 2019). Being a characteristic of organizations to some degree, role conflict is a major stressor in organizations, which emerges when an individual’s capacity is hampered while trying to fulfill more than one role (Hecht, 2001). This occurs when one tries to achieve two or more work requests or tasks simultaneously, and one has challenges in doing so (Lok et al., 2019). Jex and Britt (2008), associate role conflict to a variety of strains and negative outcomes, because fulfilling one means making concessions to the other which causes a sense of stress and dissatisfaction.
The effective work development of colleges and university administrators directly affects the smooth progress of various activities in colleges and universities. However, because of the cumbersome work of administrators, they are prone to work fatigue. In addition, they are paid minimal wages, resulting in a psychological gap, which easily leads to job burnout (Qingguo, 2022).
The job responsibilities of college and university administrators are relatively broad, and their work targets not only include the majority of students, but also the overall faculty and staff, with a highly repetitive job scope (Li & Zhu, 2019; Dang & Wei, 2020), thus requiring a higher degree of care and patience from them. In addition, college and university administrators also need to be responsible for handling various emergencies; hence, they need to be prepared at all times, leaving their frame of mind in a constant state of tension. Therefore, college and university administrators tend to experience mental fatigue, which leads to job burnout (Liu 2020; Zhang 2019).

Shen (2018) noted that burnout is widespread among university administrators; these administrators are specific implementers of modernized management in universities. Their work involves complex work schedules, indefinite time, and high work pressure; however, they have low status and treatment. Burnout is influenced by factors such as role conflict, overload, and ambiguity (El Amin, 2015).
According to Du (2020), there is a huge difference between the responsibilities of college and university administrators and those of teachers, but the salary of many colleges and university administrators is lower than that of teachers, and there are fewer opportunities for administrators in scientific research. Even if college and university administrators have put in a lot of effort in their work, they might not receive high scores or leadership recognition upon evaluation, thus leading to a tendency to experience job burnout, as they mistakenly believe that no matter how much work is done, the result is the same.

Researchers have established that education, especially higher education (university), is one of the areas with the highest prevalence of burnout (Garcia et al., 2020), which some authors estimate to be 40% (Stelmokiene et al., 2019). In this regard, a large number of recent studies have investigated the causes of this fact, attributing it to high psychological demands, low rewards, mental overload, and the high demand to educate people at different stages of their vital development (Fernandez et al., 2019; Aguilar et al., 2015; Adil & Kamal, 2018).

More than half of educators in high-income countries suffer from burnout, which has detrimental effects on educators’ well-being, to the effectiveness of higher institutions of learning (Moczydłowska, 2016). Although suspected in Uganda owing to high reported levels of absenteeism, reduced productivity, poor physical and psychological health, problematic interpersonal relations, and academic staff turnover, there is limited evidence of burnout among university academic staff (Haynes, 2014; Amos, 2014).

In addition, the existing literature has many empirical studies on burnout among academic staff (Carlotto & Chua, 2019; Chua et al., 2018). Especially in public universities, the consequences of teachers’ burnout are revealed as a lack of desire to teach, leaving school earlier, not attending school activities, lack of interest in meetings, lack of enthusiasm for spending time with students or peers, and absenteeism (Ferreira & Martinez, 2012; Serin & Balkan, 2014). According to Cadime et al. (2016), cynicism has a significant impact on lecturer accomplishment and is a symptom of burnout syndrome.
Katsapis (2012) explored types of stressors self-reported by university research administrators (URAs). She found that role ambiguity was associated with debilitating strains, whereas role overload was associated with mild levels of stress and strain.

In another study, Amilin (2017) examined the effects of role conflict and role ambiguity on accountants’ performance. Survey data were collected from 122 accountants to examine role conflicts, role ambiguity, and emotional quotients. The findings reveal that role conflict negatively affects accountants' performance. In a similar study, Afifah et al. (2015) examined the relationships among role conflict, self-efficacy, and emotional quotient. They surveyed 145 auditors from 29 accounting firms. The analysis reveals that role conflict is negatively associated with auditor performance.

Guangdong Wu et al (2019) in their study on job stress and burnout among construction project administrators opine that, when faced with tasks and information conveyed by multiple role requirements, project administrators cannot determine how they can possibly balance the requirements of different roles, thus causing role conflict.
Hwang B., et al (2014) shares the same while examining the influence of trade-level coordination problems on project productivity, that project administrators are responsible for planning, organization and coordination throughout the entire construction process. They face multiple pressures from tasks and interpersonal relationships, which can easily lead to negative feelings such as emotional exhaustion, cynicism, low professional efficacy, and even increased job burnout.
This role conflict hinders PA’s identification with the organization and the willingness to work hard. If role conflict involves serious conflicts between role expectations and a PA’s own values, it will also reduce their willingness to stay and increase the likelihood of job burnout intention (Fogarty  et al.,  2009).
Some studies have identified numerous factors contributing to faculty burnout. The demand for academic work has increased considerably without adequate compensation, thus transforming universities into relatively stressful workplaces (Marzano & Heflebower,2012). There is now sufficient evidence that university academic staff are strained by competitiveness, job insecurity, and the increased demands of academic jobs, including tenure-related demands, research and publication pressures, teaching loads, few opportunities for promotion, and excessive paperwork (Winefield et al. 2014). On a more personal level, additional burdens, such as trying to balance home and work, create a heavy burden on educators that can lead to educator burnout (Ylijoki, 2013).

It should be noted that within educational institutions, non-academic administrators face role conflict, which is a major source of burnout (Fisher, 2001). As explained by Montgomery, Blodgett, and Barnes (1996), role conflict arises from the simultaneous occurrence of two or more role requirements, so that the performance of one of them makes the performance of the other more difficult (Katz & Kahn, 1978). Fisher (2001) also used this idea, emphasizing the likelihood of not fulfilling one of these roles. For MohdNor (2011), these roles can also be perceived as important sources of stress in the workplace.
In institutions, role conflict occurs due to the unclear nature of the operating environment of non-teaching staff, which is shaped by regulatory and technological changes. This role conflict results in burnout, which, in turn, results in dysfunctional behaviors. As indicated by Fogarty and Kalbers (2006), burnout is the outcome of role conflict. However, qualitative studies assessing how non-academic staff are affected by role conflict are lacking.
On the other hand, role conflict occurs when an individual is expected to behave in a way that contradicts their requirements, capacity, and values (Viator, 2001). Several studies have found to be an antecedent of burnout (Cunningham, 1982, 1983; Chong & Monroe, 2015; Law, Sweeney, & Summers, 2008; Schwab & Iwanicki, 1982). 
As stated in the work by Maslach (1982), when there is role conflict, administrators are required to spend huge amounts of energy and resources, which can affect them emotionally for a long period of time, contributing to the experience of burnout (Cordes & Dougherty, 1993; Jackson, Schwab, & Schuler, 1986). As evidenced by many studies, a correlation appears to be present between role conflict and job burnout (Crane & Iwanicki, 1986; Fogarty et al., 2000; Low et al., 2001; Tunc & Kutanis, 2009). 
[bookmark: _Toc149654853]2.3 Institutional differences in the influence of role conflict on burnout among administrators across universities.
Job strain and work conflict are associated with somatic problems, hypertension, and substance abuse. Comprehensive reviews have concluded that job strain and psychological demands are associated with the prevalence of cardiovascular disease in Western countries (Tsutsumiet et al., 2001). There is also psychological strain, which includes anxiety, emotional exhaustion and depletion, marital tension, and minor and major depression.
A telephone survey in 2004 with a sample of 1,003 was conducted, and the results indicated that one in three had chronic overwork, and the overworked were likely to make mistakes at work, feel angry at their employers, and report higher stress levels, clinical depression, and poor health (Galinsky et al. 2005).
Many employed women have been found to be more likely to experience work-life conflict because they continue to shoulder more home and care responsibilities than men. They are also vulnerable to stress and ill health.
Maslach (1978) theorized that the potential for emotional strain is high in workers who deal with people and their problems (Thompson et al. 2005). Women academics work with people (students), but in addition, they spend hours reading to prepare for their lectures and are expected to write and publish. Mood spillover from work stress may be transferred to the home environment, leading to conflict.
Hostility is another consequence of emotional anger. For example, parents who want to have time with their children may be hostile if work demands prevent them from doing so.
Boles et al (year) discussed that family work is not limited to married individuals but also to unmarried individuals who have difficulty with other responsibilities such as taking care of children, friends, relatives and other personal responsibilities. This leads to feelings of fatigue, loss of trust, and frustration (Karatepe, 2006).
In various organizations, stigma exists towards employees who have family responsibilities. The use of flexibility benefits is likely to lead to wage penalties, low performance appraisals, fewer promotions, and low-status assignments. Employees with family responsibilities may fear being judged and treated incorrectly at work because of the extra responsibilities (Miller, 2017).
Depersonalization is described as cynicism, irritability, loss of idealism, negative attitudes towards people, and a detached response to other people. Depersonalization includes reduced professional efficacy, low morale and failure to cope with the demands of the job (Schwarzer & Hallum, 2008)

Burnout has been associated with various forms of job withdrawal such as absenteeism, intention to leave the job, and actual turnover. However, for people who stay on their jobs, burnout leads to lower productivity and effectiveness at work. Consequently, it is associated with decreased job satisfaction and commitment to the job or organization. People who experience burnout can have a negative impact on their colleagues, both by causing greater personal conﬂict and disrupting job tasks. Thus, burnout can be “contagious” and perpetuate itself through informal interactions on the job. There is also evidence that burnout has a negative “spillover” effect on people’s home lives (Burke &Greenglass, 2001). As cited by Maslach, Schaufeli& Leiter, 2001)

Depersonalization or the display of negative attitudes toward customers or clients can be a problem for service jobs that require sensitivity in interactions with customers and co-workers. Depersonalization is characterized by uncaring responses and a callous attitude toward other individuals (Dixon&Scherter, 2005; Mathieu Ahearne & Taylor, 2007; Strutton& Johnson, 2006).
Research has suggested that self-efficacy is related to depression, anxiety, and helplessness. Individuals with low self-efficacy tend to have low self-esteem and pessimistic thoughts regarding their accomplishments and personal development. People with high self-efficacy persist longer, maintain commitment to their goals and explore their environment or create new ones. (Schwarzer&Hallum, 2008)
Research on self-efficacy in occupational contexts has shown that it is a relevant factor in job stress. The findings reveal that the fundamental moderating role of self-efficacy in the models of stress helps mitigate some of the consequences, such as lack of satisfaction, physical symptoms, and low organizational commitment (Ventura, Salanova, &Lorrens, 2015). One of the most important sources of efficacy beliefs, apart from mastery experience (which refers to past success in comparable tasks), are psychological states.  The lower the levels of anxiety, stress, and fatigue, the higher the level of self-efficacy. When students experience negative thoughts and anxiety regarding their capabilities, these negative affective reactions can lower perceptions of capability and activate a stress-generating mechanism that reinforces the probability of inadequate performance. For instance, students who fear speaking to large groups of people generally develop a lack of confidence in their public speaking skills, which leads to poor performance, which somewhat falsely justifies and reinforces negative self-efficacy beliefs (Breso et al., 2011).
Education, especially higher education, is one of the areas with the highest prevalence of burnout (Garcia et al., 2020), which some authors estimate to be 40% (Stelmokiene et al., 2019). In this regard, a large number of recent investigations have inquired about the causes of this fact, attributing it to high psychological demands, low rewards, mental overload, and the high demand to educate people at different stages of their vital development (Aguilar et Kamal, 2018; Aguilar & al., 2015).
In a study conducted by Tabakakis et al. (2020) to assess burnout and its correlates among research administrators, high burnout was prevalent among RAs and some considered leaving. The average hours worked per week, self-rated health, job satisfaction, quantitative demands, tempo (work pace), influence at work, predictability, recognition, role clarity, quality of leadership, work-family conflict, justice and respect, and trust in management were all independently associated with all three forms of burnout.
In a study comparing stress-related factors in the 2007 and 2010 research administrator stress perception surveys, Shambrook (2012) posited that planning to leave the profession was strongly associated with higher work-related burnout and client-related burnout. This finding suggests that burnout may be a driver of workplace departure. In this study, nearly 60% of the research administrators indicated that they considered leaving their jobs in the last 12 months.
Katsapis (2012), in his study of university research administrators, noted that the typical profile of a research administrator is an unsurprising contributor to burnout. The study further notes that spending more time at work means less time on familial or social commitments, which may contribute to higher burnout scores.
Salvagioni et al., (2017), With respect to work-family conflict, working longer hours means RAs have less time for rest, family, and social commitments. Cegarra-Leiva, Sánchez-Vidal, and Cegarra-Navarro (2012) and Haar, Russo, Suñe, and Ollier-Malaterre (2014) added that a work-life balance is becoming increasingly important for both employees and the organizations they work for, and having positive work-life balances can lead to positive employee and organizational outcomes; otherwise, burnout finds its way among research administrators.
University administrators show burnout behaviors in the form of emotional exhaustion, depersonalization, and the personal achievement sub-dimensions of burnout. In their study, Aksanaklu and İnandı (2018) found low levels of burnout in the dimensions of emotional exhaustion, depersonalization, and personal achievement of university administrators. DeMatthews, Carrola, Reyes, and Knight found in their study in 2021 that the COVID-19 epidemic, school closures, reopening, and social distancing protocols make burnout more violent for administrators.
In a study by Boccio, Lefkowitz, and Weisz (2016), 291 school psychology practitioners were surveyed to determine if a relationship between administrative pressures to practice unethically and impaired occupational health, as manifested by burnout, job dissatisfaction and intent to leave the profession, exists. The authors used data from the Maslach Burnout Inventory – Human Services Survey.  The study revealed that almost one-third of participating school psychologists endured administrative pressures to behave unethically and receive threats to their jobs due to failure to comply. Nearly half reported being instructed by administrators to avoid recommending support services due to cost or to agree to restrictive special education settings (Boccio et al., 2016). The results of this study suggest that exposure to administrative pressures results in an array of adverse outcomes, such as high levels of burnout and a greater desire to leave the profession by school psychologists.
The few existing studies in this field do not provide consistent data on the prevalence of burnout in the university environment given the contextual and sample variability contained in such investigations. In this regard, some studies, such as those by Lackritz (2004), in which 20% of university professors report high levels of burnout, or, more recently, the work carried out by Amir (2020), which shows that 40% of these professors have a high level of this syndrome. However, there are some studies that differ, such as Palmer, et al. (2016), which highlights a prevalence of 2.6% in a sample of 554 university professors

This study is underpinned by Role Conflict Theory. Role conflict has three components:  Time based role conflict, Strain based role conflict and Behavior based role conflict (Kahn, 1964; Greenhause&Beutell, 1985)
Time-based conflict arises when time spent on activities within one role cannot be spent in another role; for example, a person may have an inflexible schedule at the workplace and hours at work, which makes it impossible to have time for young children and the spouse (Greenhause& Beutell,1985). There is time-based role conflict: a person cannot perform several roles at a given time.
Role theory has been applied to explain work–life conflicts: individuals hold multiple roles as employees, mothers, fathers, caretakers, family members, and so on, with self-and socially imposed expectations regarding the behaviors appropriate to those positions (Fuegen et al., 2004; Graham et al., 2004). Individuals may experience role conflict when their multiple roles are incompatible in some respect, and role confusion may occur when an individual is uncertain about which role behaviors to assume in various situations (Thoits, 1991, 1992). However, on a positive note, other researchers promote an expansionist theory to posit that multiple work–life roles reflect a positive reality for women and families and must be examined in light of social and structural shifts that can promote an appropriate work–life balance (Barnett & Hyde, 2001). Research indicates that burnout among individuals causes interpersonal consequences such as withdrawal and has a negative impact on personal, home, and family environments. Women who hold traditional role orientation tend to think that the family role is a priority over work. These two roles require equal attention, and this increases guilt if they are unable to meet demands (Livingstone & Judge, 2008).
[bookmark: _Toc149654854]2.4 Role conflict and burnout demographics and experiences among university administrators
Age Influence
Several studies have explored the possible effects of age on burnout. However, these studies reported inconsistent results. Some of these studies have shown that age is not a significant predictor of burnout, whereas others have revealed age as an effective factor in burnout, especially emotional exhaustion.
Most studies have shown that young employees, particularly those under the age of 30, are more prone to burnout than are older employees (e.g., Bar-Zaselvisky, 2003; Lauderdale, 1982; Maslach, 1982; McNeely, 1992). These researchers suggest that older workers are more stable, mature, and balanced in their perspectives on work and life in general.
They often enjoy a better financial position, stronger familial support, and more life experiences, all of which enhance their sense of strength and security. In contrast, young workers generally have lower financial security, emotional support, self-confidence, mental strength, and sense of self-identity. Additionally, they tend to develop unrealistically high workplace expectations. Contrary to these findings, in a study conducted among 591 social workers in Israel, Bargal and Guterman (1996) found that older workers reported a greater sense of depersonalization (a burnout component) than younger workers. These differential findings with respect to age may be related to unstudied factors associated with work settings, such as financial incentives for longevity. It is possible for older people to have a greater sense of depersonalization because there might have been frustrations and regrets in the course of their work, especially if they have younger supervisors and new changes as they come with technological advancement that they are not familiar with.
While age was the strongest predictor of emotional exhaustion and depersonalization, teachers' rank was the best predictor of personal accomplishment. In any organization, people have different age ranges, and this includes people of reproductive age; some of these employees have responsibilities to do with their children, but others look after family members like elderly parents. Family responsibility may be so demanding that it needs full-time attention, and paid work needs full-time commitment as well.
A study carried out among Canadian workers to establish whether age and gender contribute to workers’ burnout symptoms found that both emotional exhaustion and cynicism levels were low when workers were 20 years old, and then tended to increase until they were 30 years old. Between 30 and 55 years of age, emotional exhaustion and cynicism levels declined, while after 55 years of age, they appeared to increase sharply. Age is negatively associated with low professional efficacy and total burnout (Marchand et al., 2018).
Current evidence suggests that age is negatively associated with burnout (Marchand et al 2015,) among the multilevel determinants of workers’ mental health. However, some studies have also suggested a bimodal relationship (Cheng, 2013) in a study on the influence of age on the distribution of self-rated health, burnout, and their associations with psychosocial work conditions, with burnout measures elevated in both younger and older workers. In contrast, others have found higher levels of burnout in older workers (Verdonk et al., 2010) on work-related fatigue: the specific case of highly educated women in the Netherlands). Overall, previous studies found mixed evidence on the association with age, and whether non-linear relationships between age and burnout differed significantly from linear associations
Lim et al. (2010), in a study on individual and work-related factors influencing burnout among mental health professionals, discovered that, in the early stages of their careers, younger workers develop an initial mastery of their work requirements and demands, and as a result, may be at greater risk of experiencing depleted resources and exhaustion.  In addition, younger workers may have to juggle work–family conflicts, which are known risk factors for burnout (Ahola, 2006). With successful work mastery, burnout may start declining with age because of workers’ greater adaptation to work requirements and demands.
Furthermore, work–family conflicts may also decline (Matthews, 2010), thus lessening their influence on burnout. However, for older workers, adaptation to stressors tends to decline, increasing the risk of burnout.
This situation seems quite different for women. Burnout symptoms were at their lowest levels at age 20 but then increased until the age of 30 to 35 years. This result suggests that women’s process of acquiring work mastery, combined with work-family conflicts, is often higher for women than for men (Byron, 2005), and is stressful and leads to burnout symptoms. Women are more likely to be the principal care providers in the family (Michel et al., 2011), and the burden of work may be higher for women. Between ages 35 and 55, burnout symptoms were lower, which may indicate greater adaptation to work stressors conferred by work experience. As with men, work conditions may improve with age (Marchand et al. 2015).
The association between age and burnout has not been explored in previous studies. Akku et al. (2010) analyzed the association between age and burnout and observed a decrease in the scores of the three domains of burnout with increasing age. In a meta-analysis, Gómez-Urquiza (2017) observed that young individuals’ age was a significant factor in the emotional exhaustion and depersonalization domains of burnout.
In a study that analyzed a sample of the adult working population in Finland, Ahola found that women with burnout had a U-shaped distribution. A negative association was observed between age and burnout in the first years of work (18–40 years) and around the age of 60–64 years. In young women, a higher prevalence of burnout has been found among younger workers (Ahola et al., 2008).
In a study by Vinnikov (2019) to ascertain the prevalence of burnout in Kazakhstan firefighters, a number of predictors were significantly different when subjected to high burnout compared to their counterparts with low scores (below the 66thpercentile). With regard to emotional exhaustion, age, work duration, sex, smoking, and regular exercise could not predict high burnout scores.

In the United States, a study among neurologists established that emotional exhaustion in neurologists initially increased with age and then started to decrease as they aged. Depersonalization decreased as neurologists aged. Fatigue and overall quality of life in neurologists initially worsened with age, then started to improve as neurologists got older (LaFaver, 2018)

The results concerning exhaustion and cynicism/depersonalization were clear. Recently discovered symptoms (reduced emotional and cognitive control) of burnout are of interest. According to Johnson, Machowski, Holdsworth, Kern, and Zapf's (2017) findings, age predicts less burnout because of emotion regulation strategies. This means that older workers with more emotional experience apply effective coping strategies against burnout; moreover, they pay more attention to emotional states than their younger counterparts do.

Many other studies support the idea of higher emotional control in older people (Doerwald, Scheibe, Zacher, & Van Yperen, 2016; Mauno, Ruokolainen, & Kinnunen, 2013). One explanation for this phenomenon is that older people demonstrate a higher motivation to avoid negative situations and try to enjoy life more, as they realize the finiteness of existence (Johnson et al., 2017). Therefore, we may expect older workers to be more effective when dealing with emotional disturbances associated with burnout.

In a study by Brouwers et al. (2011), age was a predictor of emotional exhaustion and personal accomplishment, but not of depersonalization, which was predicted by age in the study by Carraro et al. (2010). Age was found to be a determinant of personal achievement in work by Yilmaz,2014 and Chalghaf et al. 2019. Özşaker,2012 identified age group as a predictor of high desensitization (being higher in the 41–50 years age group) and personal achievement. Sinott et al. (2014) found a significant impact of age on personal accomplishment, a finding replicated by Spittle et al. 2015. According to Walter et al. (2009), age was a predictor of emotional exhaustion and depersonalization and was higher among younger subjects.
Gender as a Determinant
Research has shown that burnout is more prevalent among female social workers than male social workers in Israel (Bargal & Guterman, 1996; Cohen, 1990; Etzion & Pines, 1986). Pines (1984, 1989) attributed this finding to the preponderance of females in emotionally demanding human service professions. Furthermore, at the time of these studies in the 1980s, Israeli women transitioned between traditional female roles and modern career women. Such a transition involves normative stressors that impose challenges and high standards, causing women to have greater anxiety and decreased confidence in their abilities compared to men (Pines, 1984). The earlier generations had less pressure; they used to attend family and community activities, and had time to take care of their dependents. Traditionally, there was an orientation towards their gender roles; for example, men were expected to earn a livelihood for the family, while women remained the caretakers of homes and children (Pradhan, 2016). However, the times have changed at the workplace coupled with changes in socioeconomic levels, which has led to an imbalance in the roles. Globalization, characterized by increasing requirements at the job level and changing social attitudes, has made balancing work and life challenging.
In a study conducted by Lau et al.  (2005), gender differences were found in all three burnout syndromes, and teachers who were younger, unmarried, without religious beliefs, less experienced, without finishing professional training, and of junior rank were more consistently burnt out.
Burnout occurrence in the general working population is fundamental for understanding the environment in which the problem may appear and for the development of preventive strategies. Results from a few existing population-based studies have shown that more women than men suffer from burnout (Nurland et al. 2010). The researcher agrees with the author above; there may be more men suffering from specific types of burnout; for example, women have burnout manifested through emotional exhaustion and for men, it is through a sense of depersonalization (Erlanson et al., 2013).
Findings from an exploratory study on women in higher education administrators with children, focusing on negotiating personal professional lives, revealed that multiple roles affected them in their work in many ways. They had little time to pursue their interests, lacked energy and sacrifice their health, lacked adequate sleep, foregoing advanced education, and experienced marital strain. However, the findings revealed the benefits attached to their multiple roles, such as satisfying income-enriching lives and gratification that came with making others proud (Marshall, 2009).
A study conducted in Nigerian universities revealed that both men and women experience burnout. However, the conclusion of the study was that women have a wide range of relationships and that they use networks to build strength to cope with burnout and its effects, unlike men (Adekola, 2010).
A study carried out among employees in Canada showed an interaction between gender, age, and burnout components and total burnout. For emotional exhaustion, there was a significant nonlinear relationship for women, while for men, the relationship was mostly linear.   Among men, age was associated with lower levels of emotional exhaustion. For women, emotional exhaustion levels were low at the age of 20 and then increased until the age of 30. Emotional exhaustion levels were lower between the ages of 30 and 50. However, after 50 years of age, emotional exhaustion levels increased sharply. The same pattern was seen for cynicism, but younger women had lower levels of cynicism than younger men. Cynicism among women increased sharply between the ages of 20to35. Age was associated with higher levels of professional efficacy in both sexes, but the association was statistically stronger for men than for women (Marchand et al., 2018).
However, for women over the age of 55, it seems that resistance and adaptation to work stressors decline with age, and burnout symptoms appear to increase again sharply. For some women over 55 years of age, premenopausal and menopausal symptoms could be risk factors for depressive symptoms (Cohen et al., 2006), which may be similar to burnout symptoms (Bianchi et al., 2015; Hintsa, 2015). In addition, new forms of work–family conflict may emerge at this life stage. Workers’ elderly relatives may need more support, and more women than men take care of elderly relatives (Carr et al., 2018). Certain research studies found no relation between burnout and the gender of nursing professionals (Hochwalder, 2009; Sabbah et al., 2012], whereas other authors claim precisely the opposite (Meeusen et al., 2010).
Among the numerous demographic characteristics, gender plays a key role in job burnout, career choice, and depressive symptoms (Shanafelt, 2018, Castillo et al 2014 and Ilic I, 2021). For example, a survey in Pakistan revealed that female medical undergraduates are more likely to experience depression than males (Azad, 2017). Another study with a large sample size in China also revealed that career choice regret was more prevalent among female medical students (Tian, 2019). A survey from Saudi Arabia showed that sex was a significant predictor of stress and anxiety among undergraduate dental students, with females having a significantly higher prevalence of stress and anxiety than males (Basudan, 2019).
In a study conducted by Li Yan1, et al (2022) to explore gender differences in job burnout, career choice regret, and depressive symptoms among Chinese dental postgraduates, the emotional exhaustion of females was significantly higher than that of their male counterparts. A possible explanation is that females are more likely to express their emotional distress, are more sensitive to stress, and are more vulnerable to negative emotions than males (Sidani,2019; Huang et al 2019)
Although some association of sex with selected dimensions of burnout was reported in other studies with non-firefighting occupations, it is likely gender-specific as opposed to biological sex-associated phenomenon, since no difference in neurotransmitters were found in men compared to women with regard to emotional exhaustion (Yao, et al 2019) (Job-related burnout is associated with brain neurotransmitter levels in Chinese medical workers: a cross-sectional study)

Gender is an important sociodemographic variable that has been found to be inconsistently correlated with burnout. For example, Guedes and Gaspar2016 reported that being male was associated with higher levels of burnout. Similarly, Ahmadian et al. (2015) found that gender was a predictor of depersonalization, with this subscale being higher among males. A similar trend was found by Bremm et al. (2017), whereas in the study by Both and do Nascimento2010 gender was a predictor of burnout, with females experiencing more burnout than males. The latter finding was also reported by Carraro et al. (2010), who found that gender was a predictor of emotional exhaustion and personal accomplishment, with higher burnout levels among females. Similarly, Niazi et al. (2014) found that females reported higher scores for emotional exhaustion and depersonalization and lower scores for reduced personal success with respect to their male counterparts. Interestingly, Brudnik (2011) found that gender was a unique determinant of burnout: female teachers tended to react to arrogant behavior, disobedience, and disrespect with a negative sense of professional accomplishment, while male teachers reacted with depersonalization. Panagopoulos et al. (2014) found an association between gender and burnout (emotional exhaustion); however, in other studies, gender was not associated with burnout.

Working women report more tension in the workplace than men do; they feel more exhausted in everyday life (vital exhaustion), more depressed, and burned out (Huang et al., 2019; Załuski, 2020). A meta-analysis of the study results revealed that sex determines the prevalence of selected symptoms of occupational burnout. Women are more likely than men to report symptoms of physical and emotional exhaustion at work (Purvanova et al., 2010). It is believed that women are more prone to stress reactions; however, not all studies support this assumption.

Women report higher levels of emotional exhaustion, whereas men are more likely to report depersonalization in work relationships (Maslach et al., 2001). This fact can be explained by the greater expression of emotional tension in women and men’s secretiveness. The suppression of emotional tension in men is revealed by the depersonalization of other people in professional relationships (Purvanova et al. 2010).

While looking for indirect relationships, the importance of social expectations of women and their partners was also examined. Fulfilling the traditional role of housewife along with a professional job seems to increase the risk of burnout. However, if a woman perceives her work and family life as equivalent to social roles, the risk of burnout tends to decrease (Gupta et al., 2020).

Chesak et al. (2020) found that women experience occupational stress and burnout for different reasons than men do. The source of burnout for working women may be trying to meet the cultural expectations of non-work-related roles as well as prejudice and barriers blocking their free professional development. 

Additionally, recent research suggests that gender norms in the workplace may play a significant role in burnout. Compared to men, females reported significantly higher levels of perceived burnout than men (Gewin, 2021; Redondo-Flórez et al., 2020; Rocha et al., 2020; Shlenskaya et al., 2020; Teles et al., 2020). For example, Redondo-Flórez et al. (2020) interviewed 470 university professors to analyze gender differences in stress- and burnout-related factors. The researchers found personal fulfillment levels were lower for women and higher for women than for men. 

Another study found that female university teachers had higher levels of burnout in emotional exhaustion, depersonalization, and personal accomplishment than their male counterparts (Shlenskaya et al., 2020). Women showed the highest levels of burnout, which could be due to the psychosocial factors of the double duties of work and home and gender-based discrimination. An example of this can be found in Jang et al. ’s(2020) study of women expected to do more office housework, which reinforces expectations of societal gender-related roles.

Recent data focusing specifically on burnout in women is concerning. According to a survey by LinkedIn of almost 5,000 Americans, 74% of women said they were very or somewhat stressed for work-related reasons, compared with just 61% of employed male respondents.  A separate analysis from workplace-culture consultancy a Great Place to Work and health-care start-up Maven found that mothers in paid employment are 23% more likely to experience burnout than fathers in paid employment. An estimated 2.35 million working mothers in the US have suffered from burnout since the start of the pandemic, specifically “due to unequal demands of home and work”, the analysis showed women tend to be dealing with a more complex set of work and personal responsibilities, leading to stress (Cox, 2021)
In 2018, researchers from the University of Montreal published a study that tracked 2,026 workers over four years. The academics concluded that women were more vulnerable to burnout than men because women were less likely to be promoted than men, and therefore, more likely to be in positions with less authority, which can lead to increased stress and frustration. Researchers also found that women were more likely to head single-parent families, experience child-related strains, invest time in domestic tasks, and have lower self-esteem, all of which can exacerbate burnout (Beauregard et al., 2018).

