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Abstract
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Burnout syndrome resulting in dissatisfaction and physical illnesses due to continuous and long-term stress
exposure at work is a common problem at governmental institutions in Turkey. A survey was carried out in 2015
on 121 staff at Bingdl University, Turkey to measure the burnout level and compare Maslcah Burnout Inventory
(MBI) and Copenhagen Burnout Inventory (CBI) scales. Descriptive statistics, ANOVA, regressions and
correlations methods are used to analyze data. All items of the survey had 0.915 Cronbach Alfa reliability score
and MBI and CBI groups had 0.799 and 0.904 Kaiser-Meyer-Olkin Measure of Sampling Adequacy. The total
mean of all items was 2.45 with 1.48 minimum from “Impersonal objects item” and 3.826 maximum from “Have
enough energy during leisure time”. Moreover, strong correlations were found between EE (Emotional
Exhaustion) and DP (Depersonalization), WRB (Work-related Burnout) and PB (Personal Burnout) - CRB
(Clients-related Burnout) groups and DP has strong correlations with WRB and PB-CRB groups. Position and
working more hours had a significant relationship with burnout syndrome while other important factors such as
experience, age, gender and having children had moderate effects on burnout. Moreover, the CBI scale was found
to be more suitable to measure burnout with higher reliability and validity values.
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1. Introduction

Burnout Syndrome (BS) is a chronic stress in the workplace, which is characterized by exhaustion
and depersonalization (negativism/cynicism), and is found predominantly in caring and social
professions (e.g. social workers, teachers, nurses, doctors, dentists) (Weber & Reinhard, 2000, p.512).

It is seen as the main cause of depression and some physical illnesses. For years, many nurses and
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other professionals like over-worked employees and homemakers are facing this syndrome mainly due
to heavy patient loads, lack of staff and higher stress levels and generally, job dissatisfaction.
Moreover, social professionals are facing a stressful lifestyle due to the following working conditions:
overworked or under-challenged, time-pressured, and social conflicts with colleagues are seen as the
main cause of illnesses. Emotional exhaustion, alienation from job-related activities and inefficient
performance are the main symptoms of that syndrome. Furthermore, people having low self-esteem,
hopelessness, and suicidal tendencies are more often suffering from BS and depression. It is known
that about 10 % of Turkish people have visited the hospitals due to physiological reasons and the great
percentage of these visits is due to BS related to their working life. Past psychosocial studies about
burnout from different organizations and university staff to increase productivity and decrease costs

due to BS are applied in that study in order to compare with new findings.

Competitiveness through a high consumerist lifestyle has been increasing with industrialization, which
results in intense struggles among people in modern societies. In addition, these intense struggles
triggered by technology-based innovations increase both physical individuals’ burnout as well as
negative impact on their socio-psychological well-being. In this study, the working life of the
individual "burning" and "exhaustion" are examined from the BS. The study firstly examined through
literature and then, a research was validated through a study on 121 Bing6l University staff. The study
data were subjected to statistical analysis and interpreted based on Maslcah Burnout Inventory (MBI)
and Copenhagen Burnout Inventory (CBI) scales to measure the burnout level among Bingdl
University staff and both scales were compared to find the one most suited to Turkish culture.
Moreover, dimensions (factors) of both questionnaires are compared in order to identify the

relationships between them.

2. Review of Related Literature

Busy and stressful work life leads to both physical and psychological exhaustion and negatively
affects emotions of people. However, BS related to working life is present in both social sciences and
health sciences. It is significant to note that BS is prevalent across societies and cultures as manifested

in various studies written on the issue.

Therefore, the literature on BS is extensive. This term was first used by Freudenberger and Maslach
(Dagli & Giindiiz, 2008, p.14). Burnout is described as the wear and severe exhaustion due to fear of
failure and high demand on the power and resource. Burnout is defined by Dolan as "exhaustion of the
personal resources, having constant negativity and hopelessness in the face of daily events, running out
of energy" (Aksu & Baysal, 2005, p.9). Furthermore, Freudenberger defined burnout as "failure, worn,
energy and power loss or depletion of the situation resulting from unmet demands of man" (Celikkaleli,
2011, p.39). This generally manifests in two ways. The first is physical exhaustion with headache,
nausea, and manifests itself with symptoms of dizziness and the other is emotional exhaustion
(Langballe; 2009, p.179). Emotional or socio-symptoms of psychological exhaustion in general are as

follows: anger explosion, depression, constant tension, confusion, indecisions, constant worry,
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prolonged feelings of inadequacy, low self-perception, hopelessness, substance abuse, inability to focus
on work, blaming others in the form of frustration for their own problems, responsibility and panic
attacks (Kan; 2008, p.432). Moreover, observed burnout results are usually depression, permanent
hopelessness, low motivation, low achievement, high occupational risk, breakage studies perseverance,
taking tendency of medical report, high rates of absence at work and resignation of personnel (Dagl &
Gilindiiz; 2008, p.15; Sabbah et al., 2012, p.644-652). In a study by Giirbiiz et al. (2009), BS is
accompanied by negative attitudes at work such as tiredness, insomnia, carelessness, lack of motivation
to work and in general, indifferent against rules and duties, lack of interest against organizational goals,
and private life problems. Starting to smoke and drink alcohol are other major results of burnout
(Giirbiiz et al., 2009). Burnout at the individual level varies according to socio-demographic factors
namely; age, gender, educational level and experience (Khan et.al., 2015,p.234). However, it is
noteworthy that intervening variables such as working hours, managers' attitudes and behaviors,
satisfaction provided by the work, and organizational support services provided by the group are

features that significantly affect burnout level (Kayabasi, 2008, p.153; Friesen & Sorros, 1989, p.180).

