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ABSTRACT

Retaining and managing talented employees are extremely meaningful efforts for organizations to
ensure their competitive advantage. In Vietnam, more and more women have been holding important
roles in national and foreign companies. However, Vietnamese women must also balance the quality
of their roles as wives and mothers. This creates psychological pressure and causes difficulties for
married working women. This paper aims to examine the factors affecting academic burnout and job
performance of married working women. Using data collected from 343 respondents, we found that
academic burnout was inversely related to core self-evaluation and positively related with work-family
conflict (and family-work conflict), whereas job performance was directly proportional to core self-
evaluation and inversely proportional to work-family conflict (and family-work conflict). The findings
suggested that married working women need an optimistic self-view to deal with conflicts between job
and family more easily, and to reduce academic burnout, and improve job performance.

Keywords: core self-evaluation, academic burnout, work-family conflict, family-work conflict, job
performance

TOM TAT
Céc nhén t6 dnh hwéng dén hdi chirng Kiét stre trong viéc hoc va hiéu suit cong viée:
Nghién ciru treong hop phu nir da 1ap gia dinh tai Viét Nam

Viéc giit chan va quan Iy nhitng nhén vién tai nang la mét viéc lam vé ciing quan trong nham dam
bao loi thé canh tranh cua 16 chire. T ai Viet Nam, ngay cang co nhiéu phu nit gitr vai tri cao trong cdc
cong ty trong va ngodi nwée. Tuy nhién, phu niv Viét Nam van con bi dong khung trong vai tro lam vo
va lam me trong gia dinh. Piéu nay tao nén dp lic tam 1y, gdy nhiéu kho khan doi voi phu nit da lip gia
dinh. Vi vdy, muc dich cia bai nghién ciru la xem xét cdc nhdn té danh hieong héi chiing kiét sirc trong
viéc hoc va hiéu sudt cong vigc doi véi phu nit da lap gia dinh. Dir liéu nghién cuu dwoc thu thap tie
343 phu nit da ldp gia dinh vira lam vita hoc. Nghién cieu chi ra rang hdi chimg kiét sirc trong viéc hoc
c6 quan hé trdi chiéu véi viéc tw danh gid ban than va quan hé ciing chiéu véi xung dot giika cong viéc
va gia dinh. Trong khi do, hiéu sudt cong viéc thi nguec lai, quan hé ciing chiéu véi sw tw ddnh gid ban
thén va trdi chiéu voi xung dot giita cong viéc va gia dinh. Tir két qua ciia bai nghién ciru, tdc gia dwa
ra dé xudt nhitng phu nit da ldp gia dinh nén biét danh gid ban than mét cdch lac quan dé dé dang gidi
quyét sw xung dot giita cong viéc va gia dinh, tir do sé giam dwoc hi chirng kiét sire trong viéc hoc va
ndng cao hiéu sudt trong cong viéc.

Tir khoa: su tu danh gia ban than, sy kiét surc trong viéc hoc, xung dot cong viéc va gia dinh, hiéu
sudt céng viéc
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1. Introduction

Enhancing job performance is an important
issue in the survival and development of com-
panies. Karatepe (2013) indicated that employ-
ees with stress can experience negative effect
on their job performance. Finding solutions to
reduce employee burnout and improve employ-
ee performance remains a difficult task. On the
other hand, globalization reached its peak at the
beginning of the twentieth century, and heated
up the markets, especially the growing ones of
the Third World. To creative competitive adva
tage in a highly competitive global market, the
demand in firms to develop knowledge, skills,
and a global mindset for each individual is ex-
pected to increase significantly (Dobre, 2012).

Vietnam is known as a developing country
and it faced opportunities and risks when t
ing part in Asian Economic Community in 2015.
Human resource management is now conceded
to be an anxious problem for Vietnamese firms.
Qualified Vietnamese workers have wide op-
portunities to work in multinational groups or
large Vietnamese firms having more resources
for recruiting qualified managers. These em-
ployees face challenges to improve themselves
by achieving more skills and higher degrees lest
they be discharged. In smaller Vietnamese firms,
Human Resource departments need to find solu-
tions for developing and retaining their current
talents to avoid brain drain.

