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Abstract 
The aim of this paper is which should be considered a descriptive survey in the general sense, to highlight the 
effects of demographical differences on staff burnout. The related literature on job burnout could largely be 
found. It is hypothesized that the demographical variables had an effect on job burnout. Maslach burnout 
inventory was used as a survey in order to measure and assess the job burnout. The survey conducted on 261 
employees of a public sector institution. Data, obtained from questionnaires analyzed through the SPSS 
statistical packaged software. The results show that, the title had a positive and age had a negative and 
significant effect on depersonalization.  
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1. Introduction 

Today’s work environment and fundamental changes in workplace and management leads employees to a 
different and challenging environment. Increased constraints, decreased resources and time limitations makes 
worker much aggressive.  

The existing idea of burnout is viewed as current trend related to difficulties of modern work (Angerer, 2003). 
“Burnout can be defined as a condition of psychological problems experienced as a result of chronic work stress” 
(Milfont et al., 2007). As a symbol for exhaustion, burnout refers to a fire that loses its intensity or about to fade 
off. It implies that once a fire was burning but the fire cannot continue because of inadequate resources. Over 
time, employees experiencing burnout lose the capacity to provide the intense assistance that makes an impact. If 
they continue working, the result is not burning but worse than that. From their own perspective or that of others, 
they achieved less. In summary, the metaphor describes the fatigue of employees’ competence to maintain an 
intense involvement that has a meaningful impact at work (Schaufeli et al., 2008). Infrequent feelings of being 
tired, upset, or inundated with various issues related to an individual’s job are widespread. However, when these 
feelings extend beyond specific instances and last for extended periods of time, an individual may be having 
indications burnout (Hayes & Weathington, 2007). Employees in human services organizations have widespread 
interaction with demanding subpopulations, are more vulnerable to high degrees of burnout (Weisberg, 1994). 
Maslach and Jackson (1981) argued that, burnout is a kind of syndrome on people who works at people-related 
jobs, such as emotional exhaustion and cynicism.  

Especially in public sector employees are subject to dull and monotonous assignments, team conflicts, anxiety 
over peer competition, burden of high ambition and family expectations, and uncertainties in the job. All these 
factors can lead to high job burnout (Singh et al., 2011). 

2. Literature Review 
2.1 Burnout and Basic Concepts  

The concept of job burnout was first used in the USA during the 1970s to express the state of occupational 
depression experienced by the people working in the customer services. The concept emerged in the 1961 novel 
“A Burnt-Out Case” by Greene, which depicts the story of a spiritually tormented and disillusioned architect who 
quit his job and withdrew to the African jungle and was characterized by “extreme fatigue and the loss of 
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idealism and passion for one’s job” (Maslach, Schaufeli, & Leiter, 2000). 

The literature contains many studies carried out by researchers trying to explain the certain concepts related to 
burnout. Cherniss defines the burnout as “psychological withdrawal from work in response to excessive stress 
and dissatisfaction” and claims that it is kind of a “disease of over-commitment” (Cherniss, 1980).  

According to Maslach and Jackson, burnout is a “physical, emotional and mental exhaustion syndrome which 
derives from chronic physical exhaustion, feelings of helplessness and hopelessness, and development of a 
negative self-concept as well as negative attitudes towards the profession, the life and the other people” (Maslach 
& Jackson, 1981). Before making up a definition for the concept of burnout, it may be useful to use a case study. 
Burnout may be interpreted as the entire loss suffered by the people within the whole process, rather than the 
millions of dollars lost each day or monetary loss or workers that are no longer capable of working or 
functioning. In the recent years, the sign and symptoms of burnout such as employee turnover, absenteeism, 
inefficiency, psychological problems etc. are observed more frequently in the society. Instead of referring this 
situation as burnout, we can say that the state of burnout includes all of these signs and symptoms (Vallen, 1993). 
The literature review shows that there are several definitions of burnout. The most important and frequently used 
definitions are given below.  

