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Abstract 

The Higher Education sector has been through an array of changes, such as globalisation, massification, lack of job 

security, decolonisation and a number of technological advancements. These changes have impacted academic 

workload and have increased work pressure with resultant effects on family and work life balance. A review of the 

existing literature indicates a lack of clarity when it comes to the job demands and job resources inherent to the 

academic occupation. In order to determine the job demands and job resources of academics, a systematic review of 

empirical literature is warranted. This paper systematically reviewed empirical research published from 2014 to 2019 

investigating job demands and resources based on the job demands-resources model in the higher education 

environment. Six articles were identified that met the criteria for inclusion. Thus, a list of quantitative, qualitative and 

organisational job demands as well as organisational and personal resources specific to the academic environment 

were identified. This will allow Higher Education Institutions to provide targeted development of job resources and 

mitigation of job demands for their academic employees and enable the development of specific interventions. 

Keywords: job demands, job resources, higher education, academics, systematic review 

1. Introduction 

Higher education institutions are facing major transformation challenges globally. Student registrations have risen 

considerably over the past few years and it would appear that academics are furthermore expected to take on more 

administrative and management duties (CHE, 2010; Ntshoe & De Villiers, 2008). Current statistics reveal that the job 

demands of academics have escalated (due to the forces of internationalisation and open-learning technology, for 

example) whilst the levels of support and other resources have declined (Council of Higher Education, 2016; 

Barkhuizen, 2005). Therefore, higher education institutions no longer provide the low-stress environment they once 

did (Gillespie, Walsh, Winefield, Dua & Stough, 2001). Academic employees within higher education institutions are 

experiencing an overload of job demands, however, they have a shortage of response capabilities, especially when it 

comes to finances (Viljoen & Rothmann, 2002). Further demands experienced comprise of hefty workloads, time and 

resource restrictions, extended working hours, poor pay, poor communication, role uncertainty, lack of 

acknowledgement, striving for publication, ensuring that support for students are provided and staying abreast of 

technological developments (Dhanpat, de Braine & Geldenhuys, 2019; Mushemeza, 2016; Ngoc, Hoang & Hung, 

2020). University teaching is known to be stressful (Han, Yin, Wang & Bai, 2019), and that the job demands of 

faculty members, in terms of stressors, are closely associated to negative outcomes, including dissatisfaction and 

greater likelihood of burnout (Renshaw, Long & Cook, 2015). Regardless of reporting high levels of stress and 

increased demands, there is some evidence that academics also achieve a substantial amount of satisfaction from 

their work (Rothmann & Essenko, 2007). 

Job resources are those elements that assist when job demands become too much (Demerouti, Bakker, Nachreiner & 

Schaufeli, 2001). The Job Demands-Resources (JD-R) model puts forward that resources play an integral part in the 

prevention health-impairment process, but can equally act as an antecedent to motivation related outcomes such as 

enhanced commitment and dedication (Mostert, 2011). The JD-R theoretical framework places employee well-being 

at the focal point as well as considering employee behaviour and organisational outcomes such as absenteeism, 

productivity, organisational citizenship and client gratification (Bakker & Demerouti, 2018). Employees are 

consequently respected in their own right as they can safeguard other resources, thus preventing a future loss of 

resources and the improvement of the process of future resource gain (Hakanen, Peeters & Perhoniemi, 2011). By 
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associating job demands with adequate job resources, individuals can challenge themselves to engage in tangible and 

more demanding professional undertakings, thereby enhancing the pleasure of performing tasks. Similarly, if there 

are greater demands and scarce resources, there would be a greater chance of illness and strain amongst employees 

(Schaufeli, Salanova, González-Romá & Bakker, 2002).  

The JD-R model captures the dynamic interaction between job demands and job resources. Specifically, it maintains 

that when employees have an adequate level of job resources that assist them in successfully coping with their job 

demands, it spurs an extrinsic and intrinsic motivational process that leads to higher levels of engagement (Byrne & 

MacDonagh, 2017). This is in line with the Conservation of Resources theory (COR; Hobfoll, 2002) that states that 

individuals actively strive to obtain, preserve, and protect their resources, including objects, personal characteristics, 

conditions, and energies (Chen, Westman & Eden, 2009). The COR theory suggests that resource depletion is 

psychologically harmful and can result in reduced levels of well-being while the availability of resources contributes 

to mental health (Janse Van Rensburg, Rothmann & Diedericks, 2018). Accordingly, psychological stress occurs 

when individuals‟ resources are depleted or threatened, or when they fail to gain resources after resource investment. 

Persons who lose resources experience actual stress, or when resources are threatened, they will experience 

anticipatory stress before any actual resource loss occurs (Chen et al., 2009). 