According to the General Statistical Office of
Vietnam, in 2017, there are more than 48 mil-
lion women, 50% of the national population, and
48.15% of the workers. Moreover, women are
increasingly holding important roles in gove
ment organizations, NGOs and firms. However,
in contrast to other continents, Asia still under
estimates the importance of women in work and
life. South Korea, China and Vietnam, although
publicly declaring gender equality in society,
maintain the influence of ancient habits. Women
are still tied to their role as wives and mothers,
managing households, cooking, washing, and
doing other tasks to take care of their husband
and children. Young women nowadays are en-
couraged to develop a career, but after their

workday, they still have to do chores at home.
Those who are married are expected not only to
undertake responsibility for their primary fam-
ily, but also for their parents and parents-in-law.

Human energy is limited, but married women
endure the pressure of an 8-hour job, then contin-
ue to take care of their family, and some of them
have to enhance knowledge and skills by joining
training courses. As a result, they slip easily into
burnout. Understanding the burnout problem of
married women will be very useful for Human
Resource departments to make plans and poli-
cies to manage and develop married female staff
who are taking increasingly significant positions
in companies.

In the literature, many world-wide sch
ars have researched the influence of core self-
evaluation on job performance, the influence
of core self-evaluation on academic burnout,
and the relationship between work-family (and
family-work) conflict and job performance and
burnout. Few studies examine the relationships
of core self-evaluation and work-family con
flict on academic burnout and job performance
in the domain of women and married women in
Vietnam. This study examines the role of core
self-evaluation to academic burnout and job per-
formance, mediated by the work-family conflict
(and family-work conflict) of married working
women in Vietnam.

2. Literature review

Conservation of Resource Theory

The research was developed based on the
conservation of resource theory which was i
plemented by Hobfoll in 1989 (Haines et al.,
2013). Hobfoll (1989, cited in Karam, 2011) in-
dicates that resources are limited, resources cited
as being objects (e.g. possessing an apartment,
a car), conditions (e.g. being employed, being
part of a group), personal resources (e.g. having
necessary knowledge, skills and abilities), and
energy resources (e.g. level or engagement), and
that the limitations motivate employees to try to
gain, preserve, and assure their resources. When
conflicts occur, people face the threat of loss, or
realized loss, of resources.

Pheko (2013) supposes that conservation of
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resource theory is rightly used as an appropri-
ate foundation to comprehend the two interfaces
of work and family. The model offers a stable
conceptual foundation that could explain stress
issuing from intra-role conflict and inter-role
conflict. Researchers have applied it to strongly
determine the relationship between these two
domains and illustrate how these conflicts affect
the performance of organizations.

Model of Core self-evaluations, work-family
conflict, and burnout

Based on conservation of resource theory,
Haines et al. (2013) apply to human resources
management a way to investigate the effect of
work-family conflicts (and family-work con-
flicts) on burnout, and draw this model of core
self-evaluations, work-family conflict, and burn-
out as shown in Figure 1.

Work-Family

(-) Conflict

Core Self-
Evaluations

(+)

Burnout

Family-Work
Conflict

Figure 1. Core self-evaluations, work-family conflict, and job burnout (Haines et al., 2013)

The result of this paper confirms the inverse
relationship between core self-evaluations and
work-family (and family-work) conflict, as
well as the positive relationship between work-
family (and family-work) conflict and burnout.
However, the paper has not studied deeper in
any specific burnout yet (e.g. academic burnout,
job burnout, health burnout). Moreover, the re-
spondents in this research were police officers
and civilian staff in Quebec (Canada) so its find-
ings are not assured to generalize to employees
in other workplaces.

Model of Core self-evaluations, life satisfac
tion, and academic burnout

With the same idea of Haines et al. (2013),
Lian et al. (2014) chose core self-evaluations to
be a predictor factor of burnout, but they inves-
tigated academic burnout among university stu-

(=3

Core Self-
Evaluations

(+)

|

dents. Based on previous findings that the main
individual factors that affect academic burnout
are self-efficacy, locus of control, and self-es-
teem, they posed that core self-evaluations can
predict inversely related academic burnout. In
addition, Judge et al. (2003) indicated that core
self-evaluations can also predict the degree of
satisfaction. Hence, they proposed a secondary
hypothesis that core self-evaluations influence
academic burnout by mediating life satisfaction.
The result proves both hypotheses with signifi-
cant emphasis on core self-evaluation as a pre-
dictor of burnout and affirm that students with
a positive self-view can be more interested in
their life and feel more satisfaction. This leads
to reduce students’ awareness of the pressure of
learning.