One might presume that job burnout has likely been borne more by women; their labor force participation grew from 32% in 1948 to 60% in 2001, but their role as primary workers in unpaid caregiving and domestic work largely remained unchanged. This implies that women may disproportionately suffer from job-related burnout, as their resources are likely to be strained over time more than men (Croda& Grossbard,2021).

In an expansive meta-analysis of over 180 studies, Purvanova and Muros (2010) found that women are more likely to report work-related emotional and physical exhaustion, which is one aspect of job burnout. However, it is not clear whether women report more exhaustion because their experienced conflict between family and work is mainly due to intuitive causal factors, such as greater workload, or if the reported exhaustion is a result of unrealized expectations or preferences.

Research by Artz et al. (2021) on gender role perspectives and job burnout established that women are more likely to report job-related burnout than men and that observable individual, job, and family characteristics do not explain the gender gap. Furthermore, women we identify as “progressive” share an equivalent likelihood with men experiencing burnout. In contrast, “traditional” women are far more likely to experience burnout.

Although the prevalence of job-related burnout in the general workforce is estimated to be between 2%and 13% at any given time (Norlund et al., 2015), and nearly two-thirds of workers have experienced burnout at some point, a confirmed gender gap in job-related burnout is elusive. Some studies have documented that women report higher levels of job burnout (Toker et al., 2005). Others have concluded the opposite by documenting higher levels of job burnout among men (Brake et al., 2003). However, other studies have found no dissimilarities in burnout among men and women (Jawahar et al., 2007). These heterogeneous results regarding gender and burnout may be due to the many differences between studies. 

Stemming from a study on gender role perspectives and job burnout by Benjamin et al. (2021), gender role perceptions may play a large part in understanding why women report more job-related burnout than men. Only traditional women or those more likely to feel that women are better suited to taking care of domestic work and correspondingly maintain good relationships with children are more likely to report job-related burnout than men. The effect is significant and its size is substantial. Second, theoretically linked variables that might explain the gender gap in job-related burnout fail to do so. 

Haque (2011), in his study entitled The Influence of Demographics on Job Burnout among Bankers in Pakistan using T-test reported significant difference between the levels of depersonalization, lack of accomplishment and overall job burnout between males and females. Male employees were found to have higher depersonalization, lack of accomplishment, and overall job burnout than female employees did. However, emotional exhaustion was at the same level in both male and female employees. Minor differences were found in the means of the variables.

In relation to sex, certain studies affirm that female police officers are more prone to emotional exhaustion (e.g., Adebayo et al., 2008), whereas male police officers are more susceptible to depersonalization (e.g., Burke & Mikkelsen, 2005). However, according to other works, the relation between these two variables is not statistically significant (e.g., Chrisopoulos, Dollard, Winefield & Dormann, 2010; McCarty, Zhao & Garland, 2007). Though at a minimum, Malach-Pines and Ronen (2016) suggest that the pathway to identifying the gender differences in burnout has been inconsistent.
Influences of Level of Education
Researchers have claimed that higher education, knowledge, and qualifications may also advance the burnout process if workers feel overqualified or “sub-challenged” and thus become bored and frustrated (Lauderdale, 1982; Pines & Aronson, 1988). Friedman (2000), in a study of 295 social workers in Israeli welfare agencies, showed that more highly educated workers reported higher burnout levels. Kahana-Friedman suggested that higher burnout related to higher expectations from work alongside high personal ambitions, reflected in the subjects' education level.
In a study that examined whether variables of age, professional seniority, family status, and education level are linked to burnout intensity among Israeli social workers treating children and adolescents, a high level of emotional exhaustion was found in 30% of women and 26% of men. The corresponding proportion of depersonalization was 52% for women and 60% for men (Erlanson et al., & Brulin,2013). Among administrators, those in senior management have a lot of work on their desks to ensure the smooth running of the university, but this does not mean that those with lower education and front desk jobs have less work. They assist senior administrators to achieve their targets, and the more reason I became interested in doing the study.
More recently, de Paiva et al. (2017) reported that lower educational level is associated with burnout. Among healthcare workers in Iran, Kabir et al. (2016) contended that workers with lower levels of education are more prone to burnout. Among teachers, burnout decreases as the educational level increases (Nuri et al., 2017).
Past research has found that when workers perceive themselves to be overqualified, they become frustrated when they realize that they are wasting valuable resources (such as time, skills, and knowledge) by staying in jobs that are unsuitable for them. They may suffer from emotional exhaustion because of their inability to fully utilize their skills to improve their new professional knowledge (Luksyte, 2011).
On the other hand, when overqualified employees work with properly qualified employees, they feel that they are in a similar work environment to their less qualified colleagues; achieving a similar workplace status will not help your career; and my own work is meaningless (Liu Rongjing, 2021). They put very little mental effort into their work, and their emotions were withdrawn from the workplace. They treat people associated with their work (superiors, colleagues, clients) with indifference, become cynical, and eventually develop a sense of doubt and denial regarding their own abilities (Liu Rong Jing, 2021).
A study conducted by Izzul Ilham Jamaludin and Huay Woon You (2019) on burnout in relation to gender, teaching experience, and educational level among educators found that educators with bachelor’s, master’s, and PhD degrees showed higher tendencies towards emotional exhaustion, whereas diploma holders did not have any sign of emotional exhaustion. Bachelor’s degree holders were affected by depersonalization, whereas educators with diplomas, master’s degrees, and PhDs were not. Nevertheless, master’s degree holders suffered from reduced personal accomplishment even though this did not affect the diploma, bachelor’s, and PhD holders. Master’s degree holders are viewed as being troubled by reduced personal accomplishment, that is, they feel worse about their sense of personal fulfillment. Moreover, the results also showed that educators with diplomas did not face burnout dimensions, which indirectly indicates that educators with diplomas do not portray symptoms of emotional exhaustion, depersonalization, and reduced personal accomplishment.
Sina SoltanabadiFarshi and Fariba Omranzadeh (2014) in their research onThe Effect of Gender, Education Level, and Marital Status on Iranian EFL Teachers’ Burnout Level in Austratlia established that that there is a significant difference among teachers with different levels of education and their burnout level; highly educated teachers found to be at higher levels of burnout than less educated ones. A study conducted by Sezer (2012) also reported that the burnout level is higher among highly educated teachers compared to less educated teachers.
Qualifications or educational level was a determinant predictor in a study by Guedes and Gaspar (2016), where teachers with specialization and graduation experienced higher levels of burnout. Similarly, Karakaya et al. (2015) found that educational background is a determinant of personal failure. Similar findings were reported by Vieira et al. and Viloria et al. Yilmaz (2018) found a correlation between educational level and the total burnout score.
In recent years, burnout among nurses, especially newly graduated nurses, has increasingly been an area of interest for researchers because of its association with clinical performance and newly graduated nurses' intentions to leave the profession. Research has shown that burnout among newly graduated nurses may begin to develop during training. Academic burnout has been found to develop in the early stages of an educational program and increases as the academic year and clinical training progress (Rudman & Gustavsson, 2012; Valero-Chillerón et al., 2019; Watson et al., 2008).

Clinical training affects burnout in nursing students, with studies showing higher burnout post-clinical training than pre-clinical training (Ayaz-Alkaya et al., 2018). Nursing education has also been found to increase stress and burnout levels, with a significant correlation between stress and burnout in nursing students (Watson et al., 2008; da Silva et al., 2014). Furthermore, among master’s and doctoral students in nursing, the main predictors of burnout have been found to be dissatisfaction with the study topic and lower perceptions of social support and leisure opportunities (Caldino et al. 2016).

Similarly, Rudman and Gustavsson (2012) followed 1,702 nursing students during their studies and found that academic burnout increased from 29.7% in the first year to 41% one-year post-graduation. Furthermore, nursing students (N = 240) who were followed from the second to the fourth year of their studies showed that third-year students scored highest on exhaustion, followed by fourth-year students, and depersonalization increased over time spent in the program (Valero-Chillerón et al., 2019).

Herdís Sveinsdóttir et al. (2021), in their study on the burnout of university nursing students during the COVID-19 pandemic at the University of Iceland, School of Health Sciences, Faculty of Nursing, Eirberg, found that undergraduate students (n = 250) reported significantly higher academic burnout (p < 0.05) and burnout in collaborating with fellow students (p < 0.05) compared to graduate students (n = 79). When the level of education was further analyzed based on the year of study, third- and fourth-year undergraduate students (n = 126; M = 56.85) reported significantly higher academic burnout than first-year and second-year students (n = 123; M = 39.62).
Marital Status
Marital status has also been investigated as a demographic variable related to burnout in several studies, resulting in inconsistent findings. In most studies, higher burnout was recorded for married teachers, while in a few other studies, the reverse was true. In other studies, no significant differences were found.

Danylchuk (1993) found that marital status (particularly being single) was a predictor of burnout. Yilmaz (2018) replicated this finding, with marital status (single) being a predictor of emotional exhaustion, depersonalization, and overall burnout scale score. Finally, according to Panagopoulos et al. (2014), family status is a predictor of personal accomplishments.
Guillermo, et al. (2018) in research about gender, marital status, and children as risk factors for burnout in nurses posited that the correlation between marital status and depersonalization was positive and statistically significant. Participants without a partner had higher levels of depersonalization. This could be due to the fact that the family environment of a couple’s lifestyle is a factor that provides security and support, which protects the subject from developing impersonal, cynical, and negative attitudes towards colleagues at the workplace.
In the same study, the correlation between marital status and emotional exhaustion was stronger among nurses with low personal accomplishment scores. Unmarried nurses (single or divorced) may show higher levels of emotional exhaustion (Kiekkas et al., 2010).

Pre-pandemic studies have demonstrated that single, divorced, or unmarried individuals easily meet the criteria for burnout compared to married individuals (Woodside, 2008). In addition, parents’ role in the family’s important relationships considerably mitigates burnout development (Woodside, 2008). During the COVID-19 pandemic, individuals who were single, widowed, or divorced seemed to have a higher PB than those who were married (Duarte, 2020).

A post COVID 19 study by Chen, et al (2022) about effect of marriage on burnout among healthcare workers during the COVID-19 pandemic, found that marriage was an independent risk factor for PB during the pandemic. In addition, the protective effect of marriage on WB is mainly attributed to the parental role that emerges after marriage, changes in living habits and health, decreasing amounts of overtime and shift work, and positive engagement in LAFF. Overall, maintaining marital well-being and healthy relationships with families is the most effective strategy for decreasing burnout during pandemics and other high-workload situations.

In Nigeria research by Chuka Mike Ifeagwazi, (2021), on the influence of marital status on self-report of symptoms of psychological burnout among nurses showed that that the widowed nurses reported significantly higher burn-out symptoms than the married nurses (p < .001)

Some researchers have found that single teachers are more prone to burnout than married teachers. For instance, in a number of studies, it was reported that singles have higher levels of burnout than married individuals (De Heus &Diekstra, (1999); Ozdemir, (2007); Yongxin et al., (2007). Similarly, it was found that single individuals (especially men) experienced higher burnout levels than those who were married, and that singles were more prone to burnout than those who were divorced (Maslach, Schaufeli, & Leiter, 2001). 

Also based on another study, it was reported that single individuals' EE and DP scores were significantly higher than those of married individuals whereas PA scores of married individuals were significantly higher (Sunter, Canbaz, Dabak, Oz, &Peksen, 2006). In another study in Malaysia, Mukundan and Khandehroo (2009) confirmed that the pattern of burnout experienced by married female teachers was moderate, low, and high for EE, DP, and PA, respectively, while it was high, low, and high for single female teachers. This implies that single teachers suffer more from burnout syndrome than married teachers. In the same line According to Goutas (2008), unmarried people tend to experience burnout more commonly than married people do. Other studies also suggested that burnout is less common among married workers (Bataineh, 2005; Haddad, 1998; Russell, Altmaier, & Van Velzen, 1987).

Some research findings show no significant difference in the level of burnout between married and single teachers. A study by Louw, George, and Esterhuyse (2011) reported that marital status was one of the demographic factors which did not make significant differences in respondents’ burnout levels. Similarly, Holloman (1999) studied the relationship between personal and school-related variables related to the level of burnout of 383 first-year schoolteachers. The results showed no significant differences between the levels of burnout among married and single teachers. In another study, Gavrilovici (2008) examined the burnout level of 178 teachers in primary, secondary, high, and special schools in Iasi County of Romania during the period 2007-2009. Based on these results, marital status did not have any effect on any dimension of burnout. In a study of 437 female teachers, Mukundan and Ahour (2011) found that age, years of teaching, number of children, and level of teaching were significant indicators, while marital status was not significantly related to burnout. Likewise, Gezer, Yenel and Sahan (2009) investigated if marital status has significant effect on the three dimensions of burnout of instructors. They reported that marital status did not affect any of the three burnout dimensions.
Single nurses were found to suffer from burnout more than married nurses in both Taiwan and Nigeria (Leeh, 2015; Okwaraji, 2014), but the opposite was found in Lebanon and Rwanda (Sabbah et al., 2017; Cishahayo et al., 2012). A study in India showed that nurses working in public hospitals exhibited higher levels of burnout than nurses working in private hospitals (Katyal, 2013), while the opposite was observed in Sweden [Hansen, et al. 2009]. 

Therefore, there are contradictory findings regarding the correlation between burnout and marital status. Various studies have claimed that being single or married is unrelated to the three burnout dimensions (Patrão, 2018). In contrast, other studies have found that single workers present higher levels of burnout (Gama, 2014), whereas other studies claim that being married is correlated with the syndrome (Cilingir, 2012).
Seniority or Years of Teaching Experience
Yilmaz,2018found a correlation between burnout and the number of years of teaching experience. Olmez et al. (year) also found that teaching experience was, in particular, a predictor of emotional exhaustion and personal success.

A study conducted by Senada D.,2016 titled Years of Work Experience, an Important Predictor of Burnout in Special Education in Albania, reports that subjects working for a long time in special education reported more exhaustion, more negative emotions toward their work and less perceive of success. It was further observed that, for a long time, special education teachers do not use proactive coping strategies, do not cope with stress, may feel every difficult situation as harmful, are not goal attainment directed, and so may begin to feel tired. These feeling increases, turning to exhaustion and depersonalization. Similarly, William et al. (2015), while sampling special education teachers in England, noted that years of experience correlated positively with each of the dimensions of burnout, concluding that years of experience may be considered as a mediator variable among emotional exhaustion, depersonalization, and proactive coping.

Worley et al., (2008), found a negative correlation between employee's age and emotional exhaustion; younger employees encounter higher burnout levels than older employees. The study also revealed a negative relationship between work experience and job burnout; employees who have worked in the same work or field for extended periods experience less burnout than employees who have worked for shorter periods in that type of job.

Studies carried out among attorneys show that more seasoned attorneys (primarily based on age) may experience less job stress (Chrobak-Kasprzyk et al., 2022; Gazica et al., 2021). In the latter cases, age was likely a proxy for the attorney’s professional seniority (i.e., number of years working in the profession), a variable that better captures career-related experience than a professional’s age (Spector, 2011). This, coupled with the high attrition rate of attorneys in private practices (Krause, C.A. & Chong, 2019), suggests that attorneys who achieve greater professional seniority may include a subset of attorneys who remain in the practice of law because they are better equipped to cope with the exposure to job stressors prevalent in the practice of law, leading to less strain (e.g., burnout).

Working Hours
A systematic review of predictors of burnout among US healthcare providers by Meredith et al. (2021) found that, of 56 studies, most found that workload was a significantly associated predictor of burnout. One study found that multiple workload factors, including more hours worked, more nights on call, higher outpatient volume, and higher percentage of time in clinical practice, were associated with higher burnout risk. West et al. (2016) found that working more than 60 hours per week, working more than 70 hours per week, and working more than 80 hours a week were associated with a greater likelihood of burnout. In addition, working more than one night shift per week was associated with more burnout in a study of pediatric department chairs (McPhillips, et al. 2007).
The second category pertained to the occupational factors. Studies have pointed out that the occurrence of job burnout is closely related to such factors as work pressure, workload, working hours, and work content [Choy HB  et al 2015 and –Baka et al 2017].
Zhihui Jia, et al (2021) in an empirical study based on China’s tertiary public hospitals reported that among the 443 respondents, 330 worked more than 8 hours per day on average (76.2%), 81 had the longest continuous working time more than 16 hours (18.7%), and 362 worked overtime on weekends (82.2%). The prevalence of job burnout among hospital administrators was 62.8%, among which 59.8% had mild burnout and 3.00% had severe burnout. In the dimensions of emotional exhaustion, depersonalization, and reduced personal achievement, the proportions of people with high burnout were 21.0% (91/433), 15.0% (65/433), and 45.3% (196/433), respectively.
Studies in Sweden and Iran identified long working hours as a significant cause of job burnout (Barck-Holst et al. 2021; Khodadadizadeh 2012). This was confirmed by an online survey by the American Society for Clinical Pathology (ASCP). A survey proved that workload, such as the number of tasks and cases, is a significant factor leading to job burnout (Garcia, et al. 2020). Significantly, job burnout symptoms can be demonstrated through depression and anxiety, and overwork has been proven to be a risk factor for these emotions. This indicates that working hours directly affect job burnout. More specifically, in the expected direction, the more employees work hours per week, the more they frequently interact with recipients, have high caseloads, and thus experience more burnout (Rudman& Gustavsson, 2011). 
According to the China Health and Family Planning Statistical Yearbook 2019, the number of hospital visits to tertiary hospitals in China was 1.854.787 million, an increase of 143.9% over 2018 (National Bureau of Health Statistics China 2019). Owing to these visits, non-standard work hours (e.g., working in the evening, night shifts, or working on weekends) and high burnout in China’s tertiary public hospitals have become common in recent years.
Ro‐Ting et al. (2021), while researching long working hours and burnout in health care workers: Non‐linear dose‐response relationship and the effect mediated by sleeping hours, reported that average weekly working hours are associated with burnout scores in a non‐linear dose‐response manner. Compared with a workweek of 40 hours, the odds ratio of work‐related burnout doubled when hours exceeded 60, tripled when hours exceeded 74, and quadrupled when hours exceeded 84. Physicians’ burnout is less susceptible to incremental increases in working hours, compared to the situations in other health care workers. The proportions eliminated by reducing sleeping hours were 25%–73% for physicians and 7%–29% for nurses.

According to Magtibry et al. (2017), excessive workload demands can directly compromise patient care and can cost the health service millions of pounds in work-related burnout.  Taleghani et al., (2017) considers burnout is to result from a prolonged exposure to a stressful working environment, which is characterized by the presence of emotional exhaustion, low accomplishment and depersonalization. 

Siw el al., (2008) in their study on positive and negative work-family interaction and burn out highlighted the significance of exploring the relationship between work-family interaction and burnout over time. Their findings have shown bidirectional causal paths, that is, both work-family interaction and burnout may be either antecedent or outcome, resulting in both loss and gain spirals, as suggested by the Conservation of Resources (COR) theory.
Rama Devi and Nagini (2014) while examining work-life balance and burnout as predictors of job satisfaction in private banking sector concluded that job satisfaction is positively related to work- life balance and negatively related to burnout. The study also revealed that work-life balance and burnout significantly predict employees’ job satisfaction. They further noted that it conveys an important message to the employer that conducive policies have to be formulated to help employees maintain a balance between their personal and work life and do not experience bum out.
In a study carried out among 704 psychiatrists in Japan, approximately half of the respondents (n = 311, 46.0%) experienced difficulty with their work-life balance. Based on their responses to the MBI, 21.0% of the respondents had a high level of emotional exhaustion, 12.0% had a high level of depersonalization, and 72.0% had a low level of personal accomplishment. Receiving little support, experiencing difficulty with work-life balance, and having less work environment satisfaction were significantly associated with higher emotional exhaustion. A higher number of nights worked per month was significantly associated with higher depersonalization.
While Fereday J, Oster (2010) while observing those practicing midwifery, note that work-life conflict is reported to be a major contributing factor to work stress for those working in the health-care sector in many industrialized countries. Over the past few decades, increased work demands, working hours, shift work, and staff shortages have been associated with imbalances between work and personal life. 
Research further highlights that the demands contributing to work-life imbalance may be a precursor to burnout (Shanafelt et al., 2015). Healthcare professionals commonly subjugate their personal needs to meet work requirements (Canadas-De et al., 2017; Canadas-De et al., 2018). There is also a growing concern that additional personal expectations in family life (caregiving responsibilities to both children and older family members) may be felt more keenly by those from a predominantly female profession, such as nursing, which can consequently result in higher levels of work-life imbalance and burnout (Hyder et al., 2016). 


2.6 Burnout among Professionals
Due to the absence of a generally accepted definition of burnout syndrome, its multifactorial origin, and the vagueness and subjectivity of the diagnostic criteria, it is difficult to obtain a clear and correct overview of the prevalence of burnout in the general population and later on comparisons in institutions and professions. 

Burnout has been shown to occur in all job types. However, the incidence appears to be higher among physicians. In a study comparing incidences of burnout between US physicians and a population control sample, Shanafelt et al (year) observed an incidence of symptoms of burnout of 37.9% in physicians compared to 27.8% in the control population (Shanafelt, et al 2012). Physicians in specialties at the frontline of care access, such as family medicine, general internal medicine, and emergency medicine, seem to be at the greatest risk.  

The 2020 Medscape National Physician Burnout and Suicide Report reported a burnout rate of approximately 43%, which is quite similar to the 46% reported in 2015 and 39.8% in 2013. The same report ranked the incidence of burnout among 29 medical specialties. The top three medical areas of specialization for burnout were urology (54%), neurology (50%), and nephrology (49%). The lowest incidences of burnout were reported in general surgery (35%), psychiatry (35%), and orthopedics (34%). Anesthesiology was ranked 16th (41 %), emergency medicine was place 14 (43 %), and critical care on place 10 with was reported incidence of burnout (44 %). 
It is important to note that accurately estimating the incidence of burnout among physicians is difficult. A recent systematic review including 182 studies published between 1991 and 2018, involving 109,628 individuals in 45 countries, observed substantial variability in prevalence estimates of burnout among physicians, ranging from 0% to 80.5%. This appears to be related to important differences in the definitions of the syndrome and the assessment methods applied (Rotenstein et al. 2018).
Among the five medical professions conducted in a regional hospital in Taiwan, nurses (66 %), physician assistants (61.8 %), physicians (38.6 %), administrative staff (36.1 %), and medical technicians (31.9 %) had the highest to lowest prevalence of work-related burnout. Hierarchical regression analysis indicated that job strain, over-commitment, and low social support explained most of the variance (32.6%) in burnout (Chou et al., 2014).
In China, high occupational burnout is widespread among the medical staff. A systematic review showed that the prevalence of job burnout in China’s medical field was between 66.5% and 76.9% (Lo et al., 2018). 
In a survey by Messias et al. (2018) in an academic medical setting, it was noted that types of burnout are unevenly distributed in academic medical centers. Physicians had a higher risk of personal and patient/client-related burnout, residents had a higher risk of work-related burnout, basic scientists were at a higher risk of client-related burnout, and nurses had higher odds of experiencing all three types of burnout. 
Burnout is a multidimensional syndrome, the prevalence of which, according to different studies, is between 5% and 45% of the working population, according to the sector and profession of reference, being higher in the health field (YLi, Y. Li, & G. Castaño, 2019; Ramirez, 2019; Stelmokiene et al 2019).
At the same time, research shows that this syndrome is more common in professionals who work directly with the public, which also entails a progressive loss of motivation, leading to feelings of inadequacy and personal failure (A. Gallegos et al 2019).

Education, especially at the university level, is one of the areas with the highest prevalence of burnout (Garcia et al., 2020), estimated to be 40% (Stelmokiene et al., 2019). In this regard, a large number of recent investigations have inquired about the causes of this fact, attributing it to high psychological demands, low rewards, mental overload, and the high demand to educate people at different stages of their vital development (Aguilar et Kamal, 2018; Aguilar Kamal &, et al 2015).

The few existing studies in this field do not provide consistent data on the prevalence of burnout in the university environment, given the contextual and sample variability contained in such investigations. In this regard, there are some studies such as that by Lackritz, (2004), in which 20% of university professors report high levels of burnout, or more recently, the work carried out by Amir, (2020) which shows that 40% of these professors have a high level of this syndrome. However, there are some studies that differ, such as Palmer et al. (2016), which highlighted a prevalence of 2.6% in a sample of 554 university professors.
A study in China focused on administrators of tertiary public hospitals in China. It mainly revealed the status and relationship between working hours, job burnout, and the subjective well-being (SWB) of hospital administrators. As hospital administrators, some work overtime on weekends frequently, so more than half of them generate job burnout and reduced personal achievement in particular. Consistent with previous research, this study found a significant direct impact of working hours on job burnout, working hours on SWB, and job burnout on SWB (Aldrees et al., 2013; Sabbah et al., 2012). Moreover, the bootstrap test in this study showed that job burnout among hospital administrators was high.

A study conducted by Kate Sloane et al. (2020) at the University of Otago and Central Queensland University revealed that many research administrators showed that high burnout was prevalent among research administrators despite being well educated, with the majority having at least a master’s degree qualification and five years of experience. This profile is largely consistent with that of research assistants in another study (Kerridge& Scott, 2018).

A descriptive study conducted among academic staff in Uganda revealed that both male and female academic staff had symptoms of burnout. Results showed that 60 % of the academic staff had high levels of burnout, while 38% of them had very high levels of burnout (Kabunga, 2020; McCaffery, 2018). These results are not surprising, given the stressful nature of teaching.

Reviewing 12 major studies of burnout among full-time university teaching staff, Watts and Robertson (2011) concluded that burnout levels in this group were comparable with the mean values for education and medical professionals.

An Irish study by Byrne et al. (2013) found that 64% of accounting and finance academics reported high levels of burnout. In Spain, Navarro and Más (2010) added that burnout is a costly problem, with 16–18% of university staff showing high levels of burnout. A study in the United States found that 20% of faculty members at public universities experience the highest levels of burnout (Yolert & Bostanci, 2012).
There are inconsistent data on the prevalence of burnout in the university environment given the contextual and sample variability contained in such investigations. In this regard, recent studies, such as the work carried out by Amir among university academic staff in Uganda, show that 40% of professors have a high level of burnout syndrome (Amir, 2020).
[bookmark: _Toc149654855]2.5 Other Influences of Burn Out
Causes of Burnout
Burnout is inherently associated with work and personality factors (Bianchi, 2018; Shanafelt et al., 2017). The impact of the job variable has received more evidence and attention than personal variables (Bianchi, 2018). However, modern theories have argued that job and personal characteristics should be studied simultaneously within the organizational environment (Bianchi, 2018; Maslach &Leiter, 2016a). These Job factors (organizational risk factors) were compiled within six critical areas of the workplace context (Maslach et al., 2001).
•	Workload: Workload is one of the most discussed sources of burnout and is most obviously connected with the exhaustion part of burnout (Maslach &Leiter, 2016). The imbalance in the simplest case can occur through numerous demands and responsibilities (e.g., deadlines and targets), conducted with a shortage of resources.
•	Control: Indicates how much autonomy personnel have over their work. Mismatches in control reflect that the employee does not have sufficient control over the critical dimension and resources needed for the job.
•	Reward: Reflects positive feedback and recognition, whether financial, social, or both. The mismatch here represents a lack of positive feedback for the work that people do.
•	Community: Reflects the quality of social synergy (personal relationship and teamwork interaction) in working with colleagues, managers, and clients
•	Fairness: Reflects trust, openness, and respect in the workplace. A mismatch occurs when a worker recognizes the absence of justice in the workplace.
•	Values: Reflects the individual’s aspirations, motivation, and ideals in their job (Lubbadeh, T. 2020). An imbalance occurs when there is conflict between individual and organizational values (Bianchi, 2018; Maslach &Leiter, 2016a).

According to Maslach and Leiter (2008, 2016), any mismatch or imbalance between a person and the six areas of the job may intensify the likelihood of burnout. In contrast, the higher the fit between the person and domains, the higher the possibility of engagement and less work stress (Maslach & Leiter, 2008, 2016b).
While the mismatch between the person and job factors may lead to a higher risk of burnout, some personal traits of individuals may also contribute to the possibility of burnout. Personality traits can play a significant role as a coping mechanism Lubbadeh, 2020 or intensifier of the burnout dimension (Maslach & Leiter, 2016a). Hardiness is a collection of personality traits used by individuals to cope with stressful situations. People with high hardiness are more resistant to buffering the effects of stressful events and burnout (Moradi et al., 2013).
On the other hand, people who show less hardy personalities also display higher burnout scores, especially the exhaustion dimension (Maslach & Leiter, 2016a). Burnout scores are more prominent among people who have a more external locus of control: the individual perception of event and achievement as a result of chance, destiny, or under the control of the power of others.
According to Bianchi (2018), neuroticism is another factor strongly associated with a higher level of burnout. Neurotic individuals are emotionally unstable, anxious, hostile, and prone to emotional distress, which aligns with job burnout. Canadas et al. (2015) and Dreison et al. (2018) also pointed out five major traits related to burnout (i.e., not openness): neuroticism, extraversion, conscientiousness, agreeableness, and openness. In their study burnout was positively associated with neuroticism, and extraversion, conscientiousness, and agreeableness were negatively related to burnout (Canadas, et al., 2015; Dreison, et al., 2018)
According to Bakker et al. (2014), the causes of burnout are generally divided into situational and individual factors. Situational factors include job demands and (lack of) job resources. Job demands are aspects of a job that require sustained efforts. Bakker further noted that these situational and individual factors are relatively stable and likely to persist over extended periods of time (Bakker et al., 2014). This implies that if the work environment is suboptimal, or when employees have a personality that does not fit with the work situation, chronic job burnout is a possible risk. However, other research suggests that levels of well-being and job performance may also fluctuate within shorter time periods, namely from week to week and even from day to day (Xanthopoulou, Bakker, & Ilies, 2012).
One problem that is evident from the literature – and that follows logically from the observation that burnout coincides with impaired job performance–is that burnout predicts increased job demands over time (Bakker & Demerouti, 2017). For example, Bulters (2004) conducted a longitudinal study with a sample of 335 employees and found that work pressure and exhaustion had causal and reversed causal relationships over time. Therefore, not only did work pressure predict exhaustion, but feeling exhausted also predicted subsequent levels of work pressure reciprocally.
Chang (2013), shares the same view that, individual, organizational, and transactional factors are three main sources of burnout. Individual factors included demographic data such as age, gender, and teaching experience. Organizational factors are related to the characteristics of the job and workplace, such as low salary, class size, facilities, and the socioeconomic status of the institution. Finally, transactional factors refer to the interaction of individual and organizational factors, such as teachers’ judgment of student misbehavior and norms of student-teacher interaction. However, other studies have indicated that individual factors do not have a significant explanatory power in burnout levels (Maslachetal, Schaufeli, & Leiter, 2016), and there has been a shift from merely examining individual and organizational factors to examining transactional factors (Chang, 2013).