Burnout is a complex syndrome including psychosomatic disorder, insomnia, negative attitude towards the job 
and customers, absenteeism, alcohol and drug use, feeling of guilty, pessimism, lack of attention and depression 
and is seen as the lack of energy at a considerable level as a result of the energy overuse (Sürgevil, 2006). 
Burnout can be defined as a result of an abnormal relationship between the person and the work environment 
(Best et al., 2005).  

Burnout, a phenomenon that is of interest for both individuals and organizations, is characterized by decreasing 
energy, power and resources in the presence of excessive demands. It is one of the factors which influence the 
affectivity and productivity of the workers and staff in every field. 

Burnout is a syndrome with three components called emotional burnout, desensitization and decrease in the 
feeling of success (Cordes & Dougherty, 1993).  

Beheshtifar (2013) stated in his paper, burnout is “a consequence of the perceived disparity between the demands 
of the job and the resources (both material and emotional) that an employee has available to him or her”. 

The concept of burnout became a scientific topic following the studies by Maslach and her colleagues and 
Cherniss. In today’s world, the three-dimensional burnout concept used by Maslach et al. is the most common 
and accepted definition of burnout. According to this definition, the concept of burnout includes emotional 
exhaustion, desensitization and reduced sense of personal accomplishment observed in those interacted 
extensively with other people (Maslach, 1982). Maslach (1982) addresses the burnout concept in three 
dimensions: emotional exhaustion, depersonalization/cynicism and personal accomplishment/self-efficacy. This 
definition indicates that burnout is a syndrome showing itself as emotional exhaustion, depersonalization and 
reduced personal accomplishment that can occur among individuals who do ‘people work’ of some kind. More 
specifically, individuals with burnout symptoms feel emotionally overextended and exhausted by their work, 
show impersonal response toward recipients of their service and experience decline in their feelings of 
competence and successful achievement in their work. In this respect, Maslach has made the most common 
definition of burnout (Maslach, 1982). According to Maslach, burnout is a three-dimensional syndrome that can 
occur among individuals who do ‘people work’ of some kind. The key point here is the three-dimensional 
structure of burnout (Maslach, 1982). 

This section discusses the basic concepts of burnout. In this respect, the study will focus on three basic concepts. 

2.1.1 Emotional Exhaustion (Stress) 

Emotional exhaustion implies that, the feelings of being emotionally forced to the limits and exhausted 
experienced by individuals during or after their working hours (Maslach, 1982, p. 118). Emotional exhaustion 
represents the stress dimension of burnout. It defines the exhaustion of one’s both emotional and physical 
resources. Therefore, the individuals feel themselves tired and worn-out (Sürgevil, 2006, p. 79). Hsieh and Wang 
(2012) stated that emotional exhaustion can be avoided by reducing stress of “overwork. 

2.1.2 Depersonalization (General Adaptation) 

The second dimension of job burnout, depersonalization, refers to individual’s remote, insensitive, stiff and even 
inhumane attitudes towards the people they work with and the job itself (Baltaş & Batlaş, 2002). Also term 
points to an apathetic or a distant manner toward work in general and the peers, losing one’s interest in work, and 
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feeling that work has lost its attraction. Workers may display an isolated and unemotional insensitivity, and they 
may be cynical toward coworkers, clients, and the organization (Huang et al., 2012). Depersonalization also 
causes general adaptation syndrome in the individuals. The individuals show signs threatening the integrity of 
organism and eventually causing disruption of balance. The individual needs to rebuild the disrupted balance and 
adapt oneself to the events. Such stress reactions observed in the individuals are called general adaptation 
syndrome, which is a concept aiming to describe the reactions to stress. General adaptation syndrome has three 
stages: Alarm reaction, the stage of resistance and the stage of exhaustion (Baltaş & Batlaş, 2002). Alarm 
reaction is defined as the immediate reaction to a stressor. Organism goes into a state of shock and counter shock. 
The individual makes an active physiological attempt to deal with the situation. During the stage of resistance, 
the individual increases the resistance to stress against the situation; however that resistance may be reduced in 
other situations. When highly affected by stressful situations, the individual reaches the stage of exhaustion 
(Baltaş & Batlaş, 2002).  

