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Abstract 

After a review of models, definitions a& empirical studies of burnout, it was found 

that there were conflicting findings surrounding a social support buffering effect 

between job-induced tension and burnout. The present study proposed that a three-way 

interaction between social support, locus of control and job-induced tension may be an 

alternative way in which to explain the effects of social support on burnout. The 

Maslach Burnout Inventory was used to measure bunrout. Other scales included in the 

questionnaire measured social support, locus of control, self-esteem, job-induced 

tension and demographic variables. One-thousand questionnaires were mailed to 

randomly selected subjects from a population of approximately 28,000 active members 

of a large public service employees union. Two hundred and four usable 

questionnaires were returned, yielding a response rate of 20.8 percent. Regression 

analysis was performed, and no two-way, or buffering interactions, were significant. 

The three-way interaction between social support, work locus of control and job- 

induced tension was also not ~ i ~ c a n t .  When the full regression model with 

demographics was used, main effects for job-induced tension, social self-esteem, work 

locus of control and organizational tenure contributed significantly to the overall ~2 of 

0,574 (F = 122.01 (df = 17, 154), p < .0001). Social support did not contribure 

simcantly to the overall ~ 2 ,  although it did account for 2.49 percent of the variance. 

Job-indud tension accounted for the largest amount of the variance, 41.57 percent 

@ < .MI01 j. The present study's findings are consistent with previous research that did 

not verify a social support buffering hypothesis. Durbin-Watson statistics suggested 

that autocofiehtions amongst regression residuals were not significant. Limitations of 

the study were discussed. It was suggested that future research should focus on 

replicating a recent revision to Leiter's model of burnout and designing interventions 

that either prevent or reduce the amount of burnout in public service settings. 
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The term %bumout' has been given many definitions and has been the subject of 

many models over the years. The defmitions range from psyckoanalytic to 

comprehensive. Rowever, there is a generai consensus that burnout has attitudinal, 

emotional, and physical components (Ebrber, 1983). Burnout is also comn~only viewed 

as either a process or as a continuum. At least some of the ambiguity in tbe definition 

is due to these dierent conceptualizations of burnout. Chapter 2 wit1 discuss the 

various models and defmitions that attempt to address this problem. 

Burnout is a common term for describing a consequence of working in career 

areas with a large amount of contact with people. -The increasing concern with the 

burnout phenomenon is likely a function oE 

, . .(a) characteristics of helping professions, (b) [the] growing importance 
of human service delivery, (c) characteristics of public sector 
organizations which may further place a burden on service deliverers and 
administrators, and (dl physical and psychological effects of stress for all 
workers (Perfman & Hartman; 1982; p. 283). 

A better understanding of burnout and its causes would hoopeliilly aid workers, 

administrators, the organizations they work for, and the people they serve. 

Various empirical studies on buntout will be discussed in Chapter 3. First, 

studies dated to the vaIidatim of the definitions and models of burnout will be 

examined, Next, work-related, pemdty and extraorganizational comlates of 

trumut witt be eXitIlEitfed. The d t s  fmm the validation and correlational studics will 

Coping strategies, as addmsal in Chapter 4, may Ize one way of ctarify'ying why 
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superiors and coworkers have an effect on the degree of experienced burnout? If so, 

does social suppon 0n1y tower 'rumour on highly stressful jobs"lr factors associated 

with social support, such as self-esteem and locus of control affect the degree of 

experienced bumout? 

The purpose of the present study (Chapter 5 and 6) is to investigate the 

combined effects of such organizational and individual variables as social support, self- 

esteem, and locus of cmt.mf on b~rnout in different types of organizations. This 

approach wil l  'be usehi in daermhhg if the current models are adequate, or if a new 

coq-t ion of fwrnrwt, is required. 

Chapter 7 will repart the nesults of the study. Last, Chapter 8 wilf discuss the 

implications of the results, examine hitations of the study, and suggest directions for 

fume . e h .  

Prior to discussing the modefs and definitions of burnout, it is important to 

didbguish the b u r n t  pbmommun from other workpIace concerns such as job stress 

and mmver. For example, bff2oilt is ~ f a t d  to stress. However, it is stlU possible to 

distinguish between the two phenomena. For example, burnout seems especially 

ipssociated with tfre workpb ,  and seems to occur k siiuatims where the stressors of 

the task or work m1e b m e  ia&rna#ized (Ianni & Iaruri-Reuss, 1983). Burnout may 
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pzrceived or experienced stress. Depending on the effectiveness of an individual's 

response to stress (i.e,, coping) the individual either avoids bumout (e.g., effective 

coping) or progresses into the burnout (e-g., ineffective coping) Purke, 1987). 