In contrast, Huri et al. (2016) analyzed the distribution of responses based on gender and found that women presented a significantly lower risk of burnout. They noted contradictory data in the literature regarding burnout and sex. In some countries, where cultural habits play a greater role in the household, they are at a higher risk of burnout (Huri, et al. 2016).

Amoafo et al. (2015) investigated factors associated with burnout among doctors and found that working time plays a significant role in this process, and not finding the right balance between work and private life also contributes to burnout (Amoafo et al., 2015).

Nascimento et al. (2018) also found higher rates of burnout among respondents who have been in profession for at least fifteen years. At the same time, other studies indicate that young people in their early stages of professional development are more prone to developing the syndrome, as they are not yet aware of the causes of burnout, struggle to meet high expectations, and are less emotionally stable than older age groups (Jin et al., 2015).
In another study, Zabrodska et al. (2018) examined the contribution of psychosocial work environments to burnout among university teachers. The results showed that work - family conflict was a stronger predictor of burnout among faculty members.  

According to the holistic approach to diagnosing the complex mechanisms of human behaviors (Bergman & Lundh, 2015), it is claimed that the complex combination of individual, psychological, and environmental factors underlie burnout (Mojsa-Kaja et al., 2015). 

Based on the social psychology of cognition, the critical element for burnout development is the inability to cope with problems, reversals, and failures. Therefore, burnout is not only a consequence of stress, but also a lack of ability to adapt to an environment where stress factors occur (Joanna, 2016).

Studies in Sweden and Iran have identified long working hours as a significant cause of job burnout (Barck-Holst et al. 2021). It was also confirmed again by an online survey of the American Society for Clinical Pathology (ASCP). A survey proved that workload, such as the number of tasks and cases, is a significant factor leading to job burnout (Garcia et al., 2020).
Consequences of Burnout
The harm caused by job burnout is multi-faceted. It not only leads to a reduction in career crises, such as reduced work efficiency, job satisfaction, and turnover (Capone& Petrillo, 2020; WuG et al., 2018), but also exposes individuals to physiological diseases, such as hypertension, cardiovascular disease, and sleep problems (Galletta et al., 2016). For example, studies have shown that individuals with job burnout are more likely to have cognitive difficulties (Sokka et al., 2016).

Some studies have revealed that an educator’s burnout adversely impacts student state motivation and effective learning. In Germany, Klusmann et al. (2008) found that educators with higher levels of burnout had lower quality of instruction, and their students also had lower levels of motivation. In the United States, burnout has been negatively associated with classroom quality. Burnout ultimately leads to loss of work and diminished productivity (Schnall et al. 2018).

Other potential consequences of burnout among individual university academic staff include substance abuse and a myriad of psychiatric disorders including anxiety, depression, quitting the profession, professional misconduct, and poor quality of life, which in the end will have a significant negative impact on the quality of education. Suicidal ideation is the worst manifestation of burnout (Karsenti, 2013; Aloe and Shanahan, 2014).

In Uganda, profound changes experienced by the academic profession in recent decades represent a potential cause of the high prevalence of burnout among academic staff (Edabu, 2013). High levels of burnout are suspected because of high reported levels of absenteeism and academic staff turnover, although there is limited evidence of this condition (Kayongo, 2013). The number of lecturers leaving universities in Uganda is becoming increasingly alarming. Between 2008 and 2012 ten lecturers left Gulu University, 68 left Makerere University, 15 left Kampala International University, 17 left Ndejje University, 19 left Kyambogo University, and 26 left Mbarara University of Science and Technology (Asiimwe et al., 2013; Jaramogi, 2013; Oyat& Aleni, 2015).

Research has shown that chronic job stress, such as burnout, has many damaging effects on individuals. Several work-related stressors can contribute to burnout, including long work hours (Lim et al., 2010) and a lack of social support from co-workers (Kay-Eccles, 2012). Burnout consistently leads to adverse outcomes at the individual and organizational levels. These outcomes include anxiety, depression, disturbed mood (Hillhouse et al., 2012; Hillhouse & Schaufeli, 2000), reduced job performance (Bakker &Heuven, 2006), increased absenteeism (Schaufeli et al., 2009), and reduced job satisfaction (J. Lee et al., 2011) and reduced organizational commitment (Gunlu et al., 2010).
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Role ambiguity is unavoidable in places where there is constant interaction with others (Börk&Üngüren, 2017; Börk& Adıgüzel, 2015) meaning that the role-assignment process is also impacted by interpersonal variables (Gilbert et al., 2019). In complex organizations such as hospitals or universities, individuals are generally assigned more than one responsibility or role, which increases the likelihood of their role pressures (Sabuncuoğlu, 2008). Increased and consistent pressure leads to burnout among university employees.

Jensen & Wang, (2018) point out that failing to grasp certain key terms helping individuals understand their roles causes role pressures too. Status, defined as the position occupied by individuals in society, is also closely related to roles. Status and roles are so interconnected that they are like “obverse phenomena” (Stryker & Macke, 1978). In an ideal world, individuals expect their roles to change as status changes, which eventually results in role conflict and burnout (Gökçe & Şahin, 2003). In busy organizations such as hospitals and universities, extra duties that are not indicated in individuals’ job descriptions are requested from them (İpek&Kanatlar, 2018). Extra roles culminate in role overload (Arslan &Üngüren, 2017; Polatçı, 2015), which inevitably leads to work and time pressure and fuel burnout.

Wu et al. (2019) while studying role ambiguity and burnout among construction project managers reports that role ambiguity significantly and negatively correlates with burnout. Among a sample of college faculty, Mitra and Hassan (2018) emphasized that role ambiguity and role conflict are both predictors of job burnout. Role ambiguity also predicts burnout among nurses (Akkoç et al., 2020) and truck drivers (Semeijn et al. 2019).

Earlier researchers, such as McGrath (1976), noted that role ambiguity originates from various areas within the purview of an individual's responsibilities. He hypothesized that role ambiguity correlates with the extent of one's responsibilities, such as the limits of one's authority, job security, and professional opportunities. Like Kahn, et al. (1964), McGrath credits role ambiguity to interpersonal strain, reduced job satisfaction, declines in self-esteem, and a reduction in positive feelings for co-workers.  

Role ambiguity has been identified as a relevant predictor of burnout (Collins, 2000; Lee & Ashforth, 1996) and employee absenteeism is an important consequence (Schaufeli, Bakker, & Van Rhenen, 2009). Over the years, role ambiguity has been identified as an important cause of workplace stress (Lambert & Lambert, 2001). To date, many studies have identified the demands of role ambiguity as an antecedent of burnout (Kokkinos, 2007; Peters, Montgomery, Bakker, & Schaufeli, 2005), since role ambiguity has been positively associated with this occurrence (Collins, 2000; Papastylianou, Kaila, & Polychronopoulos, 2009; Schaufeli, Bakker, Heijden, & Prins, 2009; Tunc & Kutanis, 2009). Many other studies have shown a positive relationship between role ambiguity and burnout (Collins 2000; Kokkinos 2007; Shinan-Altman and Cohen 2010). Others have noted that role ambiguity is the most intense predictor of cognitive components (low personal accomplishment) (Gil-Monte, 2005; Örtqvist& Wincent, 2006).
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Role overload is a work condition in which people perceive role demands as exceeding their time, energy, and capabilities, looms ever larger in the workplace, and inflicts significant costs on employees and organizations (Alfes et al., 2018). Role overload is associated with an array of negative consequences, such as psychological strain (Glazer &Beehr, 2005), turnover intention (Jensen et al., 2013), reduced organizational citizenship behaviors (OCBs; Eatough et al., 2011), lack of organizational commitment (Fisher, 2014), and low work performance (Gilboa et al., 2008).
Shahram et al.’s (2014) research on bank employees indicated that role overload, among other role stressors, directly contributes to anxiety, depression, and other negative emotional states. Drawing on studies on professional clergy in Hong Kong, Hang-yue et al. (2005) found that role overload has negative effects on psychological health because it produces emotional exhaustion.

Hao et al. (2015) investigated 541 civil servants in Beijing, China and found that without a resilient personality, role overload and other work stressors will cause a series of problems such as depression, emotional exhaustion, and professional inefficacy.

Qing Huang, et al. (2022), investigated how role overload affects physical and psychological health of low-ranking government employees at different ages. The results of the standardized direct, indirect, and total effects of SEM showed that role overload is positively and significantly correlated with burnout among low-ranking government employees at different ages. It also plays a more important role in explaining burnout among younger employees aged less than 36 years than it does for other age groups above 36 years.

Qing Huang et al. (2022) further noted that government lower-rank officers over 45 years old prefer work autonomy and a controllable work schedule to challenges and promotions; role overload is usually perceived by them as a burden that intensifies mental strain and leads to physical and psychological dysfunction (Dawson et al., 2016).

Huang et al. (2022) further examined the indirect effects of role overload on low-ranking government employees’ physical and psychological health as mediated by burnout, indicating that burnout mediates between role overload and self-reported health in all three age groups based on the finding that 95% bias-corrected CIs did not contain zero (Hayes et al., 2009). In addition, the mediating effects of burnout are strongest among the youngest low-ranking government employees below 36 years of age and lowest among low-ranking government employees over 45.

According to Wenefrida et al. (2017), role overload is an obstacle to the progress of an organization. A person who experiences role overload will feel tired and stressed out and then continue to experience burnout.
Role overload can lead to high levels of physical and psychological fatigue. Role overload occurs due to an employee’s work under the pressure of a very tight schedule (Virick& Casper, 2007); for example, when an individual has too much work in the workplace, this causes fatigue in such a way that the other role is affected because the person is too tired to perform very well.
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Although prior studies have explored the links between general role conflict and burnout (e.g., Lee & Ashforth 1996; Jawahar, Stone, & Kisamore 2007; Schaufeli, et al. 2009), researchers have studied role conflict in general; nothing specific to the type of role conflict or the respondents’ occupations has been addressed. Although teaching and research appear to play distinct roles, they are both indispensable and interdependent. This study is the first to be conducted in educational institutions in Uganda, specifically targeting administrators in Higher Education institutions in Uganda.
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[bookmark: _Toc149654861]3.0 Introduction
This chapter describes the philosophical underpinnings, research design, study area, population, sample size, sampling strategy, data collection methods, data processing and analysis, ethical issues, and methodological limitations.
[bookmark: _Toc149654862]3.1 Philosophical Underpinning
The philosophical underpinnings or assumptions are belief systems that guide the researcher in the choices of the methods that inform the study (Guba & Lincoln, 2005).
The philosophical underpinning for this research was a pragmatist’s worldview because it is appropriate for mixed-methods research. With this philosophical worldview, individuals have the freedom of choice for methods, techniques, and procedures that best meet their needs and purposes. This worldview focuses on the research problem and approaches to addressing it. Pragmatism is not committed to any one system of philosophy and reality; this fits mixed-methods research in that they draw from both quantitative and qualitative assumptions. Pragmatists do not see the world as absolute; in the same way, mixed-methods researchers use many approaches to collect data. This philosophy arises from actions, situations, and consequences (Creswell 2014).
This worldview opens the door to multiple methods, different worldviews, different assumptions, and different forms of data collection and analysis (Creswell, 2014). Pragmatists focus on the consequences of the research, the importance of the question, and the use of multiple methods of data collection (Creswell & Clark, 2018).
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Creswell (2018) stated that there are various types of research methodologies, ranging from mixed methodologies to quantitative and qualitative approaches. In any scientific endeavor, researchers employ knowledge and data to address a particular problem. Thus, ensuring effective and efficient delivery of services is the aim of administrative studies. Field researchers and accountable authorities must be knowledgeable of the population to be served, the location, and the methods to be employed to provide services to make effective administrative decisions throughout this quest (O'Sullivan et al. 2010:1). This study followed the accepted practice of gathering relevant data and information using research procedures to respond to the research questions.
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Various research approaches that may be applied to educational research topics are described in this section. The selection of the most appropriate research methodology for this study is explained, emphasizing both its benefits and drawbacks. It is crucial to remember that a research topic can elicit qualitative or quantitative responses. The study recognizes that the literature presents three types of research methodologies or approaches that include qualitative, quantitative, and mixed methods, which is a combination of the first two.  
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To generalize the findings to the population being investigated, quantitative research refers to a strategy that is systematic and objective in its use of numerical data from only a selected subgroup of the community (Maree & Pietersen, 2007). The quantitative technique, according to Leedy (1993), develops hypotheses and compares them to reality to affect variables and manage natural occurrences. Consequently, it is possible to claim that the value of quantitative research lies in the way data are collected for a given study topic and then quantified through the use of numbers.
It is well known that natural sciences are the main fields that employ quantitative research methodologies. This results from the positivist nature of the natural sciences (Bryman, 1984). The quantitative research method typically follows a strict, structured, and predetermined set of procedures to investigate, highlighting the validity and reliability of the findings and drawing generalizable conclusions, according to Kumar (2014), who claims that the quantitative approach is based on the rationalist philosophy. A questionnaire can be used as a data collection tool in the social sciences to apply the qualitative research approach, depending on the research topic. Quantitative research methods cannot provide comprehensive information about the context of events or behaviors.
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According to Denzin and Lincoln (2011), qualitative research is defined as research helps researchers investigate subject matter in its natural circumstances in an effort to make sense of or understand events in terms of the meanings people attribute to them (1994). Hence, qualitative research is an exhaustive means of investigating societal issues (Marshall & Rossman, 2006). To further elaborate on the aforementioned definition, Nieuwenhuis and Smit (2012) state that qualitative research aims to comprehend the mechanisms and sociocultural contexts that influence certain behavioral patterns. Qualitative research techniques are primarily employed to comprehend challenging situations. With the help of this research strategy, questions about the events under study were clarified and understood, and their intricate character was addressed. According to Babbie (2008), qualitative research methods are beneficial in the social sciences because they produce data that are more meaningful and specific than those produced by quantitative methods, which are mostly numerical.
A study is categorized as qualitative if its main objective is to describe a phenomenon, its occurrence, or an event. When we are unaware of what to expect, identify the problem, or suggest a remedy to the problem, we use this research methodology (Alchemer, 2010). 
A researcher can further investigate subjects relevant to the current issue with the help of qualitative research. We can better understand why things are the way they are in our social context and why people behave the way they do, with the aid of qualitative methods. Often, its main objective is to discover the ‘whys’ and ‘hows.’ In qualitative research, non-numerical data is used instead of text-based data. According to Maxwell (2018), the methodology includes steps for gathering data in a participant's environment, inductively analyzing the data by creating themes from specifics, and concluding with the researchers' interpretation of the meaning acquired from the data. The study's emphasis on the participation and interaction of many players in the formulation of public policy, as influenced by the political environment, further explains the researcher's choice of a qualitative approach. As a result, the strategy provides a deeper viewpoint and uses a variety of instruments to facilitate the formulation of the research questions.


[bookmark: _Toc149654867]3.2.3 Mixed Method Approach
In social sciences, mixed-method approaches are commonly employed. Qualitative research methods are used in conjunction with quantitative methods to collect, comprehend, and support facts relevant to complicated issues. This research approach focuses on the collection, analysis, and blending of quantitative and qualitative data in a single study or series of investigations (Creswell & Plano-Clark, 2007). The objective of the mixed method is to carefully examine the data, taking into account both the strengths and shortcomings of quantitative and qualitative data.
In mixed methods, the researcher collects and analyzes both qualitative and quantitative data rigorously in response to research questions and hypotheses; integrates (or mixes or combines) the two forms of data and their results; organizes these procedures into specific research designs that provide the logic and procedures for conducting the study; and frames these procedures within theory and philosophy. Mixed methods are defined as research in which data are collected and analyzed, and the findings are integrated to draw conclusions from both quantitative and qualitative approaches in a single study (Creswell & Clark, 2018).
The study used mixed methods, specifically the sequential explanatory mixed methods approach. An explanatory sequential design is a mixed-methods study design, in which the quantitative phase of data collection and analysis is followed by the qualitative phase of data collection and analysis (Fetters et al. 2013). This procedure allows the collection of both quantitative and qualitative data in a single study and the analysis and reporting of this data based on priority and sequence of information (Creswell, 2014). It involves a two-phase approach in which the researcher collects quantitative data in the first phase, analyses them, and then uses the results to determine the qualitative phase of data collection and analysis (Creswell, 2014).
The codes became variables, the themes became scales, and the quotations became survey items, as we transitioned from qualitative analysis to questionnaire development. Both open-ended and scale-based questions can be included in quantitative data collection.
A study cannot be labeled as using "mixed methods" because it uses both qualitative and quantitative data collection techniques. Mixed methods research is defined and shown to have value when two data strands are integrated or linked. Integration can occur at various levels of a study, such as the design, methodologies, and interpretation levels, and it can do so in a number of different ways, such as by connecting, constructing, merging, or embedding (Fetters et al. 2013; Creswell & Clark 2011). In this study, the initial data linking took place at the design level using a sequential design in which the second stage of the research design was built using the findings from the first stage. This enabled us to examine the factors that seemed to stand out in burnout, and then proceeded to collect qualitative data to describe the experience of those factors and their contribution to burnout through interviews. The qualitative design involved organizing and accounting for the data in terms of participants’ definitions, patterns, themes, categories, and regularities. 
[bookmark: _Toc149654868]3.3 Research Design
The study design was a cross-sectional survey where data were gathered from two public institutions focusing on administrators, and collected at once. This study was appropriate because administrators at these institutions share similar characteristics. A cross-sectional survey research design involves collecting data at one point in time to make inferences about the population of interest (Cohen, 2011, p.7). Hall (2008) explains that cross-sectional studies provide a clear snapshot of the outcome and the characteristics associated with such a study at a specific point in time when it is carried out.
In contrast to cohort studies and case-control studies, where participants were chosen based on exposure status or outcome status, participants in a cross-sectional study were only chosen based on the inclusion and exclusion criteria established for the study. After selecting the study participants, the researcher conducted an investigation to evaluate the exposure and results (Setia, 2016).
Using this approach, the participants were assessed for outcome and exposure simultaneously after enrollment in the study. Associations between these variables were examined by the researcher. It was feasible for the researcher to gather study volunteers from this population and examine the results. The researcher had the option to estimate the outcome's prevalence among the individuals surveyed.  To design the cross-sectional study, the population, time point, and variables were clearly defined.
For this study, a cross-sectional design was adopted because, by its very nature, cross-sectional studies enable the collection of data on a wide range of factors. For instance, data on age, education, income, and health can be gathered through a single population survey or research. Cross-sectional study data may point to connections or associations that merit further investigation. Data from cross-sectional studies can help researchers plan other studies that might be able to draw conclusions about causal linkages, even when they cannot draw conclusions about cause and effect.
[bookmark: _Toc149654869]3.4 Area of study
The proposed study area was purposefully selected and included Makerere University and Kyambogo University. The researcher selected these specific public universities because they have a larger number of students, staff and academic programmes, it should also be noted that university staff are mandated to teach, conduct research and conduct community engagement which may translate in more work and meeting different people with different personalities (O’Meara & Jaeger, 2006). The assumption here is that greater numbers mean a greater workload. The other reason for focusing on public universities was for purposes of comparison between the oldest public university (Makerere) and a newly formed university (Kyambogo).This was done to find any differences in the roles and how they affected the administrators. Therefore, these universities were studied to produce generalizable results across all universities. 
[bookmark: _Toc149654870]3.5 Study Population
The population of the study included various categories of administrators, managers, directors, deans, heads of departments and coordinators, bursars, librarians, directors of health services, heads of department, directors of physical planning, and different categories of staff according to their salary scales. This population was chosen to obtain a wide range of views from different categories of people in selected institutions of higher learning.
[bookmark: _Toc149654871]3.6 Sample Size
Sampling is the process of selecting a number of individuals for the study in such a way that the selected individuals represent a large group from which they were selected. The sample size is vital for obtaining accurate and statistically significant results and running the study effectively.   
The sample size was determined by using formula Yamane (1967)
=                    n=   =   =  =  = 230

Where:
n is Sample size
N is population size
e is margin of error
The selected sample size was 230 administrators from two universities, Makerere University and Kyambogo University, and the entire population was estimated to be 500 administrators and academic administrators.
[bookmark: _Toc149654872]3.7 Sampling Techniques
[bookmark: _Toc149654873]3.7.1 Stratified Random Sampling
The sample comprised academic administrators (teaching and administration) and non-academic administrators at the universities.  Stratified sampling was used to select the sample from the population; the partitioning of a population into smaller subgroups known as strata is a key component of the sampling technique known as stratified random sampling. Stratified random sampling, also known as stratification, creates strata based on the shared qualities or traits of individuals.
Administrators from each university were selected using the Probability Proportional to Size (PPS) sampling procedure. PPS sampling is a method of sampling from a finite population in which a size measure is available for each population unit before sampling, and where the probability of selecting a unit is proportional to its size. A proportionate computation was performed to ensure that the category with the highest population also had a large sample size. This was performed to ensure that the samples were sufficiently representative. 
[bookmark: _Toc149654874]3.7.2 Purposive Sampling
Purposive sampling was used to select the key informants to be interviewed; these were selected because of their perceived knowledge of the topic under study; these were interviewed from their place of work, and were purposively chosen because of their position in the university. Purposive sampling allows researchers to use cases that have the required information with respect to the objectives of their study.
[bookmark: _Toc149654875]3.8 Sample Size Determination
	Category
	Target Population 
	Proportion (%)
	Sample Size

	Makerere
	302
	60.4
	139

	Kyambogo
	198
	39.6
	91

	 Total
	500
	100
	230



[bookmark: _Toc149654876]3.9 Data Collection Process
After obtaining approval from the data collection instruments, questionnaires and interview guides were used to collect cross-sectional data from the two universities. The respondents were given questionnaires physically and were followed up by research assistants. The administrators who were given the questionnaires included deans, heads of departments, bursars, human resource directors, and university librarians. Research assistants participated in the delivery of the questionnaires to the universities. 
A sequential design was used for initial data linking, and the results from the first stage were used to build the second stage of the research design. As we moved from qualitative analysis to questionnaire creation, the codes evolved into variables, themes, and scales, and quotations became survey items. Quantitative data gathering may contain both open-ended and scale-based inquiries. This made it possible to examine the elements that stood out as contributing to burnout; from there, qualitative data were collected through interviews to describe how those things actually felt and how they contributed to burnout.
Data collection was conducted by the researcher together with the two research assistants who distributed questionnaires to universities to accelerate the process of data collection. Quantitative data were obtained through a questionnaire that combined role conflict and the Maslach burnout tool measured on a Likert scale. Scores were added from the various questions, and the researcher obtained the total score from the questionnaire of every participant or respondent. The items in the questionnaire are a combination of questions on role conflict and burnout, which are divided into three components: emotional exhaustion (EX), cynical (CY), and Professional Efficacy (PE). Data were entered manually, the researcher gave variable names and labels, and there were names for background information and responses to questions.
For the qualitative phase, data collected through interviews inquired about facts and participants’ opinions, facilitating dialogue between the participants and interviewers, and are recommended as primary data collection methods in qualitative studies (Yin, 2014). Semi-structured interview guides(Appendix B) were used to collect data from both academic and nonacademic administrators.

[bookmark: _Toc149654877]3.10 Data Collection Methods
This study used both quantitative and qualitative data collection methods. A questionnaire was used to collect the quantitative data. The questionnaires were administered using a self-administered approach. This approach refers to administering questionnaires to respondents and giving them the freedom to fill them with no support from anyone.  Qualitative data were obtained through interviews. In this study, face-to-face key informant interviews were conducted with purposively selected respondents from the two universities. 
[bookmark: _Toc149654878]3.10.1 The Questionnaire
The questionnaire had three components: demographics of the participants, role conflict tool, and Maslach burnout inventory used to measure the level of burnout among individuals. The demographics of the participants included age, sex, education level, section, and length of service.
The researcher used the role conflict questionnaire, which was originally formulated by Bako (2014), and Palomino and Frezatti (2015) was modified to fit the context of the study, namely role conflict and burnout among university administrators. This questionnaire was scored on a five-point Likert scale from “strongly disagree” to “strongly agree”. This tool has questions on the constructs of role conflict, which include time-based, strain-based, and behavior-based conflicts.
The researcher used the Maslach Burnout Inventory (MBI) General Survey, designed to assess three components of burnout syndrome: emotional exhaustion, depersonalization, and professional efficacy (Maslach, Jackson, & Leiter, 1986, 2010). The MBI has 16 items divided into three different subscales. The items were written in the form of statements regarding personal feelings or attitudes. The items are responded to in terms of frequency on a 7 point scale from 0 “never” to 6 “ everyday” every day.
The five items (1, 2, 3, 4, and 6) in the emotional exhaustion subscale assess feelings of being emotionally exhausted. There are five items (8, 9, 13, 14, and 15) on the cynicism subscale, which measures unfeeling and impersonal response towards the recipient of one’s service. Six items (5, 7, 10, 11, 12, and 16) on the professional efficacy subscale assess feelings of competence and successful achievement of one’s work. Respondents in this section were required to sum up the survey responses on each of the components of burnout, and then divide the total score on each of the components by the number of answered items on the specific burnout component for an average score.
[bookmark: _Toc149654879]3.10.2 The Interview
Interviews are a popular strategy for acquiring qualitative information about people's experiences or opinions to understand the meanings associated with them (Yuen, 2005; Yin, 2009; Joubish et al., 2011; Maree, 2012). This is in line with the recommendation made by Hessr-2007to undertake in-depth interviews to discover more about people's genuine experiences. Additionally, in-depth interviews are a typical technique for data collection in qualitative research because knowledge is developed rather than provided. This is because of their adaptability and suitability for generating and building new information through interactions and probes between the interviewer and interviewee.
The researcher conducted face-to-face semi-structured interviews using the interview guide administered to university administrators. The interview guide as an instrument was preferred because it is flexible, the rate of return is good, and there are opportunities for probing (Cohen, Manion, & Morrison, 2007). The interview guide increased the comprehensiveness of the data and made data collection systematic for each respondent. The researcher used a one-on-one interview in which questions were asked and answers were recorded from only one participant in the study at a time. One-to-one interviews are ideal for interviewing participants who are not hesitant to speak and can comfortably share ideas. The researcher also conducted telephone interviews since the interview was conducted during COVID 19 when the country was under total lockdown. During the interviews, the researcher conducted the following:
The interview session was audiotaped to provide an accurate record of the interview using a tape recorder or a mobile phone recorder. The researcher took brief notes during the interviews when the tape recorder malfunctioned. Consent to participate in the study was obtained from the interviewees. The interviewer remained focused but flexible and, finally, courteous and professional, assured the participants of confidentiality. The researcher preferred a purposeful sampling strategy because the respondents were intentionally selected after being informed of the quantitative results.
[bookmark: _Toc149654880]3.11 Reliability and Validity of the Instrument
This tool is standard and has been used for many years and across the world by different researchers. However, the researcher conducted a pilot study in another institution to confirm the validity and reliability of the tool in the Ugandan environment. Cronbach’s alpha coefficient was .958, which indicates high consistency and is therefore acceptable. The tools used are role conflict tool authored by Bako, (2014), and Palomino &Frezatti, 92015) but were modified, to suit the study and a burnout tool which is authored by Maslach, Jackson, Leiter, Schaufeli, & Schwab, (1997).
The burnout tool has been used in 88% of burnout publications (Boudreau, Boudreau & Mauthe-Kaddoura, 2015). This has been validated by extensive research over the past 35 years. Burnout is also defined by WHO as an occupational phenomenon.
Credibility is one of the criteria used to demonstrate and/or evaluate the authenticity and truthfulness of qualitative research data and findings. It boils down to the integrity and confidence in the veracity of qualitative data and research conclusions regarding whether participants’ responses or the meanings they give to their experiences are accurate representations and worthy interpretations of participants’ responses (Lincoln & Guba, 1985; Connell, 2003; Bowen, 2005; Maree, 2012). The researcher verified the accuracy of the data and findings of the study. I did this by carefully selecting people who were knowledgeable (stakeholders). 
The validity tests I used required triangulation of many data sources and collection methods, including speaking with numerous stakeholders, taking field notes, and studying various relevant policy documents. Further information gathered from a number of policy papers and a literature review helped support the findings of the study participants, who were the main source of the majority of the data. In addition, the validity of the audiotaped and verbatim interview transcripts has been routinely reviewed for quality, authenticity, accuracy, and richness (Lincoln & Guba, 1985; Yuen, 2005; Cohen & Crabtree, 2006; Tufue-Dolgoy, 2010).
[bookmark: _Toc149654881]3.12 Trustworthiness
The criteria of transferability, dependability, transparency, and conformability were used to ensure the trustworthiness of the interview guide in the qualitative phase (Vivar et al., 2011). Strategies were formed against which the accuracy of the study findings was assessed to create an understanding of how this research was conducted and conceptualized.
[bookmark: _Toc149654882]3.13 Data Analysis
[bookmark: _Toc149654883]3.13.1 Quantitative Data Analysis
The first three objectives were analyzed quantitatively using SPSS in the following steps:
Descriptive statistics describe and present the data in terms of summaries.
Conversely, inferential statistics strive to make inferences or predictions from the data gathered. Inferential statistics involve hypothesis testing, correlations, regression, multiple linear regression, difference testing etc. (Cohen, Manion & Morrison, 2007).  For this study, multiple linear regressions were considered. In multiple linear regression analysis, two or more independent variables predict a dependent variable (Cohen, Manion, & Morrison, 2007).  
The independent variables included time-based, strain-based, behavior-based, gender, age, marital status, and level of education to the dependent variable, which was burnout.
Y +e
Y is outcome variable (burnout)
X is independent variables
 Time based
 Strain based
 Behavior based
 Gender
 Age
 Education Level
 Is the constant
,, are role conflict constructs
To ensure that the results of the multiple linear regression analysis were reliable, several diagnostic tests were conducted on the basic assumptions about the population from which the data had been derived. These tests included normality, linearity, multicollinearity, and homoscedasticity tests.
Nonetheless, in quantitative empirical research studies, it is imperative to control for Type I and Type II errors that may undermine interpretations during the testing of hypotheses.  According to Muraga (2015), in statistical sense, a Type I error is the incorrect rejection of a true null hypothesis, while a Type II error is the failure to reject a false null hypothesis. Type 1 error is considered to be more serious than Type II error, and reducing the probability of a Type II error increases the probability of a Type I error (Cooper & Schindler, 2006). In most studies, controlling for Type 1 error necessitates a researcher to agree on the level of statistical significance when testing the hypothesis. Traditionally, three levels of statistical significance are considered appropriate to deal with Type 1 errors (p<0.001, p<0.01, and p<0.05 (Nachmias & Nachmias, 2004). The current study tested the research within the threshold of the traditional and conventional significance levels that ensure that the probability of committing this Type I error is very low, and that practical decisions made out of the recommendations of the tested hypotheses have a relatively low chance of being misleading (Muraga, 2015). The solution to the Type 11 error lies in the large sample size (Zikmund, 2003). 
Multicollinearity tests also helped ensure that the independent variables were not highly correlated with each other. Finally, the researcher checked whether the residuals (errors) were approximately normally distributed on a histogram and a normal P-P plot, or (b) a Normal Q-Q Plot of the studentized residuals. 
[bookmark: _Toc149654884]3.13.2 Qualitative Data Analysis
The first step in the analysis of the qualitative data was to review and categorize the textual data under different themes that were of interest to the study objectives. Thematic analysis was used for preliminary data coding to facilitate codification. Coding started immediately after the interviews were transcribed. This early coding helped categorize the data and understand the collected information. A de-identification process was conducted during data analysis to ensure anonymity of the respondents. Finally, direct quotations of individual responses that explain the respondents’ views and bring out their voices were identified and presented in the respondent’s own words to provide more insight into the issues under consideration. 
In this study, evocative words and/or brief phrases were used as codes to symbolically attribute descriptive meanings to certain pieces of data in the interview transcripts, extracts, and documents (Saldana, 2009). The codes made it easier to create broad concepts from the content of the data so that content analysis could create groups and themes. To enable the researcher to systematically organize and group similarly coded data into categories (grouped data content that shares similar meanings and connotations) with common content characteristics, ideas, and patterns, open coding of data as part of qualitative data analysis, as a method of data reduction management, was manually completed.