Job demands can be classified based on the volume (quantitative demands) and complexity/difficulty (qualitative 

demands). Quantitative demands are related to the number of tasks and the speed at which it can be accomplished. 

Thus when quantitative work demands are elevated, work tasks will necessitate more time than what was planned for 

(van Veldhoven, 2014). Qualitative demands focuses on the type of skills and/or effort required to complete work 

tasks. For example, cognitive, emotional or physical skills and/or effort. It refers to the level of difficulty or 

complexity that is needed to carry out the job (Bowling & Kirkendall, 2012). In addition, demands can also be 

classified as organisational demands. These types of demands impact individual performance negatively in terms of 

work outputs (Bakker, Demerouti & Verbeke, 2004). Similarly, job resources can be classified as organisational and 

personal resource, depending on the source of the resource (Schaufeli & Taris, 2014). 

One of the main assumptions of the JD-R model is that every occupation has its own specific risk factors associated 

with job-related stress (Demerouti & Bakker, 2011). It is therefore important to understand what demands and 

resources exist in the academic environment. Due to the fragmented nature literature of job demands and job 

resources inherent to the academic occupation, the current study aimed to synthesise literature through a systematic 

review to provide a clearer picture of the contemporary demands and resources of the academic. The review further 

included an exploration of the empirically established influence of job demands and resources on individual and 

organisational outcomes. The objectives of the study were therefore to: 

1) To determine what job demands, job resources and associated outcomes relevant to the academic role 

have been studied; and 

2) To review the empirically tested relationships between academic job demands and resources and 

consequences.  

2. Methodology 

2.1 Research Design 

A systematic review was undertaken to identify published literature on job demands and resources within the Higher 

Education Sector. A systematic review uses a clear algorithm, as opposed to a heuristic, to achieve a search and 

critical appraisal of the literature (Arksey & O'Malley, 2005).  

2.2 Eligibility Criteria  

Studies were included if the desired criteria were satisfied, i.e. a focus on job demands and/or job resources of 

academic staff and utilising the JD-R model as theoretical framework. In addition, studies that included academics as 

the target audience were sought, and the time frame of 2014  2019 was considered. This time period was chosen to 

reflect recency of job demands and resources within the Higher Education context. The British Council report on 

Higher Education (2012) estimated a 1.4% growth in global Higher Education enrolments between the period of 

2011 and 2020; thus numerous changes between 2014  2019 are estimated (“Higher education global trends and 

emerging opportunities to 2020”, 2012). Within the South African context the period from 2014 was characterised by 

student protest actions that resulted in mental and emotional demands for academics (Du Plessis, 2020).  

The systematic review excluded all studies that was not in English. Studies that were not included in the subscribed 

or open access databases of the researchers‟ library access were not considered for the systematic review. This could 
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potentially reduce the body of knowledge that is being used for the study and thus could impact the study and the 

findings.  

2.3 Search Strategy  

The following databases, Science direct, Scopus, Sage, Sabinet, Ebscohost, Emerald Insight and Wiley online was 

chosen due to their relevance to the topic. These databases were systematically searched by two reviewers in 

November 2019. A preliminary search of these databases revealed that these databases contained appropriate and 

current evidence pertaining to the review. The following keywords were used in the current study: „Job demands, Job 

resources, higher education, university, college, academic staff‟. Strings of keywords were created using The 

Boolean operator „AND‟ and was entered in to „All fields‟ in the respective database. The Boolean strings of 

keywords and search terms are presented below:  

The Boolean strings of keywords and search terms are as follows:  

(1) job demands AND higher education  

(2) job demands AND higher education AND academics 

(3) job demands AND university 

(4) job resources AND higher education  

(5) job resources AND higher education AND academics 

(6) job demands AND (higher education* OR college* OR university* OR higher education institutions*) 

(7) job demands AND university teachers  

(8) job resources AND university teachers 

(9) job demands AND higher education professionals 

(10) job demands AND higher education professionals 

Limiters were applied consistently to all searches. These limiters included peer-review, full-text, English medium, 

published between 2014  2019.  

2.4 Study Selection  

The target population considered for this study was required to include academic staff currently employed at a higher 

education institution. Both international and national studies of qualitative, quantitative and mixed methodology 

designs were considered for inclusion in the review. Studies were further required to report on the target population, 

setting, and the identified job demands and or the job resources that the academic staff were experiencing. As this study 

embodies a systematic review methodology, other systematic reviews were excluded from the study. Additionally, 

studies not focused on academics as the target population, and that is not set within a higher education setting or does 

not include primary data was not considered for review.  