Maslach has evaluated the burnout level in accordance with psycho-emotional factors from three
angles; emotional exhaustion, depersonalization and reduced personal accomplishment (Giindiiz' 2005,
p-153). Emotional exhaustion ranked as a major factor causing burnout and is the aspect most clearly
noticeable. Complex burnout due to emotional exhaustion leads to people’s tearing themselves or
others, loss of energy, fatigue or exhaustion (Schwarzer, Hallum, 2008: 155) Desensitization
[depersonalization] is characterized by lose of idealism and enthusiasm among employees, causing
their alienation from their work and their self. (Zaidi et all., 2011: 830) Not to care about the people
they serve, and engaging in negative reactions are the most frequent behaviors including hostility.
Research reveals that there is a significant relationship between emotional desensitization and
depersonalization. (Weisberg & Sagie; 1999:334) People with BS who felt emotional and physical
exhaustion, find it difficult to meet the demands required by their jobs and will have negative attitude
towards themselves and others, resulting to a lack of personal accomplishment and the feeling of
incompetence. In this sense, the reduction of personal sense of accomplishment is seen with the two
other situations. In other words, reduction of business goals, the reduction of personal responsibility for
work, loss of idealism and an emotional break from work are regular signs of this burnout type.
(Hughes, 2001: 288) A study shows that there is an association between burnout and fast food
consumption, wherein, higher consumption on fast food, alcohol, painkiller and lack of exercise leads

to higher risk of having a burnout syndrome (Alexandrova et al., 2016).

BS is common among those whose work involve intense social interactions such as nurses, cops and
teachers (Byrne, 1993:197; Cemaloglu & Sahin; 2007:467). These three occupational groups are
intensely interacted with people and are faced with continuously variable problems. The continuous
increasing people's expectations and increasing variability makes people centered professions more
risk-based. In this context, teachers and university staffs can also be considered in this category. There

are lots of burnout researches about teachers in the literature like music teacher and infant school
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burnouts carried out by Otacioglu (2008) and by Tugrul & Celik (2002) respectively in Turkey. In
addition, the primary teacher burnouts were studied by (Giindiiz, 2005) and (Kayabasi, 2008).

Moreover, teaching profession and motivational resources studies by Yazicit (2009) and issues
involving academicians burnout studies by (Zakaria et al.; 2015: 42, Kahya; 2015:534) are available in
the literature. Burnout common among teachers are due to their personality, social environment,
economic reasons and working hours. Some other bases are crowded classrooms, inadequate wages,
intolerable parents, more stationary life style, problems with co-workers and managers, family, and
healthcare problems (Kayabasi, 2008: 153 ; Zaidi, 2011:830)). The perceived failures among teachers
on their efficiency as teaching professionals can lead to burn out. (Nir, 2002:337) Motivations among
both teachers and students and the advancement of educational reforms are crucial factors to avoid
burnout. Motivated teachers play an important role on the realization of educational reforms,
implementation of emerging changes, and generally, business success and life satisfaction. (Yazici,
2009:36) In the case of Turkey, the causes of burnout among teachers and academicians are things
such as heavy workload, lack of democratic participation in job-related decisions, and the lack of
rewarding system in the workplace (Daghi & Giindiiz, 2008: 16). In another study, organizational
factors affecting burnout are as follows: organizational conflict, inability to participate in the decision,
the length of working hours, organizational communication, lack of social support, role conflict, role
ambiguity, adverse physical conditions of the work area, lack of advancement opportunities, emotional
and sexual harassment in the workplace like mobbing, lack of job security, unsuitable types of
leadership of organizational structure, the lack of business standardization and organization culture
(Ardig¢ & Polatgt; 2008: 72). Academicians being unable to find a position have higher rate of burnout
syndrome at Marmara University from 339 academicians study since temporal positions create more
worries in academicians that they may not find a position after they finish their PhD. Life, health and
productivity of people are threatened by burnout and mobbing. “Harassing”, “ganging up on someone”
or “psychologically terror” named as mobbing have high correlation with burnout syndrome performed
on 517 health staffs in Afyon city, Turkey. Preventing communication, social isolation, spreading
rumors, affecting occupational situation and affecting physical health of victims are types of mobbing
methods. Excessive workload, insufficient wages and even increasing violence were found reasons of
burnout at work place with not receiving treatment they deserve and not having satisfactory living
conditions (Tiirkan & Kilig, 2015). According to Social Security Institution (SGK) statistics, a worker
loses his life every 10.9 hours. Moreover, there is a work accident per seven minutes and worker has a
accident resulting in incapability of working per 5.5 hours. Job security scale developed by Heyes et
all.(1998 ) consisting of job security, colleague safety, security, control, management, security and
safety programs and safety policies was applied to 303 workers from Kocaeli University Research and
Training Hospital and there is a statistically significant negative relationship between lower level
dimensions of occupational safety and depersonalization and  emotional exhaustion. Preventing
accidents, increasing safety issues, having settled working hours, having lower stress, having improved
work safety culture, allowing workers to improve their capabilities and having better working
conditions decrease the burnout level (Yigit et al., 2016; Hayes et al., 1998:145-161). Academicians of

Atatiirk University have felt harsh against people since they started to work when compared with
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Anadolu and Osmangazi university academicians from a study of 108 lectures by MBI scale.
Academicians at Atatiirk University sated that their work restricts them when compared with other two
universities. Moreover, academicians at Atatliirk University sates that their work worn them out
(Giirbiiz et al., 2009). There is no significant relationship between cigarette and alcohol usage, to
burnout syndrome from 560 state railways workers in Turkey,. Moreover, it is found in a study at
Izmir airport that there is a positive correlation of emotional exhaustion with depersonalization

burnouts and negative correlation with individual successes (Deliorman et al., 2009).