Themes were then created from developing categories. According to Westbrook (1994), themes are groups of categories that have a commonality, such as reference to a single subject. Within the interview data content, the categories and themes made it easier to identify stakeholders' shared experiences with, and understanding of, specific policy implementation realities and challenges.
Further cross-case comparison analyses were conducted under each theme in the presentation of findings, utilizing noteworthy quotes from participants. These quotes are helpful in interpreting the findings and helping the reader to understand the researcher's arguments on a certain topic or proposition. Participants' quotes or excerpts were used in this study for data analysis and interpretation in order to preserve their voices, reflections, and subjective viewpoints as proof of the emerging similarities and differences in their answers to particular questions, as well as to confirm and show the interpretive rigor and credibility of such emerging research findings and conclusions (Fereday et al., 2006; Creswell, 2013).  Hofstee (2006), who contends that quotes or excerpts in the form of participant voices not only enhance the interpretive rigor and credibility of the propositions and conclusions drawn from the findings and interpretations but also serve as supporting evidence for the emerging findings, supports this point of view.
To find similarities and differences in how stakeholders interpret and experience the execution of policies, comparisons and contrasts of the findings for each subject were also made. Making some suitable claims from the emerging findings as knowledge contributions to PPPs in education and their policy implications was made easier for me owing to the convergence and comparability of concepts from participants' experiences and comprehension.
[bookmark: _Toc149654885]3.14 Ethical Issues
The researcher considered the following important ethical principles required by the National Council of Science and Technology (NCST, 2014):
Respect for persons (respect for autonomy). 
Beneficence (ethical obligation to maximize benefits and minimize harm) policies have been formulated to control burnout.
Non-maleficence (researchers should not inflict harm) Participants were protected from harm by the researcher following standard operating procedures since data were collected during the COVID 19 pandemic. The researcher and research assistants used sanitizers, exercised social distancing, and wore facemasks.
Justice (obligation to treat each person morally upright).To address the above concerns of the National Council of Science and Technology, all research was conducted with fully informed consent from the participants; initial contacts were made through key officers such as Human Resource officers after obtaining permission from the Vice chancellors to create awareness of the study being conducted in their institutions. Anonymity was assured to the respondents and their rights were respected. Respondents and participants were requested to read and sign a copy of the consent form after agreeing to participate in the study. The consent form comprised the rationale for the study and the procedures to allow for participation in the study.
The names of the participants and respondents were kept anonymous, and the researcher used pseudonyms to protect their identities. However, the names of the institutions were mentioned because, being public institutions, it would be of interest for the general public to know about the situation of the administrators to find solutions. Furthermore, the institutions were revealed because the study concentrated on administrators’ experiences, not the institutions.
This written consent form included information about the goals of the study as an academic endeavor; potential risks, rewards, and effects on the participant; data storage and usage; and the degree of privacy, confidentiality, and anonymity. The expected questions, method of administration, expected behavior, and the offered environmental context were clarified. Additionally, it incorporated the participant's right to decline to participate in the study and the right to renegotiate any further participation in the study at any time. After receiving permission from each respondent, the researcher went ahead and started gathering data, including recording interviews and making field notes.
The researcher obtained clearance from the Uganda Christian University Research Ethics Committee and the National Council of Science and Technology.
To use the Maslach Burnout Inventory with authority, confidence, and authorization (Maslach, Jackson, & Leiter, 2010), the researcher purchased or the tool directly through Mind Garden, 2016. Responders were asked to complete an inventory that included these questions. This raised concerns about depersonalization, emotional weariness, and professional efficacy.
The vice chancellors of the chosen institutions provided their consent, and the researcher received approval from the university administration. The Researcher formally requested permission to conduct the research in their institutions by writing and signing letters. The researcher began gathering data after receiving clearance to do so. The researcher gathered the data with the aid of research assistants from the two universities. The surveys were distributed to various respondents.
[bookmark: _Toc149654886]CHAPTER FOUR
[bookmark: _Toc149654887]DATA PRESENTATION ANALYSIS AND INTERPRETATION
[bookmark: _Toc56040209][bookmark: _Toc56039249][bookmark: _Toc101911396][bookmark: _Toc56039250][bookmark: _Toc101911397][bookmark: _Toc56040210][bookmark: _Toc149654888]4.0 Introduction
This chapter covers data presentation, analysis and interpretation. The study intended to examine role conflict and job burnout among administrators in universities in Uganda. The presentation followed the order by which the specific objectives of the study are stated. Methods that involve graphical illustrations and frequency tables have been used in the presentation to reflect statistics that accompany explanations for better understanding.
[bookmark: _Toc56040211][bookmark: _Toc101911398][bookmark: _Toc56039251][bookmark: _Toc149654889]4.1 Questionnaire Return Rate
The response rate shows percentage of respondents that participated in the study. According to Frederick and Wiseman (2003), response rate is presented in research results because it provides the validity of the study and failure to do so can put the validity of the study findings into question.
Studies that have had high response rate provided a measure of reassurance that the findings obtained could be projected to the population from which the sample was drawn. Response rate is frequently used to compare survey quality and appropriate response rate should be at least 75% and steps need to be taken to account for possible non-response error whenever a response rate is less (Bailar&Lamphier, 1978). However, according to Mugenda and Mugenda (2003) and also Kothari (2004) a response rate of above 50% is adequate for a descriptive study. Babbie (2004) also states that return rates of above 50% are acceptable to analyze and publish, 60% is good and 70% is very good.  Therefore, the number of questionnaires that were administered to different respondents were 230. A total of 210 questionnaires were properly filled and returned. This represented an overall successful response rate of 91.3% as shown on Table 1 below.
[bookmark: _Toc149646044][bookmark: _Toc149649040][bookmark: _Toc149652667][bookmark: _Toc149654890][bookmark: _Toc56040212][bookmark: _Toc55089210][bookmark: _Toc101911399][bookmark: _Toc377307133][bookmark: _Toc56039252]Table 1
[bookmark: _Toc149646045][bookmark: _Toc149649041][bookmark: _Toc149652668][bookmark: _Toc149654891]Response Rate
	Response  
	Frequency  
	Percent  

	Returned  
	210
	91.3%  

	Unreturned  
	20
	8.7%  

	Total  
	230
	100%  


Source: Primary data 
Findings from table 1 above indicate that 91.3% was the response rate. Based on assertions Babbie (2004), 91.3% response rate is very good for the study. Thus the response rate of 91.3% under this study was very good for study. This response was attributed to availability of the majority sampled respondents, while follow-ups and physically moving from one respondent to the other were undertaken. 











[bookmark: _Toc149654892]4.2 Demographic Characteristics
Table 2: n=210
Demographic Characteristics
	Age of group
	Frequency
	Percent

	20-29 years
	36
	17.1

	30-39 years
	56
	26.7

	40-49 years
	60
	28.6

	50-59 years
	55
	26.2

	60 years and above
	3
	1.4

	Total
	210
	100

	Gender of respondents
	Frequency
	Percent

	Male
	94
	44.8

	Female
	116
	55.3

	Total
	210
	100

	Marital status of the respondents
	Frequency
	Percent

	Single
	34
	16.2

	Married
	161
	76.7

	Separated
	12
	5.7

	Divorced
	3
	1.4

	Total
	210
	100

	Highest Level of Education
	Frequency
	Percent

	Diploma
	8
	3.8

	Higher Diploma
	8
	3.8

	Bachelor's degree
	68
	32.3

	Masters degree and Above
	126
	60

	Total
	210
	100

	Length of service in the university
	Frequency
	Percent

	1-3 years
	36
	17.1

	4-6 years
	93
	44.3

	7-10 years
	48
	22.9

	11 or more years
	33
	15.7

	Total
	210
	100

	Section being worked in
	Frequency
	Percent

	Academic administrators (Teaching and Administration)
	111
	52.9

	Administrators
	99
	47.1

	Total
	210
	100


Source: Primary Data(2022).
Findings from table 2 indicate that many of the respondents were aged between 40-49 years with 28.6%, this was followed by 30-39 years with 26.7%. Findings also revealed that 50-59 years and 20-29 years respondents contributed 26.2% and 17.1% respectively.  
On the aspect of gender, findings in table 2 revealed that most of the respondents were females with 55.24% and males were 44.76% implying that the many of the respondents were females and their numbers were slightly higher than that of males. These results will be cross tabulated with other variables of the study to establish if there is any significant relationship or not.

On marital status, findings in table 2 revealed that majority of the respondents were married with 75.71% while the single ones scored 24.29%. These results were correlated with other variables to establish if marital status of the respondents could influence the results of the study. 

Under education, the information presented in table 2 indicate that majority respondents 60% had above the bachelors’ degree as their highest academic qualifications while 39.9% had lower qualifications. These findings will be cross tabulated with role conflict and burnout to establish where or not there is any relationship. 
For the period spent working in the university, the findings revealed that many respondents had worked for 4-6 years with 43.20%, this was followed by 7-10 years with 23.30%; 1-3 years and 11 years and above scored 17.48% and 16.02% respectively.  In short, staying longer in an organization gives the respondent an opportunity to understand role conflict and how it relates to burnout.
[bookmark: _Toc149646047][bookmark: _Toc149649043][bookmark: _Toc149652670][bookmark: _Toc149654893][bookmark: _Toc377307135]Table 3: n=210
[bookmark: _Toc149646048][bookmark: _Toc149649044][bookmark: _Toc149652671][bookmark: _Toc149654894]Descriptive Statistics for Role Conflict
	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	Average- time based
	210
	1.5952
	.50165

	Average strain based
	210
	1.8286
	.40232

	Average behavior
	210
	1.8524
	.36878

	Valid N (listwise)
	210
	
	


Source: Primary Data (2022)
Findings in table 3 above indicate that the mean scored for all the three role conflict constructs were above the average based on the Likert scale of 1 to 2. For instance 1.6 mean score for time based is above and over the average of 1-2. Strain based and behavior based scored 1.8 mean and 1.9 mean respectively.  
[bookmark: _Toc149646049][bookmark: _Toc149649045][bookmark: _Toc149652672][bookmark: _Toc149654895][bookmark: _Toc377307136]Table 4: n=210
[bookmark: _Toc149646050][bookmark: _Toc149649046][bookmark: _Toc149652673][bookmark: _Toc149654896]Descriptive Statistics for Burn Out
	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	Emotional Exhaustion
	210
	3.4810
	.77775

	Cynical
	210
	3.9905
	.87491

	Professional Efficacy 
	210
	3.8381
	.64331

	Valid N (listwise)
	210
	
	


Source: Primary Data (2022)
It should be noted that the responses on the above burnout constructs were generated from a Likert scale question that were asked to respondents of 1-5 scale.  Findings indicate that all the three burnout constructs scored a mean that was above and over the average of 2.5 mean. For instance, emotional exhaustion scored 3.5 mean, cynical scored 3.9 and professional efficacy scored 3.8 mean. All the three attributes had high mean scores. This meant that the respondents strongly agreed that they were experiencing burnout. 
[bookmark: _Toc133534924][bookmark: _Toc133535816][bookmark: _Toc133536898][bookmark: _Toc133537358][bookmark: _Toc149654897]4.3 Role Conflict Constructs as a Predictors of Emotional Exhaustion in Academic Administrators
The first objective of the study was to assess the extent to which role conflict constructs predict burnout among academic administrators. To achieve this objective, the respondents were asked to rank eleven statements based on Likert scale of 1-5. Data was presented with the guidance of a research hypothesis: “Role conflict constructs have positive impact on burnout among academic administrators” and the results were run through multiple regression in order to establish the existing relationship between the variables. 

Prior to analysis, the assumption of normality was tested to verify the validity of the model. Normality was visually examined with a normal probability plot (Tabachnick & Fidell, 2013) and histogram. The assumption of normality was met because the data closely followed the diagonal trend line (see Figure 4 and 5). The assumption of homoscedasticity was verified visually with a residuals scatter plot. The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 6). The assumption of absence of multicollinearity was also tested on the model. Table 7 shows the absence of multicollinearity assumption was met because the variance inflation factors are below 10. The variance inflation factor (VIF) measures the degree of correlation between a predictor and the other predictors in a model.








[bookmark: _Toc149646052][bookmark: _Toc149649048][bookmark: _Toc149652675][bookmark: _Toc149654898][bookmark: _Toc377307137]Figure 2:
[bookmark: _Toc149646053][bookmark: _Toc149649049][bookmark: _Toc149652676][bookmark: _Toc149654899]Histogram of Role Constructs Predicting Emotional Exhaustion
[image: ]
[bookmark: _Toc149646054][bookmark: _Toc149649050][bookmark: _Toc149652677][bookmark: _Toc149654900][bookmark: _Toc377307138]Figure 3:
[bookmark: _Toc149646055][bookmark: _Toc149649051][bookmark: _Toc149652678][bookmark: _Toc149654901]Normal P-P Plot with Role Constructs Predicting Emotional Exhaustion
[image: ]
[bookmark: _Toc149646056][bookmark: _Toc149649052][bookmark: _Toc149652679][bookmark: _Toc149654902][bookmark: _Toc377307139]Figure 4
[bookmark: _Toc149646057][bookmark: _Toc149649053][bookmark: _Toc149652680][bookmark: _Toc149654903]Residuals Scatterplot to Test Homoscedasticity with Role Constructs Predicting Emotional Exhaustion
[image: ]
[bookmark: _Toc149647162][bookmark: _Toc149649054][bookmark: _Toc149652681][bookmark: _Toc149654904]Table 5: n=111
Role conflict Constructs as Predictors of Emotional Exhaustion among Academic Administrators
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.220a
	.048
	.003
	.16790
	.048
	1.068
	5
	105
	.382

	2
	.411b
	.169
	.104
	.15921
	.120
	4.925
	3
	102
	.003

	a. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent, Average- time based, Average Behavior, Average strain based

	c. Dependent Variable: EE


Source: Primary Data (2022)

Findings from table 5 indicate an R Square value of .048 which can be interpreted that Highest Level of Education, Gender of respondents, marital status of the respondents, Age of respondent grouped scores account for 4.8% of the variance in exhaustion at work of academic administrators (teaching and administration). With introduction of role constructs (average strain based, average- time based and average behavior) in model 2, the value for R Square increased to 0.169(16.9%) of the variance in emotional exhaustion at work accounted for by the eight variables in the model. The total R square change of both models indicates a difference of 12% indicating the additional variance in exhaustion at work accounted for, above and beyond that which was accounted for by the first 5 variables. The additional variance shows that role constructs were significant predictors of emotional exhaustion among academic administrators (P=0.03). 

The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 14 below presents the multiple regressions’ results.
[bookmark: _Toc149647163][bookmark: _Toc149649055][bookmark: _Toc149652682][bookmark: _Toc149654905]Table 6: N=111
ANOVA testing the relationship between Role conflict constructs and Emotional Exhaustion in Academic administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.151
	5
	.030
	1.068
	.382b

	
	Residual
	2.960
	105
	.028
	
	

	
	Total
	3.110
	110
	
	
	

	2
	Regression
	.525
	8
	.066
	2.590
	.013c

	
	Residual
	2.585
	102
	.025
	
	

	
	Total
	3.110
	110
	
	
	

	a. Dependent Variable:EX

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent

	c. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent, Average- time based, Average Behaviour, Average strain based


Source: Primary Data (2022)
Findings from table 6 show F =2.590, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.013, providing strong evidence against the null hypothesis. This implies that there is a significant relationship between role conflict constructs and Emotional Exhaustion in academic administrators. 


[bookmark: _Toc149646058][bookmark: _Toc149649056][bookmark: _Toc149652683][bookmark: _Toc149654906][bookmark: _Toc377307141]Table 7: N=111
[bookmark: _Toc149646059][bookmark: _Toc149649057][bookmark: _Toc149652684][bookmark: _Toc149654907]Coefficients for Predicting Emotional Exhaustion among Academic Administrators
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.510
	.124
	
	4.121
	.000
	
	

	
	Age of the respondent
	.002
	.002
	.109
	1.043
	.299
	.832
	1.203

	
	Gender of respondents
	-.019
	.032
	-.056
	-.583
	.561
	.972
	1.029

	
	Marital status of the respondents
	-.012
	.041
	-.029
	-.298
	.766
	.935
	1.070

	
	Highest level of education
	.039
	.037
	.108
	1.076
	.285
	.896
	1.117

	
	Length of service in the university
	-.045
	.023
	-.204
	-1.944
	.050
	.822
	1.216

	2
	(Constant)
	.199
	.150
	
	1.325
	.188
	
	

	
	Age of the respondent
	.002
	.002
	.114
	1.149
	.253
	.831
	1.204

	
	Gender of respondents
	-.032
	.031
	-.096
	-1.035
	.303
	.947
	1.056

	
	Marital status of the respondents
	-.007
	.039
	-.016
	-.169
	.866
	.907
	1.102

	
	Highest level of education
	.042
	.037
	.115
	1.121
	.265
	.772
	1.296

	
	Length of service in the university
	-.033
	.022
	-.149
	-1.471
	.144
	.798
	1.253

	
	Average- time based
	-.027
	.036
	-.079
	-.753
	.453
	.731
	1.368

	
	Average strain based
	.040
	.057
	.098
	.714
	.477
	.429
	2.332

	
	Average behavior
	.136
	.057
	.306
	2.377
	.019
	.492
	2.031

	a. Dependent Variable: EEFinal


Source: Primary Data (2022)
Findings in table 7above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, the effects age are removed before assessing the relationship between the contribution of any other demographic variable and emotional exhaustion.  The relationship between role constructs was not statistically significant. The hypothesis is rejected because the coefficients are significantly different from 0
Length of service in the university (p = .050) for control 1 and behavior-based role construct (p =.019) for control 2 are all significant predictors of burnout among academic administrators. All the other demographic characteristics and role constructs had no statistical significance on emotional exhaustion among academic administrators.
[bookmark: _Toc149654908]4.4 Role Conflict Constructs as Predictors of Cynicism among Academic Administrators
To address cynicism as a burnout dimension, a multiple regression was conducted to determine the relationship between role conflict constructs and academic administrators’ cynicism. The predictor variables were demographic characteristics and role conflict constructs in relation to the cynicism burnout component. Before the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested with an association between role conflict constructs and cynicism among academic administrators.
[bookmark: _Toc377307143]Normality was visually examined with a normal probability plot and histogram. This assumption was met because the data closely followed the diagonal trend line (see Figure 7and 8). The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 9) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 10). 
Figure 5: 
[bookmark: _Toc149646061][bookmark: _Toc149649059][bookmark: _Toc149652686][bookmark: _Toc149654909]Histogram of Role Constructs Predicting Cynicism
[bookmark: _Toc149646062][bookmark: _Toc149649060][bookmark: _Toc149652687][bookmark: _Toc149654910][bookmark: _Toc377307144][image: ]
Figure 6:
[bookmark: _Toc149646063][bookmark: _Toc149649061][bookmark: _Toc149652688][bookmark: _Toc149654911]Normal P-P plot with Role Constructs Predicting Cynicism.
[bookmark: _Toc377307145][image: ]
Figure 7
[bookmark: _Toc149646064][bookmark: _Toc149649062][bookmark: _Toc149652689][bookmark: _Toc149654912]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Cynicism
[image: ]
[bookmark: _Toc149646065][bookmark: _Toc149649063][bookmark: _Toc149652690][bookmark: _Toc149654913][bookmark: _Toc377307146]Table 8: N=111

Role Constructs as Predictors of Cynicism among Academic Administrators
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.125a
	.016
	-.031
	.20237
	.016
	.334
	5
	105
	.892

	2
	.261b
	.068
	-.005
	.19976
	.053
	1.921
	3
	102
	.131

	a. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest level of education, Age of the respondent

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest level of education, Age of the respondent, Average- time based, Average behavior, Average strain based

	c. Dependent Variable: CYFinal


Source: Primary Data (2022)
Findings from table 8 indicate that R Square value of .016% which can be interpreted that demographic characteristic such as highest level of education, gender of respondents, marital status of the respondents, age of respondentsgrouped scores account for 1.6% of the variance in cynicism at work of academic administrators (teaching and administration). When average strain based, average- time based, average behavior when added in model 2, the value for R Square increased to 0.068(6.8%) of the variance in cynicism at work accounted for by the eight variables in the model. The total R square change of both models indicates a difference, meaning that the addition role constructs contribute 5.3% additional variance in cynicism at work accounted for, above and beyond that which was accounted for by the first five variables. In both models 1 and 2, the independent variables were not statistically significant in predicting cynicism among academic administrators (P=0.892 and P=0.131 respectively). 

The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 14 below presents the multiple regressions’ results



[bookmark: _Toc149649064][bookmark: _Toc149652691][bookmark: _Toc149654914]Table 9: N=111
ANOVA testing the relationship between Role conflict constructs and Cynicism in Academic administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.068
	5
	.014
	.334
	.892b

	
	Residual
	4.300
	105
	.041
	
	

	
	Total
	4.369
	110
	
	
	

	2
	Regression
	.298
	8
	.037
	.934
	.492c

	
	Residual
	4.070
	102
	.040
	
	

	
	Total
	4.369
	110
	
	
	

	a. Dependent Variable: CY

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent

	c. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent, Average- time based, Average Behavior, Average strain based


Source: Primary Data (2022)
Findings from table 9 show F =0.934, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.492, providing strong evidence for the null hypothesis. This implies that there is no relationship between role conflict constructs and Cynicism in academic administrators. 
[bookmark: _Toc149649065][bookmark: _Toc149652692][bookmark: _Toc149654915]Table 10: N=111
 Coefficients for Predicting Cynicism among Academic Administrators
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.145
	.149
	
	.971
	.334
	
	

	
	Age of the respondent
	.003
	.003
	.118
	1.111
	.269
	.832
	1.203

	
	Gender of respondents
	.013
	.039
	.032
	.324
	.746
	.972
	1.029

	
	Marital status of the respondents
	-.019
	.049
	-.039
	-.394
	.695
	.935
	1.070

	
	Highest level of education
	.014
	.044
	.033
	.321
	.749
	.896
	1.117

	
	Length of service in the university
	-.022
	.028
	-.082
	-.772
	.442
	.822
	1.216

	2
	(Constant)
	.425
	.189
	
	2.250
	.027
	
	

	
	Age of the respondent
	.003
	.003
	.114
	1.087
	.280
	.831
	1.204

	
	Gender of respondents
	.020
	.039
	.050
	.508
	.613
	.947
	1.056

	
	Marital status of the respondents
	-.031
	.049
	-.064
	-.640
	.524
	.907
	1.102

	
	Highest level of education
	.019
	.047
	.045
	.412
	.681
	.772
	1.296

	
	Length of service in the university
	-.032
	.028
	-.123
	-1.150
	.253
	.798
	1.253

	
	Average- time based
	-.033
	.045
	-.081
	-.728
	.468
	.731
	1.368

	
	Average strain based
	-.030
	.071
	-.062
	-.424
	.672
	.429
	2.332

	
	Average behavior
	-.074
	.072
	-.141
	-1.036
	.303
	.492
	2.031

	a. Dependent Variable: CYFinal


Source: Primary Data (2022)
Findings in table 10above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, the effects of Length of service in the university are removed before assessing the relationship between the contribution of demographic characteristics and cynicism as one construct of burnout.
A p-value < 0.05, provides evidence that the coefficient is different to 0. None of the independent variables in both models 1 and 2 i.e., Role conflict constructs and demographic factors were significant in predicting cynicism among academic administrators.
[bookmark: _Toc149654916]4.5 Role Conflict Constructs as Predictors of Professional Efficacy
A multiple regression was conducted to determine the relationship between role conflict constructs and professional efficacy among academic administrator. The predictor variables were demographic characteristics and role conflict constructs in relation to the professional efficacy burnout component. Ahead of the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested with an association between role conflict constructs and cynicism among academic administrators.
Normality was visually examined with a normal probability plot and Histogram. This assumption was met because the data closely followed the diagonal trend line and the data used was symmetric or evenly spread (see Figure 10and 11). The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 12) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 13). 
[bookmark: _Toc149646067][bookmark: _Toc149649067][bookmark: _Toc149652694][bookmark: _Toc149654917][bookmark: _Toc377307148]Figure8
[bookmark: _Toc149646068][bookmark: _Toc149649068][bookmark: _Toc149652695][bookmark: _Toc149654918]Histogram of Role Constructs Predicting Professional Efficacy
[image: ]
[bookmark: _Toc149646069][bookmark: _Toc149649069][bookmark: _Toc149652696][bookmark: _Toc149654919][bookmark: _Toc377307149]



Figure 9
[bookmark: _Toc149646070][bookmark: _Toc149649070][bookmark: _Toc149652697][bookmark: _Toc149654920]Normal P-P Plot with Role Constructs Predicting Professional Efficacy
[image: ]

[bookmark: _Toc149646071][bookmark: _Toc149649071][bookmark: _Toc149652698][bookmark: _Toc149654921][bookmark: _Toc377307150]Figure 10
[bookmark: _Toc149646072][bookmark: _Toc149649072][bookmark: _Toc149652699][bookmark: _Toc149654922]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Professional Efficacy
[image: ]

The results of the multiple regressions were not statistically significant. In the first section, R2 was 0.010 and improved in model 2 to R2 = 0.056. The results remained statistically insignificant (P=0.952 and P= 0.184 respectively). See table 9.
[bookmark: _Toc149646073][bookmark: _Toc149649073][bookmark: _Toc149652700][bookmark: _Toc149654923][bookmark: _Toc377307151]Table 11: N=111
[bookmark: _Toc149646074][bookmark: _Toc149649074][bookmark: _Toc149652701][bookmark: _Toc149654924]Role Conflict Constructs as Predictors of Professional Efficacy
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df21
	Sig. F Change

	1
	.102a
	.010
	-.037
	.05825
	.010
	.222
	5
	105
	.952

	2
	.237b
	.056
	-.018
	.05772
	.046
	1.642
	3
	102
	.184

	a. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest level of education, Age of the respondent.

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest level of education, Age of the respondent, Average- time based, Average behavior, Average strain based

	c. Dependent Variable: PEFinal


Source: Primary data (2022).

Findings from table 11 indicate that R Square value of .010 and .056 for model 1 and 2 respectively. This can be interpreted that demographic characteristics such as Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest level of education grouped scores account for 1.0% of the variance in professional efficacy at work of academic administrators (teaching and administration). When Average strain based, Average- time based, Average Behavior were added in model 2, the value for R Square increased to 5.6% of the variance in professional efficacy at work accounted for by the eight variables in the model. The total R square change of both models indicates a difference, meaning that role constructs contribute 4.6% additional variance in professional efficacy at work accounted for, above and beyond that which was accounted for by the first 5 variables. 
The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 14 below presents the multiple regressions’ results
[bookmark: _Toc149649075][bookmark: _Toc149652702][bookmark: _Toc149654925]Table 12: N=111
ANOVA testing the relationship between Role conflict constructs and Professional Efficacy in Academic administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.004
	5
	.001
	.222
	.952b

	
	Residual
	.356
	105
	.003
	
	

	
	Total
	.360
	110
	
	
	

	2
	Regression
	.020
	8
	.003
	.757
	.641c

	
	Residual
	.340
	102
	.003
	
	

	
	Total
	.360
	110
	
	
	

	a. Dependent Variable: PE

	b. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent

	c. Predictors: (Constant), Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education, Age of the respondent, Average- time based, Average Behaviour, Average strain based


Source: Primary Data (2022)
Findings from table 12 show F =0.757, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.641, providing strong evidence for the null hypothesis. This implies that there is no relationship between role conflict constructs and professional Efficacy in academic administrators
[bookmark: _Toc149646075][bookmark: _Toc149649076][bookmark: _Toc149652703][bookmark: _Toc149654926][bookmark: _Toc377307152]Table 13: N=111
[bookmark: _Toc149646076][bookmark: _Toc149649077][bookmark: _Toc149652704][bookmark: _Toc149654927]Coefficients for Predicting Professional Efficacy among Academic Administrators
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.674
	.043
	
	15.700
	.000
	
	

	
	Age of the respondent
	.000
	.001
	.029
	.273
	.785
	.832
	1.203

	
	Gender of respondents
	.001
	.011
	.005
	.051
	.959
	.972
	1.029

	
	Marital status of the respondents
	.011
	.014
	.078
	.779
	.438
	.935
	1.070

	
	Highest level of education
	.004
	.013
	.034
	.335
	.738
	.896
	1.117

	
	Length of service in the university
	-.004
	.008
	-.055
	-.515
	.608
	.822
	1.216

	2
	(Constant)
	.748
	.055
	
	13.716
	.000
	
	

	
	Age of the respondent
	.000
	.001
	.026
	.243
	.808
	.831
	1.204

	
	Gender of respondents
	.002
	.011
	.018
	.183
	.855
	.947
	1.056

	
	Marital status of the respondents
	.007
	.014
	.053
	.525
	.601
	.907
	1.102

	
	Highest level of education
	.006
	.014
	.046
	.421
	.675
	.772
	1.296

	
	Length of service in the university
	-.007
	.008
	-.092
	-.850
	.397
	.798
	1.253

	
	Average- time based
	-.012
	.013
	-.102
	-.910
	.365
	.731
	1.368

	
	Average strain based
	-.009
	.021
	-.065
	-.445
	.657
	.429
	2.332

	
	Average Behavior
	-.015
	.021
	-.101
	-.740
	.461
	.492
	2.031

	a. Dependent Variable: PEFinal


Source: Primary data (2022).
Findings in table 13above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling the other variables. However, there is no single independent variable that yielded any P-Value less than 0.05. This means that no single variable was a significant predictor of professional efficacy. This implies that neither demographic characteristics nor constructs of role conflict could predict professional efficacy among non-academic administrators. 
[bookmark: _Toc149654928]4.6. Role Conflict Constructs as Predictors of Emotional Exhaustion among Administrators
The second objective of the study was to assess the extent to which role conflict constructs predict burnout among non-academic administrators. To address this research objective a multiple regression analysis was conducted to determine whether role conflict constructs were significant predictors of burnout dimensions of emotional exhaustion, cynicism and professional efficacy in administrators.