Stress can develop from three different sources. First, stressors may originate 

from within the individual (e-g., anxiety levels and aggressiveness). It is unclear how 

these individual differences are affected by the individual's environment. Second, 

stressors may arise from the sociocuftud environment, for example, change prodtlces 

stress as individuals attempt to adapt. Third, stressors may arise from the interaction 

between an individual and an organization; for example, an inappropriate fit (Ianni & 

Rerrss-Ianni, 1983)- Burnout may be the result of ineffective coping strategies for 

stress. Stress may dso a f k t  such variables as job satisfaction and job performance 

(SuUivan & Bhagat, 1992). 

Burnout should also be distinguished from turnover. Although burnout may 

lead to turnover ( i s ,  burned out employees exit the organization), burned out 

employees may also remain on the job, Turnover may cllso be attributed to other 

f'on reMed to the organization, its employees, or its extenzal esrvironment (Chsmiss, 

1980a). 



The various models and definitions of burnout will be examined in a 

chronological overview. Strengths and weaknesses of the models will also be 

discussed. Validation studies will be discussed in Chapter 3. 

Freudenberger (1974) is often given credit for first describing burnout from an 

organizational perspective. Freudenberger (1974) started by using a dictionary 

definition of burnout: "...to fail, wear out, or become exhausted by making excessive 

demands on energy, strength, or resources" @. 159). Next, Freudenberger (1 974) 

described various physical symptoms (e.g., exhaustion, fatigue, headaches, 

gastrointestinal disturbances, sleeplessness, and shortness of breath) and behavioural 

signs (e.g., volatile temper, emotional extremes, paranoia, overconfidence, cynicism, 

depression) that may be observed during burnout. 

2.2 Cherniss 

2,2,1 Cherniss' Definition 

Cherniss (1980b) defines burnout from a motivational perspective: 

. . .burnout is defined as psychological withdrawal from work in response 
to excessive stress or dissatisfaction . . .One no longer lives to work but 
works only to live. In other words, the term refers to the loss of 
enthusiasm, excitement, and a sense of mission in one's work @. 16). 

Cherniss (1980b) suggested that this defmition and the definitions of other researchers 

[eg, F~udenberger, 1974) implied that burnout may be a transactional process 

consisting of three stages (See Figure 1). 



Figure 1 : Transactional Definition of Burnout 
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(Cherniss, 1980b, p. 18) 
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The fxst stage is characterized by stress, or an imbalance between resources and 

demands, An immediate short-tern emotional response (strain) defmes the second 

stage, and may include the symptoms of anxiety, tension, and exhaustion. The third 

stage, coping, is characterized by changes in attitude and behaviour (e-g., detachment). 

Cherniss (1980b) asserted that this new way of defining burnout encompasses the ideas 

psesented in previous definitions of burnout, and provided a structure for researching 

causes of and interventions for burnout. 

2-2-2 Cbernisst Process Model of Burnout 

Cherniss' (1980a) Pfilcess Model of Burnout attempted to depict how the 

structures, experiences and forces in burnout are related to each other (See Figure 2). 

The model centres around sources of stress, and the relationships of the work setting, 

the individual, coping strategies and attitude changes to stress. Cherniss (1980a) 

suggests that s tws may originate with the individual (e-g., doubts about self-efficacy, 

and lack of stimulation and f u F i e n t ) ,  the organization (e. g . , bureaucratic 

interference), and the environment (e.g . , problems with clients, and lack of 

collegiality). The work setting and the person contribute to individual differences in 

the sources of stress. Depending on the coping strategy, there may be either negative 

internal attitude changes or active problem solving. Negative internal attitude changes 

produce the attitudes suggested by Cherniss' (1980b) definition of burnout. Active 

problem solving is an d temte  coping strategy and is less likely to produce burnout. 

Cherniss (1980a) w m e d  that the process model does not account for: 1) social 

Muence processes, 2) the individual's skills, experience and knowledge, 3) individual 

diffefences in coping megies ,  and 4) cuiiumi differences. However, Cherniss 

(198Ua) believed that the model was a starting point for understanding the process of 



Figure 2: Cherniss Process Model of Burnout 
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2.3 Maslaclh and Jackson's Definition 

Ahlach and Jackson (1981b) took the perspective that burnout is a syndrome of 

both emotional exhaustion and cynicism that occurs must frequently in work with high 

human contact. Maslach and Jackson (1981b) suggested that there were three aspects 

to the burnout syndrome. First, those experiencing burnout would have increased 

perceptions of emotional exhaustion. Second, people experiencing burnout would 

develop a negative, cynical attitude about their clients. Third, burnout often increases 

the tendency to evaluate one's work and clients negatively (Maslach, 1981 b; Pines, 

Aronson, & Kafry, 1981; Maslach, 1982). These aspects result in an overall defmition 

that burnout is the " . . .syndrome of physical and emotional exhaustion involving the 

development of negative self concept, negative job attitudes and loss of concern and 

feeling for clients" (Maslach & Jackson, 1981b, p. 99). 