How to prevent the burnout syndrome causing both physical and socio-psychological exhaustion is
an important question to be answered and several suggestions are suggested by experts like Maslach
(1982:90-107) and Maslach suggested the following issues to be considered in order to overcome BS,
this include the following : Having realistic goals, trying to do business in different ways, giving
short-term breaks while doing business , avoiding depersonalizing things at work and in the business.,
thinking about success sides in business, know yourself well, obtaining hobbies and spending time
with friend to relax and despite all efforts still If experiencing burnout, changing job. In another study,
Bektas & Peresadko (2013) have presented a model of recovery from burnout syndrome. Model mainly
focused on individual and organizational factors. Individual factors are positive thinking as optimists
having better health, low rate of depression, anxiety, and obesity; and stronger immune systems
(Rosen; 2004; 34) with lower stress by yoga and better brain functioning, the behavior of creativity
having positive correlation with positive thinking and determination and compliance integrating within
working place (Hasmukh et al. 2010:21; Bird; 2006:67). The organizational factors are supports of
workmates sharing basis for more robust and flexible trust and organizational cohesion with support of
friends and effective leadership (Adler et al.; 2011:100; Babakus et al.; 2011:21), support of manager
for creating supportive work environment to prevent stress and satisfy the needs of staffs (Chan &
Wan; 2012:122; Chen & Yang; 2012:107) and organizational atmosphere creating a positive intrinsic
motivation to make a positive need and guide for a sense of achievement (Mohanty & Rath; 2012: 65).
Moreover, making moderate sports decreases the level of burnout. (Deliorman et al., 2009)
Furthermore, job satisfaction, intrinsic satisfaction and affective commitment are lower for experienced
staffs than unemployed persons during economical crisis with higher EE score (Markovits, et al.,

2016). Hence, the experienced staffs are keen to more BS during hard times.

3. Methodology and Analysis

Maslach Burnout Inventory and Copenhagen Burnout Inventory scales are compared in the study to
find out the more suitable scale for the Turkish culture based on reliability values. Moreover It also
aimed to find out the burnout level of the University staffs of Bingol University by comparing it with
existing studies which have been done in Turkey and other international results. The questionnaire was

employed to the University staffs during the 2"-3™

quarter of 2015. Using the sample calculator
(2016), the calculated sample to be taken out of the 500 staffs is 116. This calculated sample has 95%

confidence level with 8% confidence interval (margin error). Hence, 121 staffs who were subjected to
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the data gathering process, is a fairly enough sample to test the BS and make some generalized results

from the case of the Bingol University staffs.

This is a quantitative study employing questionnaires in the course of collecting and gathering the
data of the respondents. The socio-demographic profile of the University staffs such as their age,
gender, civil status, occupation and work experience were included in the questionnaires. MBI scale
composed of 22 items with three factors: emotional exhaustion with 9 items, reduced sense of personal
accomplishment with 8 items, and depersonalization with 5 items as shown in Table 1, developed by
Maslach and Jackson (1981). Moreover, CBI scale is used to measure burnout level. CBI with 18
items is categorized into three factors named as personnel factor, work related factor and students-
clients related factor. A five-level likert scale ranging from 1 to 5. (1: never, 5: always) is used to rate
items. To check the reliability of data, Cronbach Alfa and KMO (Kaiser-Meyer-Olkin) methods are
used. Factor analysis is used to categorize items under groups and descriptive statistics to compare
items according to means, One Way-ANOVA to find differences according demographic factors,
correlation to find relationships between MBI and CBI factors and regressions methods to find the
most effective factors on burnout level and equations are applied to the study to analyze items and

groups.

Hypothesizes of Study:

H;: There is a significant relationship between BS and Gender: It is found from extensive studies
done in different fields such as healthcare, education, universities etc. that there are not relationship
between burnout syndrome and genders. However, it was found in a study at Dokuz Eyliil University,
Turkey from 265 academicians and Cukurova University, Turkey from 283 academicians that women
academicians have a higher level of burnout syndrome especially for emotional burnout dimension.
Nevertheless, it is found in a study done at Density Faculty of Cumhuriyet University, Turkey from
three years study and Ankara University, Turkey from 199 academicians that men have higher level of
burnout syndrome. Turkish culture is raised by a patriarchal society where men dominate the public
sphere, and women are mostly found in the domestic household as full time housewives. Moreover, the
management at organizations is mainly men and women have the difficulty of presenting themselves.
Hence, women are mostly faced to mobbing or BS due to these difficulties. Furthermore, they mainly
care children at home and make house works with increasing the possibility of being burnout.
(Deliorman et al., 2009) It is found that males have higher rate of depersonalization but low level of
emotional burnout than females by MBI scale from 190 academicians from all faculties in Konya city
of two universities in Turkey. ( Siinbiil , 2014) Moreover married women nurses and nurses working at
private hospitals have more BS. Highest personal compliments are seen at public hospitals nurses and
depersonalization is seen more at night and rotating shift nurses. (Sabbah et all.,2012) The burnout
level is higher for women at lower level positions since the management of BU is mainly men. Hence,

they have also the problem of less presentation at top management.
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H,: There is a significant relationship between BS and Age: The findings of the study done by
Akdeniz University from 141 nurses showed that young nurses have higher rate of burnout syndrome.
Moreover, it is found in a study done to 515 primary school teachers that 50+ older teachers have
higher rate of burnout and depersonalization. In generally, a negative correlation between burnout and
age except individual success is found. (Deliorman et al., 2009) The life at universities is more
theoretical and young university graduates are keener to BS since the working life is different and more
difficult. Difficulties at working life can be managed by having more trainees and universities-industry
cooperation. Hence, it is expected that young people are at higher tendency of having BS. Older people
have the problem of not being used to new technologies, age related illnesses and being lonely. Hence,
they are also risk age group for BS. However, burnout is seen more between 30-39 age groups. (Sabbah

et al.,2012)