2.1.3 Reduced Personal Accomplishment (Job Dissatisfaction) 

Personal accomplishment refers to one’s feelings of competence and successful achievement in one’s work. 
Personal failure, on the contrary, refers to the feelings of incompetence and unsuccessful achievement. 
Individuals suffering from personal failure are full of failure feelings. They adopt a negative way of thinking 
towards the other people, which also leads to the development of negative self-concept. The negative 
self-concept is expressed in feelings of guilt. As a result, the individuals get a sense that nobody loves them and 
experience severe feelings of failure.  

Such feelings of failure experienced by the individuals lead to a decrease in the feelings of accomplishment and 
competence towards the people they work with or they encounter as part of their job. In such situations, 
individuals cannot make progress in their work and have a feeling of losing ground which finally causes them to 
feel guilty. 

Although considered as job burnout by definition, job dissatisfaction and burnout are in fact different concepts. 
As a concept defining the depersonalization and the lack of motivation or energy towards the job, job burnout is 
different from job dissatisfaction (Cordes & Dougherty, 1993). 

2.2 Reasons of Job Burnout 

There is more than one reason for job burnout. The reasons depend on various conditions. Burnout could be 
caused by personal or environmental factors. Some of the reasons of job burnout are as follows (Dilsiz, 2006).  

Age, Marital Status, Number of children, Over-commitment to work, Expectations from life, Motivation, 
Personality, Performance, Stress level, Job Satisfaction, Informal support, Support from superiors or 
subordinates  

2.3 Development of Burnout Process  

The study is based on the Maslach Burnout Inventory and its dimensions i.e., emotional exhaustion, 
depersonalization and reduced personal accomplishment, which are the focus of many other studies in the 
literature. According to the Maslach Burnout Inventory, emotional exhaustion occurs as a result of the depletion 
of individuals’ emotional resources by heavy workload. Striving to deal with the work overload, the individuals 
tend to distance themselves away from other people. This gradually leads to the second stage of burnout, 
depersonalization. At the final stage, perceiving that such distance attitude they adopted is restricting their 
contributions to the society or the organization they work in, the workers feel themselves incompetent about their 
occupational success and human relations, thus having a feeling of reduced personal accomplishment (Cordes & 
Dougherty, 1993). 

Various researchers suggested some other models as an alternative to the chronological sequence followed in the 
Maslach Burnout Inventory. Golombiewski’s Phase Model, for example, suggests that the burnout process starts 
with depersonalization, followed by feelings of reduced personal accomplishment and eventually ending with 
emotional exhaustion. For the emergence of reduced personal accomplishment feeling, the individual should 
have experienced the depersonalization period, which is also required to experience emotional exhaustion 
(Cordes & Dougherty, 1993).  

The model developed by Dierendonck et al. (2001) suggests that feeling of reduced personal accomplishment is 
the first stage of the burnout process. The dimension of reduced personal accomplishment is neither the final 
stage as in the Maslach Burnout Inventory, nor an intermediate stage between depersonalization and emotional 
exhaustion as in the Golombiewski’s Phase Model.  
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Regarding the developmental process of job burnout, another researcher indicates the following: If the worker 
does not eliminate stress during the course of work, he/she will show a tendency to bring stress into their 
personal life. Individuals suffering from burnout complain about failure in marital adjustment and family 
conflicts. The workers want to distance themselves from other people after having an emotionally intensive 
working day with the clients they provide services. This desire of becoming isolated means neglecting the 
relations with the family and social environment. Individuals that experience marital conflicts and restrict their 
relations with their social environment, then see themselves as bad or wrong, eventually finding themselves 
falling into depression. As a result, they lose potential to help others and strive to protect them (Bahar, 2006). 

There are also some other researchers suggesting that developmental process of burnout does not require certain 
stages and one dimension of burnout is not necessarily the result of the other (Cordes & Dougherty, 1993). 