2.4 The Ecolo~icat Model 

Can-011 and White (1982) assert that in addition to the work environment, other 

environmental factors influence the degree of burnout experienced by an individual. 

For example, personal variables (e.g., emotional conflicts) may influence the 

individual's interaction with environmental variables (e-g., work or home 

environments). This dynamic interaction between individual variables and the various 

levels of the environment generates burnout. That is " . . .burnout occurs whenever a 

person with inadequate stress management and need-gratifying skills must work in a 

stressful and need frustrating work environment" (Carroll & White, 1982, p. $2). 

The ecological model states that the degree of burnout experienced by an 

individual is the extent to which the environment and the individual are not in 

harmony. That is, the greater the harmony or congruence between individuals and 

their envifonment, the less likely that they will experience burnout. Factors that 
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contrhte to burnout are boundary issues (e.g., the boundaries are unclear or unstated) 

between the person and their environment, task or role and person mismatch, 

inadequate resources within the environment, and inadequate interfaces between the 

boundaries within the model. The person or individual contributors to burnout, 

according to the ecological model, include any factors that may influence an 

individual's work performance. These individual factors may include physical and 

mental health, education, coping skills, frustration tolerance and needs. 

The environment, as described by the ecological model has four elements (See 

Figure 3). First, the microsystem is the smallest system in which individuals do most 

of their work (e-g., the home or office). Second, the mesosystem encompasses all of 

the microsystems into a whole (e.g., all of the offices and departments). Third, the 

exosystem includes factors that directly influence the mesosystem, such as the board of 

directors, legislative bodies, or regulatory agencies. Last, the macrosystem includes 

less direct, more broad-ranging influences such as inflation, and unemployment 

(Carroll & White, 1982). 

This model accounts for the interactive aspect of the environment and the 

individual, and perhaps explains why burnout is experienced by different people in 

different ways. This model also suggests that interventions to reduce or eliminate 

burnout may be initiated at either the individual or the environmental level. However, 

this model fails to account for such aspects as coping, and offers little insight into how 

burnout occurs. The question, is burnout a process or a continuum?, is not addressed. 

2.5 PercepQuai-Feeci'uack Para- 

Terhm md I3ari.a~ (1982) perfom& a content ailil'rysis of previous 

definitions of burnout and synthesized them into one definition. It was concluded 

from this process that burnout is ",..a response to chronic emotional stress with three 



Figure 3: The Ecological Model of Burnout 
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( C m l l &  White, 1982, p. 47). 



coqonents: (a) emotional and/or physical exhaustion, (b) lowered job productivity , 

and (c) overdepersonaLization" (Berh-m & Hatmm, 9 8 2 ,  p. 293). Factors such as 

negative self-concept, cynicism, and negative attitudes towards clientele were suggested 

to be correlates of burnout, but were not part of the def~t ion .  Despite this finding 

contradicting Maslach and Jackson's (1981b) definition, most researchers continue to 

use Maslach and Jackson's (1981b) definition of burnout (e-g., Ogus, 1992; Rountree, 

1984). 

Perlman and Hartman (1982) also develop a model (see Figure 4) that includes 

both individual and organizational variables that may affect burnout. The dimensions 

of burnout in the model reflect the symptoms of stress: 

. . .(a) physiological, focusing on physical symptoms (physical 
exhaustion), (b) affective-cognitive, focusing on attitudes and feelings 
(emotional exhaustion, overdepersonalization), (c) behavioral, focusing 
on symptomatic behaviors (overdepersonalization, lowered job 
productivity) (Perlman & Hartman, 1982, p. 296). 

The model also has a cognitivelperceptual focus. In addition, the model suggests that 

an individual's environment and personal variables are at its core (Perlman & Hartrnan, 

1982). 

There are four overall stages within this paradigm. The first stage outlines the 

degree to which the situation is conducive to stress, and usually occurs from an 

inappropriate fit between the individual and the organization. Examples of situations 

conducive to stress are inadequate knowledge, skills and abilities to meet organizational 

demands. 

The organizational demands may be real or perceived. Perceived stress is 

involved in stage two, and possible responses to stress are outlined in stage three. 