Hj: There is a significant relationship between BS and social status: It is found in a study done at

Selguk University to Business and Administration faculty that married academicians have lower
level of BS. Moreover, it is found that married people with children have more individual successes.
The highest rate of BS is found in widowed teachers from a 515 teachers study carried out at Ankara
city. (Deliorman et al., 2009) Being married is more tiring and difficult for women academicians than

men in Turkey. They have to manage academic career and family life together.

Hy: There is a significant relationship between BS and position (Teaching/faculty ranks):

From a study of Karadeniz Technical University over 160 academicians from five faculty, it is
found that professors have higher rate of individual successes and Assist. Professors have higher rate of
emotional and depersonalization burnout syndrome. In general, lower hierarchy level academicians
have higher level of BS and it is found that experienced academicians and staffs have lower BS in
Turkey. (Deliorman et al., 2009) Only professors and associate professors have more secure positions
at universities and they have the least BS while lower level positions like research assistants have the
highest level of burnout. Assistants professors and lectures have to renew the contract every 2 or 3
years in the universities of Turkey. Hence, many professors and associated professors apply mobbing
to lower hierarchy who are not obeying them or different in politics and sects. Lack of fairness is found
one of the most important factors affecting BS in Turkish universities. ( Siinbiil , 2014) Lower levels
of organizational support, organizational justice and unfair decisions cause higher level of burnout and
workplace conflicts from a study of 151 employees survey at Alexandru Ioan Cuza
University,Romania. More efficient training programs to increase knowledge about the relationship
among organizational climate, workplace conflicts and burnout phenomenon can help to decrease the

BS. (Maidaniuc-Chirila T. ,& Constantin T., 2016)
Hs: There is a significant relationship between BS and staffs with children or not:

Different from past studies that academicians without children have lower level of BS. Due to high

workloads of children on women at home, they have higher level of BS. (Deliorman et al., 2009)
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Hg: There is a significant relationship between MBI and CBI dimensions: Maslcah Burnout

Inventory (MBI) measuring emotional exhaustion, depersonalization and personal accomplishment
and Copenhagen Burnout Inventory (CBI) measuring personal burnout, work related burnout and client
related burnout are widely used around the world. According to Kristensen et al. (2005:193-194), MBI
scale is mainly used in service sector and cannot be applicable to every country due to economical and
cultural differences. Borritz et al. (2006: 50) stated that CBI scale is more applicable and can measure
BS better. It is found by Yildirim & Icerli(2005) that there is a positive correlation between CBI and
MBI from a study applied over 166 healthcare workers. In some cultures MBI scale is more suitable
while in some cultures CBI scale is more applicable. The decision of scale is based on reliability and

validity scores. It is aimed to find the more suitable scale for BS in that study for Turkey.
4. Results of Study

From 121 respondents, 24.8% of them (30) are female and 91 respondents are male. 37.2 % of
participants are public servant, 34.7% of them are research assistants, 13.2 % of them are assist
professors and 12.4% of them are lecturers and just three of respondents are professors. 52.1% of them
have children and 63.6 % of them are married. The mean age of 121 respondents is 32.40 years with
maximum 52 years and minimum 22 years age. The average of working at Bing6l University (BU) is
40 months (3.3 years) and the most experienced person has 8 years work experience at the university.
The mean of working hours per week is 40.4 hours with 10 minimum working hours and 70 maximum
working hours. The most experienced person at government institutions has 15 years working
experience and the average of experience is 5.82 years. It can be said that the staffs do not have enough
experience at both BU and other organizations.

Table 1. Means of all items

Items Group N Mean Std. Cronbach's
Dev. Alpha if
Item
Deleted
MBI1: Emotionally drained. EE 121 2.2066 1.056 0.912
MBI2:Used up EE 121 2.3967 1.060 0911
MBI3: Fatigued EE 121 1.8926 1.063 0.913
MBI4: Understand students and academicians PA 121 3.1405 1.066 0.917
MBIS: Impersonal objects DP 121 1.4876 1.017 0.912
MBIG6: Strained with people EE 121 2.3719 1.096 0.910
MBI7: Dealing with problems effectively PA 121 3.6860 1.041 0.916
MBIS8: Burned out from work EE 121 1.9835 0.983 0911
MBI9: Influencing positively others PA 121 3.6694 1.185 0.917
MBI10: Callous toward people DP 121 1.8430 1.056 0.913
MBI11: Hardened emotionally DP 121 1.9835 1.183 0.913
MBI12: Energetic PA 121 3.8099 1.010 0.916
MBI13: Frustrated by job EE 121 2.3471 1.256 0.913
MBI14: Working too hard EE 121 2.8264 1.242 0.912
MBI15: Do not care students DP 121 1.5455 0.948 0.913
MBI16: Too much stress EE 121 2.2810 1.177 0.912
MBI17: Created relaxed atmosphere AP 121 3.7107 1.052 0.918
MBI18: Feel exhilarated EE 121 3.4628 1.033 0.919
MBI19: Accomplished goals PA 121 3.3058 1.196 0.918
MBI20: End of my rope PA 121 1.6446 1.039 0.913
MBI21: Dealing with emotional problems calmly PA 121 3.5455 .966 0.918
MBI22: Students blame me DP 121 2.2066 1.175 0.914
CBI1: Feel burnout due to work WRB 121 2.0496 1.210 0.910
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CBI2: work emotionally exhausted WRB 121 2.2314 1.152 0.912
CBI3: Work frustrates you WRB 121 2.0083 1.193 0.910
CBI4: Feeling tired of working with students WRB 121 1.7355 1.030 0.912
CBIS5: Feel worn out PB 121 2.1240 1.268 0.909
CBI6: Exhausted in the morning at the thought of WRB 121 1.9421 0.985 0.910
another day at work