Identification  

 

 

 

 

 

Screening 

 

 

 

 

 

Science direct, Scopus, Sage, Sabinet, 

Ebsochost, Emerald Insight, Wiley online 

January 2014 to November 2019 

0 new studies retrieved by expert contact, 

hand searching of conference abstracts and 

reference search 

6 duplicates removed  

Inclusion and exclusion criteria applied to 

relevant titles 

n = 1684 

 

n= 1658 articles excluded after abstract 

screening 

 



http://ijhe.sciedupress.com  International Journal of Higher Education  Vol. 10, No. 3; 2021 

Published by Sciedu Press                         271                         ISSN 1927-6044  E-ISSN 1927-6052 

Eligibility 

 

 

 

Included  

 

 

 

 

 

 

 

Excluded 

 

 

 

 

Figure 1. Methodological Quality Assessment 

The full-text of potential studies were assessed for methodological quality using the PRISMA critical appraisal tool. 

The PRISMA critical appraisal tool consists of four dimensions (1) Identification; (2) Screening; (3) Eligibility; and (4) 

Included (Moher, Liberati, Tetzlaff, Altman, 2009). The PRISMA appraisal tool was rated using dichotomous scale of 

yes (1) or no (0) resulting in a composite score indicating the methodological quality and reporting on the intervention. 

Articles that scored less than 70% were omitted demonstrating that they were poorly developed or executed. All three 

levels of review were conducted by two researchers working independently. If there were any discrepancies regarding 

the inclusion criteria, they were discussed by reviewers. If no compromise was reached, a third independent reviewer 

was consulted.  

3. Data Extraction  

A data extraction sheet developed by Isaacs, Roman, Savahl and Sui (2018) was adapted for the extraction of data from 

included studies. The data extraction sheet consists of six categories namely, (1) authors and year; (2) method target 

population; (3) job demands; (4) job resources; (5) consequences (Lack of Job resources and too many demands); and 

(6) aim of the study. The results of the data extraction is reported in Table 1. 

  

26 articles assessed for eligibility  

n= 19 articles excluded after full-text 

review 

 

0 studies of a qualitative nature included  

7 studies included in quantitative synthesis  

1 article excluded based on 

methodological quality 

 

A total of 6 articles included in the 

study 
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Table 1. Data extraction  

 

Authors 

&  

Year  

  

Target population 

And method 

 

Job demands  

 

Job resources  

 

Consequences  

  

Aim of the study  

 

  

1. Alzyoud 

(2016) 

Four Jordanian HE 

institutions (n=532) 

 

Quantitative method 

  

Academic 

workload   

Work pressure 

Autonomy 

Social support  

Performance 

feedback 

Of job resources: 

↑Work engagement 

↑Job satisfaction 

 

Of job demands: 

↓Work engagement 

↓Job satisfaction 

 

Job satisfaction 

mediates the 

relationship 

between job 

demands and job 

resources, and work 

engagement 

To determine the extent to 

which job satisfaction 

mediated the relationship 

between job 

demands-resources and 

work engagement of 

academic staff. 

 

2. Mudrak, 

Zabrodska, 

Kveton, Jelinek, 

Blatny, Solcova, 

&Machovcova 

(2018) 

 

The study participants 

were (n=1389) full-time 

faculty members 

employed 

in public universities in 

the Czech Republic. 

 

Quantitative method 

 

Job insecurity  

Work-family 

conflict 

Quantitative 

demands 

(extended hours of 

working) 

 

Support from 

supervisors 

Support from 

colleagues 

Influence over 

their work 

(Autonomy) 

 

Of job resources: 

↑Work engagement 

↑Job satisfaction 

 

Of job demands: 

↑Stress  

 

To determine how 

academics at Czech 

public universities 

perceived their 

workplaces and how these 

perceptions related to 

their occupational 

well-being 

 

3. Nurendra 

(2018) 

 

 

 

 

 

 

 

 

 

 

 

 

The study participants 

were (n=83) lecturers 

from a university in 

Yogyakarta. 

 

Quantitative method 

 

 

Workload 

Emotional 

demands 

Work-home 

interference  

 

Autonomy 

Self-developm

ent 

opportunities 

Social support 

 

Of job resources: 

↑Work engagement 

 

Of job demands: 

↓Work engagement  

Job resources have a 

significant 

moderating role 

between job 

demands and work 

engagement 

 

To examine the role of job 

resources as the 

moderating variable in the 

relationship between job 

demands and work 

engagement on lecturers. 
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4. Dhanphat, de 

Braine & 

Geldenhuys 

(2019) 

 

 

 

 

 

 

Participants were (n=184) 

lecturers from 

across universities in 

South Africa 

 

Quantitative method 

Work overload 

Higher education 

unrest 

Change 

management 

Decolonisation 

Online teaching 

and learning 

Lack of 

psychological 

safety 

  

 N/A N/A To construct and 

theoretically validate the 

Higher Education 

Hindrance Demands Scale 

through exploratory factor 

analysis 

5. Han, Yin, 

Wang & Bai 

(2019) 

 

 

 

 

 

 

 

University lecturers 

(n=2758) from East China 

participated in this study. 