L Academic

Sy A

Bumout

Life satisfaction

Figure 2. Core self-evaluations, life satisfaction, and burnout (Lian et al., 2014)
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3. Model and Hypotheses

Core self-evaluations

Judge et al. (2003) defined this term Core
Self-Evaluation as “an individual's most funda-
mental evaluation of his own ability and value”
(cited in Zhou et al., 2014). The interpretation
of core self-evaluations is also understood to
reflect internal personality factors like belief in
one’s capability, control and competency (Lian
et al., 2014). It is also perceived to be a broadly
latent construct, including four personality traits,
self-esteem as evaluation of self-worth, locus of
control as evaluation of one’s control over one’s
environment, self-efficacy as evaluation of one’s
capability and competence to be successful, and
emotional stability as evaluation of one’s emo
tional adjustment (Judge et al., 2003). In gen
eral, core self-evaluations are concerned with
the ability of an individual to assess their own
competences through the personality traits of
self-esteem, locus of control, self-efficacy, and
emotional stability.

Work-family conflict

Work and family are the inseparable two
sides of the lives of many adults, but these two
domains are discovered to conflict with each
other because of simultaneous demands of the
role between their work and family (Mihelic
et al.,, 2014). Work-family conflict is consid-
ered a vital factor causing work stress (Radzali
et al., 2013). This may be because the pressure
that employees have when they cannot balance
their work-life leads them to not concentrate on
work-related activities, manifesting work stress.
In general, work-family conflict occurs when an
individual cannot play a satisfactory role in the
family since he focuses much more on his job.

Family-work conflict

On the other hand, family-work conflict ap-
pears when people spend too much time worry
ing about their family than about work (Mihelic
et al., 2014). For example, a woman may have
to request days off to look after her sick s
cause she has no support from her family. In this
case, this female employee may be sacrificing
her job for her family.

Academic burnout

The word “burnout” used to refer to work-
related stress in studying the factors affecting
employee outcomes (Kim et al., 2011). Nowa-
days, according to Lian et al. (2014), academic
burnout is known as an extension of the origi
nal job burnout in the education environment
because students also have to perform many
activities which are the same as work, such as
the responsibility to complete assigned work
in a given time, cooperation among colleagues,
presentation, and updating new information.
Anuradha et al. (2014) define student academic
burnout as the stress which at its peak affects
student academic performance. They suppose
that it appears when students have no interest in
studying, are annoyed with lecturers’ expecta
tions, and are tired of studying. Being burnt out
not only affects their education and its results but
ultimately threatens other workers due to their
underperformance (Kizilci et al., 2012). Thus, it
becomes an important problem and is examined
by many modern scholars.

Job performance

As job performance is a vital factor in both
organizational psychology and human resource
management (Campbell, 1990, as cited in Gary,
2011), there are many definitions of job perfor-
mance. While Campbell et al. (1993, cited in
Parker, 2007) stated that job performance cov-
ered all behaviors that were controlled by em-
ployees themselves to achieve company goals,
Silvester et al. (2003) concluded more speci
cally that in the arena of sales, sales performance
comprised daily efforts of salesmen to attract
customers, serve customer service and achieve
sales targets. Thus, depending on the context,
job performance is comprehended differently.
However, in general, it could be concluded that
job performance is the aggregate of an employ-
ee’s daily work activities of in a firm, and em-
ployees are periodically assessed by someone in
a higher position for their level of achieving the
firm’s objectives.

Relationships of core self-evaluations and
work—family and family-work conflicts

Many recent documents have proposed that
positive core self-evaluations lead to reduce
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work-family conflict (and family-work conflict)
(Haines et al., 2013; Lian et al., 2014). One
may reason that when someone perceives their
competency in controlling their life, they have a
powerful motivation to complete both work
lated and family-related activities by any means
possible.

For married Vietnamese women, the conflict
between their traditional housewife duties and
their career duties causes them to live stressful
and exhausted lives. An optimistic self-view
could help them to feel more confident in bal-
ancing their life. Positive thinking about their
own capacities could help them calmly handle
the conflicts of their responsibilities at work and
at home. This leads to proposing the first and
second hypotheses.

H1: There is an inverse relationship between
core self-evaluation and work-family conflict.

H2: There is an inverse relationship between
core self-evaluation and family-work conflict.