CBI7: Feel psychically exhausted PB 121 2.1653 1.043 0.911
CBIS: Feeling emotionally exhausted PB 121 2.0744 1.141 0.909
CBI9: Feel weak and susceptible to illness PB 121 2.1653 1.178 0.912
CBI10: Cannot take it anymore PB 121 1.7273 1.032 0.911
CBI11: Feel tired PB 121 2.2727 1.056 0.912
CBI12: Drain energy to work with students CRB 121 2.0661 1.138 0.910
CBI13: Hard to work with students CRB 121 2.5702 1.216 0.911
CBI14: Frustrating to work with students CRB 121 2.4380 1.139 0.911
CBI15: Wonder how long I will be able to CRB 121 2.1570 1.000 0.911
continue working with students

CBI16: Feel tired of working with students CRB 121 1.9256 1.065 0.913
CBI17: Feel that I give more that I get back when CRB 121 3.2562 1.200 0.914
working with students

CBI18: Have enough energy during leisure time WRB 121 3.8264 .9633 0.920

Abbreviations: EE: Emotional Exhaustion, DP: Depersonalization, PA: Personal Accomplishment; PB: Personal Burnout,
WRB: Work-related Burnout, CRB: Clients- related Burnout

The total mean of all items is 2.45 with 1.48 minimum from “Impersonal objects” item and 3.826
maximum value from “Have enough energy during leisure time” item and MBI and CBI groups has
2.602 and 2.26 means respectively. Workers think that they find the best solutions to students’
problems with mean of 3.69 and believe that they influence students’ life positively. They fell rarely
emotionally drained and feel seldom used up at work return. They want to work with students and they
feel that “I give more that I get back when working with students”. Moreover, they feel that they do not
work hard and they sometimes fulfill their targeted goals. “They wonder how long they will be able to
continue working with students” item mean is 2.1. Furthermore, they state that it is hard to work with
students. In conclusion, staffs are rarely at end of their rope, which is high when about 500 staffs at BU
are considered. Most staffs cannot reach their aims and the management and staffing policies play a
crucial role in front of that negative result while promotions are mainly done according to torpedoes
and grouping but not according to abilities and successes. Thus, many staffs search other universities

and government organizations at where they can have better opportunities to transfer their payroll.

Cronbach's Alpha is 0.915 for all 40 items and MBI and CBI groups have 0.788 and 0.915
Cronbach Alfa values greater than 0.7. As it is seen in Table 1 all survey questions have high reliability
even an item is deleted. Kaiser-Meyer-Olkin Measure of Sampling Adequacy is 0.851 which is greater
than 0.7 value. MBI and CBI groups have 0.799 and 0.904 Kaiser-Meyer-Olkin Measure of Sampling
Adequacy. First 6 components explain 64.579% variance for MBI group by Principal Component
Analysis method and first three components explains 48,391% variance in that group. 60.79% of total

variance explained is given by first three components for CBI group as shown in Appendix section.

By Varimax with Kaiser Normalization method, three groups are created through including values
greater than 0.5. MBI(0.766), MBI2(0.721), MBI3(0.686), MBI6(0.547), MBIg8(0.765), and
MBI13(0.650) are included in EE group while MBI14(0.432 first group score), MBI16 (0.347 first
group score-0.525 third group score) and MBI18(0.706 second group score) are excluded from that
group. MBI4(0.568), MBI7(0.702), MBI9(0.664), MBI112(0.623), MBI17(0.673), MBI19(0.674) and
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MBI21(0.528) items are included in PA group while just MP121(0.494) is excluded from that group.
MBI5(0.591), MBI10(0.769), MBI11(0.588) and MBI15(0.677) items are included in DP group while
MBI22(0.396) is excluded from that group and it falls in another-sixth group not measuring any
dimension with 0.597 score. CBI5(0.553), CBI7(0.633), CBI8(0.684), CBI9(0.532), CBI11(0.743),
CBI12(0.679), CBI13(0.85), CBI114(0.817) and CBI15(0.617) are included in the first group named as
PB-CRB group. CBI1(0.732), CBI3(0.825), CBI4(0.774), CBI6(0.636), and CBI10(0.622)) are

included in the second group named as WRB.

Mean
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Figure 1. Means of groups for both scales

From 121 respondents, the highest mean comes from personal accomplishment and the lowest mean
is from DB group. Personal and clients related burnout score is high. Emotional exhaustion is about 2
and this value is high again when 500 workers are considered, which shows that about 10-20% of staffs

are emotionally burned out.