Lecturers were from key 

national universities, 

provincial 

universities and 

vocational institutions 

 

 

Quantitative method 

Teaching load 

New technology 

and innovation 

Research 

demands  

Teaching 

resources 

Peer support  

Administrativ

e support 

Teacher 

efficacy 

Of job resources: 

↑Work engagement 

↓Emotional 

exhaustion 

 

Of job demands: 

↑Emotional 

exhaustion   

↓Work engagement 

 

Teacher efficacy (as 

personal resource) 

mediated the 

relationship 

between job 

resources and work 

engagement 

This study investigated 

the associations between 

challenge job demands, 

job resources, emotional 

exhaustion and work 

engagement, and 

examined 

the mediation effect of 

teacher efficacy as a 

personal resource in the 

job 

demands-resources model 

 

6. Converso, 

Sottimano, 

Molinengo & 

Loera (2019)   

 

 

 

 

Professors (n=291) within 

a public higher education 

institution in Italy   

 

Quantitative method 

 

Work overload  

Conflict with 

colleagues  

 

Meaningfulne

ss of work  

Reward 

 

Of job resources: 

↓Psychological 

diseases 

↓Intention to leave 

↓Emotional 

exhaustion  

↓ Workaholism  

↓Work-family life 

conflict 

↑Work engagement 

↑Job satisfaction 

 

Of job demands: 

↑Psychological 

diseases 

 

To examine the 

associations of certain job 

resources 

(meaningfulness of work, 

reward) and job demands 

(work overload, conflict 

among colleagues) with 

workaholism, emotional 

exhaustion and 

engagement. 
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↑Intention to leave 

↑Emotional 

exhaustion  

↑Workaholism  

↑Work-family life 

conflict 

↓Work engagement 

↓Job satisfaction 

 

Note:  

↑ - Refers to a positive increase in the listed variable. 

↓ - Refers to a decrease in the listed variable. 

3.1 Data Analysis 

A narrative synthesis was deemed suitable for the review as it included quantitative, qualitative and mixed method 

study designs. As outcomes of the included studies are heterogeneous in nature, a meta-analysis would not have been 

feasible. Apparent themes emerging from the data shall be presented in the findings section below.  

3.2 Ethical Considerations 

The study made use of published sources that are either freely available, or available on subscription to researchers. In 

addition, ethical approval was obtained from the researcher‟s institution.  

4. Study Selection/ Search and Retrieval Process  

The systematic search generated 1684 articles. The titles, abstracts, and keywords of these articles were reviewed. Out 

of this, 1658 studies were excluded because they did not meet the eligibility criteria and only 26 articles indicated their 

relevance to the topic under study. Some of the studies were excluded because they touched only on Job demands or 

Job resources but did not consider higher education or academics, or were impacted by other constructs such as age, 

organisational commitment, meaning of work or workflow. Further, other studies excluded at this stage were based on 

the fact that they were conceptual studies or reviews and did not contain empirical results. Out of 26 articles, only 

seven articles were meticulously read as the difference of 6 articles were duplicates from the different databases that 

were used. In the last stage, seven articles were screened and analysed with the adapted version of the Methodological 

Quality Appraisal Tool (Roman & Frantz, 2013). Finally, only one article was excluded based on the Methodological 

Quality Appraisal Tool and thus six articles were used for the review. 

5. Methodological Quality Appraisal 

The methodological quality was assessed using the methodological quality appraisal tool adapted from Roman and 

Frantz (2013). The methodological quality appraisal sheet, presented in Table 2, consists of six categories used to 

appraise the sampling methods namely, (1) sampling method, (2) response rate, (3) validity and reliability of the 

measuring tool, (4) data source, (5) definitions of the variables and, (6) exploration of these variables in the higher 

education sector. A possible inclusion within the review is considered when the methodological quality appraisal score 

is obtained as satisfactory or good. 
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Table 2. Methodological quality of included articles 

 

 

 

Questions 

 

 

 

Alzyoud 
(2016) 

Mudrak, 
Zabrodska, 
Kveton, Jelinek, 
Blatny, Solcova, 
Machovcova 
(2018) 

 

 

 

Nurendra 
(2018) 

 

Dhanphat, de 
Braine & 
Geldenhuys 
(2019) 

 

Han, Yin, 
Wang & 
Bai 
(2019) 

 

Converso, 
Sottimano, 
Molinengo & 
Loera (2019) 

 

In the empirical 
analysis of the study, is 
the JD-R specifically 
discussed/ 

Defined 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

Is job demands and 
resources in the HE 
sector being explored in 
the study? 