[bookmark: _Toc377307153]Prior to analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to ascertain whether the model was fit for the analysis. Normality was visually examined with a histogram and normal probability plot. The assumption of normality was met because the data closely followed the diagonal trend line and was asymmetric (see Figure 13 and 14). The assumption of homoscedasticity was verified visually with a residuals scatter plot. The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 15). The assumption of absence of multicollinearity, was also tested on the model. Table 16 shows the absence of multicollinearity assumption was met because the variance inflation factors are below 3. 
[bookmark: _Toc149654929]Figure11
[bookmark: _Toc149646078][bookmark: _Toc149649079][bookmark: _Toc149652706][bookmark: _Toc149654930]Histogram of Role Constructs Predicting Emotional Exhaustion in Administrators.
[image: ]
[bookmark: _Toc149646079][bookmark: _Toc149649080][bookmark: _Toc149652707][bookmark: _Toc149654931][bookmark: _Toc377307154]Figure 12
[bookmark: _Toc149646080][bookmark: _Toc149649081][bookmark: _Toc149652708][bookmark: _Toc149654932]Normal P-P Plot with Role Constructs Predicting Emotional Exhaustion among Administrators
[image: ]
[bookmark: _Toc149646081][bookmark: _Toc149649082][bookmark: _Toc149652709][bookmark: _Toc149654933][bookmark: _Toc377307155]Figure 13
[bookmark: _Toc149646082][bookmark: _Toc149649083][bookmark: _Toc149652710][bookmark: _Toc149654934]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Emotional Exhaustion
[image: ]
The results of the multiple regressions were not statistically significant collectively. In the first section, R2 was 0.077 and improved in model 2 to R2 = 0.114. The relationship further drifted away from 0 with the introduction of role conflict constructs in section 2 of the model (P=0.182 to P= 0.293 respectively). See table 14 below.
[bookmark: _Toc149646083][bookmark: _Toc149649084][bookmark: _Toc149652711][bookmark: _Toc149654935][bookmark: _Toc377307156]Table 14: N=99
[bookmark: _Toc149646084][bookmark: _Toc149649085][bookmark: _Toc149652712][bookmark: _Toc149654936]Role conflict Constructs as Predictors of Emotional Exhaustion among Administrators
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.277a
	.077
	.027
	.17680
	.077
	1.549
	5
	93
	.182

	2
	.338b
	.114
	.035
	.17607
	.037
	1.259
	3
	90
	.293

	a. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest level of education

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest level of education, Average strain based, Average- time based, Average Behavior
c. Dependent Variable: EX 


Source: Primary data (2022)
According to the results in the table 14, model 1 has an R Square value of .077, which can be interpreted that demographic factors (Length of service in the university, Gender of respondents, Marital status of the respondents, Highest Level of Education and Age of the respondent) grouped scores account for 7.7% of the variance in emotional exhaustion at work of non-academic administrators. Coupled with role constructs (Age of the respondent, Average- time based, Average Behavior and Average strain based), in Model 2, the value for R Square increased 0.114 (11.4 %) of the variance in emotional Exhaustion at work. Despite the R square change an increase of 3.7%. The statistical relationship in both models was not significant meaning that collectively, demographic characteristics role constructs are not significant predictors of emotional Exhaustion among non-academic administrators.
The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 14 below presents the multiple regressions’ results
[bookmark: _Toc377307157]Table 15: N=99
ANOVA testing the relationship between Role conflict constructs and Emotional Exhaustion in administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.235
	5
	.047
	1.519
	.191b

	
	Residual
	2.875
	93
	.031
	
	

	
	Total
	3.110
	98
	
	
	

	2
	Regression
	.360
	8
	.045
	1.472
	.178c

	
	Residual
	2.750
	90
	.031
	
	

	
	Total
	3.110
	98
	
	
	

	a. Dependent Variable: EX

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education

	c. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education, Average strain based, Average- time based, Average Behaviour


[bookmark: _Toc149646085][bookmark: _Toc149649086][bookmark: _Toc149652713][bookmark: _Toc149654937]Findings from table 15 show F =1.472, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.178, providing strong evidence for the null hypothesis. This implies that there is no relationship between role conflict constructs and Emotional Exhaustion in administrators
[bookmark: _Toc149646086][bookmark: _Toc149649087][bookmark: _Toc149652714][bookmark: _Toc149654938]Table 16: N=99
[bookmark: _Toc149646087][bookmark: _Toc149649088][bookmark: _Toc149652715][bookmark: _Toc149654939]Coefficients for Predicting Emotional Exhaustion in Administrators
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.356
	.126
	
	2.826
	.006
	
	

	
	Age of the respondent
	.005
	.002
	.229
	2.208
	.030
	.920
	1.086

	
	Gender of respondents
	.048
	.038
	.132
	1.269
	.207
	.924
	1.082

	
	Marital status of the respondents
	-.023
	.041
	-.060
	-.571
	.570
	.910
	1.098

	
	Highest level of education
	-.055
	.042
	-.154
	-1.305
	.195
	.711
	1.407

	
	Length of service in the university
	.012
	.019
	.080
	.655
	.514
	.670
	1.493

	2
	(Constant)
	.415
	.255
	
	1.625
	.108
	
	

	
	Age of the respondent
	.004
	.002
	.190
	1.666
	.099
	.758
	1.319

	
	Gender of respondents
	.058
	.040
	.159
	1.443
	.152
	.811
	1.233

	
	Marital status of the respondents
	-.039
	.042
	-.100
	-.928
	.356
	.856
	1.169

	
	Highest level of education
	-.052
	.044
	-.147
	-1.193
	.236
	.649
	1.541

	
	Length of service in the university
	.014
	.024
	.090
	.592
	.555
	.426
	2.345

	
	Average- time based
	.078
	.043
	.219
	1.814
	.050  
	.674
	1.483

	
	Average strain based
	-.057
	.049
	-.126
	-1.165
	.247
	.836
	1.196

	
	Average Behaviour based
	-.027
	.060
	-.074
	-.443
	.659
	.356
	2.811

	a. Dependent Variable: EE


Source: Primary data (2022)
Findings in table 16above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, the effects of level of education and length of service in the university are removed before assessing the relationship between the contribution of other demographic characteristics and burnout.  
Age (P=.0.030) for control 1 was a significant predictor of emotional exhaustion among non-academic administrators.  All the other independent variables of, gender of respondents, marital status of the respondents and role conflict constructs were not significant as emotional exhaustion predictors among non- academic administrators.
[bookmark: _Toc149654940]4.7 Role conflict Constructs as predictor of Cynicism in Administrators
To address cynicism as a burnout dimension among administrators, a multiple regression was conducted to determine the relationship between role conflict constructs and administrators’ cynicism at work. The predictor variables were demographic characteristics and role conflict constructs in relation to the cynicism burnout component. Before the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to ascertain an association between role conflict constructs and cynicism among administrators.
Normality was visually examined with a normal probability plot and Histogram. This assumption was met because the data closely followed the diagonal trend line and was not skewed (see Figure 16and 17). The assumption of homoscedasticity was met because data was randomly scattered in the plot (see Figure 18) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 19). 
[bookmark: _Toc149649090][bookmark: _Toc149654941][bookmark: _Toc377307159]Figure 14
[bookmark: _Toc149649091][bookmark: _Toc149654942]Histogram of Role Constructs Predicting Cynicism in Administrators
[image: ]



[bookmark: _Toc149653337][bookmark: _Toc149654943]Figure 15
[bookmark: _Toc149653338][bookmark: _Toc149654944]Normal P-P Plot with Role Constructs Predicting Cynicism among Administrators
[image: ]
[bookmark: _Toc149649092][bookmark: _Toc149654945][bookmark: _Toc377307160]Figure 16
[bookmark: _Toc149649093][bookmark: _Toc149654946]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs predicting Cynicism
[image: ]

The results of the multiple regression were not statistically significant. In the first section, R2 was 0.066 and improved in model 2 to R2 = 0.089. The relationship further drifted away from 0 with the introduction of role conflict constructs in section 2 of the model (P=0.263 to P= 0.527 respectively). See table 17.
[bookmark: _Toc149649094][bookmark: _Toc149654947][bookmark: _Toc377307161]Table 17: N=99
[bookmark: _Toc149649095][bookmark: _Toc149654948]Role Constructs to Cynicism among Administrators
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.257a
	.066
	.016
	.18827
	.066
	1.319
	5
	93
	.263

	2
	.298b
	.089
	.008
	.18904
	.023
	.747
	3
	90
	.527

	a. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education, Average strain based, Average- time based, Average Behavior

	c. Dependent Variable: Cynical


Source:  Primary Data (2022)

Results in the table 17, model 1 has an R Square value of 0.066, which can be interpreted that Length of service in the university, Gender of respondents, Marital status of the respondents, Highest level of education, Age of the respondent grouped scores account for 6.6% of the variance in cynicism at work of non-academic administrators. Though, their influence was not significant (P=0.263). Combining demographic factors with role constructs (Age of the respondent, Average- time based, Average behavior, Average strain based) in Model 2, the value for R Square increased 0.089 (8.9%) of the variance in cynicism at work. The R square change indicates an insignificant difference of 2.3% meaning that the addition of demographic characteristics along with the constructs of burn out contributes very little additional variance in cynicism at work. There was no statistical significance (P=0.527), this means that when all the other factors are controlled, role conflict has very little significance in predicting cynicism at work among non-academic administrators.
The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 18 below presents the multiple regressions’ results.
[bookmark: _Toc149654949]Table 18: N=99
[bookmark: _Toc149654950]ANOVA testing the relationship between Role conflict constructs and Cynicism in administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.224
	5
	.045
	1.208
	.312b

	
	Residual
	3.442
	93
	.037
	
	

	
	Total
	3.666
	98
	
	
	

	2
	Regression
	.299
	8
	.037
	1.000
	.442c

	
	Residual
	3.366
	90
	.037
	
	

	
	Total
	3.666
	98
	
	
	

	a. Dependent Variable: CY

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education

	c. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education, Average strain based, Average- time based, Average Behaviour


Source: Primary Data (2022)
Findings from table 18 show F =1.000, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.442, providing strong evidence for the null hypothesis. This implies that there is no relationship between role conflict constructs and Cynicism in administrators

[bookmark: _Toc377307162][bookmark: _Toc149649096][bookmark: _Toc149654951]
Table 19: n=99
[bookmark: _Toc149649097][bookmark: _Toc149654952]Coefficients for Predicting Cynicism among Administrators
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.388
	.134
	
	2.897
	.005
	
	

	
	Age of the respondent
	-.004
	.002
	-.188
	-1.801
	.075
	.920
	1.086

	
	Gender of respondents
	-.057
	.040
	-.147
	-1.412
	.161
	.924
	1.082

	
	Marital status of the respondents
	.037
	.044
	.089
	.852
	.397
	.910
	1.098

	
	Highest level of education
	.031
	.045
	.082
	.687
	.494
	.711
	1.407

	
	Length of service in the university
	.016
	.020
	.098
	.797
	.427
	.670
	1.493

	2
	(Constant)
	.439
	.197
	
	2.229
	.028
	
	

	
	Age of the respondent
	-.004
	.002
	-.167
	-1.545
	.126
	.865
	1.156

	
	Gender of respondents
	-.071
	.042
	-.185
	-1.709
	.091
	.867
	1.154

	
	Marital status of the respondents
	.045
	.044
	.108
	1.011
	.315
	.883
	1.133

	
	Highest level of education
	.027
	.046
	.071
	.590
	.557
	.691
	1.446

	
	Length of service in the university
	.007
	.024
	.041
	.289
	.774
	.495
	2.021

	
	Average- time based
	-.065
	.048
	-.173
	-1.359
	.177
	.624
	1.603

	
	Average strain based
	.093
	.108
	.194
	.858
	.393
	.198
	5.042

	
	Average behaviour
	-.054
	.122
	-.103
	-.445
	.657
	.189
	5.294

	a. Dependent Variable: CYFinal


Source: Primary Data (2022)

Findings in table 19above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, other factors are held constant when assessing the relationship between the contribution of one role construct and cynicism. In model 1 and 2 neither demographical factors nor role conflict constructs was a significant predictor of cynicism among non-academic administrators (P>0.05). The hypothesis is rejected therefore because the coefficients of role constructs are significantly different from 0. 
[bookmark: _Toc149654953]4.8 Role conflict Constructs as a Predictor of Professional Efficacy among Administrators
A multiple regression was conducted to determine the relationship between role conflict constructs and professional efficacy among non-academic administrators. The predictor variables were demographic characteristics and role conflict constructs in relation to the professional efficacy burnout component. Previous to the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested with an association between role conflict constructs and Cynicism among academic administrators.
Normality was visually examined with a normal probability plot and histogram. The assumption was met because the data closely followed the diagonal trend line and the data used was symmetric or evenly spread (see Figure 19and 20). The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 21) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 22). 
[bookmark: _Toc149649099][bookmark: _Toc149654954][bookmark: _Toc377307164]Figure 17
[bookmark: _Toc149649100][bookmark: _Toc149654955]Histogram of Role Constructs Predicting Professional Efficacy in Administrators
[image: ]
[bookmark: _Toc149649101][bookmark: _Toc149654956][bookmark: _Toc377307165]Figure 18
[bookmark: _Toc149649102][bookmark: _Toc149654957]Normal P-P Plot with Role Constructs Predicting Professional Efficacy among Administrators
[image: ]
[bookmark: _Toc149649103][bookmark: _Toc149654958][bookmark: _Toc377307166]Figure 19
[bookmark: _Toc149649104][bookmark: _Toc149654959]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Professional Efficacy among Administrators
[image: ]
The results of the multiple regression were collectively not statistically significant. The relationship further drifted away from 0 with the introduction of role conflict constructs in section 2 of the model (P=0.540 to P= 0.626 respectively). See table 20.
[bookmark: _Toc149649105][bookmark: _Toc149654960][bookmark: _Toc377307167]Table 20: N=99
[bookmark: _Toc149649106][bookmark: _Toc149654961]Role Constructs as Predictors of Professional Efficacy among Administrators
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.209a
	.044
	-.008
	.05507
	.044
	.847
	5
	93
	.520

	2
	.249b
	.062
	-.022
	.05544
	.018
	.585
	3
	90
	.626

	a. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest level of education

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest level of education, Average strain based, Average- time based, Average behavior

	c. Dependent Variable: PEFinal


Source: Primary data (2022)
According to the results in table 20, model 1 has an R Square value of .044, which can be interpreted that length of service in the university, gender of respondents, marital status of the respondents, highest level of education, age of the respondent grouped scores account for 4.4% of the variance in professional efficacy at work among administrators. When role constructs were introduced in model 2, the value for R Square increased to .062 (6.2%) of the variance in professional efficacy among non-academic administrators at work. The R square change indicates an insignificant difference of 1.8% meaning that the addition of the demographic characteristics alongside the constructs of burn out contributes very little additional variance in professional efficacy among non-academic administrators at work. There was no statistical significance in both models (P=0.520, P=0.626) between professional efficacy and all variables.
The relationship was further investigated by testing the study Hypothesis, Analysis of variance was conducted. The ANOVA (F- test) table 21 below presents the multiple regressions’ results.


[bookmark: _Toc149652520][bookmark: _Toc149654962]Table 21: N=99
[bookmark: _Toc149652521][bookmark: _Toc149654963]ANOVA testing the relationship between Role conflict constructs and Professional Efficacy in administrators
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.010
	5
	.002
	.349
	.882b

	
	Residual
	.539
	93
	.006
	
	

	
	Total
	.549
	98
	
	
	

	2
	Regression
	.022
	8
	.003
	.470
	.874c

	
	Residual
	.527
	90
	.006
	
	

	
	Total
	.549
	98
	
	
	

	a. Dependent Variable: PE

	b. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education

	c. Predictors: (Constant), Length of service in the university, Age of the respondent, Gender of respondents, Marital status of the respondents, Highest Level of Education, Average strain based, Average- time based, Average Behaviour


Source: Primary Data (2022)
Findings from table 21 show F =0.470, in the second block the role conflict constructs were introduced into the model. The P-value for the F test statistic is 0.874, providing strong evidence for the null hypothesis. This implies that there is no relationship between role conflict constructs and professional efficacy in administrators.
[bookmark: _Toc149652522][bookmark: _Toc149654964]Table 22: N=99
[bookmark: _Toc149652523][bookmark: _Toc149654965]Coefficients for Determining Professional Efficacy of Administrators
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.703
	.039
	
	17.942
	.000
	
	

	
	Age of the respondent
	.000
	.001
	-.018
	-.173
	.863
	.920
	1.086

	
	Gender of respondents
	.007
	.012
	.067
	.635
	.527
	.924
	1.082

	
	Marital status of the respondents
	-.016
	.013
	-.133
	-1.248
	.215
	.910
	1.098

	
	Highest level of education
	.019
	.013
	.170
	1.412
	.161
	.711
	1.407

	
	Length of service in the university
	-.007
	.006
	-.142
	-1.145
	.255
	.670
	1.493

	2
	(Constant)
	.705
	.058
	
	12.197
	.000
	
	

	
	Age of the respondent
	-007
	.001
	-.012
	-.109
	.913
	.865
	1.156

	
	Gender of respondents
	.006
	.012
	.057
	.521
	.604
	.867
	1.154

	
	Marital status of the respondents
	-.013
	.013
	-.110
	-1.015
	.313
	.883
	1.133

	
	Highest level of education
	.016
	.013
	.144
	1.172
	.244
	.691
	1.446

	
	Length of service in the university
	-.007
	.007
	-.139
	-.959
	.340
	.495
	2.021

	
	Average- time based
	-.011
	.014
	-.103
	-.796
	.428
	.624
	1.603

	
	Average strain based
	-.020
	.032
	-.145
	-.634
	.528
	.198
	5.042

	
	Average behavior
	.028
	.036
	.182
	.777
	.439
	.189
	5.294

	a. Dependent Variable: PEFinal


Source Primary Data (2022)

The findings in table 22 above, indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, other factors remain constant when assessing the relationship between the contribution of one role construct or demographic factor and professional efficacy. In both the models 1 and 2 the relationship between professional efficacy and all variables was not statistically significant (P>0.05). The hypothesis is rejected therefore because the coefficients are significantly different from 0.
[bookmark: _Toc149654966]4.9 Role conflict constructs as predictors of Emotional exhaustion in Makerere Universities administrators
The third objective of the study was to assess the institutional differences on influence of role conflict on burnout for administrators across universities. To address this research objective a multiple regression analysis was conducted to determine whether Role conflict constructs were significant predictors of burnout dimensions of emotional exhaustion, cynicism and professional efficacy among administrators of Kyambogo and Makerere universities.

Prior to analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to ascertain whether the model was fit for the analysis. Normality was visually examined with a histogram and normal probability plot. The assumption of normality was met because the data closely followed the diagonal trend line and was asymmetric (see Figure 22and 23. The assumption of homoscedasticity was verified visually with a residuals scatter plot. The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 24). The assumption of absence of multicollinearity, was also tested on the model. Table 24 shows the absence of multicollinearity assumption was met because the variance inflation factors are below 3. 
[bookmark: _Toc149649108][bookmark: _Toc149654967][bookmark: _Toc377307168]Figure 20
[bookmark: _Toc149649109][bookmark: _Toc149654968]Histogram of Role Constructs Predicting Emotional Exhaustion among Administrators at Makerere University
[image: ]
[bookmark: _Toc149649110][bookmark: _Toc377307169]
[bookmark: _Toc149654969]Figure 21
[bookmark: _Toc149649111][bookmark: _Toc149654970]Normal P-P Plot with Role Constructs Predicting Emotional Exhaustion among Administrators at MakerereUniversity
[image: ]
[bookmark: _Toc149649112][bookmark: _Toc149654971][bookmark: _Toc377307170]Figure 22
[bookmark: _Toc149649113][bookmark: _Toc149654972]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Emotional Exhaustion among Administrators at Makerere University
[image: ]

Results from the multiple regression analysis indicate that, collectively demographic factors were significant predictors of emotional exhaustion (R2 = 0.256 and P=0.000). However, in section 2 of the model role conflict construct were combined with demographic factors and insignificant results were noticed (R2 = 0.267 and P=0.642) see table 23.
[bookmark: _Toc149649114][bookmark: _Toc149654973][bookmark: _Toc377307171]Table 23: N=129
[bookmark: _Toc149649115][bookmark: _Toc149654974]Role conflict Constructs as Predictors of Emotional Exhaustion among Administrators at Makerere University
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.506a
	.256
	.220
	.13544
	.256
	7.004
	6
	122
	.000

	2
	.516b
	.267
	.211
	.13618
	.010
	.560
	3
	119
	.642

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education, Average strain based, Average- time based, Average Behavior

	c. Dependent Variable: EE


Source: Primary data (2022)
Findings from table 23, indicate R Square value of 0.256 which can be interpreted that Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education grouped scores account for 25.6% of the variance in emotional exhaustion at work among administrators at Makerere University. Consequently, the relationship between demographic factors and emotional exhaustion was statistically significant (P<0.001). When Average strain based, Average- time based, Average behavior were added in model 2, the value for R Square increased to 0.267 implying that role constructs grouped with demographic factors predicted emotional exhaustion up to 26.7% among administrators at Makerere university. The total R square change of both models indicates a difference, meaning that the addition of role constructs contributes 1.1% additional variance in exhaustion at work accounted for, above and beyond that which was accounted for by role constructs. The addition of role constructs yielded statistically insignificant results (P =0.642).
[bookmark: _Toc149649116][bookmark: _Toc149654975][bookmark: _Toc377307172]Table 24: N=129
[bookmark: _Toc149649117][bookmark: _Toc149654976]Coefficients for Predicting Emotional Exhaustion among Administrators at Makerere University
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.164
	.090
	
	1.833
	.069
	
	

	
	Age of the respondent
	.002
	.002
	.110
	1.291
	.199
	.842
	1.188

	
	Gender of respondents
	.029
	.025
	.092
	1.156
	.250
	.964
	1.037

	
	Marital status of the respondents
	-.003
	.027
	-.009
	-.108
	.914
	.916
	1.092

	
	Highest level of education
	.850
	.028
	.000
	.003
	.997
	.722
	1.385

	
	Length of service in the university
	-.007
	.015
	-.046
	-.504
	.615
	.721
	1.388

	
	Section being worked in
	.145
	.025
	.472
	5.733
	.000
	.899
	1.113

	2
	(Constant)
	.189
	.125
	
	1.513
	.133
	
	

	
	Age of the respondent
	.002
	.002
	.112
	1.307
	.194
	.835
	1.197

	
	Gender of respondents
	.024
	.026
	.076
	.913
	.363
	.897
	1.115

	
	Marital status of the respondents
	-.007
	.028
	-.019
	-.230
	.818
	.867
	1.154

	
	Highest Level of Education
	.005
	.029
	.017
	.176
	.860
	.666
	1.502

	
	Length of service in the university
	-.013
	.017
	-.079
	-.751
	.454
	.563
	1.776

	
	Section being worked in
	.145
	.026
	.474
	5.672
	.000
	.881
	1.135

	
	Average- time based
	-.037
	.029
	-.121
	-1.256
	.212
	.658
	1.519

	
	Average strain based
	.030
	.044
	.077
	.680
	.498
	.479
	2.086

	
	Average Behavior
	-.004
	.047
	-.009
	-.080
	.936
	.494
	2.025

	a. Dependent Variable: EEFinal


Source: Primary Data (2022)
The findings in table 24 above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, the effects of age are removed before assessing the relationship between the contribution of any other demographic factor and emotional exhaustion. In section 1 and 2 of the model, the section administrators worked in (P<0.001) was the only significant predictor of emotional exhaustion among administrators at Makerere.
All the other demographic variables of, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education were not significant as emotional exhaustion predictors. Role constructs introduced in model 2 were not statistically significant either in predicting burnout among administrators in Makerere University (P= 0. 212, 0.498 and 0.936).
[bookmark: _Toc149654977]4.10 Role Conflicts Constructs as Predictors of Cynicism among Administrators at Makerere University
[bookmark: _Toc149653372][bookmark: _Toc149654978]To address cynicism as a burnout dimension at Makerere, a multiple regression was conducted to determine the relationship between role conflict constructs and administrator’s cynicism at work. The predictor variables were demographic characteristics and role conflict constructs in relation to the cynicism burnout component. Before the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to a certain an association between role conflict constructs and cynicism among administrators.
Normality was visually examined with a normal probability plot and histogram. This assumption was met because the data closely followed the diagonal trend line and was not skewed (see Figure 25and 26). The assumption of homoscedasticity was met because data was randomly scattered in the plot (see Figure 27) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 26). 
[bookmark: _Toc149653373][bookmark: _Toc149654979]Figure 23
[bookmark: _Toc149653374][bookmark: _Toc149654980]Histogram of Role Constructs Predicting Cynicism among Administrators at Makerere University
[image: ]

[bookmark: _Toc149653375][bookmark: _Toc149654228][bookmark: _Toc149654981][bookmark: _Toc377307174]




Figure 24
[bookmark: _Toc149654229][bookmark: _Toc149654982]Normal P-P plot with role constructs predicting Cynicism among Administrators at Makerere University
[image: ]
[bookmark: _Toc149653377][bookmark: _Toc149654983][bookmark: _Toc377307175]Figure 25
[bookmark: _Toc149653378][bookmark: _Toc149654984]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Cynicism among Administrators at Makerere University
[image: ]
The results of the multiple regression analysis indicate that collectively demographic factors were significant predictors of emotional exhaustion (R2 = 0.125 and P=0.011). However in section 2 of the model role conflict construct were combined with demographic factors and insignificant results were noticed (R2 = 0.141 and P=0.545) see table 25.
[bookmark: _Toc149652543][bookmark: _Toc149654985][bookmark: _Toc377307176]Table 25: N=129
[bookmark: _Toc149652544][bookmark: _Toc149654986]Role Constructs as Predictors of Cynicism among Administrators at Makerere University
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.354a
	.125
	.082
	.18303
	.125
	2.906
	6
	122
	.011

	2
	.375b
	.141
	.076
	.18367
	.015
	.714
	3
	119
	.545

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education, Average strain based, Average- time based, Average behavior

	c. Dependent Variable: CYFinal


Source: Primary Data (2022)

Findings from table 25, show R Square value of 0.125 which can be interpreted that demographic factors of Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent and Highest level of education grouped scores account for 12.5% of the variance in cynicism among administrators at Makerere university. Hence, demographic were statistically significant in predicting cynicism among administrators (P<0.011). When Average strain based, Average- time based, Average behavior were introduced in model 2, the value of R Square increased to 0.141(14.1%) of the variance in cynicism among administrators. The total R square change of both models indicates a difference meaning that the addition of role constructs influence variation in cynicism of administrators of Makerere University by 1.5% above and beyond that which was accounted for by demographic factors. The adjustment in model 2 indicates that role constructs and demographic factors group scores were not statistically significant predictors of cynicism among administrators (P=0.545).
[bookmark: _Toc149652545][bookmark: _Toc149654987][bookmark: _Toc377307177]Table 26: N=129
[bookmark: _Toc149652546][bookmark: _Toc149654988]Coefficients for Predicting Cynicism among Administrators at Makerere University
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.404
	.121
	
	3.332
	.001
	
	

	
	Age of the respondent
	.000
	.002
	.011
	.122
	.903
	.856
	1.169

	
	Gender of respondents
	-.018
	.035
	-.045
	-.509
	.612
	.959
	1.043

	
	Marital status of the respondents
	.005
	.039
	.012
	.133
	.894
	.882
	1.134

	
	Highest level of education
	.040
	.039
	.104
	1.013
	.313
	.723
	1.383

	
	Length of service in the university
	-.003
	.020
	-.015
	-.145
	.885
	.738
	1.355

	
	Section being worked in
	-.119
	.035
	-.312
	-3.378
	.001
	.891
	1.122

	2
	(Constant)
	.547
	.170
	
	3.211
	.002
	
	

	
	Age of the respondent
	.000
	.002
	.013
	.139
	.889
	.852
	1.173

	
	Gender of respondents
	-.017
	.036
	-.044
	-.476
	.635
	.907
	1.103

	
	Marital status of the respondents
	-.004
	.040
	-.010
	-.110
	.913
	.843
	1.187

	
	Highest level of education
	.040
	.041
	.104
	.970
	.334
	.665
	1.505

	
	Length of service in the university
	-.012
	.023
	-.060
	-.525
	.601
	.584
	1.711

	
	Section being worked in
	-.115
	.036
	-.301
	-3.209
	.002
	.874
	1.144

	
	Average- time based
	-.020
	.040
	-.054
	-.503
	.616
	.662
	1.512

	
	Average strain based
	-.036
	.070
	-.073
	-.515
	.608
	.381
	2.623

	
	Average behaviour
	-.008
	.075
	-.016
	-.112
	.911
	.389
	2.573

	a. Dependent Variable: CYFinal


Source: Primary Data (2022)

Findings in table 26above show that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. In both the models the section administrators worked in (P=0.001 and P = 0.002) was statistically significant in predicting cynicism among administrators at Makerere University. 
[bookmark: _Toc149654989]The other demographic factors (Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent and Highest level of education), and role conflict constructs were not statistically significant in predicting cynicism among administrators at Makerere University.
[bookmark: _Toc149654990]4.11 Role Constructs as Predictors of Professional Efficacy among Makerere Administrators
A multiple regression was conducted to determine the relationship between role conflict constructs and Professional Efficacy among administrators at Makerere University. The predictor variables were demographic characteristics and role conflict constructs in relation to the professional efficacy burnout component. Previous to the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested with an association between role conflict constructs and cynicism among academic administrators.
Normality was visually examined with a normal probability plot and histogram. The assumption was met because the data closely followed the diagonal trend line and the data used was symmetric or evenly spread (see Figure 28and 29). The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 30) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 28). 
[bookmark: _Toc149654692][bookmark: _Toc149654991][bookmark: _Toc377307178]Figure 26
[bookmark: _Toc149654693][bookmark: _Toc149654992]Histogram of Role Constructs Predicting Professional Efficacy in Administrators at Makerere University
[bookmark: _Toc149654694][bookmark: _Toc149654993][image: ]