2.4 Outcomes of Burnout 

The outcomes of burnout include the changes at the organizational level, lying down on the job, increase in 
tendency and intention to quit the job, disruption of service quality, absence without leave, tendency to extend 
the leave by means of sick leave reports etc., decrease in group cohesiveness, increase in physical and emotional 
symptoms, increase in medical expenditures, family life deterioration, deterioration in human relations (both 
with colloquies and other people) and inadaptability, indicators of performance fail, job dissatisfaction, tendency 
to get ill with no reason, increase in occupational injuries and accidents.  The most applicable consequences 
facing the restaurant industry are lowered performance levels and turnover. Because of the constant taxing of 
emotions, a burned out person will often turn to harsh behavior for temporary relief (Twigg & Kang, 2011). 

Several studies had conducted on burnout were related mostly with stress, fatigue, performance, turnover. In this 
paper we intend to research the effects of demographic variables on job burnout. 

Demographic variables for example: sex, age, marital status, education, and tenure; however, there is still some 
discussion about the relation of demographic differences with burnout (Chen et al., 2012). Numerous studies 
have often reported on effects of demographic variable on job burnout. Based on the similarities in their rational 
and personal attributes are reflected in other studies of gender differences in burnout which also revealed 
incoherent results. Some studies reported higher level of burnout among women some of them reported higher 
levels of burnout among men (Ronen & Ronen, 2008). For instance, Lau et al. (2005) investigated the 
relationship between teachers’ demographic variables and burnout in Hong Kong. Gender differences were found 
in all three burnout syndromes, whereas age was the strongest predictor for emotional exhaustion and 
depersonalization (Luk et al., 2010). Maslach and Jackson (1981), found that female employees had higher 
burnout rate than males at public-related jobs for some factors but not all of them. Also at age differences items 
there were significant findings on burnout factors. In addition, education factor had a relationship between 
burnout factors. Brewer and Shapard (2004) had made meta-analysis on the effects of demographic differences 
on burnout. They found negative correlation between age and experience and burnout. Attafar et al. (2011) made 
a research on librarians stated that, male librarians suffered from higher degrees of emotional exhaustion and 
depersonalization, but no significant differences were found in librarians’ sense of personal accomplishment 
based on their gender. Another research conducted by Chen and Kao (2012) stated that two way interaction 
between burnout and job tenure is found significantly positive. Guthrie and Jones (2012) argued that gender 
differences effects the burnout process related with job satisfaction and job outcomes. They also implied that, 
researchers should consider the gender differences between employees on burnout factors before making 
generalizations. Fernet et al. (2013), also found demographic related results. Gender was negatively associated 
with social support, but positively with depersonalization, and women reported greater social support and lower 
depersonalization than men. In addition, age was positively associated with role overload, but negatively with 
social support and perceived relatedness. Jung (2013), found in his research there was a relationship between 
depersonalization and gender, marital status, work experience and age.  

Although there were several inconsistent results on demographic effects on burnout there were several other 
studies proving the relation.  

Hypothesis  

The main goal of this research is to find out the relationship between demographical differences and job burnout. 
We developed our hypothesis on this aspect as follows: 

H1: There is a relationship between employee gender and job burnout; 

H2: There is a relationship between employee age and job burnout; 

H3: There is a relationship between employee work experience and job burnout; 
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H4: There is a relationship between employee education and job burnout; 

H5: There is a relationship between employee title and job burnout. 

3. Methodology 

3.1 Research Goal 

In this research we aim to find the effects of demographical differences on staff burnout. To test the assumption 
one scale was conducted. 

3.2 Sample and Data Collection 

The contributors in the current study comprised 261 public sector institution employees in Ankara in Turkey in 
December 2013–January 2014. Due to institutions’ privacy policy, we could not mention the name of it. We 
named the institution as “institution X”. The institution X included 261 employees and all of them participated to 
questionnaire. Because of the limited numbers of participants, we tried to cover the whole institution. 
Questionnaires were spread by the researcher to every participant in different sessions in all of the institution. 
When the returned questionnaires were examined, 31 were invalid. As a result, a total of 169 valid responses 
were used in the research. The samples included 51 (30.2%) female and 118 (69.8%) male volunteers. Their 
education level was; 28 (16.6%) high school, 31 (18.3%) graduate degree, 80 (47.3%) master’s degree, and 30 
(17.8%) doctorate degree. Participants had been working in their jobs; 95 (56.2%) for 1–10 years, 30 (17.8%) for 
11–20 years, 44 (26%) for 21–40 years.  