 

 

1 

 

1 

 

1 

 

1 

 

1 

 

1 

Is the JD-R model used 
as a theoretical 
framework? 

1 1 1 1 1 1 

 

Was the sampling 
method representative 
of the population 
intended to study? 

 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

 

1 

 

 

Did the study report any 
response rate? (If the 
reported response rate is 
less than 60%, the 
question should be 
answered „No‟.) 

 

 

0 

 

1 

 

0 

 

0 

 

1 

 

0 

Was the measurement 
tool used valid and 
reliable? 

 

 

1 

 

1 

 

1 

 

1 

 

1 

 

1 

What was the source of 
the data? (Primary(1)/ 
Secondary(0) 

 

 

1 

 

1 

 

1 

 

1 

 

1 

 

1 

Calculation  

 

6/7*100 7/7*100 6/7*100 6/7*100 7/7*100 6/7*100 

Total  

 

85% 100% 85% 85% 100% 85% 

Comments  

 

Good Good Good Good Good Good 

6. Findings 

Of the reviewed articles, two of the studies were conducted in South Africa, whilst the remaining studies were 

conducted in countries such as Jordan, Czech Republic, Indonesia, East China and Italy. The participants consisted of 
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academic staff that ranged from the level of Professors to junior lecturers. Data were collected by means of survey 

questionnaires in all the studies. In terms of tenure, the majority of the studies indicated that academic staff had 

organisational tenure of at least 3 years. 

Out of the six studies that were reviewed, only three of the studies indicated their sampling technique. This included 

non-probability sampling (Dhanpat et al., 2019), convenience (Mudrak et al., 2018) and also stratified sampling (Han 

et al., 2019), whilst the other three studies made no mention of their sampling method. All studies that were 

conducted was done in an academic environment i.e. a higher education institutional setting. Lastly, all the studies 

considered JD-R framework as part of their study. 

The identified job demands and job resources from the six articles are presented in Table 3 and 4. The definitions 

provided were extracted from the reviewed articles, and supplemented with information from literature. The 

researchers organised the list based on quantitative, qualitative and organisational demands; and personal and 

organisational resources. 

Table 3. Job demands identified in the systematic review 

Demand  Type  Definition  

Academic workload / Workload Quantitative 

demand 

In occupational health and research, elevated 

workload signifies a typical job demand and labels 

the situation as having a lot of work to do within a 

limited time period. It is associated with aspects 

such as time pressure (Kumar, Duggirala, 

Hayatnagarkar & Balaraman, 2017). 

Work pressure  

 

Quantitative 

demand 

Work pressure is perceived of as a 

cognitive-energetic state of the individual, creating 

the feeling of strain or felt pressure, which is 

related with the continuing and expected execution 

of work tasks (Roe & Zijlstra, 2000). 

Change management 

 

Quantitative 

demand 

This notion is about transformation that affects all 

aspects in society thus bringing about doubt and 

generating innovative prospects of how to manage 

changes (Bowin, 2001). Change in HEI‟s refers to 

changes that has been taking place since 2001 

resulting from institutional restructuring to meet 

the necessities of the emerging. 

Research demands 

 

Quantitative 

demand 

Is the increased competition for scarce funding 

resources by putting pressure on faculty members 

to yield more. Thus associating university funds to 

the number of publications produced (Dvorackova, 

Pabian, Smith, Stockelova ,́ Sima, & Virtova ,́ 

2014). 

Teaching load 

 

Quantitative 

demand 

This considers the ratio of students to lecturers. 

Student enrolment has increased intensely whereas 

teaching roles have stayed somewhat unchanged 

(Prudky, Pabian, & Sima, 2010). 

Work-family conflict (extended 

hours of working)/ 

Work home interference 

Qualitative 

demand 

Often considered the failure to manage work and 

home life duties due to extended hours of working 

(Mudrak et al., 2018). Accordingly, work–family 

conflict is viewed as a form of conflict amongst 

roles of work and home, where pressures are 

difficult to separate (Torp, Lysfjord & Midje, 

2018). 

Lack of psychological safety Qualitative 

demand 

Edmondson and Lei (2014) elucidate that 

psychological safety denotes to the feeling of 

safety whereby individuals are able to work 

successfully in a fast changing world under 
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conditions of constant development and learning 

(Edmondson, Higgins, Singer, & Weiner, 2016). 