Relationships of work-family and family-
work conflicts and academic burnout

Family and work may be two inseparable
aspects of the modern woman’s life, but with
limited resources, married working women can
not easily manage both roles simultaneously and
well. Work-family conflict occurs when women
are dedicated to developing their career and so
reduce their concern about family matters. On
the other hand, family-work conflict happens
when women value their family life more than
their work life, and inadequately focus on their
job. Conflicts arising in both cases cause married
working women stress.

In addition, women with career promotion
ambitions tend to take training courses. How
ever, they can hardly arrange enough time to
concentrate on their study. Exacerbating this es
sential lack, when married female students do
not feel satisfied with their performance at home
and work, they cannot focus adequately on their
learning. Worse yet, when their children are
sick, or their boss requests them to work
time, they may be absent from class, or fail to do
homework. They are easily led to feel depressed
and disappointed by themselves when they face
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homework and examination deadlines. Two
more hypotheses can be offered.

H3: There is a direct relationship between
work-family conflict and academic burnout.

H4: There is a direct relationship between
family-work conflict and academic burnout.

Relationships of work-family and family-
work conflicts and job performance

As mentioned above, the level of work-life
balance has represented employees’ attitude, be-
havior and outcomes. Eby et al. (2005, cited in
Baral et al., 2010) said that incompatibility be-
tween work and family cause declines in health
and organizational performance.

Married female employees who prefer wo
ing to family, they seem to have effective job
outcomes. However, over time, due to thei
lessness in taking care of children or household,
the tension among family members will cause
extreme stress. Due to this situation, their perfor-
mance at work can reduce significantly. The in
verse correlation between family-work conflict
and job performance is shown more obviously.
Employees who tend to be absent too much to
solve their family problems cause lots of mis-
takes in work and suffer low assessments of job
performance. Two hypotheses are suggested:

HS5: There is an inverse relationship between
work-family conflict and job performance

H6: There is an inverse relationship between
family-work conflict and job performance

Relationships of core self-evaluations, job
performance and academic burnout

Following the idea of Kammeyer-Mueller et
al. (2009) that positive core self-evaluations are
expected to reduce stressors suggests that core
self-evaluations and burnout have an inverse
relationship. Karatepe (2011) confirms that ex-
haustion is inversely related to job performance,
suggesting that core self-evaluations have a pos-
itive relationship with job performance and in-
verse direction with burnout. Furthermore, core
self-evaluations could directly influence aca-
demic burnout (Yang et al., 2005, cited in Lian
et al., 2014). Applied to the situation of married
working women, those who have a high core
self-evaluation, are likely to find solutions to re
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duce stress arising from their job or study. There-
fore, the two last proposed hypotheses could be
stated so:

H7: There is a positive relationship between
core self-evaluation and job performance.

H8(-)

HS8: There is an inverse relationship between
core self-evaluation and academic burnout.

From the arguments of eight hypotheses, the
conceptual model of the paper is drawn as shown
in Figure 3, the Proposed Research model.

B | ok Pamily H3(+) Kcademic
I ' Conflict
1 : ontlic B () Bumout
Core Self- H2(-)
Evaluations H4 (1)
: Family-Work HE(-) { Job
= Conflict * performance
H7 (+)

Figure 3. Proposed Research model

Sampling and analytical method

The study included two phases, preliminary
research and main research, conducted in Ho Chi
Minh City. The preliminary research was carried
out by a qualitative study consisting of in-depth
interviews with six married working female
students and their supervisors to modify and re-
fine the scale items from translated scales. The
in-depth interview helped to choose and adjust
which items were appropriate for married work-
ing female students in the Vietnamese context.
Interviewee feedback helped to make statements
clearer and more understandable. A quantita-
tive main research was executed with a sample
of 343 married working female students from
work-study programs, pathway programs, post
graduate programs and soft-skill training short
courses by face-to-face interview with a s
tural questionnaire. The methods of data analy-
sis included testing Cronbach’s alpha, Explora-
tory Factor Analysis (EFA) using SPSS version
20, Confirmatory Factor Analysis (CFA), and
Structural Equation Modeling (SEM) test using
AMOS software version 20. Bootstrapping with
N = 500 re-samples was also used to assess the
path significance.