3.3 Analyses and Results 

Data produced in this study were collected by survey. The survey consisted of two measures. In the first part 
questions about the demographic characteristics of public sector institution X employees; in the other part 
questions designed to measure staff burnout were asked. 

 

Table 1. Factor analyses 

Items EE PA DP 

I feel fatigued when I get up in the morning and have to face another day on the job .851 

I feel emotionally drained from my work. .830 

I feel burned out from my work. .825 

I feel used up at the end of the workday. .804 

I feel like I am at the end of my rope. .693 

I feel exhilarated after working closely with my recipients. .695 

I can easily create a relaxed atmosphere with my recipients. .690 

I can easily understand how my recipients feel about things. .665 

I have accomplished many worthwhile things in this job .643 

I deal very effectively with the problems of my recipients .641 

Work with people all day is really a strain for me. .882 

I’ve become more callous toward people since I took this job. .722 

Note. EE (Emotional Exhaustion, PA: Personnel Achievement, DP: Depersonalization). 

 

Job burnout was measured by Maslach Burnout Inventory which has been proven to be a reliable and valid 
instrument of burnout The measure included 22 items, each item was answered through a five-point Likert scale 
ranging from “1=strongly disagree” to “5=strongly agree.” In the present study, the Cronbach’s alpha coefficient 
for the scale was .81. 

The correlations between research variables listed below in Table 2. There is a positive relationship between 
depersonalization title and education, negative relationship age and gender. We could not find any relation 
between demographical variables and emotional exhaustion and personnel achievement. We also found that there 
were a negative correlation between education, age and experience and positive correlation between age and 
experience. In addition, we found negative correlation between title and age.  
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Table 2. Correlations 

Scale 1 2 3 4 5 6 7 8 

1. EE (.89)        

2. PA 0.0 (.90)       

3. DP 0.0 .00 (.91)      

4. TITLE .40 -.20 .18* (.88)     

5. EDUCA .40 -.01 .15* -.01* (.81)    

6. AGE -.01 -.13 -.32** -.15* -.29** (.79)   

7. EXPER -.92 -.08 -.17* -.14 -.32** .67** (.78)  

8. GENDER -.62 -.10 .61 -.59 .13 .07 .54 (.78) 

Note. *p<0.05; **p<0.01; EE (Emotional Exhaustion, PA: Personnel Achievement, DP: Depersonalization). 

 

To explore whether the independent variables had a significant impact on the dependent variables, hierarchical 
regression analyzes were conducted. Table 3 shows the regression analysis results for each burnout dimension. In 
the regression analysis, demographic variables (title, education, age, experience and gender) were entered to 
control their effects, on emotional exhaustion, personnel achievement and depersonalization. The results show 
that, age had a negative and title had a positive and significant effect on depersonalization.  

 

Table 3. Hierarchical regression analyses 

 Dependent 
EE PA DP 

β β β 

Title 0.28 -0.49 0.13* 

Education -0.59 -0.47 0.07 

Age 0.11 -0.14 -0.36** 

Experience -0.18 -0.002 0.10 

Gender -0.11 -.089 0.07 

∆R² 0.176 0.138 0.123 

∆F 0.776 1.044 5.219*** 

 

Thus, hypotheses H2 (There is a relationship between employee age and job burnout) (β: -0.36, p<0.001) and H5 
(There is a relationship between employee title and job burnout) (β: 0.13, p<0.05) accepted H1 (There is a 
relationship between employee gender and job burnout), H3 (There is a relationship between employee work 
experience and job burnout), H4 (There is a relationship between employee education and job burnout) were 
rejected. 