Emotional demands Qualitative 

demand 

Emotional demands is about being able to deal 

with strong feelings such as distress, anger, 

anxiety, and frustration in the workplace (Mazzetti, 

Guglielmi & Topa, 2011). 

Higher education unrest Organisational 

demand 

This refers to the “fees must fall campaign” where 

academics‟ work was damagingly affected due to 

violent demonstrations, interruption of the 

academic calendar, damage to buildings etc. 

(Dhanpat et al., 2019) 

Decolonisation Organisational 

demand 

This refers to dealing with the colonial legacy 

(knowledge, violence and thought) (Pillay, 2015) 

which is still deeply rooted within education in 

South African HEI‟s (Heleta, 2016) 

Job insecurity 

 

Organisational 

demand 

 

Job insecurity in the academic setting refers to the 

amount of short-term contracts, shortage of 

funding opportunities or external accountability 

provided (Kinman, Jones & Kinman, 2006). 

Conflict with colleagues Organisational 

demand 

 

This aspect refers to the degree of conflict within 

the workplace and amongst employees (Converso 

et al., 2019). 

Online teaching and learning/ 

New technology and innovation 

Organisational 

demand 

 

This aspect considers the altering nature of 

teaching. The movement of blended learning and 

online education. This evolved way of 

teaching/learning has ensued with the use of 

technology (Bennett & Lockyer, 2004). 

   

Table 4. Job resources identified in the systematic review 

Resource Type Definitions 

Autonomy/ 

Influence over their work  

 

Organisational 
Resource 

Autonomy is the social climate shaped by 
management in the workplace, in which 
employees‟ viewpoints are recognised, 
opportunities for choice are provided, and 
self-initiation is encouraged (Deci, Eghrari, 
Patrick, & Leone, 1994). Thus, each employee has 
the freedom in deciding how to accomplish their 
job tasks, being owners of their own attitudes, and 
being able to act freely (Shirom, Nirel & Vinokur, 
2006). 

Performance feedback Organisational 
Resource 

This is an evaluative process that entails receiving 
enough information to carry out ones work 
objectives, to ensure that development and learning 
can take place (Bakker, Demerouti, Taris, 
Schaufeli & Schreurs, 2003). 

Support from Supervisors Organisational 
Resource 

This is the degree to which employees‟ feel valued 
by their supervisors in addition to and caring about 
their well-being. It is thus the notion that the 
supervisor is worried about their welfare, trusts in 
their capabilities and shows respect to them (Saks, 
2006). 

Administrative support 

 

Organisational 
Resource 

This form of support represents support from the 
administrators, which can assist employees in 
managing their job demands (Chang, McKeachie 
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& Lin, 2010). 

Teaching Resources  Organisational 
Resource 

This refers to the facilities and resources provided 
by the university in order to ensure successful 
teaching outcomes (Chang et al., 2010). 

Reward Organisational 
Resource 

Reward refers to aspects that include extrinsic 
rewards such as remuneration and advancement, 
whereas intrinsic rewards include aspects such as 
respect and recognition (Moloney, Boxall, Parsons, 
Cheung, 2017). 

Support from colleagues Organisational 
Resource 

This concept is considered a straight forward 
resource as it is there to assist academics 
accomplish their work objectives (Bakker & 
Demerouti, 2007). 

Self-development opportunities Organisational 
Resource 

Self-development opportunities refer to the 
possibilities that the workplace provides to 
employees to attain knowledge, or to advance and 
to improve their skills (Bakker et al., 2003).  

Social support / Peer support  

 

Organisational 

Resource 

This concept refers to the perceived support that 
individuals obtain from their social support 
network to help control intensified emotions to 
help cope with environmental demands (du Plessis 
& Martins, 2019). 

Teacher efficacy Personal 
Resource 

According to Hoy (2004), this notion talks to 
teachers‟ judgment about their competence to 
impact students‟ level of engagement and learning.  

Meaningfulness of work  

 

Personal 
Resource 

Meaningfulness refers to one‟s view of the 
importance of the goals and activities that is 
carried out at the organisation in relation to an 
individual‟s level of self-actualisation and life 
(Barrick, Mount & Li 2013). 

6.1 Job Demands 

Quantitative demands within the context of the academic‟s role was identified as constant high workload/ teaching 

load (Converso et al., 2019; Dhanpat et al., 2019; Han et al., 2019; Nurendra, 2018), work pressure (Alzyoud, 2016), 

research demands and also change management (Han et al., 2019). It should be noted that there were more 

quantitative versus qualitative demands identified in the taxonomy. This could indicate that academics are dealing 

with copious amounts of work, which attributed to a higher number of quantitative demands being identified.  