Burnout is the culmination of inadequate coping with chronic emotional stress which is 

included in stage four. Perfman and Haaman (1982) suggest that the organizational 

and individual variables would have an impact on: 



Figure 4: A Perceptual-Feedback Stress Paradigm 
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. . .(a) perceptions of the organization and role by an individual, (b) 
response of the individual to these perceptions, and (c) response of the 
organization to symptoms displayed by an individual (in stage three) 
which would then lead to (d) outcome variables listed in stage 4. @, 
298) 

I t  ic _possible that individuals move through the model on a continuous flow basis. For 

example, lois! perxived stress will lead to low response, low outcomes, and low use of 

coping. 

2.6 Bpanded Modd of ~urnuut 

Meier (1983) recognized that previous models of burnout lacked both solid 

theoretical background and empirical support. It was suggested that a new model of 

burnout could be based on Sandura's work (e.g., Bandura, 1977; Bandura & Adarns, 

1977). 

Another element of Meier's (1983) model is contextual processing, or 

information processing within contexts. The manner in which expectations are learned 

and changed is d~~ by contextuaf. processing. Meier's (1 983) model takes an 

intefactionist position (i.e., burnout is caused by the intefaction of the internal and 

external contexts), whereas Maslach and Jackson's (198 1b) definition placed more 

blame on the organization. Thus, Maslach and Jackson's (1 981 b) definition suggests 

that for some occupations the individual is powerless to avoid burnout. 

ft would seem that Mashch and Jackson's (1 9% 1 b) definition of burnout (a 

function of emotio-rtal exhaustion, depemnatization and persod accompf ishment) 

covers the same c o n c e p ~  bases as Meier. However, Meier has supported his 

&&k"uOB w%& * -- *- --AA- *LA ->LA I ~ S  wtrmm ~uc; G ~ L I G I S ~  itii ". . . l&k effort has 

e A ~ ~  to dmw GB mxe eS,&lisM @matwe to expkih bimaitw tJ+kkr, 

1983, p. 899). 

Meier (1983) &us defiaes b u r n t  as: 



,..a state resulting fmm repeated work exprieaces Li WIG& indivichals 
possess: (a) low expectations regarding the presence of positive 
reinforcement a d  hi g f? exphtims ~ g a r d k g  the psence of 
punishment in the work environment, (b) low expectations = " ~g 
ways of controllhg reinforcers that are present, or (c) low expectations 
for persunal cornpete~ce in performing behaviors =essay to control 
the reinforcement, Individuals who possess expectations at these low 
levels will often experience unpleasant feelings, such as anxiety and fear 
(cf. mdura & Adams, f 973, and behave in unproductive ways, such 
as avoiding work and lacking persistence (Meier, 1983, pp. 900-901). 

Thus, according to Meier's (1983) model, an individual must deal with 

reinforcement expectations, outcome expectations, eff~cacy expectations and contextual 

processing, Reinforcement expectations are one's expectations about whether 

organizational outcomes will satisfy the individual's goals. Outcome expectations 

perq%ions of cornpetam h executihg the productive behaviour comprise efficacy 

expectations. Contextual processing implies that people actively process the 

information from environmental events in different ways, thus placing more emphasis 

on individual differences (e.g., q i n g  styles) in this model than in others. 

This model suggests that reinfo~cement, outcome and efficacy expectations 

directly affect an individual's subjective experience of burnout. Meier (1982) suggests 

that this model could be tested by using a self-repart measure that would pennit 

cornlation between affective and befiaviod measures of burnout. However, Meier 

(1982) does not suggest explanations or &sts for studying the relationships among the 

four components- 

2.7 Socia1 Cornwenee Model of Burnut 



mi2tf work, and police work). An individtraj. experiences burnout if one has low 

effectiveness in help behaviours, creating a negative feedback loop. Harrison (1 983) 

accounts for individual differences by suggesting that unsuccessfui helping behaviotirs 

will cause burnout, wMe suc~essfd fielphg behaviours will create a sense of 

hmwrtt if they have ~ n s u ~ f i ~ l  klping kbviours, md wi?r enhance or detract front 

an individual's sense of competence if they have successful helping behaviours. 

The following phase model of burnout ha. received much 
atteniion in ihe Literature. Gokmbiewski (1 982) suggested that burnout 
should be thought of as a series of stages or phases (See Figure 5). The 
concept of a phase model of burnout contrasts with previous all-or-none 
concepts of barnour. (akmbiew* ei al., 1 986). Golembiewski (1982) 
stated that by:. , .&cbotomking the distrittution of scores around the 
mean for each MBI dimension, eight phases of bumwt ean be 
distinguished, given the assumption that Depersonalization represents 
early signs of burnout while i;lmotionai Maustion chidfaderizes 
advanced cases @. 251). 