4. Conclusion 
The aim of this paper is to explore the effects of demographical differences on job burnout. Burnout is a 
phenomenon which exists in nearly every workplace, revealed in literature by all aspects. Although it is 
commonly known by managers and supervisors there is not enough intention to prevent or reduce it. Especially 
in public sector there are strict rules for almost everything. The organization climate is not allows (commonly not 
every one of them) the employees to react changing environment. The burnout is nearly inevitable for these 
kinds of organizations. The main purpose of this paper is to examine the effects of demographical differences on 
job burnout in public sector.  

After the explanatory factor analyses we found tree factors explaining the burnout. The first factor named 
“Emotional exhaustion”, the second factor was named “Personnel accomplishment” and third factor named as a 
“Depersonalization”. Demographical variables are age, gender, experience, title and education. As a result of 
correlation analyses we found that, there is a positive relationship between depersonalization, title (r=.18, p<.05), 
and education (r=.15, p<.05), negative relationship with age (r=-.32, p<.05) and gender (r=.17, p<.05). We also 
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found that there were a negative correlation between education, age and experience and positive correlation 
between age and experience. In addition we found negative correlation between title and age. We could not find 
any relation between demographical variables and emotional exhaustion and personnel achievement. As a result 
of regression analyses, demographic variables (title, education, age, experience and gender) were entered to 
control their effects, after which emotional exhaustion, personnel achievement and depersonalization. The results 
show that, title had a positive and significant effect (β: 0.13, p<0.05) and age had a negative and significant 
effect on depersonalization (β: -0.36, p<0.001). We examined the earlier studies about the demographic 
differences effects on burnout. There were several of them some of them found a relation between them some of 
them couldn’t. In this research we found a positive relation on title and negative relation between 
depersonalization and age. This finding leads us to think about the employees title effect the burnout level, when 
the responsibilities get higher with the title, job complexity goes higher. Especially in public sector, titles become 
more important than any other sector. The age had a negative relation between burnout. This finding explains 
that, older people developed a kind of immunity to the burnout and the young employees are suffering from 
burnout much more than older employees.  

5. Limitations and Future Research 
This paper focused on demographic factors on staff burnout such as gender, age, tenure. This was very limited 
scope on the basis of burnout. Without any doubt, these findings are limited by the sample and the assessment 
instruments used in the present study. This research conducted on public sector employees in Turkey; the 
findings might not be transferable to other organizations. The fact that the present sample is composed of only 
261 personnel is another drawback of this study.  

We conducted this research on a public sector institution, it is recommended that further researches can be 
conducted on different sectors and also in different countries for the generalizability of the results. Moreover, the 
Maslach burnout inventory was used for as a scale. Researchers could use different and more recent scales 
developed by qualified academicians. The research focused on demographic factors, researchers could widen the 
relative subjects such as job satisfaction, work-life conflict, emotional IQ or cultural IQ. 
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Appendix 
Appendix A. MBI Human Service Survey 

1. I feel emotionally drained from my work. 

2. I feel used up at the end of the workday. 

3. I feel fatigued when I get up in the morning and have to face another day on the job. 

4. I can easily understand how my recipients feel about things. 

5. I feel I treat some recipients as if they were impersonal objects. 

6. Work with people all day is really a strain for me. 

7. I deal very effectively with the problems of my recipients. 

8. I feel burned out from my work. 

9. I feel I’m positively influencing other people’s lives through my work. 

10. I’ve become more callous toward people since I took this job. 

11. I worry that this job is hardening me emotionally. 

12. I feel very energetic. 

13. I feel frustrated by my job. 

14. I feel I’m working too hard on my job. 

15. I don’t really care what happens to some recipients. 

16. Working with people directly puts too much stress on me. 

17. I can easily create a relaxed atmosphere with my recipients. 

18. I feel exhilarated after working closely with my recipients. 

19. I have accomplished many worthwhile things in this job. 

20. I feel like I am at the end of my rope. 

21. In my work, I deal with emotional problems very calmly. 

22. I feel recipients blame me for some of their problems. 
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