Figure 27
[bookmark: _Toc149654695][bookmark: _Toc149654994]Normal P-P Plot with Role Constructs Predicting Professional Efficacy in Administrators at Makerere University.
[image: ]
[bookmark: _Toc149654696][bookmark: _Toc149654995][bookmark: _Toc377307179]Figure 28
[bookmark: _Toc149654697][bookmark: _Toc149654996]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Cynicism among Administrators at Makerere University
[image: ]

Results of the multiple regression analysis indicate that, collectively demographic factors were significant predictors of professional efficacy (R2 = 0.105 and P=0.032). However in section 2 of the model role conflict constructs were combined with demographic factors and insignificant results were noticed (R2 = 0.156 and P=0.072). Role constructs were not statistically significant in predicting professional efficacy among Administrators at Makerere University. See table 27.
[bookmark: _Toc149652767][bookmark: _Toc149654997][bookmark: _Toc377307180]Table 27: N=129
[bookmark: _Toc149652768][bookmark: _Toc149654998]Role Constructs to Professional Efficacy among Administrators at Makerere University.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.324a
	.105
	.061
	.04405
	.105
	2.387
	6
	122
	.032

	2
	.395b
	.156
	.092
	.04331
	.051
	2.395
	3
	119
	.072

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of education, Average strain based, Average- time based, Average behavior

	c. Dependent Variable: PEFinal


Source: Primary Data (2022)

Results from table 27, show an R Square value of 0.105 which can be interpreted that Section being worked in, Length of service in the university, Gender of respondents, Marital status of the respondents, Age of the respondent, Highest level of educationgrouped scores account for 10.5% of the variance in professional efficacy among administrators at Makerere University. When Average strain based, Average- time based, Average behavior were added in model 2, the value for R Square increased to 0.156(15.6%) of the variance in professional efficacy at work accounted for by all variables in the model. The total R square change of both models indicates a difference, meaning that the addition of role conflict constructs contributes 5.1% additional variance in professional efficacy at work accounted for, above and beyond that which was accounted for by demographic factors.
[bookmark: _Toc149652769][bookmark: _Toc149654999][bookmark: _Toc377307181]







Table 28: N=129
[bookmark: _Toc149652770][bookmark: _Toc149655000]Coefficients for Predicting Professional Efficacy among Administrators at Makerere University
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.649
	.029
	
	22.241
	.000
	
	

	
	Age of the respondent
	.000
	.001
	-.072
	-.776
	.439
	.842
	1.188

	
	Gender of respondents
	.012
	.008
	.128
	1.463
	.146
	.964
	1.037

	
	Marital status of the respondents
	-.008
	.009
	-.082
	-.912
	.364
	.916
	1.092

	
	Highest level of education
	.022
	.009
	.238
	2.358
	.020
	.722
	1.385

	
	Length of service in the university
	.001
	.005
	.019
	.189
	.850
	.721
	1.388

	
	Section being worked in
	-.016
	.008
	-.174
	-1.930
	.056
	.899
	1.113

	2
	(Constant)
	.655
	.040
	
	16.497
	.000
	
	

	
	Age of the respondent
	.000
	.001
	-.067
	-.729
	.468
	.835
	1.197

	
	Gender of respondents
	.017
	.008
	.184
	2.071
	.041
	.897
	1.115

	
	Marital status of the respondents
	-.008
	.009
	-.079
	-.873
	.384
	.867
	1.154

	
	Highest level of education
	.021
	.009
	.236
	2.288
	.024
	.666
	1.502

	
	Length of service in the university
	.002
	.005
	.033
	.298
	.766
	.563
	1.776

	
	Section being worked in
	-.017
	.008
	-.182
	-2.033
	.044
	.881
	1.135

	
	Average- time based
	.022
	.009
	.244
	2.349
	.020
	.658
	1.519

	
	Average strain based
	-.010
	.014
	-.087
	-.713
	.477
	.479
	2.086

	
	Average behavior
	-.017
	.015
	-.138
	-1.150
	.253
	.494
	2.025

	a. Dependent Variable: PEFinal


Source: Primary data (2022)

Findings in table 28above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. In model 1, education level was statistically significant (P = 0.020) in predicting professional efficacy. The other demographic variables were not statistically significant (P>0.05). 
With the introduction of role constructs (average time base, average strain based and average behavior based) in model 2, average time based scores (P=0.020), gender of respondents (P = 0.041), level of education (P=0.024), section being worked (P=0.044) and average time based (P=0.020) were statistically significant predictors of professional efficacy among administrators at Makerere University.
[bookmark: _Toc149655001]4.12 Role Constructs as Predictors of Emotional exhaustion in among Kyambogo Administrators
To assess burnout among administrators at Kyambogo University, multiple regressions were conducted to determine the relationship between role conflict constructs and administrator’s emotional exhaustion, cynicism and professional efficacy at work. The predictor variables were demographic characteristics and role conflict constructs in relation to burnout dimensions. Before the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to ascertainthe association between role conflict constructs and burnout among the administrators.
Normality was visually examined with a normal probability plot and histogram. This assumption was met because the data closely followed the diagonal trend line and was not skewed (see Figure 31and 32. The assumption of homoscedasticity was met because data was randomly scattered in the plot (see Figure 33) and absence of multicollinearity, was met because the variance inflation factors are below 5 (Table 30). 
[bookmark: _Toc149655002]Figure 29
[bookmark: _Toc149655003]Histogram of Role Constructs Predicting Emotional Exhaustionamong Administrators at Kyambogo University
[image: ]
[bookmark: _Toc149654703][bookmark: _Toc149655004]
Figure 30
[bookmark: _Toc149655005]Normal P-P plot with role constructs predicting Emotional Exhaustion in Administrators at Kyambogo University
[image: ]
[bookmark: _Toc149655006]Figure 31
[bookmark: _Toc149655007]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Emotional Exhaustion in Administrators at Kyambogo University
[image: ]
Results of the multiple regression analysis indicate that, collectively demographic factors were significant predictors of professional efficacy (R2 = 0.445 and P=0.000). In section 2 of the model role conflict constructs were combined with demographic factors hence change in R square to R2 = 0.541 and P=0.004). Role constructs were therefore statistically significant in predicting emotional exhaustion among administrators at Kyambogo University(See table 29).
[bookmark: _Toc149652773][bookmark: _Toc149655008]Table 29: N=81
[bookmark: _Toc149652774][bookmark: _Toc149655009]Role Conflicts Constructs as Predictors of Emotional Exhaustion among Administrators at Kyambogo University
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.667a
	.445
	.400
	.10748
	.445
	9.902
	6
	74
	.000

	2
	.735b
	.541
	.482
	.09985
	.095
	4.915
	3
	71
	.004

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents, Average- time based, Average behaviour, Average strain based

	c. Dependent Variable: EEFinal


Source: Primary Data
Findings from table 29, shows R Square value of 0.445 which is interpreted that Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents and Marital status of the respondents grouped scores account for 44.5% of the variation in emotional exhaustion at work among administrators at Kyambogo University. Consequently, the relationship between demographic factors and emotional exhaustion were statistically significant (P=0.000). When role constructs of Average time based, Average behaviour and Average strain based, were added in model 2, the value for R Square increased to 0.541 implying that role constructs grouped with demographic factors predicted emotional exhaustion up to 54.1% among administrators at Kyambogo University. The total R square change of both models indicates a difference of meaning that the addition of demographic factors contributes 9.5% additional variance in exhaustion at work accounted for, above and beyond that which was accounted for by demographic factors, the results were of statistical significance (P = 0.004).
[bookmark: _Toc149652775][bookmark: _Toc149655010]Table 30:N=81
[bookmark: _Toc149652776][bookmark: _Toc149655011]Coefficients for Predicting Emotional Exhaustion in Kyambogo University
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.202
	.104
	
	1.942
	.056
	
	

	
	Age of the respondent
	-.005
	.001
	-.293
	-3.160
	.002
	.872
	1.147

	
	Gender of respondents
	.010
	.027
	.037
	.383
	.703
	.796
	1.257

	
	Marital status of the respondents
	.227
	.036
	.639
	6.266
	.000
	.722
	1.385

	
	Highest level of education
	.020
	.031
	.067
	.665
	.508
	.734
	1.363

	
	Length of service in the university
	-.017
	.015
	-.112
	-1.145
	.256
	.779
	1.284

	
	Section being worked in
	.089
	.027
	.323
	3.302
	.001
	.785
	1.275

	2
	(Constant)
	.276
	.113
	
	2.437
	.017
	
	

	
	Age of the respondent
	-.004
	.001
	-.232
	-2.643
	.010
	.840
	1.190

	
	Gender of respondents
	.004
	.025
	.013
	.143
	.887
	.782
	1.279

	
	Marital status of the respondents
	.256
	.035
	.722
	7.406
	.000
	.680
	1.470

	
	Highest level of education
	.006
	.029
	.019
	.198
	.843
	.711
	1.407

	
	Length of service in the university
	-.021
	.014
	-.143
	-1.490
	.141
	.707
	1.414

	
	Section being worked in
	.112
	.026
	.405
	4.336
	.000
	.743
	1.347

	
	Average- time based
	-.062
	.026
	-.215
	-2.383
	.020
	.791
	1.263

	
	Average strain based
	-.094
	.046
	-.288
	-2.020
	.047
	.319
	3.136

	
	Average behaviour
	.058
	.049
	.163
	1.179
	.242
	.339
	2.947

	a. Dependent Variable: EEFinal


Source: Primary Data (2022)

The findings in table 30 above, indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. In model 1, age (P=0.002), marital status (P =0.000) and section worked in (p=0.001) were significant predictors of emotional exhaustion among administrators. All the other independent variables were not significant as emotional exhaustion predictors among administrators at Kyambogo University. 
With the introduction of role constructs in the second model, marital status (P =0.000) and section being worked in (P=.011), and age ()p=0.001 were significant predictors in addition role constructs of strain (P = 0.047) and  time (P= 0.020)  were significant predictors of emotional exhaustion among administrators at Kyambogo University.
[bookmark: _Toc149655012]4.13 Role Constructs as Predictors of Cynicism among Administrators at Kyambogo University
To address Cynicism as a burnout dimension at Kyambogo University, a multiple regression was conducted to determine the relationship between role conflict constructs and administrators’ cynicism at work. The predictor variables were demographic characteristics and role conflict constructs in relation to the cynicism burnout component. Prior to analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested to a certain an association between role conflict constructs and cynicism among the administrators.
Normality was visually examined with a normal probability plot and histogram. This assumption was met because the data closely followed the diagonal trend line and was not skewed (see Figure 34and 35). The assumption of homoscedasticity was met because data was randomly scattered in the plot (see Figure 36) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 32). 
[bookmark: _Toc149654709][bookmark: _Toc149655013]Figure 32
[bookmark: _Toc149655014]Histogram of Role Constructs Predicting Cynicism administrators at Kyambogo University
[image: ]
[bookmark: _Toc149655015]Figure 33
[bookmark: _Toc149655016]Normal P-P Plot with Role Constructs Predicting Cynicism in Administrators at Kyambogo University
[image: ]
[bookmark: _Toc149655017]Figure 34
[bookmark: _Toc149655018]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Cynicism in Administrators at Kyambogo University
[image: ]

The results from the multiple regression analysis indicate that, collectively demographic factors were significant predictors of cynicism at Kyambogo (R2 = 0.179 and P=0.020). In section 2 of the model role conflict constructs were combined with demographic factors hence change in R square to R2 = 0.230 and P=0.209). Role constructs were therefore not significant predictors of cynicism among administrators at Kyambogo University(See table 31).





[bookmark: _Toc149652779][bookmark: _Toc149655019]Table 31:N=81
[bookmark: _Toc149652780][bookmark: _Toc149655020]Role Constructs to Cynicism among Administrators at Kyambogo University
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.423a
	.179
	.113
	.18068
	.179
	2.693
	6
	74
	.020

	2
	.479b
	.230
	.132
	.17869
	.051
	1.552
	3
	71
	.209

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents, Average- time based, Average behavior, Average strain based

	c. Dependent Variable: CYFinal


Source: Primary Data (2022)
Findings from table 31, show R Square value of 0.179 which can be interpreted that demographic factors of Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents and Marital status of the respondents grouped scores account for 17.9% of the variance in cynicism among administrators at Kyambogo university. Hence, demographic factors were a statistically significant predictor of cynicism among administrators (P=0.020). When role constructs (Average- time based, Average behaviour, Average strain based) were introduced in model 2, the value of R Square increased to 0.230 (23.0%) of the variance in cynicism among administrators. The total R square change of both models indicates a variation in cynicism among administrators at Kyambogo University by 5.1% above and beyond that which was accounted for by demographic factors. The adjustment in model 2 indicates that role constructs and demographic factors group scores are statistically insignificant predictors of cynicism among administrators (P=0.209).
[bookmark: _Toc149652781][bookmark: _Toc149655021]Table 32:N=81
[bookmark: _Toc149652782][bookmark: _Toc149655022]Coefficients for predicting Cynicism at Kyambogo University
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.638
	.175
	
	3.645
	.000
	
	

	
	Age of the respondent
	.004
	.003
	.183
	1.623
	.109
	.872
	1.147

	
	Gender of respondents
	-.052
	.045
	-.137
	-1.158
	.251
	.796
	1.257

	
	Marital status of the respondents
	-.133
	.061
	-.272
	-2.191
	.032
	.722
	1.385

	
	Highest level of education
	-.030
	.051
	-.072
	-.587
	.559
	.734
	1.363

	
	Length of service in the university
	-.016
	.025
	-.079
	-.665
	.508
	.779
	1.284

	
	Section being worked in
	-.082
	.045
	-.214
	-1.797
	.076
	.785
	1.275

	2
	(Constant)
	.623
	.203
	
	3.077
	.003
	
	

	
	Age of the respondent
	.004
	.003
	.158
	1.394
	.168
	.840
	1.190

	
	Gender of respondents
	-.053
	.045
	-.138
	-1.169
	.246
	.782
	1.279

	
	Marital status of the respondents
	-.154
	.062
	-.314
	-2.487
	.015
	.680
	1.470

	
	Highest level of education
	-.012
	.052
	-.028
	-.231
	.818
	.711
	1.407

	
	Length of service in the university
	-.018
	.026
	-.087
	-.701
	.486
	.707
	1.414

	
	Section being worked in
	-.098
	.046
	-.256
	-2.116
	.038
	.743
	1.347

	
	Average- time based
	-.025
	.047
	-.064
	-.544
	.588
	.791
	1.263

	
	Average strain based
	.169
	.083
	.376
	2.037
	.045
	.319
	3.136

	
	Average behavior  based
	-.099
	.088
	-.203
	-1.133
	.261
	.339
	2.947

	a. Dependent Variable: CYFinal


Source Primary Data (2022)

The findings in table 32above show that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, other factors are relaxed when assessing the relationship between the contribution of one role construct and cynicism. In the first section of the model, Marital Status of the respondents (P = 0.032) was the only statistically significant predictor of cynicism among administrators at Kyambogo University.
In the second section, marital Status of the respondents (P = 0.015), section being worked in (P= 0.038) and strain (P=0.045) were statistically significant predictors. The remainder of other demographic factors and role constructs were not statistically significant in predicting cynicism (P>0.05).
[bookmark: _Toc149655023]4.14 Role Constructs as Predictors of Professional Efficacy in Kyambogo Administrators
A multiple regression was conducted to determine the relationship between role conflict constructs and professional efficacy among administrators at Kyambogo University. The predictor variables were demographic characteristics and role conflict constructs in relation to the professional efficacy burnout component. Previous to the analysis, the assumptions of normality, homoscedasticity and multicollinearity were tested with an association between role conflict constructs and cynicism among academic administrators.

Normality was visually examined with a normal probability plot and histogram. The assumption was met because the data closely followed the diagonal trend line and the data used was symmetric or evenly spread (see Figure 37and 38). The assumption of homoscedasticity was met due to the random scatter of data in the plot (see Figure 39) and absence of multicollinearity, was met because the variance inflation factors are below 3 (Table 34). 






[bookmark: _Toc149655024]Figure 35
[bookmark: _Toc149655025]Histogram of Role Constructs Predicting Professional Efficacy among Administrators at Kyambogo University.
[image: ]
[bookmark: _Toc149655026]Figure 36 Normal P-P plot with role constructs predicting Professional Efficacy among Administrators at Kyambogo University
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[bookmark: _Toc149655027]

Figure 37
[bookmark: _Toc149655028]Residuals Scatter Plot to Test Homoscedasticity with Role Constructs Predicting Professional Efficacy among Administrators at Kyambogo University
[image: ]

Results of the multiple regression analysis indicate that, collectively demographic factors were significant predictors of professional efficacy (R2 = 0.143 and P=0.068). However in section 2 of the model role conflict constructs were combined with demographic factors and significant results were noticed (R2 = 0.378 and P=0.000). Role constructs were statistically significant in predicting professional efficacy among administrators at Kyambogo University (See table 33).
[bookmark: _Toc149652784][bookmark: _Toc149655029]
Table 33: N=81
[bookmark: _Toc149652785][bookmark: _Toc149655030]Role Constructs and Professional Efficacy among Administrators at Kyambogo University
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.378a
	.143
	.074
	.06674
	.143
	2.059
	6
	74
	.068

	2
	.615b
	.378
	.299
	.05804
	.235
	8.947
	3
	71
	.000

	a. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents

	b. Predictors: (Constant), Section being worked in, Length of service in the university, Age of the respondent, Highest level of education, Gender of respondents, Marital status of the respondents, Average- time based, Average behavior, Average strain based

	c. Dependent Variable


Source: Primary Data (2022)

Results from table 33, show R Square value of 0.143 which means that Section being worked in, Length of service at the university, Age of the respondent, Highest level of education, Gender of respondents and Marital status of the respondents grouped scores account for 14.3% of the variance in professional efficacy among administrators at Kyambogo University. 

When Average behavior, Average-time based, Average strain based were added in model 2, the value for R Square increased to 0.378 implying that 37.8% of the variance in professional efficacy at work is accounted for by the demographic and role conflict constructs. The total R square change of both models indicates a difference, meaning that the addition of role constructs contributes 23.5% additional variance in professional efficacy at work accounted for, above and beyond that which was accounted for by demographic factors. The role constructs were strong predictors of professional efficacy (P=0.000) among administrators at Kyambogo University. 
[bookmark: _Toc149652786][bookmark: _Toc149655031]Table 34: N=81
[bookmark: _Toc149652787][bookmark: _Toc149655032]Coefficients for Determining Professional Efficacy at Kyambogo University
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.748
	.065
	
	11.571
	.000
	
	

	
	Age of the respondent
	.000
	.001
	-.054
	-.465
	.643
	.872
	1.147

	
	Gender of respondents
	-0532
	.017
	.000
	.003
	.997
	.796
	1.257

	
	Marital status of the respondents
	-.017
	.022
	-.096
	-.762
	.449
	.722
	1.385

	
	Highest Level of Education
	-.036
	.019
	-.239
	-1.901
	.061
	.734
	1.363

	
	Length of service in the university
	-.003
	.009
	-.040
	-.331
	.741
	.779
	1.284

	
	Section being worked in
	.041
	.017
	.298
	2.455
	.016
	.785
	1.275

	2
	(Constant)
	.592
	.066
	
	9.002
	.000
	
	

	
	Age of the respondent
	-.001
	.001
	-.139
	-1.363
	.177
	.840
	1.190

	
	Gender of respondents
	.010
	.015
	.072
	.676
	.501
	.782
	1.279

	
	Marital status of the respondents
	-.038
	.020
	-.212
	-1.867
	.066
	.680
	1.470

	
	Highest Level of Education
	-.029
	.017
	-.189
	-1.704
	.093
	.711
	1.407

	
	Length of service in the university
	.009
	.008
	.114
	1.027
	.308
	.707
	1.414

	
	Section being worked in
	.029
	.015
	.212
	1.956
	.050
	.743
	1.347

	
	Average- time based
	.053
	.015
	.369
	3.507
	.001
	.791
	1.263

	
	Average strain based
	-.018
	.027
	-.111
	-.671
	.504
	.319
	3.136

	
	Average Behavior
	.072
	.028
	.408
	2.543
	.013
	.339
	2.947

	a. Dependent Variable: PEFinal


Source: Primary Data (2022)
The findings in table 34above indicate that the Sig column contains the p-values for each of the independent variables. The hypothesis being tested for each is that the coefficient (B) is 0 after controlling for the other variables. For example, other factors remain silent when assessing the relationship between the contribution of one role construct and professional efficacy. In model 1 Section being worked in was the only significant predictor (P=0.016) of professional efficacy among administrators at Kyambogo University. In section 2, role constructs of time (P =0.001) Behavior (P = 0.013) were strong predictors of professional efficacy at Kyambogo University. 
[bookmark: _Toc133534999][bookmark: _Toc133535891][bookmark: _Toc133537425][bookmark: _Toc149655033]4.15 Qualitative Data Presentation and Analysis Findings
In each interview, a number of questions were discussed relating to the participants role conflict and job burnout among administrators in universities in Uganda. Each participant’s profile contained demographics information that included sex, age, marital status, level of education, employment status and departments working in and years employed in on the same job. This analysis was addressing the following research objective:
Objective four of the study sought to assess role conflict and burnout experiences among university administrators. During the data analysis, remarkable themes emerged. The entire analysis is based on the following themes emerged 
Theme 1
Demographic characteristics
	Item
	Frequency 
	Percentage

	Age
	 
	 

	40 years and below
	                         12
	60

	Above 40 years
	                          8
	40

	Sex
	
	

	Female
	                         13
	65

	Male
	7
	35

	Total
	20
	100

	Marital status
	 
	 

	Un married
	6
	30%

	Married
	14
	70%

	Total
	20
	100


Source: Primary data (2022)
The demographics were age where forty years and below and 12(60) were older than 40 years were 8(40%). There were 13(65) females and 7 males (35), Those who were married are 14(70%) and the unmarried were 6(30%)
Theme Presentation
Three themes emerged as significant in relation to participants’ experiences of role conflict and job burnout among administrators in universities in Uganda. 
Theme One: Time based Role conflict
The Time-based theme was divided into a number of themes and sub themes, the themes included age (below 40 and 40 and above), Gender (Male and Female) and Marital status (married and unmarried)
 In relation to the role conflict theory on which this study is premised, time-based conflict (number of hours worked) occurs when the time allocated to one domain interferes with the performance of another domain.
The findings of several interviewed participants above 40 years of age revealed that most of their time is spent at work to the point of carrying on with their work from home. This implies that administrators cannot perform several roles at a given time because a certain role was incomplete in the official working hours; administrators worked beyond official working hours and were prevented from doing other roles outside work. 
In the words of several participants, a day is not sufficient to complete their tasks.
Participant 5 reveals how they fail to meet other obligations thus, 
“… I spend most of the time here sometimes I can even fail to attend the meeting of my Sacco’s sometimes you find you are tired you can’t meet other obligations”
Participant 6 revealed similar insights into spending most of their time concentrating on work. In the interviewee’s words
“.... I literally fail to get time to do my personal projects because much of the time I am concentrating at work....”
Participant 7 further exposed the time constraints at work, which prevented administrators from making their own investments until they retire.
 “..... Some of us are getting to retirement without our own developments reason we are always occupied from Monday to Friday....”
Participant 10 strengthened the time pressure argument that administrators failed in social life. They even sacrifice weekends and holidays to accomplish tasks by the deadline.
“I can’t balance work and social life! We miss functions and work on the weekends. We are fully engaged even on public holidays”
Participant 16 also revealed that because of time pressure, administrators leave early but also return home late and do not interact with their family. 
“Even the family misses you, you leave when they are still in bed then when back in the evening you find some others gone to bed”
Thus, the need for administrators to accomplish tasks by set deadlines is responsible for neglecting other familial duties and driving them toward burnout.

Participants also revealed that the job responsibilities of university administrators are relatively broad and require a higher degree of care and patience. This leaves their frame of minds in a constant state of tension, they end up sacrificing the time they have for other social activities or other than other obligations outside work. Participants revealed similar insights into time doubts. 
Participant 5 revealed that most time was spent at work and failed to attend their SACCO meetings and other obligations, in the interviewee’s words.
“… I spend most of the time here sometimes I can even fail to attend the meeting of my SACCOs sometimes you find you are tired you can’t meet other obligation”

Participant 6 similarly maintained that administrators have no time for personal projects, as much time is dedicated to work:
“.... I literally fail to get time to do my personal projects because much of the time I am concentrating at work......”

Further demonstration of time sacrifice is indicated in the words of participants 7 and 10.
 “..... Some of us are getting to retirement without our own developments reason we are always occupied from Monday to Friday....”

 “I cannot balance my work and social life. We miss functions, work, and work on weekends. We are fully engaged even on public holidays”.
The findings from the participants who were below 40 years of age indicated that the day compared to those above 40 years was not enough to complete their tasks either. Similarly, there is a time-based role conflict. A person cannot perform several roles at a given time despite their age.
To fully qualify these arguments, Participant 1 revealed the following:
 “A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot”
In the same way, Participant 2 demonstrated time-based pressure to execute tasks, and administrators ended up leaving office at night. Participant 2 revealed the following.
 “I can be here from 9am to 5pm approximately ten hours sometimes; we can leave here at night”
Similarly, the time pressure to meet deadlines as a source of burnout was experienced and indicated in the words of Participant 4:
“I can say between 8am to 4pm sometimes I go beyond work hours to meet the deadline”
These revelations mean that administrators work beyond the stipulated working hours, irrespective of their age. They exceeded working hours to meet targets and deadlines for the allocated tasks, and thus missed other obligations. This uncertain situation among administrators generates negative sentiments and mental discomfort, and thus, burnout.


Sub Theme: below 40 years 

Below 40 years
Sub Theme: 40 years and above
Theme: Age
Part. 1“A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot”

Part 2: “I can be here from 9am to 5pm approximately ten hours sometimes; we can leave here at night

Part 4”I can say between 8am to 4pm sometimes I go beyond work hours to meet the deadline”




Part 5 “… I spend most of the time heresometimes I can even fail to attend the meeting of my SACCOs sometimes you find youare tired you can’t meet other obligation”

Part 6“.... I literally fail to get time to do my personal projects because much of the time am
concentrating at work......”
Part 7 “..... Some of us are getting to retirement without our own developments reason we are alwaysoccupied from Monday to Friday....”
Part 10: “I can’t balance work and social life! We miss functions and work and work over weekends. We are fully engaged even on public holidays”
Part 16: “even the family misses you, you leave when they are still in bed then when back in the evening you some others gone to bed”
Part 17 “I never score 80% on appraisal, no time for resting, by the time you check on the watch, you find you have missed lunch and it’s time for going home”
























On the sub-theme, gender findings indicated that the majority of the participants were male compared to the number of females. Men and women experience burnout. Negotiating Personal professional lives reveals that multiple roles affect them in their work in many ways. The male participants in this study were exposed to these conflicting differences. They spend most of their time working at the university, lack time for social life, personal development, and working under too much pressure.

The findings from the interviews with Participants 10 and 12 show that the level of time pressure at work encroaches their time for social activities as well as family time. This causes exhaustion, although it is still expected to occur. In their words;
 “I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even on public holidays”
“ I work under too much pressure, I go to sleep at 4.00am, I spend the whole day at the farm, it is really tiresome yet you are expected to perform”
Similarly, participant 16 demonstrated the daily encroachment of family time while trying to execute university tasks. Participant 16 stated the following: 
“even the family misses you, you leave when they are still in bed then when back in the evening you find some others gone to bed”

Female participants, on the other hand, indicated a lack of enough time in the day to complete their tasks; they also said in interviews that their families missed them, they failed to get time for the personal projects, although they are generally expected to fix everything. In the interviewees’ words:
As Participants 1 and 6 revealed, time was not enough for them to accomplish their university core tasks. This fails them to have the personal time to attend to personal projects because they are concentrating at work.
 “A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot”
 “.... I literally fail to get time to do my personal projects because much of the time I’m concentrating at work......”
Participant 11, in a similar understanding, revealed that they were expected to fix everything, all tasks were loaded on to them, and they were exhausted to the extent of not opening a PC to work. This may cause emotional challenges, with potential emotional exhaustion and burnout.
“All people think I can fix everything, they load all on me. Sometimes I don’t have energy to open the computer or to work”
In line with these revelations, time-based role constraints unsparingly affect both males and females because, irrespective of gender, the university expects them to execute their allocated tasks to the expected university standards.