Flaetttatiuns in one's sense of pemd itccompEshment usually follow 



Fimre - 5: P b  ModeI of Bumout 

Phase------ - - >  I If III IV V VI VIIVIII 

Depersonalization Lo Hi Lo Hi Lo Hi Lo Hi 

Personal Lo Lo Hi Hi Lo Lo Hi Hi 
Accomplishment 
(a reversed scaze? 

Emotional Exhaustion Lo Lo Lo Lo Ki Ki Hi Hi 

-where the Lo-Hi aspects sf Depemnalization, Personal Accomplishment, and 
Exnotional Exhaustion are the result of dichotomizing the distribution of scores around 
&e mean for each of these MBI dimensions (Golembiewski, 1982, p. 2%). 

Q982 Reprinted by permission of Sage Publications, Inc. 
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stimuhion and challenge produces lethargy (Golembiewsbl et al., 1983). &t;abiZiby 

and fatigue may be prociuced by jobderived strain. Job stress and job-derived strain 

may cause the individual to engage in counterproductive coping. This may have such 

consequences as depemnafization, the fmt step in the phase model of burnout 

(Golembiewski et al., 1983). 

There are several conceptual and methodological problems with the phase 

model. First, there may be different forms of burnout: one for an individual's 

personal life, and one for an individual's work life. Second, it is unknown if the 'high' 

end of the burnout phases is high enough, for example, would some high stress 

profkssions such as air W t c  controllers experience a more extreme endpoint of the 

burnout process than other professions? Third, longitudinal research is required to 

examine the causes of switching between phases, and entry as well as exit determinants 

within each phase. In addition, determining common pathways through the phases 

requires examination (Golembiewski et al., 1986). Fourth, Burke (1989) suggested 

that the intercorrelations &ween the sub.4es of the MBI (emotional exhaustion, 

personal accomplishment, and d e p e r s o ~ t i o n )  may be problematic; that is, the scales 

me conceptually distinct, but are they conceptually distinct enough to discriminate 

between the individual. phases of burnout? For example, Burke (1989) questioned the 

difference between a tohf score on the MI31 and the corresponding phasff within the 

phase model. 

WoIpi, Burke and GmmgZass (1W) outfined some concerns relevant to the 

phase m&1 of bunrout. For example, the phase model uses the mean of each subscale 

of the MBI to create hi& and low subgroupings, rather that the more common median 

split, Worplzft et d. (1990) suggest thae IIE use of a median split as an alternative to the 

mean would make W e  dafmffce in findings since the differences between the mean 

a a d a n ~ o n e a c h ~ b s c a j e w ~ n o t ~  * * y simmt. It was &so suggested 
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that if longitudinal designs or comparisons between two different samples are used, the 

mean would be preferable in order to create norms or benchmarks for the longitudinal 

and comparisons respectively. Golembiewski et al. (1980) suggested that burnout 

progressed in the order: depersonalization --- > lack of personal accomplishment --- > 

emotional exhaustion. This order forms the basis of the phase model. On the other 

hand, Maslach (1982a), Leiter (1989) and Leiter and Maslach (1988) suggest that 

burnout progresses from emotional exhaustion --- > depersonalization --- > lack of 

personal accomplishment. However, Wolpin et al. (1990) concede that it is unclear 

which order of the MBI subscales more accurately depicts the actual progression of 

burnout. 

A phase model of burnout has several implications. First, a phase model of 

burnout suggests that the different phases may reflect different causes of burnout. 

Second, a phase model may allow interventions that target an individual's particular 

phase of burnout, and the characteristics associated with a specific phase. Such a 

model would also allow the implementation of preventative or maintenance 

interventions for individuals in the early stages of burnout. 

Third, the progressive phases of burnout imply that individuals in advanced 

stages of burnout may be h e m  by fixing the initial cause of the earlier stages of 

burnout. However, it is more likely that individuals in the advanced phases of burnout 

would require multifaceted interventions focussing on several areas that may contribute 

to burnout such as individual differences and the work environment (Golembiewski, 

1982). 

Fourth, not aZ1 cases must follow a single pathway or proceed through all phases 

of burnout (Golembiewski et al., 1986; Golembiewski et al., 1989). Skipping phases 

may reflect intense or acute changes within an individual's life (e.g., death of a 

significant other). A more methodical p r o p s i o n  between phases may be the result of 
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chronic organizational or environmental conditions. It should be noted that progression 

wit-& the phase model may be in either direction, that is, towards phase VIII or 

towards phase I (Golembiewski & Mumerarider, 1986). 