Measurement

After modifying, the scale of core self-eval-

uation consisted of 5 items adapted from Judge
et al. (2003). Scales of work-family conflict and
family-conflict included 10 items adapted from
Netemeyer et al. (1996). The scale of aca
ic burnout included 7 items modified from the
scale used by Schaufeli et al. (2002). The scale
of job performance consisted of 5 items adapt-
ed from Becker et al. (1996). These scale items
were translated into Vietnamese and presented
as five-point Likert type responses.

5. Results and Discussion

Demography of respondent

Data divided interviewees into three age
groups, under 25 years old, 25 to 35 years old,
and over 35 years old. Regarding the training
program, a majority of interviewees were s
ing in Masters or PhD programs (54.8%) while
one quarter were learning short courses (25.4%).
They were nearly equally divided
ager or team leader positions and officer positions
(45.5% and 46.1% respectively). A tiny minority
of respondents were teachers or lecturers and
other. More than half of the interviewees earned
less than 10 million VND per month (55.7%);
37.3% of them disclosed that they earned from
10 to 20 million VND, and 7% reported recei
ing more than 20 million VND a month.

Scale Validation
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The resulting Cronbach’s alpha values of all
items ranged from .828 to .871, which was ac-
ceptable. Results of EFA using principal axis
factoring method with promax rotation showed
that five factors were extracted; factor loadings
of four observed variables including AB21,
AB16, JP24 and FW15 were less than .5. After
eliminating improper variables, five factors hav-
ing eigenvalues of 5.637, 2.876, 2.430, 2.124,
and 1.817 were extracted as expected of the re-
search. The total extracted variance for the five
factors was 55.576% which showed that these
extracted factors could explain 55.576% varia-
tion of the data.

CFA methods were used for all the constructs
in the research model. CFA results of the final
measurement model were fitted with data mar-
ket. The Chi—square value of this model was
306.879 with 160 degree of freedom, chi-square
normalized by degree of freedom (y2/df) was
1.918 with p value =.000. GFI=.919, TL1 =.942
and CFI = .951, all indices were more than .9;
RMSEA value was .052, less than .08. The fac-
tor loadings for all items higher than .5, ranged
from .639 to .905. With these results, it could be
concluded that all observed variables were fit to
the convergent validity requirement (Fig.4).

(e1) Cs1 Chi-square= 306.879 ; df= 160 ; P=.00(
@ == 74 Chi-square/df= 1.91¢
- 8 GFl= .919; TLI= .942 ; CFl= .95
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62) 25 Job
46 68 Performance,
62 %
74
@
Figure 4. CFA results
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In addition, since the correlations among
items were absent any error, these scales
achieved uni-dimensionality.

Composite reliability values of Core self-
evaluation, Work — Family Conflict, Family-
work Conflict, Academic Burnout and Job Per-
formance were greater than 0.8, and AVE values
for all constructs were above the recommended
level of 0.50. Compared to the condition of com-
posite reliability which was above 0.7 and av-
erage variance extracted which was above 0.5
(Hair et al., 2009), the model had convergent
validity.

As P-values were all less than 0.05, the mod-

el met the Discriminant validity.

Overall, the fit indices, factor correlations,
and factor loadings suggest that the five con-
structs were acceptable fits for the Structural
Model. The measurement model satisfied with
the reliability, convergent validity and discrimi-
nant validity.

Model Fit

After checking the validity, hypotheses of
this study were tested with the structural equa-
tion model (SEM). Figure 5 shows the results
of the structural model, including the paths and
their standardized regression estimates.

© @ @ ¢

| @
—E7)
1 1
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@ Contict —61)
1
Cs1 Academic
G-, "‘ L@
[cs2]
@ ' @
@ | Core-self @
Evaluation 1
& 1 y : {JP23] €23
i A
- K. JP25 1 €2
@ , Lot v Performance, @
Conflict P27 -t )

1

1 1 \
) @ O

Chi-square=\cmin ; df=\df ; P=\p;
Chi-square/df= \cmindf ;

GFI=\gfi ; TLI=\tli ; CFI= \cfi ;
RMSEA= \rmsea

Figure 5. SEM results

In general, the standard of SEM test was the
same with CFA test. The compatibility with data
market was quite well. It indicated that these
variables had strong relationships in reality. In
above Figure 5, the fit indices of measurement
model were presented as followed: Chi-square/
df = 1.994, GFI= 915, TLI= .937, CFI= .947,
RMSEA= .054. Based on these results, it could
be proved that the measurement in this study re-
ceived acceptable fit to the data.