Part 10 “I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even on public holidays
Part 12“I work under too much pressure, I go to sleep at 4.00am, I spend the whole day at the farm, it is really tiresome yet you are expected to perform”

Part 16: “even the family misses you, you leave when they are still in bed then when back in the evening you find some others gone to bed”





Part 1: “A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted 
for them, then you have to go the meeting it’s a lot”
Part 6: “.... I literally fail to get time to do my personal projects because much of the time I’m concentrating at work......”
Part 11: “All people think I can fix everything, they load all on me. Sometimes I don’t have energy to open the computer or to work”

Sub Theme: Female
Sub Theme: Male
Theme: Gender
Gender
























Married employees face problems performing different roles, such as home roles coupled with employee roles. Their roles conflict with multiple roles compared to employees who are not in any relationship. Each work-family role imposes demands on time, energy, and commitment, and hence, burnout. 
Findings from this study revealed that married participants conflicted with their employee roles and family roles. For example, they had difficulty putting in extra time, especially outside normal working hours. In the interviewees words;
As expressed by Participants 16 and 8, the time pressure of administrative work makes it impossible for administrators to perform other duties outside their responsibility. In their words;
“...even the family misses you, you leave when they are still in bed then when back in the evening you some others gone to bed”
Similarly, Participant 8 argued that, continuously, they exceeded the time stipulated in their contract to meet deadlines. 
 “….I even exceed sometimes, I live at 8.00pm though my appointment letter indicates from 8-5pm….”
Although married employees report higher family work role conflicts that drive them into burnout, unmarried employees are not spared either; they are faced with a host of strains of role conflicts and burnout. Unmarried participants in this study also revealed that they were faced with role conflicts and burnout. The participants exhibited conflicting roles.
The Expression Participant 5 advances indicates that co-workers still follow administrators through phone calls outside working hours to inquire about unfinished tasks.
“…so when am home some people call me asking some questions here and here but I don’t take work at home so…”
Additionally, Participant 10 revealed that workload exceeds working hours, and working longer hours means less time for rest, family, and social commitments.; 
“I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even on public holidays”
In the same way, Participant 11 advances indicate that administrators are overloaded with work and are expected to fix everything. 
“all people think I can fix everything, they load all on me. Sometimes I don’t have energy to open the computer or to work”
The expressions, as participants raised, revealed that there was no unique treatment given to married or unmarried administrators. Time pressures potentially harm their emotions the same way and this drives them into burnout












Sub theme: Marital Status


Sub theme: Single
Sub theme: Married


Part. 1“A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot”
Part 4” I can say between 8am to 4pm sometimes I go beyond work hours to meet the deadline”

Part 6“.... I literally fail to get time to do my personal projects because much of the time am concentrating at work......”
Part 7 “...... Some of us are getting to retirement without our own developments reason we are always occupied from Monday to Friday....”
Part 8: “….I even exceed sometimes, I live at 8.00pm though my appointment letter indicates from 8-5pm….”
Part 12 “I work under too much pressure, I go to sleep at 4.00am, I spend the whole day at the farm, it is really tiresome yet you are expected to perform”
Part 16: “...even the family misses you, you leave when they are still in bed then when back in the evening you some others gone to bed”
Part 5: “…so when am home some people call me asking some questions here and here but I don’t take work at home so…”
Part 10. “I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even on public holidays”
Part 11. “All people think I can fix everything, they load all on me. Sometimes I don’t have energy to open the computer or to work






















Theme Two: Strain based Role conflict
As postulated in role conflict theory, strain-based role conflict occurs when one role affects performance in another domain. For example, an individual may have so much work that he/she fails to take care of his/her family responsibilities. This is a common occurrence among university administrators, especially during the peak seasons of their work, which most at times have conflicting demands in their other roles.
Findings from this study revealed that participants experienced strain in the execution of their duties. The workload was too high and interfered with other roles outside the university. 
Among participants who were below 4o years of age, participants expressed that there was too much work, especially outside the university work, which stressed them to extremes and hence burnout, just as participant19 revealed. 
“Yes, I really have especially with the crash program of school, family and work. It was not friendly at all; you find that you have so much to do, before you internalize, the first stressor, and another one comes. You keep pushing and pulling through, and you see that you do not get anywhere, you address anything, and you are still stressed and nothing is moving. I know I have burnout whereby even the brain couldn’t think any more”
Additionally, it was apparent that they were strained over being expected to fix many things. They encountered many roles that they did not have on schedule during work. Participant 1expressed that a day was insufficient for work. While they arrive at scheduled work, other roles come along the way and they attend to them as well.
“… A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot
Participant. 9. Strengthens the Revelation 
“…being a point of contact, everyone needs your attention. There are a lot of interruptions at the end of the day you get busy and tired…”
Participants were also included in the study. Eleven participants revealed similar perceptions. 
“All people think I can fix everything, they load it all on me. Sometimes I don’t have energy to open the computer or to work.”
Participants above 40 years of age faced similar stain-related stress at work. However, they expressed having mechanisms to handle such strain-related role conflicts and prioritized their work, arguing that it is one that pays them. In the participants’ own revelations, Participant2expressed that minimizing issues both at work and at home keeps an administrator organized.
“It is good to minimize issues at home and then minimize issues at work. if you have issues, it will really disorganize you and you don’t work”
Similarly, Participant 3 indicated that priority is given to the work that pays them, even though there is private work.
 “At one point you find you are not so much efficient especially this work here. I give my office at least 100% because this is what pays me yes, I have others but it’s my priority because it helps me, when am seated”
Participant 18 further maintained that there was too much work to do at university and beyond, though the university eats up most of the time.
 “…Too much I literally have no time for myself, too busy with work, studies, church and even within the university I am on two committees in addition to my job”
Part 1 “… A lot even actually a day is not enough because you come here in the morning students are there and you have not budgeted for them, then you have to go the meeting it’s a lot
Part. 9.“…being a point of contact everyone needs your attention. There are a lot of interruptions at the end of the day you get busy and tired…”
Part. 11. “All people think I can fix everything, they load it all on me. Sometimes I don’t have energy to open the computer or to work.”
Part. 19“Yes, I really have especially with the crash program of school, family and work. It wasn’t friendly at all, you find that you have so much to do, before you internalize, the first stressor, another one comes. You keep pushing and pulling through and you see that you don’t get anywhere, you address anything and you are still stressed and nothing is moving. I know I have burnout whereby even the brain couldn’t think any more”


Part 2: It is good to minimize issues at home and then minimize issues at work. if you have issues, it will really disorganize you and don’t work
Part 3: At one point you find you not so much e efficient especially this work here I give my office at least 100% because this is what pays me yes I have others but it’s my priority because it helps me, when am seated
Part. 14 “I feel I have a lot of work though the work outside my formal job outweighs, at my job we work so much at peak seasons”
Part. 18. “…Too much I literally have no time for myself, too busy with work, studies, church and even within the university I am on two committees in addition to my job”


Theme: Age
40 years and below
Above 40 years






















Strain-driven role conflict, which results from having so much work that it is not taken care of, was experienced more by female than male participants in this study. A mismatch or imbalance between the person and the job may intensify burnout among the majority of female administrators. Participant 2 stated, 
“It is good to minimize issues at home and then minimize issues at work. if you have issues, it will really disorganize you and don’t work”

Further, these issues revealed that the failure to draw a straight line between administrators’ roles and other roles demonstrates the ambiguous nature of duties that emotionally affect administrators’ execution of their roles. Participant Part 10 confirmed the following:
“You are attached in school; you end up having two or three bosses they give you assignment interchangeably and sometimes they give assignments at the same time and expect you to deliver”
Regarding having too many roles, Participant 18 revealed the following.
 “…Too much I literally have no time for myself, too busy with work, studies, church and even within the university I am on two committees in addition to my job”
However, male participants in the study revealed that, as strain role conflict arises, they adopt coping with the demands of the job. Males argued that this adaptation caused them to respond better to the demands of other roles. In the words of Participant3;
“Outside activities most especially affect positively at my work because I borrow information I can see how to handle”
In the form of coping, Participant 3 expressed that they paid much attention to the job a midst.
At one point you find you not so much efficient especially this work here. i give my office at least 100% because this is what pays me yes, I have others but it’s my priority because it helps me, when am seated
Similarly, Participant 14 comments that there is much work outside the job, it only during peak seasons when the job is demanding, so they use off-peak seasons to     concentrate on their private work and schedule accordingly during peak seasons.
 “I feel I have a lot of work though the work outside my formal job outweighs, at my job we work so much at peak seasons”
Sub Theme: Male
Sub Theme: Female
Part 2: It is good to minimize issues at home and then minimize issues at work. if you have issues, it will really disorganize you and don’t work

Part 3: At one point you find you not so much efficient especially this work here. I give my office at least 100% because this is what pays me yes, I have others but it’s my priority because it helps me, when am seated

Part. 18. “…Too much I literally have no time for myself, too busy with work, studies, church and even within the university I am on two committees in addition to my job”




Part 3 So outside activities most especially affect positively at my work because I borrow information I can see how to handle
Part. 14 “I feel I have a lot of work though the work outside my formal job outweighs, at my job we work so much at peak seasons”
Part 3 At one point you find you not so much efficient especially this work hereingives my office at least 100% because this is what pays me yes I have others but it’s my priority because it helps me, when am seated


Theme: Gender















Marital status was also investigated as another demographic variable related to the strain-role construct as a burnout predictor in this study. The findings show that burnout driven by strain was more prevalent in married participants than in single participants. It was apparent that participants expressed having many roles to attend outside work, such as family and church clan meetings, among others. The participants, especially married ones, were torn apart between their jobs and handing other chores. In the participants’ own statements, Participant 14 comments:
“I have family, I am husband, I lead a fellowship at church, leadership in my clan and the Social work association, country coordinator east African social work association Any family roles as a mother, to take care of children and taking care of the husband, when I come back and go to check in kitchen, finding out how food tastes, if they have showered or ironed…”
Similarly, Participant 9 indicated that with the fatigue accumulated at work, they needed to relax, exercise around, and build strength for home because, unlike work, home chores cannot be delegated.
“You are fatigued and tired, you have to prioritize relax, network, walk around, entertain people, this helps build strength for home. Home is really private you don’t delegate….”

Additionally, Participant 10 expressed their failure to attend social activities. They miss out on functions, and even sacrifice their weekends and public holidays. In the participants’ own words:
I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even during public holidays.
Participant 5 also expressed similar sentiments that sometimes-missed SACCO meetings because they could not balance their work and other obligations.
Sometimes I fail to balance the other obligation since I spend most of the time here sometimes, I can even fail to attend the meeting of my SACCOs
Participants who experienced single-strain role conflict as well. The administrative roles of singles also overlap with other activities outside of work. Single participants also expressed failure to balance work and home responsibilities; hence strain role conflict was a predictor of burnout. Participant 7:
“They cannot balance but you try to, I reach at home like at 9:00pm so , you find a situation that you cannot balance  so , I try to do the home issues during the weekend like Saturday and Sunday…”At one time you can get over whelmed especially when it is a peak season here we leave at 10pm”
Participant 3 also expressed similar concerns that sometimes they could not leave work until 10 pm especially during peak hours. This leaves them without choice but to forego chores outside work.
“At one time you can get over whelmed especially when it is a peak season here, we leave at 10pm…”








Pat 14“I have family, I am husband, I lead a fellowship at church, leadership in my clan and the social work association, country coordinator east African social work association Any family roles as a mother, to take care of children and taking care of the husband, when I come back and go to check in kitchen, finding out how food tastes, if they have showered or ironed…”

Part 5. Sometimes I fail to balance the other obligation since I spend most of the time here sometimes, I can even fail to attend the meeting of my SACCOs

Part 9: “You are fatigued and tired, you have to prioritize relax, network, walk around, entertain people, this helps build strength for home. Home is really private you don’t delegate….”

Part 10: I can’t balance work and social life! We miss functions and work over weekends. We are fully engaged even on public holidays.


Part3: “I can be here from 9am to 5 pm approximately ten hours sometimes; we can leave here at night”

Part 7:” They cannot balance but you try to, I reach at home like at 9:00pm so , you find a situation that you cannot balance  so , I try to do the home issues during the weekend like Saturday and Sunday…”At one time you can get over whelmed especially when it is a peak season here we leave at 10pm
Part 3:” At one time you can get over whelmed especially when it is a peak season here, we leave at 10pm…”
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Theme Three: Behavior Based Role Conflict
As guided by role conflict theory, behavior-based conflicts occur when behavior transferred from one domain affects its role in the other domain. For example, if a person has had a fight at home, this may lead to the transfer of anger to the work domain. Therefore, this study sought to determine the experiences of university administrators regarding the same.
Findings revealed that the majority of participants who responded to this particular theme were below 40years of age, and they experienced difficulty in switching from one role to another. For example, switching from an administrator to a lecture role was not easy, and this led to participants behaving in the same way but with different roles. In the interviewees’ words, the participants. 5 comments thus;
“So, what I do I don’t take work at home, when am at home its home when am at office its office”
The results show that participants tried as much as possible to handle one role at a time and only to handle other roles in case of an emergency. Participant10: presents their thoughts, thus: 
“Being a man, I try not to think about home unless when I’m called that the child is sick, I don’t bring family emotions to work and vice versa”
Add weight to the failure to adjust and switch roles. Participant 17: reveals how they carry work home and end up neglecting their family.
 “…. Sometimes I come from work with a lot of work, and I fail to give time to my son because I have to finish.”
It was further revealed that administrators experienced role conflict and burnout because their specific roles have their own demands, and they spill over from domain to domain. Administrators realized this but failed to adjust. Participant 11 attested to this point.
“…. Switching between administration and counseling is a challenge that leads to role conflicts. It is not easy to change behavior from one role to another…”
In a similar version, Participant 14 admitted having experienced conflicting roles and failed to perform. It should be noted that a conflict arising from the failure to avert a clash generates considerable emotional discomfort and stress.
“It is sometimes frustrating and tiring. People expect me to act as if I am in the other role and yet you are doing a different role”
It was also established that role conflict among administrators drives them into emotional exhaustion, which accumulates stress and anger, and is displaced to family members or work colleagues who are not routine. Participant 19 demonstrated this clearly.
I become aggressive towards my daughter. I expected her to understand what I was going through. I broke down; I felt I had no will to continue studying. I felt a bit of depression because it was too much for one person to handle, and you had deadlines to meet.
Participants who were 40 years and above revealed that they had similar experiences, although they adopted coping mechanisms to maintain their job performance. Participant 3 revealed that they use technology to attend to other roles during free time.
 “I come here I do my work but other roles most times are on phone I engage my phone to make sure I get in touch with other roles to know how they are doing even, sometimes I can do them through what’s App, emails and in the evening”

Most administrators devote themselves primarily to one role because of the time and energy constraints. In this case, participants were. Thirteen participants noted that they worked home and sacrificed their family time to work.
  “Most of the time family suffers most, I carry work home and have no time for my family…” 
Further findings revealed that emotional exhaustion arises among administrators because of role conflict. Participant 11 remarked that they displaced their stress on other people.
“I feel emotionally overwhelmed; you find yourself carrying emotions to other people”
The findings also showed that administrators experience burnout and emotional exhaustion. The administrators in this study demonstrated that role conflicts can lead to a sense of uncertainty, stress, and dissatisfaction. Participant 13 ’expression indicates that the family that suffers most because university tasks are carried home on the contrary home tasks do not affect work.
“Yes, sometimes I feel overwhelmed; sometimes you jump out of the meeting before the end to join another one so that I’m available for both. I feel burnout, and I feel mentally exhausted. Work interferes with family, most of the time family suffers most, I carry work home, and I have no time for my family. Family affecting work is usually rare especially when a family member is sick but it’s rare”.
Participant 18 similarly revealed that there is too much conflict in its administrative role. There are many responsibilities that make one feel tired and sick.
“Too much I literally have no time for myself, too busy with work, studies, church and even within the university I’m on two committees in addition to my job. Sometimes I feel tired and sick. I can say I have a lot of responsibility.”
Gender differences were found to influence burnout syndromes in the study. Female administrators appear to have emotional attachments to roles other than their job. It was apparent that some did not work in their homes. In the words of the interviewee, Participant 5 notes that office time is strictly office time, as the same applies to home.
So, what I do I don’t take work at home, when am at home its home when am at office its office
Additionally, Participant 9’s comments indicated that emotions carried forward from other roles affected their job performance.
If I have a home and maybe I have had a disagreement with my hubby, or if I leave a baby not well, my performance is affected.
Moreover, the participants in the study expressed that it was difficult to change their behavior from one role to another. Most at times, they carry forward the previous character into another role that affects their colleagues or other parties. Participant 11 commented:
 “…. Switching between administration and counseling is a challenge and leads to role conflict. It is not easy to change behavior from one role to another…”
Similarly, Participant 16 confessed:
Being an administrator and counselor, I find it difficult switching from tough administration to a counselor who should be understanding and accepting
Understanding the environment in which the problem may appear and how to develop preventive strategies are fundamental. Participant 3 notes that other roles are taken care of using technology; as such, they are in check and do not have much stress. In the words of the interviewee:
“I come here I do my work but other roles most times are on phone I engage my phone to make sure I get in touch with other roles to know how they are doing even sometimes I can do them through what’s App, emails and in the evening”

Like their female counterparts, males’ expressions in this study indicate that it is difficult to switch from one role to another and change their attitudes as well. It appears that this was a source of frustration and stress. Participant 14 notes
“It is sometimes frustrating and tiring. People expect me to act as if I am in the other role and yet you are doing a different role”
Participant 19 ’expressions also revealed that the difficulty administrators switched between roles;
 “it is difficult to separate your behavior between roles because you are still the same person, so one role is affected”
While females had emotional attachment to their other chores, males, on the contrary, tried as much as possible without thinking about other issues unless they were urgent. Participant 10 indicated that unless a child is sick, they do not carry emotions to work, and vice versa; they juggle multiple roles of their work quietly.
 “Being a man, I try not to think about home unless when I’m called that the child is sick, I don’t family emotions to work and vice versa”
Participant 18 also indicated that this was an urgent issue that could affect their attitude toward work. 
“When one has issues at home, let’s say a child is sick, it interferes with the attitude at work…”
The expressions of male administrators in this study also indicate that they give their job first priority to the extent foregoing their family time in favor of their work. The expressions of participants 13 and 17 are indicated, respectively.
“Most of the time family suffers most; I carry work home and have no time for my family…”
 “…. Sometimes I come from work with a lot of work, and I fail to give time to my son because I have to finish.”Theme: Gender
Sub Theme: Male
Part 3. “I come here I do my work but other roles most times are on phone I engage my phone to make sure I get in touch with other roles to know how they are doing even sometimes I can do them through what’s App, emails and in the evening”

Part. 5 so what I do I don’t take work at home, when am at home its home when am at office its office
Part 9: If I have a home and maybe I have had a disagreement with my hubby or if I leave a baby not well, my performance id affected.
Part 11 “…. Switching between administration and counseling is a challenge and leads to role conflict. It is not easy to change behavior from one role to another…”

Part 16: Being an administrator and counselor, I find it difficult switching from tough administration to a counselor who should be understanding and accepting


Part 10: “Being a man, I try not to think about home unless when I’m called that the child issick, I don’t family emotions to work and vice versa”
Part. 13. “Most of the time family suffers most, I carry work home and have no time for my family…”
Part. 14. “It is sometimes frustrating and tiring. People expect me to act as if I am in the other role and yet you are doing a different role”
Part 17: “…. Sometimes I come from work with a lot of work, and I fail to give time to my son because I have to finish.”
Part 18: “When one has issues at home, let’s say a child is sick, it interferes with the attitude at work…”
Part 19: “it is difficult to separate your behavior between roles because you are still the same person, so one role is affected”
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The findings of the study, as revealed by the participants, indicate that single or unmarried participants experienced behavior-related role conflict. The unmarried expressed concerns about the inability to switch their attitude and character as they attended to different roles. Participants 11, 16, and 19 expressed their inability to change their attitude from administrator to councilor. Participant 19 further notes that it is difficult because you’re the same person
 “…. Switching between administration and counseling is a challenge and leads to role conflict. It is not easy to change behavior from one role to another”
“Being an administrator and counselor, I find it difficult switching from tough administration to a counselor who should be understanding and accepting”

According to Participant 19, they are humans, so switching may not be easy.
 “It is difficult to separate your behavior between roles because you are still the same person, so one role is affected
Various studies have claimed that being single or married is unrelated to the three burnout dimensions.  In this study, married participants appeared to have difficulty switching characters between roles. While singles had issues adjusting between different job demands, married participants had issues adjusting between work and home roles. 
In view of the above, Participant 13 comments that his family suffers the most since he carries a work home.
 “Most of the time family suffers most; I carry work home and have no time for my family…”
Participant 17 also failed to switch between roles, and was sometimes stuck to one role and neglected the other.
 “…. Sometimes I come from work with a lot of work, and I fail to give time to my son because I have to finish.”
Additionally, participant 9 not that disagreement with their partners or having a child that is unwell affects their performance at work. This might be related to the difficulty in overcoming a situation that is indicative of failure to switch the behavior into current roles. In the participants’ words:
“I have a home and maybe if I have had a disagreement with my hubby or if I leave a baby not well, my performance id affected”
Similarly, the comments of Participant 10 indicate that much as they may want each role not to intervene with the other, there can be urgent issues that cannot be ignored, such as their child becoming sick.
 “Being a man, I try not to think about home unless when I’m called that the child issick, I don’t family emotions to work and vice versa”
From the expressions above, the researcher can assume that the administrators transfer behaviors from one domain and affect the role in the other domains. The experiences of administrators, irrespective of age, marital status, and gender, revealed that they transferred work-related emotions to their home and colleagues. This affects their work performance, but their families are not spared such issues when unresolved drive administrators experience burnout.
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Sub Theme: Married
Part 3. “I come here I do my work but other roles most times are on phone I engage my phone to make sure I get in touch with other roles to know how they are doing even sometimes I can do them through what’s App, emails and in the evening”

Part 11 “…. Switching between administration and counseling is a challenge and leads to role conflict. It is not easy to change behavior from one role to another
Part 16: Being an administrator and counselor, I find it difficult switching from tough administration to a counselor who should be understanding and accepting

Part 19: “it is difficult to separate your behavior between roles because you are still the same person, so one role is affected


Part 10: “Being a man, I try not to think about home unless when I’m called that the child issick,I don’t family emotions to work and vice versa”
Part 9: If I have a home and maybe I have had a disagreement with my hubby or if I leave a baby not well, my performance id affected
Part. 13. “Most of the time family suffers most, I carry work home and have no time for my family…”
Part 17: “…. Sometimes I come from work with a lot of work, and I fail to give time to my son because I Have to finish.”
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[bookmark: _Toc149655034]In conclusion, the participants expressed feelings of burnout through their experiences, as shown in the themes. Regarding the time-based theme role conflict construct, participants aged above 40 years agreed to have experienced burnout symptoms.  In terms of gender, all participants were equally affected, whereas married participants experienced more burnout. The strain-based theme showed more burnout in those below 40 years of age and the married participants, and for gender, they were affected equally. Lastly, on the behavior-based theme, burnout was experienced more among participants below 40 years and married participants, but both females and males were affected equally.





















CHAPTER FIVE
[bookmark: _Toc149655035]DISCUSSION OF THE FINDINGS
[bookmark: _Toc149655036]5.1 Introduction
This chapter discusses the findings based on the objectives of the study, which include the following: to establish the effect of role conflict on burnout of academic administrators. To examine the effect of role conflict on burnout among administrators. To assess the institutional differences in the influence of role conflict on burnout among university administrators. To assess role conflict and burnout experiences among university administrators.
In the past, a university’s working environment was thought to be less stressful because universities provided a good working environment with academic freedom and abundant resources. However, due to the twenty-first-century global changes, visas vie other multiple roles such have made the university working space so demanding. The eventuality was burnout. 
[bookmark: _Toc149655037]5.2 Role Conflict effect on Burnout of Academic Administrators
The first objective of this study was to establish the effect of conflict on burnout among academic administrators in higher educational institutions 
 The scores in Tables 5, 8, and 11, with 12.0%, 5.3%, and 4.6%, respectively, revealed that role constructs were only a significant predictor of emotional exhaustion among academic administrators but not any other burnout dimension. Although the results proved the role conflict theory by Kahn (1964) and Greenhause and Beutell (1985) that when an individual is engaged in multiple roles, such as mother/father, manager, and teacher, and these are all demanding, they impact their job performance. These findings are in agreement with Robbins and Judge (2008) that being obedient to the demands of one role causes one to have difficulty adhering to the demands of the other roles, and Permatasari (2012) that when management provides a task that cannot be resolved properly by employees due to the unavailability of time and resources, burnout arises.
There is need to consider other factors like personal variables need to be factored in to predict burn out among academic administrators. The findings of this study establish role constructs combined with demographic factors to predict burnout dimensions among academic administrators. Tables 5, 8, and 11 show that burnout (emotional exhaustion, Cynicism and Professional efficacy) could be predicted by up to 16.9%, 6.8%, and 5.6%, respectively. 
Demographic factors such as length of service were statistically significant predictors of emotional exhaustion. These findings are consistent with those of previous studies. For instance, Erlanson et al. (2013) established that age, professional seniority, gender, marital status, and level of education were associated with burnout. Their findings revealed that more women were emotionally exhausted than were men (30% and 26%, respectively). Similarly, a study by Lau et al. (2005) revealed that gender differences, age group, marital status, religious beliefs, and years of experience were consistently associated with burnout.
The findings are also consistent with the current research of Marchand et al. (2018), where among Canadian workers, age and gender contributed to workers’ burnout symptoms. They noted that both emotional exhaustion and cynicism levels were low when workers were 20 years old and then tended to increase until the age of 30. However, as in this study, in which there was no significant relationship between age and burnout dimensions, age was negatively associated with low professional efficacy and total burnout.
These findings are in agreement with the survey results of this study, which also revealed that demographic characteristics contributed to better prediction results for all three constructs of burnout (i.e., emotional exhaustion and Cynical and Professional efficacy) than role constructs.
Additionally, there were noticeable variations in the dimensions of burnout prediction. The results show that emotional exhaustion is more predictable (12.0%) by role constructs than any other dimension; that is, cynicism (5.3%) and professional efficacy (4.6%). These results were in line with Maslach, who posited that the three factors included in the burnout phenomenon are independent and cannot be summed to produce one central burnout score. The results also corroborated those of Cherniss (1989), who stated that the three patterns he identified do not necessarily co-occur. An explanation for this finding is that not a single factor can predict burnout; therefore, it is an outcome of combined factors besides personal reactions to stressors. 
[bookmark: _Toc149655038]5.3 Role Conflict effect on Burnout of Administrators
The second objective of this study was to examine the effect of role conflict on administrators’ burnout. The results of this study showed that role constructs predicted burnout among non-academic administrators. The findings in Table 12 reveal that demographic characteristics account for up to 7.7% of the variation in emotional exhaustion. With the inclusion of role constructs, the influence was much stronger than the prediction of 11.4% in the emotional exhaustion burnout phenomenon. This proved the role conflict theory by Kahn (1964) and Greenhause and Beutell (1985) that burnout (emotional exhaustion) arises when an individual is engaged in multiple roles.  These findings are in agreement with Bianchi (2018) and Shanafelt et al. (2017), who held the view that burnout is inherently associated with work factors and secondly to personality factors, and Maslach and Leiter (2008, 2016), who assert that any mismatch or imbalance between the individual and organizational risk factors of the job may intensify the likelihood of burnout. Similarly, Zabrodska et al. (2018) revealed that work-family conflict was a stronger predictor of burnout among faculty members among university teachers. Similar to the results of this study, role constructs and failure to appreciate demographic factors such as length of service, level of education, and age predict burnout among non-academic administrators in universities.
Contrary to our hypothesis, the results revealed that role constructs did not significantly predict burnout (Emotional Exhaustion, Cynicism, and professional efficacy). The results revealed no statistically significant relationships. These results corroborate the findings of previous studies, which reported that the three factors included in the burnout phenomenon (emotional exhaustion, depersonalization, and lack of personal accomplishment) are independent and cannot be summed to produce one central burnout score. Cherniss (1989) also found that these three patterns do not necessarily co-occur. In this study, although role constructs and personal factors significantly predicted emotional exhaustion, there was no significant relationship between cynicism and professional efficacy.
The existence of a significant relationship between average time and emotional exhaustion (P=0.050) is a testimony to role conflict that causes burnout among non-academic administrators in universities. These findings are in agreement with Liu (2020) and Zhang (2019), who found that university administrators experience mental fatigue, which leads to job burnout. Similarly, Fisher (2001) reported that, within education institutions, non-academic administrators face role conflict, which is a major source of burnout. 
Clearly, role constructs combined with demographic factors cannot entirely predict burnout among academic administrators. However, there is a huge gap that cannot be explained by the results of this study. This is in line with Maslach et al. (2016), who found that individual factors do not have significant explanatory power in burnout levels. Chang 2013, also concurs that there has been a shift from examining merely individual and organizational factors to transactional factors. 
[bookmark: _Toc149655039]5.4 Institutional Differences on influence of Role constructs on burnout among Administrators
This study also set out to assess institutional differences in the influence of role conflict on burnout among administrators across universities. The findings in Tables 23 and 29 reveal that there are significant differences. The ability of role constructs to predict emotional exhaustion was not statistically significant among Makerere administrators (P=0.642), unlike Kyambogo administrators (P=0.004), where role conflict constructs strongly predicted emotional exhaustion. In both institutions, the introduction of role constructs combined with demographic factors deteriorated predictability. This could be attributed to the fact that, administrators in both universities are faced with similar conditions since they are all government institutions 
However, analysis of individual variables revealed that the section being worked in (P=0.000) was a significant predictor of emotional exhaustion among Makerere administrators, while at Kyambogo University, age (P=0.002), section being worked at the university (P=0.001), marital status (P =0.000), and section being worked in (P=0.011) were significant predictors of emotional exhaustion among administrators. It can be noted that the section in which the administrator worked influences burnout breaks. This points to the fact that some departments, faculties, etc., expose administrators to stressors rather than others across universities.
Furthermore, there were no significant differences in the cynicism results. As shown in Tables 25 and 31, role constructs did not significantly predict cynicism among administrators at Kyambogo and Makerere universities. The introduction of demographic factors produced statistically significant results in predicting cynicism in both the institutions. A closer look revealed that the section being worked on was a significant predictor of cynicism among administrators at Makerere University. On the contrary, Marital Status and the section being worked in were significant predictors of cynicism among administrators at Kyambogo University. 
The findings also revealed that role constructs and demographic factors were not statistically significant in predicting professional efficacy among administrators at Makerere University (P= 0.172). In Kyambogo, role constructs and demographic factors were strong predictors of professional efficacy (P=0.000). In addition, individual analysis of independent variables showed that average time-based scores (P=0.020), gender (P=0.041), and highest level of education (P=0.024) were statistically significant predictors of professional efficacy among administrators at Makerere University, while at Kyambogo University, role conflict constructs, that is, time (P=0.001) and behavior-based constructs (P=0.013) were statistically significant predictors of professional efficacy. There are barely any differences in the influence of burnout, which can be attributed to the independent university environment, given the contextual and sample variability in the investigation.
In conclusion, the results indicated that there was more role conflict at Kyambogo University than at Makerere University, possibly because Kyambogo was recently upgraded to university with less experience as a university status and with few administrators, as indicated in the data.
[bookmark: _Toc149655040]5.5 Role conflict and burnout experiences among university administrators
This study also aimed to assess role conflict and burnout experiences among university administrators. Three themes emerged: time-based, strain-based, and behavior-based, and participants’ responses were coded on this basis. The findings of this study revealed that university administrators had difficulty finding the right balance between work and private lives. Regardless of age, gender, or marital status, all participants shared experiences of leaving work past official workings, did not find time to attend private work, and missed out on their social work because certain roles were incomplete during working hours. This, in turn, caused them to experience stress with the consistency of this stressor, and chronic job burnout is a possible outcome. 

The results of this study are consistent with other studies like Amoafo et al in 2014, Barck-Holst et al 2021 and Garcia et al 2020 who investigated factors associated with burnout and identified long working hours and not finding the right balance between work and private life are a significant cause of Job burnout.  Similarly, in this study, long working hours were cited as work-related stressors that could contribute to burnout. 