Qualitative demands were identified as aspects such as work-family conflict, lack of psychological safety and 

emotional demands. In terms of work-family conflict, dealing with an overload of work/teaching load has a spill over 

effect as many academics have to take work home or work additional hours. This has a direct impact on their 

personal lives (Converso et al., 2019). Moreover, with the constant changes that have taken place within the HE 

sector it comes as no surprise that many academics and their level of psychological safety have been affected 

negatively (Dhanphat et al., 2019). These types of demands directly affect the academics emotions (Nurendra, 2018) 

and their ability to deal with the cognitive, emotional or physical demands of the job, as it requires a generous 

amount of effort. 

Finally, organisational demands was seen as characteristics such as Higher Education unrest, Decolonisation, job 

insecurity, conflict with colleagues, and the ability to grapple with new technology and innovation. Most of these 

aspects signify that changes are taking place within HE. However, these types of changes create more stress for 

academics as they are distinctive to the academic environment (other counterparts from the corporate environment do 

not have to deal with such different and as many aspects) (Dhanpat et al., 2019).  

6.2 Organisational Resources 

Support from colleagues (Han et al., 2019; Mudrak et al., 2018) and social support (Alzyoud, 2016; Nurendra, 2018) 

were found to assist the academic in dealing with excessive demands. This type of support allows the individual to 
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feel that there is someone that cares for his or her well-being (Alzyoud, 2016; Mudrak et al., 2018; Nurendra, 2018; 

Han et al., 2019). 

In addition, the amount of autonomy an organisation provides to the academic (Alzyoud, 2016; Nurendra, 2018), 

support from supervisors (Mudrak et al., 2018), administrative support (Han et al., 2019), performance feedback 

(Alzyoud, 2016), influence an academic has over their work (Mudrak et al., 2018), and rewards are all aspects that 

were highlighted in the study as ways to increase commitment, engagement and performance levels.  

6.3 Personal Resources  

Finally, personal resources are focused on aspects such as teacher efficacy as well as self-development opportunities. 

These resources impact the individual as it brings enjoyment and the opportunity to advance in one‟s career 

(Nurendra, 2018; Alzyoud, 2016). 

It should be noted that more organisational resources was identified by academics than personal resources. A reason 

for this could be that personal resources focus on the views and judgement of the academic (Barrick, Mount & Li 

2013; Hoy, 2014) and organisational resources are retrieved from external sources such as a supervisors or 

co-workers. Thus, the individual does not need to draw from their own energy for assistance but relies on energy 

from the organisation (Schaufeli, 2017). However, both these categories are imperative for academics to function 

optimally.  

6.4 Relationship between Job Demands, Job Resources and Outcomes 

The relationships portrayed between job demands and resources and associated outcome variables are indicated in 

Table 1. The relationships confirm the expected positive influence of job demands on well-being, and the negative 

influence of job demands on motivational processes. Consistent with the JD-R model, work engagement was the 

most studied dependent variable in the extracted studies (Alzyoud, 2016; Converso et al., 2019; Han et al., 2019; 

Mudrak et al., 2018; Nurendra, 2018). As expected, a negative relationship existed between job demands and work 

engagement, and a positive relationship between job resources and work engagement. The second most studied 

dependent variable was emotional exhaustion (as a proxy for burnout), with results indicating the positive effect of 

job resources on curbing burnout, and the amplifying effect of job demands on emotional exhaustion (Converso et al., 

2019; Han et al., 2019). In all of the extracted studies, job resources improved positive outcomes such as work 

engagement and job satisfaction. Similarly, job demands negatively impacted work engagement and job satisfaction, 

whilst also enhancing the severity of emotional exhaustion, psychological distress, workaholism, work-family 

conflict and intentions to leave.  

7. Discussion 

The overarching aim of this systematic review was to identify the empirical, peer-reviewed, and published research 

on job demands and job resources of academic employees, underpinned by the JD-R model. This was done by 

identifying demands that impair work processes and resources that assist work processes. The review focused on 

studies conducted on all available published studies between 2014 and 2019 that met the criteria for inclusion. 

Specifically, the review endeavoured to identify the specific job demands and job resources experienced by 

academics in Higher Education institutions.  