Fifth, individuals may be categorized in terms of the severity of their burnout 

(Golembiewski, 1982). However, there may be a tendency to suggest that individuals 

in phase VIII (the advanced stage of burnout) are in great distress. There is no 

indication that individuals share the same experience of burnout in this advanced phase, 

and no method of tmslating membership in this phase to the experience of great 

distress (Burke, 1989). 

Sixth, the phases permit the identification of individual differences that may be 

lost in mid-range scores on the MBI. Last, the phase model attempts to explain the 

balance of eustress (stress that motivates or energizes people) and distress (stress that 

strains individuals) regardless of the stressors and coping skills of the individual 

(Golembiew ski et al., 1986). 

2.9 Leiter's Model of Burnout 

Leiter (1988) proposes a model of burnout with four components (See Figure 

) First, it is hypothesized that emotional exhaustion only leads to a feeling of 

reduced personal accomplishment if depersonalization acts as a mediating variable. 

Second, burnout will be inversely related to job satisfaction, that is, the more "burned 

out" individuals are, the lower their ratings of job satisfaction. This indicates a direct 

~htiondiip Mwzzii j& sztisfiiction md e ~ ~ i i ~ i d  exhawhi: the f e s ~  satisfied 

b&vi&ds ZIT with their jobs, the more q t  that they wiI! be emotionally e~Irausttxl. 

As indicated by the f~st assumption of the model, dissatisfied individuals will 

only if they experience emotional exhaustion. Decreased 
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@ 1988 Reprinted by permission of Sage Publications, Inc. 



perceptions of personal accomplishment will likely be indicated by all dissatisfied 

workers. Third, it is suggested that individuals with many work contacts and few 

informal, social contacts will experience more emotional exhaustion than individuals 

with few work contacts and many informal, social contacts. Fourth, those with high 

job satisfaction should be positively associated with work and social contacts. 

Leiter (1991) then expanded the model by hypothesizing that control coping 

would have an inverse relationship with burnout and that escapist coping would be 

positively correlated with burnout (See Figure 6b). 

It is suggested that Leiter's model is unable to determine if burnout is a 

process or a continuum (Golembiewski, 1989). In addition, the association with the 

three MBI subscales is different for both Leiter (1991) and Golembiewski (1989). 

"Leiter's basic linkage -- that high emotional exhaustion will lead to performance 

problems only when mediated by high depersonalization -- stands in marked contrast to 

the progressive virulence assumed by the phases. Both cannot be correct" 

(Golembiewski, 1989, p. 9). As will be shown in Chapter 3, it seems that 

Golembiewski's associations seem to be supported by the literature (Golembiewski, 

1989; Burke, 1989). However, recent research on Leiter' s proposed linkage suggests 

that Leiter may indeed by correct (Leiter & Maslach, 1988; Lee & Ashforth, 1993a, 

l993b). 

These are the major models and definitions of burnout. They present a varied 

view of burnout, ranging from the precise to the global, and from the psychoanalytic to 

the social psychologid (hhslach, 1982b). Only one model, Golembiewski's phase 

mdel, has genemted extensive research in the literature. This model suggests that 

burnout would occur on a continuum, and would not be an "on-off"' phenomenon. 

Other models, such as Leiter's, could become very complex as more variables and 



Fiaure 6b: Leiter's Model of Burnout with Coping Strategies (Leiter, 1991, p. 137) 

ntemersona I WI 

'NOTE: Control Gaping has a 't' relationship with Personal Accomplishment 
a '-I relationship wilh Depersonalization, and a '-'relationship with Emotional Exhaustion. 
Escape Coping has a'-' relidionship with Personal Accomplishment a 't' relationship 
with Depersonalization, and a 't' relationship with Emotional Exhaustion. 

@ 1991 Copyright 1991 by John Wiley & Sons, Ltd. Reprinted by permission of 
John Wiley & Sons, Ltd. 
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correlates are added to the model. The phase model, on the other hand, assumes the 

three areas measured by the MBI subscales (emotional exhaustion, depersonalization, 

and personal accomplishment) to be the key to deciphering the burnout continuum. 

The phase model of burnout implies that all individuals within an organization 

are experiencing a rninimum level of burnout, as there is no point in the phase model 

where an individual is not experiencing at least some burnout. However, the 

instrument used to assess burnout in the phase model, the MBI, has a zero-point, 

although it is not clear at what point an individual begins experiencing burnout. 