One Way- ANOVA according to age: There are no significant changes according to age by One-Way
ANOVA with 95% significance level. However, respondents between 41-46 ages have higher EE score
as shown in Figure 2, DP score, PB and CRB score and WRB score. The highest personal burnout is

seen at age 46. In generally, older people have lower burnout group scores.
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Figure 2. EE mean according to age
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According to years spend at Bingdl University with Sig. Greater than 0.05, there are no significant
differences and all respondents look the factors/groups in the same manner. However, males with 2.20
score have higher mean than women for EE while women have 3.62 PA score than 3.52 score of male
for that group. Furthermore, females and males have 1.67 and 1.73 mean scores respectively for DB

group. Females have higher mean of WRB score with 1.92 mean than males with 1.88 mean.

Table 2. ANOVA according to occupation

Group Position N Mean Std. F Sig.
Deviation
Civil Servant 45 2.4926 0.82416
Assist Prof. 16 2.1875 0.95428
Assoc. Prof. 3 1.6111 0.53576
EE Research Assistant 42 1.9405 0.67155 321 0.015
Lecturer 15 2.1778 0.71953
Total 121 2.1997 0.80410
Civil Servant 45 3.4222 0.79069
Assist Prof. 16 3.8929 0.59362
Assoc. Prof. 3 3.7619 0.08248
PA Research Assistant 42 3.4830 0.65500 1.81 0.131
Lecturer 15 3.7333 0.57364
Total 121 3.5525 0.69789
Civil Servant 45 1.7944 0.75808
Assist Prof. 16 2.1250 1.27475
Assoc. Prof. 3 1.0833 0.14434
DB Research Assistant 42 1.5060 0.68407 2:40 0.053
Lecturer 15 1.7500 0.50885
Total 121 1.7149 0.80900
Civil Servant 45 2.1600 0.93575
Assist Prof. 16 2.0125 1.09659
WRB Assoc. Prof. 3 1.4667 0.30551 2.56 0.042
Research Assistant 42 1.6143 0.67048
Lecturer 15 1.8267 0.73238
Total 121 1.8926 0.86604
Civil Servant 45 2.3457 0.82817
Assist Prof. 16 2.2917 1.05243
Assoc. Prof. 3 1.8889 0.80123
PBandCRB Research Assistant 42 2.0582 0.82100 0.78 | 0.335
Lecturer 15 2.3333 0.96042
Total 121 2.2259 0.87099

The highest EE score is given by civil servants, lectures and research assistants respectively as
shown below and the lowest emotional exhaustion scores are given by Assist, and Assoc professors. As
a result, as the title increases at Bingdl University, they are less inclined to burnout and mobbing. The
main reason of burnout is mobbing among hierarchies since staffing according to sects and races are
common at BU. Every sect tries to employee staffs from their sects without considering qualifications
and equity at evaluation and they support staffs from their groups in all ways. Moreover, the positive
monetary benefits and supports are given to their members by these sects and communities. This
creates more burnout among people not including in these sects or groups. Civil servants and research
assistants have the lowest mean scores for PA while assist and assoc professors have higher PA scores.
The highest DP group scores are given by Assist. Prof, civil servants, lectures and res. assistant
respectively. The highest WRB score are given by civil servants, assist profs, lectures and research

assistant respectively as shown in Table 2. The highest scores of PB-CRB group is seen in lectures,
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civil servants, Assist professors and research assistants in order. Research assistants have the least work
load mainly at Bing6l university and there are more workload on lectures with high weekly teaching
hours as assistant professors. Civil servants also have to come work daily and do works given by their
management. Research assistants are just completely at the BU when there are exams and they do not

attend lab teachings or repeating classes as done by some other universities in Turkey.

2,407

Mean of EE

2,00

1,804

1,607
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Figure 3. Mean according to position

According to have children or not, there are no significant changes by One-Way ANOVA with 95%
significance level at BU. However, respondents without children have higher EE, DB, WRB and PB-
CRB group scores. This shows that respondents with children have more tendencies to burnout
syndrome. According working hours, there are significant differences for EE, WRB and PB-CRB
groups while there are not significant differences for other groups. As there are more working hours,
there are higher rate of EE and PB-CRB groups mainly after 40 hours work per week. It is interesting
that there are no significant differences for experience statistically. But when plots are analyzed, more
experienced staffs have higher DP score as shown in Figure 4. WRB, PB-CRB groups and DP mean

scores mainly decrease with higher experience.
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Figure 4. Mean of PA according to experience (years)
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Furthermore, there are not significant differences statistically according to social status with one way
ANOVA. However, married people have higher EE score, PA, DP scores than single respondents by
0.03, 0.25, 0.1 mean differences while single respondents have higher WRB and PB-CRB groups

means.

Correlations of Groups: With Pearson Correlation Sig. (2-tailed) test, there are strong correlation
between EE and DB,WRB and PB-CRB groups as shown in Table 3 and there is a weak negative
correlation between EE and PA whereas, DB has strong correlations with WRB and PB-CRB groups.
So, it can be said that CBI tests also measures burnout. From reliability and KMO values, CBI seems
more suitable to measure the burnout syndrome in Turkey. However, even both scales measure the
same thing; there are significant differences among questions and dimensions. It is found by Yildirim
& Icerli (2010) that there are high r=0. 774 score between EE and WRB. Moreover, there is a r=0. 537

score between DP and PB.

Table 3. Correlations for groups

EE PA DB WRB PBandCRB
EE 1 -0,184" 0,595 0,781" 0,725
PA -0,184" 1 -0,145 -0,163 -0,026
DB 0,595 -0,145 1 0,655 0,478""
WRB 0,781" -0,163 0,655"" 1 0,738""
PB-CRB 0,725™ -0,026 0,478"" 0,738"" 1

* Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).