The results indicated social support from colleagues (Han et al., 2019; Mudrak et al., 2018) and social support 

(Alzyoud, 2016; Nurendra, 2018) as empirically verified job resources. This is in line with statements by Bakker, 

Demerouti and Euwema (2005) who indicated that the support from colleagues is instrumental in assisting academics 

to complete tasks on time, thereby reducing workload. The level of the academic‟s autonomy was also seen as a job 

resource. Job resources such as autonomy, social support, feedback on performance and personal development reflect 

a positive correlation with work attachment (Xanthopolou, Bakker, Demerouti & Schaufeli, 2009). Therefore, 

increased levels of work attachment usually result in higher levels of work commitment and engagement. Thus, job 

resources could appear to be a solution for those whose jobs have moderately high demands, because employees 

could utilise the resources available to help them cope with copious demands. However, if job demands become too 

high, employees will engage less and this results in lower levels of commitment and intention to leave (Alzyoud, 

2016). 

Finally, from a personal resource perspective, teacher efficacy was shown to have an effect on academic employees‟ 

level of engagement (Han et al., 2019). Efficacy has been shown to be one of the dimensions for psychological 

capital. Psychological capital, in this regard, refers to an academic‟s level of confidence in being able to deal and 

succeed with challenging tasks. In this case, the more confident the individual, the higher the level of performance 

and engagement (Luthans, Youssef & Avolio, 2007). 
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In the present study, more quantitative job demands than qualitative job demands were found.  

Job demands, quantitative demands, work-family conflicts and job insecurity were almost exclusively associated 

with stress (Mudrak et al., 2017). According to Lashuel (2020), it is often not realised soon enough by academics that 

poor work-life balance and pretending that one has everything under control, comes at a penalty to health, wellbeing 

and family relationships. Pressure, stress and anxiety often end up negatively affecting one‟s sleep patterns, increases 

exhaustion, frustration and loneliness, all of which impacts ones quality of life and relations with scholars and 

co-workers.  

Job demands and job resources are quite specific to the academic environment. Thus, one can establish that the 

outcomes are consistent with those of earlier studies applying the JD-R model to numerous occupational contexts 

(Boyd, Grossman, Loeb & Wyckoff, 2011) and therefore provide supporting evidence for the applicability of the 

JD-R model in the context of higher education. By reviewing the empirically validated job demands and resources, 

the researchers produced a list of the most salient job demands and resources experienced by members of academic 

staff. This can now be used to test the prevalence of these job demands and resources in HEIs, and inform 

interventions. 

8. Limitations and Recommendations 

Potential limitations of the study may include the small number of studies included. From the review it was evident 

that specific job demands and job resources were often grouped together for measurement, rather than specifying 

specific demands and resources. In addition, even though only high or moderate-quality reviews were reported, as a 

best-evidence synthesis, conclusions are dependent on the quality of the researchers‟ primary studies.  

Future research should continue exploring and refining how different forms of job demands and resources, when 

promoted and stimulated, can produce positive outcomes for academic employees, specifically within local contexts. 

The results of this review indicated workload as the most prevalent job demand for academics. However, this may 

not be true in all countries or regions. Thus, the search for understanding the actual work situation of higher 

education academics is of paramount importance, given the relevance of what they are supposed to accomplish in 

society. Moreover, even though it is widely known that the future of a nation passes through the hands of good 

teachers, these experts have been undergoing moments of crisis and devaluation in their careers (Mercali & Costa, 

2019). One such example is the Covid-19 pandemic which deeply influenced work sectors, including academia. 

Academic employees were confronted with additional workload, work-life interference due to increased domestic 

and childcare responsibilities, as well as the need to engage in emergency remote learning (Bao, 2020). Thus, further 

research would need to consider this aspect to determine its impact of job demands and resources amongst 

academics.  

By engaging academic staff in career discussions, involvement in large group meetings, job redesign, job-related 

training, employee enablement, career improvement, building relations with co-workers, and job crafting (Wärnich, 

Carrell, Elbert & Hatfield, 2015; Rothmann, 2014), would likely improve an individual‟s job performance. An 

example of this would be job crafting training, which guides employees on how to proactively alter their own work 

environment and is a beneficial means for managing organisational stress and further work pressures (Wrzesniewski, 

2012). 

9. Conclusion  

In conclusion, this systematic review has assisted in reinforcing the concept that job resources would promote and 

sustain employee engagement in today‟s organisations (Converso et al., 2019). There is consequently a need for 

Higher Education Institutions to focus on increasing resources for academics as it will mean having a sustainable 

workforce in addition to assisting their workforce in managing their demands. This can be done by using 

interventions that can actively teach academics how to manage their demands and to exploit their resources 

(Converso et al., 2019). By utilising the information put forward in this systematic review, academic institutions can 

tailor interventions to address specific job demands and resources. With this being said, this review sheds light and 

puts emphasis on the fact that there is still a need for further research to be carried out to determine the challenges 

and other drivers that exist within HEI‟s, especially in the South African context (Mouton, Louw & Strijdom, 2013). 
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