All the models reviewed suffer from the limitation that they cannot specifically 

dserentiate between a burned-out individual from a nonburned-out individual. That 

is, the models seem to be unable to determine the point for burnout demarcation. 



Cha~ter 3: Empirical Studies 

Empirical studies have been performed to evaluate the models and defmitions of 

burnout, and to evaluate the relationships between various variables and burnout. 

3.1 Tests of Models and Definitions 

An overview of the studies evaluating the models and defmitions of burnout is 

presented at the end of the chapter (see Table 1). 

Freudenberger (1974) fails to provide empirical evidence for the defmition of 

burnout or its relationship with the symptoms derived from his case studies. 

Freudenberger's model is based on a clinical or psychoanalytic approach that perhaps 

places too much emphasis on case studies (Farber, 1982). 

3.1.2 Chenriss Process Model of Burnout 

Burke, Shearer and Deszca (1984) attempted to validate the Cherniss (1980a) 

Process Model among individuals in police work. The research was longitudinal in an 

attempt to capture the process concept of the Process Model. The Maslach Burnout 

Inventory (MBI) (1981b) was used as a measure of burnout (the inventory measures 

emotional exhaustion, depersonalization, and lack of personal accomplishments). 

Additional measures had to be created or adapted to test the model, since no previous 

measures for this specific model existed, and some examples follow. An individual's 

career orientation (self-investors, social activists, careerists, and artisans) was 

measured. The degree of type-A behaviour exhibited by the subjects was measured 

using a 14-item scale (Bortner, 1969; Bortuer & Rosenman, 1967). Burke et al. (1984) 



also measured the: 1) Extra-work demands using a %-item scale; 2) sources of support 

(eg., sources of supprt outside the work eavkon,'~!ent,); 3) sources of s*=ss such as 

doubts about competence, problems with clients, bureaucratic interference, lack of 

stimulation and fulfillment, and lack of collegiality; 4) individual's negative attitude 

change such as reduced work goals, reduced personal responsibility for outcomes, 

decreased idealism, emotional detachment, work alienation, and greater self interest: 5) 

job attitudes (e.g., job satisfaction, and intention to turnover) of the individual; 6) 

individual well-being and health (e.g., psychosomatic symptoms, negative feeling 

states, and physical health and lifestyle); and 7) impact of job on home and family life. 

Burke et al. (1984) do not report the methodology used in completing their 

study. However, the authors report that work setting and stress antecedents were 

significantly correlated with measures of negative attitude change and the MBI. 

Burnout was also found to be associated with negative personal and organizational 

outcomes. Burke et al. (1984) interpret these results as supportive of the Cherniss 

Process Model. 

Wolpin, Burke, & Greenglass (1991) modified the Cherniss Process Model by 

including job satisfaction. The modified model was then used in a longitudinal study to 

determine the relationship between job satisfaction and burnout. It was found that 

burnout appears to cause decreased job satisfaction. It was not stated whether or not 

the results were consistent with the Chemiss Process model. Rather, Wolpin et al. 

(1991) suggested that a more complete model (e.g., that included more predictors and 

outcomes of burnout) than the one proposed by Cherniss should be developed. 

3.1.3 Maslach and .Tackson's Definition 

Maslach and Jackson's definition of burnout has become the basis for the 

Maslach Burnout Inventory (MBI) (For sample items, please see Appendix A). The 
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MBI was constructed to test some hypothesized aspects of bumout (Maslach & Jackson, 

1 98 1 b) . The three burnout factors (i. e., depersonalization, personal accomplishment, 

and emotional exhaustions) were obtained by factor analyzing the 47-item 

questionnaire. Ten factors emerged and these three accounted for approximately three- 

fifths of the variance in the sample. 

Many validation studies of the A4BI have been performed. For example, 

Iwanicki and Schwab (1 98l), Gold (1984), Powers and Gose (1986), and Green and 

Walkey (1988) have found general support of the validity of the MBI and its subscales. 

Gold (1984) also found that either the frequency or intensity scales are sufficient in 

identifying burnout. Thus, one scale would likely be sufficient for use in field research 

rather than both. Item 11 ("I worry that this job is hardening me emotionally") 

although representing the depersonalization subscale (Maslach & Jackson, 1981a, p. 2), 

loads on emotional exhaustion and perhaps should be scored on that scale instead 

(Iwanicki & Schwab, 1981; Gold, 1984; Powers & Gose, 1986). 

The MI31 has become the standard measure for burnout (Appendix A). 