Furthermore, the findings of this study revealed that the job responsibilities of university administrators are relatively broad and require a higher degree of care and patience. This leaves their frame of mind in a constant state of tension, and they sacrifice the time they have for other social activities or obligations outside work. This is in line with the results of previous studies such as those by Gilbert et al. (2019), Lok et al. (2019), and Hecht (2001), who posited that role conflict occurs when an individual’s capacity is hampered while trying to fulfill more than one role. They add that the inadequacy of resources, such as time, makes it impossible to fulfill their mandate and end up being stressed.  Similar to this study, university administrators, who had complex and multiple roles that did not fit the time allocated, complained of being understaffed. 
The findings also revealed that men and women experience burnout. Negotiating Personal professional lives reveal that multiple roles affected them in their work in many and different ways. Male participants in this study reported that they spent most of their time working at the university. Their female counterparts indicated a lack of time in the day to complete their tasks, missed their families, and were generally expected to fix everything. This may imply that female administrators thought much about administrating and home, while males were provided at home and concentrated at work, unless there was an emergency. In line with other studies, Livingstone and Judge (2008), who hold that women who hold traditional role orientation tend to think that the family role is prioritized over work. He further notes that these two roles require equal attention, and this increases guilt if they are unable to meet demands. 

The research also agrees with Erlanson, Padyab, and Brulin (2013), who opine that men suffer from specific types of burnout; for example, women have burnout manifested through emotional exhaustion, and for men, it is through a sense of depersonalization. As in this study, gender was affected, and they reacted differently, although females seemed to be affected more. In contrast, Huri et al. (2016), who analyzed the distribution of responses based on gender, noted that women presented a significantly lower risk of burnout.

Further findings in this study revealed that university administrators who were married experienced work-family role conflicts, unlike their unmarried counterparts, although the unmarried experienced a host of strains of role conflicts and burnout. This implies that the challenges of role conflict and burnout do not discriminate, although the extent is higher among married administrators than unmarried ones.

Other findings from the study revealed that university administrators who were below 40 years indicated that, compared to those above 40 years, time is not enough to complete their tasks. However, those above 40 were calm and organized, and acknowledged that though there were role conflicts, they were manageable given creativity and proper coping mechanisms to adapt to changing circumstances. This finding is in agreement with earlier research (e.g., Bar-Zaselvisky, 2003; Lauderdale, 1982; Maslach, 1982; McNeely, 1992), which postulates that young employees, particularly those under the age of 30, are more prone to burnout than are older employees. These researchers suggest that older workers are more stable, mature, and balanced in their perspectives on work and life in general. Similar to this study, university administrators over 40 years of age showed similar attributes.

Moreover, the findings of this study revealed that university administrators worked well and failed to take care of their other responsibilities. Participants revealed that the workload was too high and interfered with other roles outside the university. The results proved the role conflict theory by Kahn (1964) and Greenhause and Beutell (1985) that when an individual is engaged in multiple roles, such as mother/father, manager, and teacher, which are all demanding, they impact their job performance. In this study, university administrators experienced these occurrences, particularly during the peak seasons of their work. During this season, the other domains were impacted. In line with other studies, (Amilin 2017 and Afifah (2015) revealed that role conflict negatively affects accountants' performance and is negatively associated with auditor performance.
Furthermore, the results showed that the university administrator’s roles were ambiguous. The failure to draw a straight line between the administrator’s role and other roles and duties affected administrators emotionally. These findings concur with previous studies, such as Pepper and Giles (2015), who noted that, given the breadth and depth of their roles and responsibilities, academic deans most often work in an environment replete with role conflict and ambiguity. In a related study by Ron M. Azoulay 2020, Educational leadership doctoral candidates at University of Nebraska, indicated that Doctorial students feel emotionally exhausted more than once a month but not consistently as once a week because of having to handle work and academic as well as other duties at work that are outside their scope of work.
In addition, the findings of this study showed that university administrators had difficulty switching from one role to another. For example, switching from an administrator to a lecture role and then to a counselor was not easy, and this led to participants behaving in the same way but in different roles. This concurs with the guidance of the role conflict theory by Kahn (1964) and Greenhause and Beutell (1985) that behavior-based conflicts occur when behavior transferred from one domain affects the role in the other domain. The results of this study are in agreement with university administrators who confirmed that displacing their emotions spills over from domain to domain.
Findings on behavior-based strain themes revealed that the majority of participants were below 40years of age and experienced difficulty switching from one role to another. For example, switching from an administrator to a lecture role was not easy and this led to participants behave in the same way but on different roles.
[bookmark: _Toc149655041]









CHAPTER SIX
[bookmark: _Toc149655042]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc149655043]6.0 Introduction
This chapter summarizes the findings, conclusions, recommendations, and areas for further research.
[bookmark: _Toc149655044]6.1 Summary of the Findings
The findings on role conflict constructs together with demographic factors were significant predictors of emotional exhaustion among academic administrators, but the results of role conflict on other dimensions did not show a significant relationship.
On role conflict constructs and burnout, together with demographic factors among non-academic administrators in universities, the findings indicate that statistical relationships were not significant, meaning that collectively, demographic characteristics and role conflict constructs are not significant predictors of emotional exhaustion.
At Makerere University, the relationship between the demographic factors and emotional exhaustion was statistically significant. When the role conflict constructs (average strain based, average time based, average behavior) were added, the value for R Square increased, implying that role constructs grouped with demographic factors predicted emotional exhaustion among administrators at Makerere University.  For the cynicism dimension of burnout, the results indicated a significant relationship, and for professional efficacy, the highest level of education, gender, section being worked in, and time-based role conflict had a significant relationship.
None at Kyambogo University, marital status, or section were significant predictors of emotional exhaustion among administrators. for the other independent variables was a significant predictor of emotional exhaustion among administrators at Kyambogo University. When demographic characteristics were added, the level of significance increased, which was the same for Cynicism and Professional efficacy.
[bookmark: _Toc149655045]6.2 Conclusions
The current study aimed to investigate the contribution of role conflict constructs to burnout among the different categories of administrators in universities in Uganda. The results reveal that role conflict is indeed a predictor of burnout dimensions, especially emotional exhaustion, among academic and non-administrators across universities. However, the hold of demographic factors in the prediction of all burnout dimensions was more significant than that of role conflict alone. This is stressful because it is easier to control or change job-related conditions than personal characteristics.
Burnout is an important topic that needs further investigation in the academic world. Academic burnout studies can help university administrators and educators improve the quality of education. Although there have been no studies on burnout among academic and non-academic staff in Uganda, this study has significant implications for university administrators. 
[bookmark: _Toc149655046]6.3 Recommendations
University administrators should be interested in the mental state of their staff because, as noted earlier, emotional exhaustion is the most significant dimension of burnout predicted by role conflicts. Administration should therefore adopt training in burnout management competencies that allow administrators and academic staff to anticipate burnout rather than waiting for it to happen.
It is clear from this study that the dimensions of burnout have different predictors when personality and role conflicts are considered simultaneously. The prevalence of individual factors in the prediction of all burnout dimensions is stressful because it is difficult to control or change. In contrast role conflict constructs are job-related conditions that cause stress and can be addressed by university administration by providing more conducive working environments devoid of stress for academic and non-academic staff.
The demographic factors predicted all burnout dimensions significantly more than role conflict constructs. Therefore, administrators in universities need to know their personality characteristics to be aware of their own personal dispositions that may reduce or aggravate burnout. In this respect, organizational psychologists should conduct personality assessments for academic and non-academic staff and appropriate coping responses to deal with work-related stress that leads to burnout.
The workload of the academic and non-academic administrators should be revised, the staff needs to be given a load that is manageable, and more employees need to be employed because some administrators in the interviews reported their departments being understaffed, causing them to do more work.
Occasional burnout tests need to be carried out by qualified mental health experts on administrators for early detection of burnout symptoms, so that early intervention is carried out to avoid adverse effects. In addition, university administrators need to be aware of the causes and effects of burnout.
[bookmark: _Toc149655047]
6.4 Limitations
This study was limited to two public universities in Uganda. Therefore, future studies should increase the number of universities to include private universities and respondents. 
The study was carried out during the corona virus pandemic (COVID 19) country lock, where academic institutions, including universities, were closed for close to two years, which caused some delays but also brought about some changes in the researchers’ methodological approach as a way to mitigate this limitation. For instance, failure to reach respondents during lock down, about eight interviews were carried out through telephone. 
There were a number of restrictions because of the COVID 19 Pandemic where some respondents and participants were afraid of infection and some became uncooperative. The researcher observed the SOPS according to the requirements of the REC and NCST guidelines.
Budgetary constraints were another limitation; as a self-sponsored student, resources were very limited, and somehow this slowed down the researcher’s progress; this was mitigated by the researcher using her own salary.
Furthermore, the nature of the research being mixed methods was quite wide because it involved collecting and analyzing quantitative data. Based on the results, the researcher collected and analyzed qualitative data, which took longer than if it was either purely quantitative or qualitative research. Therefore, the researcher took a lot of time in this research.



Areas for further research
Research should be done on Role conflict and Burnout of administrators in Private Universities.
Research should focus on the influence of personal characteristics on burnout of administrators in higher educational institutions
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Appendix A: Questionnaire
Dear participant my name is Faith Mbabazi, a PhD student of Education Administration and Management at Uganda Christian University. The purpose of this research is to study Role Conflict and Burnout among University Administrators in Uganda. You are requested to participate in this research by answering the questionnaire below. Participation in this Research is voluntary and be assured that anonymity will be maintained.

Thank you very much.
SECTION A
	BACKGROUND INFORMATION

	1
	QUESTION
	RESPONSE CATEGORIES
	
	CODES

	


1

	

What is your age
	20-29years
	
	1

	
	
	30-39 years
	
	2

	
	
	40-49years
	
	3

	
	
	50-59years
	
	4

	
	
	60 years and above
	
	5

	

	2
	Sex
	Male
	
	1

	
	
	Female
	
	2

	

	
3
	
What is your marital status?
	Single
	
	1

	
	
	Married
	
	2

	
	
	Separated
	
	3

	
	
	Divorced
	
	4

	
	
	Widowed
	
	5

	

	4
	What is your highest level of education?


	Diploma
	
	1

	
	
	Higher diploma
	
	2

	
	
	Bachelor’s degree
	
	3

	
	
	Master’s degree
	
	4

	
	
	Doctoral degree
	
	5

	
	
	
	
	6

	5
	What is the length of service in the University?
	1-3 years
	
	1

	
	
	4-6 years
	
	2

	
	
	7-10 years
	
	3

	
	
	11 or more years
	
	4

	

	6
	Which section do you work in
	Administration
	
	1

	
	
	Academics and Administration
	
	2

	
	
	
	
	

	
	
	
	
	3

	
	
	
	4

	SECTION B.     ROLE CONFLICT
Please tick below how you agree or disagree with the statements below where ratings are 1 strongly agree, to 5 strongly disagree.



	
	
	SA
	A
	NS
	DA
	SD

	
	I work long hours  a day at work
	
	
	
	
	

	
	My work interferes with other responsibilities
	
	
	
	
	

	
	My  family interfere with work responsibilities
	
	
	
	
	

	
	My other roles are affected by the work I do
	
	
	
	
	

	
	I go home from my work too tired to do chores which need to be done
	
	
	
	
	

	
	It has been difficult for to fulfill my other life responsibilities because of the amount of time I spent at work
	
	
	
	
	

	
	Sometimes I arrive at work too tired to function well because of my other responsibilities.
	
	
	
	
	

	
	I have other roles apart from my job
	
	
	
	
	

	
	I feel that my work interferes with other life obligations
	
	
	
	
	

	
	I feel that I have a lot of responsibilities both at work and life in general
	
	
	
	
	

	
	I have different roles at my university
	
	
	
	
	



Maslach Burnout Inventory

How often: 0   1     2    3    4    5    6
 0 - Never
1- A few times a year or less
2- Once a month or less
3- A few times a month
4- Once a week
5- A few times a week
6- Everyday
How often Statements
0-6
1._________ I feel emotionally drained from my work.
2._________ I feel used up at the end of the workday.
3._________ I feel tired when I get up in the morning and have to face another day on the job
4._________ Working all day is really a strain for me.
5._________ I can effectively solve the problems that arise in my work.
6._________ I feel burned out from my work.
7._________ I feel I am making an effective contribution to what this organization does.
8._________ I have become less interested in my work since I started this job.
9._________ I have become less enthusiastic about my work.
10._________ In my opinion, I am good at my job.
11._________ I feel very happy when I accomplish something at work.
12._________ I have accomplished many worthwhile things in this job.
13._________ I just want to do my job and not be bothered.
14._________ I have become more cynical about whether my work contributes anything.
15._________I doubt the significance of my work.
16._________ At my work, I feel confident that I am effective at getting things done.

[bookmark: _Toc33696927][bookmark: _Toc377307188]




[bookmark: _Toc377307189][bookmark: _Toc33696928]Appendix B: Interview Guide
1. Do you have other roles apart from your job?
2. How much time do you spend at work?
3. How do you manage to balance the work role and other roles?
4. Do you feel you have a lot of responsibility both at work and outside work?
5. How do you find concentrating at work because of your other responsibilities?
6. Does your work interfere with your other life obligations?
7. Tell me about how other life obligations affect your work?
8. Any experience of role conflict?
9. Do you feel emotionally overwhelmed as a result of the various roles that you hold?
10. Do you have any experience of burnout from work demands and other life roles?
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[bookmark: _Toc377307192]Re: Research Approval: Role conflict and Burnout among university administrators in selected universities in Uganda


I am pleased to inform you that on 27/01/2021, the Uganda National Council for Science and Technology (UNCST) approved the above referenced research project. The Approval of the research project is for the period of 27/01/2021 to 27/01/2022.

Your research registration number with the UNCST is SS552ES. Please, cite this number in all your future correspondences with UNCST in respect of the above research project. As the Principal Investigator of the research project, you are responsible for fulfilling the following requirements of approval:

1. Keeping all co-investigators informed of the status of the research.

2. Submitting all changes, amendments, and addenda to the research protocol or the consent form (where applicable) to the designated Research Ethics Committee (REC) or Lead Agency for re-review and approval prior to the activation of the changes. UNCST must be notified of the approved changes within five working days.

3. For clinical trials, all serious adverse events must be reported promptly to the designated local REC for review with copies to the National Drug Authority and a notification to the UNCST.

4. Unanticipated problems involving risks to research participants or other must be reported promptly to the UNCST. New information that becomes available which could change the risk/benefit ratio must be submitted promptly for UNCST notification after review by the REC.

5. Only approved study procedures are to be implemented. The UNCST may conduct impromptu audits of all study records.

6. An annual progress report and approval letter of continuation from the REC must be submitted electronically to UNCST. Failure to do so may result in termination of the research project.
Please note that this approval includes all study related tools submitted as part of the application as shown below:

	No.
	Document Title
	Language
	Version Number
	Version Date

	1
	Data collection tools
	English
	2
	14 July 2020

	2
	Informed Consent forms
	English
	2
	14 July 2020

	3
	Project Proposal
	English
	2
	

	4
	Approval Letter
	English
	2
	2020-07-14

	5
	Administrative Clearance
	English
	2
	2020-07-14

	5
	Makerere University administrative clearance
	English
	pdf
	12 November 2020

	6
	Kyambogo University administrative clearance
	English
	pdf
	02 December 2020

	
	Letter
	
	
	

	7
	Kyambogo University clearance
	English
	pdf
	02 December 2020

	8
	Ndejje University Administrative clearance
	English
	pdf
	03 December 2020

	
	Research
	
	
	

	9
	COVID 19 RISK MANAGEMENT
	English
	pdf
	09 December 2020

	10
	RS6 form
	English
	pdf
	10 December 2020

	11
	Response to questions raised by NCST
	English
	pdf
	10 December 2020

	12
	passport size photograph
	picture
	picture
	12 December 2020

	13
	cover letter
	English
	pdf
	10 December 2020

	14
	RS 6 Form with photo embeded
	English
	scanned coppy
	27 January 2021
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SCHOOL OF RESEARCH & POSTGRADUATE STUDIES
DISSERTATION CORRECTION COMPLIANCE FORM (POST VIVA FORM)
Date: 
Name of Candidate:            Faith Mbabazi          Reg. No: RM17P02/008

Title of Dissertation: Role conflict and Burnout of administrators in Higher educational Institutions

	S/N
	COMMENTS BY EXTERNAL EXAMINER
	ACTION TAKEN
	INDICATOR

	1
	Edit the thesis. Improve paragraphing by merging the one sentence paragraphs.
	This was done in the entire thesis
	Most pages

	2
	Abstract: Ensure that that findings for each of the four research questions are provided in the abstract. Secondly, tailor the findings to the research questions. Thirdly, the justification that studies on “burnout that have been conducted in universities are about academic staff not on administrators”, may be problematic, given that some administrative positions are held by academic staff. Check again. Fourth, if “relationship between role conflict constructs and burnout was not significant among academic administrators and non-academic administrators”, why should the conclusion read “that role conflict is a predictor of burnout dimensions most especially emotional exhaustion among academic and non-administrators across universities” Please align these
	All the four objectives were added in the abstract

The findings were tailored to objectives, I did not have research questions

Most studies in academic studies in the context of this study meant about teaching staff.

The relationship between Role conflict and burnout was significant in some components of burnout

The conclusion has been aligned to findings.
	(i)





	3
	The list of Tables and Figures are disorganized. Please improve them
	
	

	4
	 Conceptualization: there is need to include the definition of role conflict and burnout adopted for this study. Of the three dimensions of burnout, namely: emotional exhaustion, depersonalization, and personal accomplishment, the candidate has only defined emotional exhaustion. The other dimensions were not explained. It is also important to clearly articulate the issues each dimension entail. Include definitions and explanation of the following: (i) higher education, (ii) professional administrators (iii) non-academic administrators.?
b) The contextual perspective should be rewritten. The candidate should describe the current state of burnout among administrators in higher education in Uganda? other areas that the candidate could explain are: why administrators in higher education are prone to burnout, what policy guidelines on the work of administrators in Uganda exist? What are the current practices of administrators? There is need to problematize the issues
	Definitions of Role conflict and Burnout dimensions have been included.





















The state of administrator’s burnout has been added under the contextual background and the reasons why they are prone to burnout have been included.
	Page 4 and 5

	
	
	
	

	6
	Relevance: As you draw from different scholars, provide comments on the applicability to the Ugandan context. For instance, is this statement true of Uganda - “Their work involves complex work schedules, indefinite time and high work pressure but they have low status and treatment (Shen, 2018)”? Similarly, this sentence, “Practically, they attend meetings, take minutes, supervise, monitor, research, publish, engage in extension services and ensure that deadlines are met (Owusu & Tawiah, 2014)” may not be correct about administrators in Uganda.
	This true to Ugandan Context that the administrators have a complex work schedule.
	Page 5

	7
	Read UOTIA 2006 to explore more about the work of some of the administrators. d) Theory: What is the justification of listing all the theories 1.13 - 1.13.6. Explain how do they relate to the current study. e) The conceptual framework does not show the issues indicated in the objectives. Adjust accordingly. f) Improve the problem statement. What problem, for instance is likely to arise if administrators continue experiencing burnout? g) Sub heading 1.9 falls better under literature review.
	The theories have been deleted
Problems likely to arise if administrators continue to experience burnout is in the justification of the study page.

The gap identified has been taken to review of literature section
	Page 9





Page 75

	8
	The candidate has read widely. However the following should be corrected a) Since conceptualization is already handled in chapter 1, there is no need defining terms again in this chapter. b) In-text citation style: The candidate has used different intext citation styles. For example, in some places, the candidate cites as Kathleen C. Rentsch (2018); Liu B, 2020; Zhang Z, 2019, in others, it is Pepper & Giles, (2015). There is need for consistency. c) Analysis of literature: Strengthen analysis of gaps. Furthermore, there is need to synthesis the review further, selecting only literature that are related to the issues in the objectives. d) Alignment of subheadings with objectives: The title of subheading 2.3 is quite broad and covers 2.1 and 2.2. Align the sub heading to objective 3. Also 2.4 should be tailored to objective 4
	Definitions of terms has been handled in Chapter 1



Citation style has been corrected by using APA  7th edition style.


Irrelevant literature has been removed



Subheadings aligned with objectives
	
Page 4






Page 30 and 38

	9
	) This Chapter is written like a text book with the candidate including even things that are not relevant to the current study. Focus on things that are relevant to the study. There is no need explaining all the research approaches (section 3.2.1). Provide the philosophical underpinning for the current study and explain why it is the best. b) Specify the categories of academic administrators and non-academic who participated in the study. 7 Needs Improvement (4-5) Rejected (0-3) c) Sampling: Provide more explanation. For instance, given that these universities are composed of colleges and schools (for Makerere) and faculties for Kyambogo, were these considered when selecting the respondents? d) Table 3.8 should show the specific category of respondents. Do not lump them up. For example, readers would want to know the numbers of ‘deans, head of departments, bursars, human resource directors and university librarians’ selected from each university. e) Data collection: Indicate the category of respondents who filled questionnaire and those who were interviewed. Were those interviewed different from those who filled the questionnaire? Chapter Four: Presentation and Analysis of Data 20% Exemplary (18-20) Competent (14-17) Needs Improvement (9-13) Rejected (0-8)
	





Irrelevant research approaches removed




The academic administrators included all those individuals who were administrators but also teaching as well.  The researcher did not focus only deans and heads of department.
The major interest was on dual roles
	





Page 77

	11
	Table 3, 4 are abrupt. Introduce. Ensure that all tables are appropriately introduced d) Table numbers in the narrative and the titles do not match.
 e) Improve interpretation of findings f) There are so many sub variables that are introduced in this chapter. These should be introduced in the background (Chapter 1). The candidate should provide introduction to each hypothesis, clearly spelling out aspects covered under each. g) Numbering of subheading should be corrected. For example, there are two sub heading 4.4. The levels of numbering should clearly distinguish the main from the sub headings (subset of each hypothesis) h) Themes: These are not clear. For example, if ‘time based’ is a theme, how does gender, age etc. become its sub theme. Note that themes are supposed to be related and meaningful in relation to each other. How are these related. The candidate should explain how themes were derived
	










Done 













Themes developed from the Role conflict theory which guided the entire research.
	

























Page 172

	12
	Part 14 page 189, it is not clear whether the response is from a male or female. Reference is made to being a ‘husband’ and also a ‘mother’. Please check and correct. 15 j) Ensure data responds to the objectives/RQ
	Participant 14 is female
	Page 188

	13
	The candidate has made used of literature to show agreements with the current study. However it is also important to provide explanation for variations in the findings from this study with those in literature. Secondly where there are differences between Makerere and Kyambogo, the candidate could provide possible explanation
	The variations in findings especially on objective four. In Kyambogo University Role conflict was linked to burnout more because It is a new University which started in 2003 and there was evidence of few administrators and that explains the findings.
	

	14
	References should be revised. a) Use one referencing style consistently, e.g. “Zabrodska and his colleagues (2018)”, Mslach and Leiter (2008, 2016), Maslach & Leiter, 2008, 2016b); b) Ensure that names are spelt correctly, e.g. Cadime, et al., (2016) and Caldino, et al., 2016). Liu Rongjing, (2021) and Liu Rong Jing, 2021) c) clearly show authorship, e.g.
	References were revised and APA  7th edition referencing style was used
	



	S/N
	COMMENTS BY INTERNAL EXAMINER 
	ACTION TAKEN
	INDICATOR

	1
	quality can still be improved as follows: b) Each work cited in the text must appear in the reference list, and each work in the reference list must be cited in the text referencing. Many examples have been identified: Edú-Valsania et al, 2022 Page 17 has not been identified in reference list section Kathleen C. Rentsch (2018) Page 25 Fereday J, Oster (2010) Page 59 Amoafo et al 2014 Page 209 Ron M. Azoulay 2020 Page 212
	This was revised as recommended in the reference section
	225

	2
	The candidate needs to pay attention to detail, follow, revise and present quality in-text referencing. In-text citations style appear inconsistent and do not seem to follow any specific guidelines. The candidate is advised to select one specific referencing style recommended by the UCU and maintain that all throughout her report. Many examples of inconsistent referencing such as below: Jawahar, Stone, & Kisamore 2007 Page 10 vs Jawahar, et al., 2007 Page 48 Cohen 2011, p.7 (page 88) Manzano-García, et al., 2013 (Page 13) has only two authors does not require et al Doerwald, Scheibe, Zacher, & Van Yperen, 2016 all authors are listed in-text instead of adapting et al Huri .M. et al 2016 (Page 211) O'Sullivan, Rassel & Berner 2010:1 (Page 83)
	












APA style of referencing was used
	Page 1, etc corrected

	3
	Almost all the existing literature narrative is good and can be retained but where possible, identify and cite recent literature sources in addition to the ones presented in the report. Alternatively, replace some of the cited old reference sources with new ones. For instances, ‘burnout’ has definitions in many valid journals that are as recent as year 2023. Examples Abilmona, R., Dimassi, H., Aboulhosn, R. et al. Burnout and coping strategies among health system pharmacists in Lebanon: a cross-sectional study. BMC Health Serv Res 23, 424 (2023). https://doi.org/10.1186/s12913-023-09422-7  Xu Y and Wang Y (2023) Job stress and university faculty members’ life satisfaction: The mediating role of emotional burnout. Front. Psychol. 14:1111434. doi: 10.3389/fpsyg.2023.1111434 https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1111434/full e) Update references/sources of scholarly literature. Except for unavoidable original/ground-breaking/pioneer sources (such as already existing Theories); rule of thumb for contemporary academic research is that roughly 85% of all cited works should be less than five years old. This information may not necessarily be within UCU guidelines but it is important for the candidate to know as useful guidance for future reference for academic publication from her research work.
	Done
	In the entire literature review from page 14

	4
	The Research gap The main research gap idea is well presented. However, phrasing of the last sentence of the research gap section (page 10) needs to be more critically examined. This is important because research gap is part of the core of the research. Also, the research gap strongly correlate with a key phrase within the research tittle of the candidate. Key phrase: Higher Education Institutions In Uganda Definition of Higher Education Institutions in Uganda  This is the form of education provided or pursued at the post-secondary level; sometimes it is referred to tertiary education which leads to the attainment of certificate, diploma or degree. Reference: Higher Education Systems and Institutions: Uganda by Pius Coxwell Achanga& Ronald Bisaso Retrieve definition: https://link.springer.com/referenceworkentry/10.1007/978-94-017-9553-1_477-1
	Done 
	Page 7

	5
	My suggestion for the new phrase:  There is no known study that has been conducted in educational institutions in Uganda specifically targeting administrators in Higher Education institutions in Uganda OR  There is no known documented study that has been conducted in educational institutions in Uganda specifically targeting administrators in Higher Education institutions in Uganda
	The first option suggested was included in the problem statement.
	Page 7

	6
	In-text citations are not properly presented for the whole chapter. The researcher needs to revisit this chapter and the reference section.
	Done
	In the entire chapter

	7
	The statistical software(s) used for analysis was not stated in the document. Was it STATA, SPSS, or excel? Please specify!
	Done.
	Page 93

	8
	The candidate needs to know that the discussion should not be limited to comparisons with other similar works only. Discussion of the results can be strengthened if the candidate identifies other studies that contradicts or are not consistent with her findings. c) This section (discussion of results) can be improved especially for purposes of academic (journal) publication. This would be useful source: Wang, W., Atingabili, S., Mensah, I.A. et al. Teamwork quality and health workers burnout nexus: a new insight from canonical correlation analysis. Hum Resour Health 20, 52 (2022). https://doi.org/10.1186/s12960-022-00734-z
	Comparisons and contradictions included
	Page 216

	9
	Abstract 
	Corrected. Objectives and findings added.
	Page 224

	10
	Problem of language need to be worked on. Need to get professional editor.
	Work was edited by a professional editor
	The entire thesis



	S/N
	COMMENTS BY VIVA VOCE PANEL
	ACTION TAKEN
	INDICATOR

	1
	Suggested use of ‘Administrators in Educational’
	Topic was adjusted as recommended
	 Cover page

	2
	Pragmatics world view- it connotes. According to the data collected you could use another world view i.e. ‘positivist’
	Philosophy used was the Pragmatist world view because that is appropriate when multiple methods are used.
	Page 78

	3
	Would you get the same results if you went to other smaller universities to support the findings for the bigger universities?
	There was recommended for further research.
	

	4
	What is the extraneous variable? They are moderating variables not extraneous. Need to change the arrows after knowing their true role in the study.
	This was changed to moderating factors
	Page 13

	5
	The candidates need to be helped to improve the conceptual framework.
	Conceptual frame work was improved
	Page 13
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UGANDA CHRISTIAN
UNIVERSITY

A Centre of Excellence in the Heart of Africa

28/07/2020

To: faith mbabazi

Uganda Christian University
4256782767498

Type: Initial Review

Re: UCUREC-2020-18: Role conflict and Burnout among university administrators in selected universities
in Uganda, 2, 2020-07-14

I am pleased to inform you that the Uganda Christian University REC, through expedited review held on
30/04/2020 approved the above referenced study.
Approval of the research is for the period of 28/07/2020 to 28/07/2021.

As Principal Investigator of the research, you are responsible for fulfilling the following requirements of approval:

. All co-investigators must be kept informed of the status of the research.
. Changes, amendments, and addenda to the protocol or the consent form must be submitted to the REC for re-

review and approval prior to the activation of the changes.

. Reports of unanticipated problems involving risks to participants or any new information which could

change the risk benefit: ratio must be submitted to the REC.

. Only approved consent forms are to be used in the enrollment of participants. All consent forms signed by

participants and/or witnesses should be retained on file. The REC may conduct audits of all study records,
and consent documentation may be part of such audits.

. Continuing review application must be submitted to the REC eight weeks prior to the expiration date of

28/07/2021 in order to continue the study beyond the approved period. Failure to submit a continuing
review application in a timely fashion may result in suspension or termination of the study.

. The REC application number assigned to the research should be cited in any correspondence with the REC

of record.

. You are required to register the research protocol with the Uganda National Council for Science and

Technology (UNCST) for final clearance to undertake the study in Uganda.

The following is the list of all documents approved in this application by Uganda Christian University REC:

No.

1
2

Document Title Language Version Number Version Date
Data collection tools English 2 2020-07-14
Informed Consent forms English 2 2020-07-14

UGANDA CHRISTIAN UNIVERSITY
'_APPROVED

28 JUL 200 ¥y

RESEARCH ETHICS
COMMITTEE
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UNIVERSITY

P. 0. BOX 1 KYAMBOGO
Tel: 0414 286238 Fax: 0414-220464

Email: yckyu@kyambogo.ac.ug / www.kyu.ac.ug
OFFICE OF THE VICE CHANCELLOR
2nd December 2020

Executive Secretary,

National Council of Science and Technology (NCST)

Dear Sir/Madam,

Re: Administrative clearance to conduct Research at Kyambogo University
of Ms. Faith Mbabazi (SS552ES).

This is to notify you that Ms Faith Mbabazi has been given administrative
clearance to conduct Research at Kyambogo University on a topic — Role
Conflict and Burnout among University Administrators in selected
- Universities in Uganda. The researcher is a PhD student of Education
Administration and Management at Uganda Christian University. The study will
focus on Academic and Non-Academic Administrators in the selected

Universities which include Kyambogo University.

The study has been approved by Uganda Christian University Research Ethics
committee (UCU-REC).
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