Regression of Burnout: Feeling burnout due to work (CBI1) with 0. 815 R value and Sig=0.000
less than 0.05 is a significant model. Other groups are excluded in the model as shown below. As a
result, Work related burnout and emotional exhaustion are the most effective factor on burnout due to

work.

CBI1=-0.313 +0.926 WRB+0.278.EE (Model 1)

Second model by including demographic variables is also significant with R=0.822 value and Sig.
less than 0.05. PA, DB, PB-CRB, age, working years at Bing6l University, having Children or not,
working hours weekly, experience, occupation and social status are excluded in that model that they
have sig. values greater than 0.05.

CBI1=0.207 +0.912*WRB+0.292*EE-0.3*Gender (Model 2)

“Cannot take it anymore” (CBI10) dependent variable model is significant with R=0.793 and
ANOVAs sig value. In this model, EE,PA, and PB-CRB groups are excluded from model. WRB is the
most effective factor for staffs to continue their work. Hence, WRB and DB scores are to be positively
increased that staffs have more motivation to work at BU in future.

CBI10=-0.181+0.745WRB+0.291DB (Model 3)
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In the second model of CBI10, R value is 0.829 and sig. values is less than 0.005 are shown in Table
4 with model unstandardized coefficients. In this model, constant value is excluded from model while
it has 0.859 sig. value. Age and working hours are effective demographic factors on CBI10 dependent
variable. EE, PA, Experience at BU, Having children or not, occupation, experience, social statue, and

gender are excluded from that model.

Table 4. Regression model 4 for Dependent Variable (CBI10)

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 0,092 0,518 0,178 0,859
WRB 0,667 0,108 ,559 6,167 0,000
Working hours -0,031 0,010 -,163 -3,041 0,003
Age 0,026 0,008 ,165 3,141 0,002
DB 0,213 0,091 ,167 2,358 0,020
PBandCRB 0,198 0,092 ,167 2,154 0,033

Results of Hypothesizes: At BU, positions have direct affect on BS while higher level positions
have less BS. Lack of institutionalization is the main deficiency at BU and there are huge problems due
to unfair decisions. For example, fewer lectures are given to some academicians while they are from
different sects and they do not have good relationships with department, faculty or university
management. They are isolated or are not included in decision making of department and faculty.
Moreover, important tasks are not given them and they are not included in important project of
university. Even projects are given to these isolated staffs, they have been faced by many difficulties
like not getting enough financial supports or the reports related to project may not be fairly evaluated
and projects can be aborted while the projects of privilege classes from the same sect are accepted with
enough supports. Promotions are not done according to successes, capabilities or positions but based on
being close to university management. These kinds of unfair and illogical decisions create huge
burnout and the university staffs have low age average, which makes them weaker while experienced

staffs have lower level of BS.

Table 5. Results of Hypothesizes

Hypothesis Result

There is a significant relationship between BS and Gender Partly Supported
There is a significant relationship between BS and Age Partly Supported
There is a significant relationship between BS and social status. Not Supported
There is a significant relationship between BS and position. Supported

There is a significant relationship between BS and having children or not Partly Supported
There is a significant relationship between BS and experience Partly Supported
There is a significant relationship between BS and working hours per week Supported

There are significant relationship between MBI and CBI dimensions Supported
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5. Discussion and Further Studies

Open communication climate can decrease uncertainty at organizations and positive organizational
environment can increase working motivation with fair supervising. Communication can build trust
within an organization or university. It is found that managers spend 20% of their working hours to
solve conflicts. 60% of conflicts are related to superiors of workers (Maidaniuc-Chirila T. &
Constantin T., 2016). Occupational burnout and mobbing of health staff are higher for single staffs
having an independent risk factor with high emotional exhaustion (Tiirkan & Kilig, 2015). Removing
mobbing and conflicts, enforcing creative works, preventing monotony, providing health work
environment, avoiding stress, and protecting human psychological situation are ways of overcoming
BS (Giirbiiz et all., 2009). The level burnout has a high substantial degree at BU. Being a government
university and not having supports like projects equipment, lab equipment etc. for diligent
academicians and civil officers are main problems of burnout. The university management is mainly
composed from some groups named as community (cemaat) or some other political groups in Turkey.
Hence, the management of all faculties and departments are created according to being a member of
that community or not and the qualifications and efforts of other staffs are ignored at promotions.
Hence, some staffs feel burnout due to these inequalities. Moreover, staffs trying to improve their
capabilities are obstructed by management of university by giving supports just to their community
members. In conclusion, about half of staffs feel separated and assimilated from university financial
sources. This can be a reason why the burnout level is high at the BU. Another reason is mobbing
applied by management and people at higher hierarchies. Especially, some academicians are tried to be
excluded from projects and obstacles are put in front to prevent them for improving their qualifications
and having better positions. The main strategy applied by management is to secure their positions and

staffing.

Findings shows that poorer academic outcomes results to a higher level of BS due to low self-esteem
and the failure to gain desirable results.. (Seibert et al., 2016: 120-127) Hence, high BS level decreases
the academic performance of BU staffs. More realistic goals,, not personalizing events every time
against other academicians, concentrating on success side, being positive, being fair at promotions,
respecting other academicians private life, not making inequalities according to sects and ethnicity,
caring women workers requirements, building swimming pools and other sport centers to support
staffs making sports and spending leisure times in order to rise organizational cohesion among staffs
and being able to communicate with top management of university by electronic and registered systems
to increase the trust level, creating supportive work environment to prevent stress and satisfy the needs
of staffs with increasing positive intrinsic motivation and allow academicians to search their rights

can help to decrease the burnout level among staffs at BU.