The Standardized Regression Weights (Table
1) found that Core self-evaluation has an inverse

relationship with Work-Family Conflict, Fami-
ly-Work Conflict, and Academic Burnout while
positively affect on Job Performance. There were
also positive relationships of the conflicts be-
tween Work and Family and Academic Burnout
whereas the relationships were inversely related
between these conflicts and Job Performance.
The indicators in Estimate column presented the
strength of these correlations. They all were low-
er than 0.4 which implied the weak correlations
among factors.
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Table 1. Standardized regression weights

Parameters Estimate

WF <o CS -0.229
FW <--- CS -0.213
AB < CS -0.265
JP <em- CS 0.167
AB oo WF 0.121
AB <emm FW 0.196
JP <--- WF -0.332
JP <emn FW -0.136

The bootstrap method with 500 of bootstrap
samples was used to estimate the parameter of
model. Hence, this method was implemented to
find approximate standard errors, which were
used to measure the reliability of the param

eter estimates. Table 2 indicated that the varia-
tions between Bias and SE-Bias were small and
critical ratios were suitable (|t < 2). Therefore, it
could be concluded that estimated results in the
research model can be representative overall.

Table 2. Bootstrap estimate result with N = 500

Parameter SE SE-SE Mean Bias SE-Bias CR
WF <--- CS 0.071 0.002 -0.228 0.001 0.003 0.333333
FW <--- CS 0.07 0.002 -0.213 0 0.003

AB <--- CS 0.063 0.002 -0.262 0.003 0.003 1
JP <--- CS 0.063 0.002 0.167 0 0.003 0
AB <--- WF 0.061 0.002 0.116 -0.005 0.003 -1.66667
AB <--- FW 0.066 0.002 0.197 0.001 0.003 0.333333
JP <--- WF 0.068 0.002 -0.329 0.004 0.003 1.333333
JP <--- FW 0.068 0.002 -0.135 0.001 0.003 0.333333

6. Conclusions

Drawing from previous research, the author
constructed a research model to investigate the
correlation of core-self evaluation to the ability
to resolve work and family conflicts, and then
studied the impact of three factors on acade
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ic burnout and job performance of Vietnamese
married working women.

Based on results from data analysis, eight
hypotheses were found to be consistent with
previous studies (Haines et al., 2013; Lian et
al., 2014). The paper shows that people who are
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highly aware of themselves, have ability to bal-
ance between work and family life. Moreover,
the survey results confirm positive relationships
of work-family conflict (and family-work con-
flict) and academic burnout. When the conflicts
between work and family life become felt more
strongly, stress, anxiety, and depression become
correspondingly higher, and vice versa.

On the other hand, job performance is the
opposite of burnout. While burnout expresses
exhaustion and loss of interest, job performance
expresses efficiency, enthusiasm, and success in
work. Here too, the survey results remain con-
sistent. Work-family conflict (and family-work
conflict) have positive relationships with burnout
and inverse relationships with job performance.

The research results also confirm the direct
relationship between core self-evaluation and
job performance. Accordingly, married working
women who have higher self-awareness of their
capabilities should have higher proficiency in
their work. High core self-evaluation indicates
reduced academic burnout, and vice versa. This
indicates the importance of raising awareness of
core self-evaluations for married working wom-
en.

From findings in the study, to improve job
performance for married working women, the
managers should find a way to help them re-
duce work stress. Human resource management
should understand the difficulties of married
working female and provide more benefits or
supports for them. Firms could establish funds
that are used to congratulate outstanding wom-
en, allow more annual leaves for those who have
worked for long periods, and provide health care
policies for the whole family. These policies
will help married working women reduce their
stress and balance their work life and family life.
When work-family conflict is decreased, they
should also get higher results from their study
and apply the knowledge gained to obtain more
efficient job performance.

The survey was conducted in Ho Chi Minh
City with a focus on married working female
students who studied in evening and week-

end economics classes. Thus, the sample may
not represent the more general case of married
working women.

Secondly, due to limited resources, the study
has not collected enough data of single working
women to make a comparison between married
working women and single working women to
find out whether there are differences in research
results between these two groups.

Finally, this paper has mainly considered core
self-evaluation as the vital factor affecting aca-
demic burnout and job performance, but there
may be other aspects that should be addressed
by future research.
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