The study was applied to 121 staffs in 2015. A new study could be employed by 2017 to learn the
burnout level of the management with the new administrators of the University. Moreover, this study
is not conclusive among all universities in Turkey, considering the regional context in both the local

and regional dynamics in the different universities of the country. While, universities at big cities like
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Istanbul are more institutionalized and the burnout level is to be less however, not having open
positions and expensive life can be other sources of burnout at these universities. Hence, many staffs
are to come less developed universities and has to face their chronically problems, resulting in higher
level of burnout. Furthermore, another study to examine students’ perception/opinion on the sources of
their BS is noteworthy, to parallel one of the findings of this study, wherein, teaching staffs think that

students are among the major source of their burnout.
6. Conclusion

The mean age of 121 respondents is 32.40 showing that the university staffs are mainly young with
low average 3.3 years experience. The minimum mean comes from “Impersonal objects” item with
1.48 and the maximum value comes from “Have enough energy during leisure time” item with 3.826.
Most staffs cannot reach their aims and the management and staffing policies play a crucial role in
front of that while promotions are mainly done according to torpedoes and grouping but not according
to abilities and successes. Thus, many staffs search other universities and government organizations at

where they have better opportunities to transfer their payroll.

MBI and CBI groups have 0788 and 0.915 Cronbach Alfa and MBI and CBI groups have 0.799 and
0.904 Kaiser-Meyer-Olkin Measure of Sampling Adequacy. Hence, the survey has high level of
reliability and validity. Finally, CBI scale is more suitable to measure burnout level at Turkey from
these values. Age and working hours are effective demographic factors on CBI10 dependent variable
with regression method. WRB, working hours, age, DB, PB and CRB factors have effect on “Cannot
take it anymore” dependent variable in model. Thus, work and students related problems are to be
eliminated to decrease the burnout level at BU. Moreover, a more transparent and measurable system is
to be developed to decrease the BS at BU by management with behaving all staffs in the same manner
and decreasing priorities given to any sects or races. The main concentration of performance
measurement at the University is to be given to projects and successful works carried out by
academicians through giving priority usage of university financial resources to them than close friends

and groups relationships.
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Appendix

Table 1. Total Variance Explained for MBI group

Component Initial Eigenvalues [Extraction Sums of Squared Loadings
Total % of Variance | Cumulative % Total % of Variance | Cumulative %

1 5,770 26,228 26,228 5,770 26,228 26,228
2 3,425 15,567 41,796 3,425 15,567 41,796
3 1,451 6,596 48,391 1,451 6,596 48,391
4 1,332 6,054 54,445 1,332 6,054 54,445
5 1,147 5,212 59,657 1,147 5,212 59,657
6 1,083 4,922 64,579 1,083 4,922 64,579
7 ,888 4,036 68,615
8 ,836 3,798 72,414
9 ,765 3,477 75,890
10 ,678 3,081 78,971
:1 . e . MComponent
1 1 2 3
1 MBI 0,766
1 MBI2 0,727 0,323
1 MBI3 0,686
1 MBI4 0,568
1 MBI5 0,406 0,591
1 MBI6 0,547 0,421
2 MBI7 0,702
2 MBIS8 0,765
2'MBI9 0,664 0,345

MBI10 0,769

MBIl1 0,368 0,588

Table

2. Rotated Component Matrix® for MBI
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MBI12 0,623

MBI13 0,650

MBI14 0,432 0,331

MBI15 0,677
MBI16 0,347 0,525
MBI17 0,673

MBI18 0,706

MBI19 0,674

MBI20 0,494

MBI21 0,528

MBI22 0,396

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 6 iterations.

Table 3. Rotated Component Matrixa for CBI

Component
1 2 3

CBI1 0,314 0,732

CBI2 0,417 0,416

CBI3 0,825

CBI4 0,774

CBI5 0,553 0,629

CBI6 0,495 0,636

CBI7 0,633 0,410 -0,371
CBI8 0,684 0,491

CBI9 0,532

CBI10 0,390 0,622

CBI11 0,743

CBI12 0,679 0,381

CBI13 0,850

CBI14 0,817

CBI15 0,617

CBIl16 0,611

CBI17 0,571
CBI18 0,659

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a.Rotation
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Table 4. Total Variance Explained for CBI

Component Initial Eigenvalues Extraction Sums of Squared Rotation Sums of Squared
Loadings Loadings
Total % of | Cumulati Total % of | Cumulati Total % of | Cumulati
Variance ve % Variance ve % Variance ve %
1 8,321 46,225 46,225 8,321 46,225 46,225 3,901 21,67 21,672
2 1,384 7,689 53,915 1,384 7,689 53,915 3,812 21,17 42,849
3 1,239 6,881 60,796 1,239 6,881 60,796 2,627 14,59 57,443
4 1,013 5,626 66,422 1,013 5,626 66,422 1,616 8,979 66,422
5 0,862 4,791 71,213
6 0,811 4,508 75,721
7 0,725 4,029 79,750
8 0,613 3,405 83,155
9 0,553 3,070 86,225
10 0,446 2,476 88,701
11 0,413 2,295 90,995
12 0,329 1,826 92,822
13 0,301 1,674 94,495
14 0,263 1,463 95,959
15 0,215 1,197 97,155
16 0,199 1,104 98,259
17 0,175 0,974 99,233
18 0,138 0,767 100,000

Extraction Method: Principal Component Analysis.

63