However, there has recently been some question of the accuracy of the MBI's factor 

structure (e.g., Koeske & Koeske, 1989; Byrne, 1991; Wallzey & Green, 1992; Evans 

& Fisclrer, 1993). The MBf is also the basis for the phase model of burnout, as the 

dichotomization of the MBf's subscales permit the division of burnout into eight 

phases. Each dimension on the inventory is rated on frequency (7 point scale) and 

intensity (7 point scale). The original 47 items were administered to a sample of 605 

people from various health and service jobs. Though factor analysis, the number of 

items was r w t u d  to 25, with three subscdes; emotional exhaustion (9 items), 

depemnalization (5 items), and persod accomplishment (8 items) (Maslach & 

Jackson, 1981). 
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Various studies have further examined the three-factor structure of the RlBI 

(e.g., Xwske & Rmke, f 383; Byme, 193'1; W&ey & "uren.  1992; Evms & 

Fischer, 1993). Koeske and Koeske (1989) proposed that emotional exhaustion was 

essentially burnout, and that depersonalization and personal accomplishment were 

related to, but not part of burnout. Although Koeske and Koeske (1989) confirmed 

Maslach and Jackson's (1981) three factor structure, they suggest that the "MBI 

subscales should be seen as three related constructs that function in different ways with 

a complex theoretical fraewwoi.k'' @. 141). 

Byrne (1991) also codinned a three-factor model. However, there was an 

improvement in the 'fit' of the model if some items measuring emotional exhaustion 

(numbers 2, 16, and 20) and personal accomplishment (number 12) were deleted. In 

contrast, Walkey and Green (1992) found two replicable factors. One factor, termed 

the 'core of burnout', combined the emotional exhaustion and depersonalization 

subscales. The other factor was the personal accomplishment subscale. Last, Evans 

and Fischer (1993) found that depersonalization was a valid subscale when used with 

public-service type samples, but was not a valid part of the MI31 when the scale was 

used with private-sector samples. It should be noted that these studies have not used 

similar factor analysis methods (e-g., confirmztory versus exploratory). Despite the 

debate over the factor structure of the MBI, the MBI remains the most extensively 

documented burnout instrument (Walkey & Green, 1992). 

In addition to the MBI's individual sub-scale scores, an additive approach may 

be considered (Golembiewski & Munzenrider, 1981). For example, a total MBI score 

covzries significam3y with 22 d e s  such as the Job Descriptive Index, the Job 

IXagnestic Survey, and the Job Tension scale. On avemge, the MBI accounts for 1 3 % 

of the variance in these scales, and accounts for between 13 % and 25 % in at least half 

of the covariants (Go1embiewski & Mullzenrider, 1981). 



3.1-4 Untested Mudeb 

No specific tests for the Ecological Model, the Perceptual-Feedback Paradigm, 

the Expanded Model of Burnout, or the Social Competence Model of Burnout were 

found. 

3.1.5 Phase Model of Burnout 

The eight-phase mudel of burnout was tested against 22 variables in the MBI, 

Job Descriptive Index, Job Diagnostic Survey, individual characteristics (Golembiewski 

et al., 1983; Golembiewski, & Mumenrider, 1983), and Job Involvement 

(Golembiewski, & MullzeIlrider, 1984). It was hypothesized that scores on these 

variables should generally decrease as an individual moves from phase 1 to phase 8 of 

the model (although the individual characteristics variable of job tension should 

increase). All but two of the variables showed overall significance, providing general 

support for the phase model. However, it is difficult to distinguish between 

neighbouring phases. 

The distribution of burnout by phases in both business and government 

organizations was studied by Golembiewski et al. (1986). It was found that between 20 

and 60 percent of individuals within the studied organizations were in the advanced 

stages of burnout (phases VI through VID). The intermediate phases (phases IV and V) 

contained between 11 and 18 percent of individuals. Finally, the distribution in the 

least advanced stages of burnout (phases I through III) mged  between 29 and 63 

percent. It was also found that individuals in the extremes (i.e., advanced and least 

advanced phases) of burnout tended to remain there over time. 

The distribution of burnout was slightly skewed towards the later stages of 

burnout in Golembiewski et al. ' s (1 986) study. This may be a function of splitting 

scorn on the MBf subscafes into high-low dichotomies. This distribution may also be 
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the result of the phase model's lack of a zero point, or a point at which an individual is 

not experiencing burnout. 

Golembiewski et d. (1989) attempted to study phase progression, but found that 

individuals in the early or advanced phases of burnout were fairly stable in their phase 

assignment. Even though individuals in early phases may experience upwad phase 

changes, they tend to be able to rebound to their normal phase assignment after a phase 

change. This may be attributable to the individual's coping strategy. Individuals in the 

advanced stages of burnout tended to m a i n  there, and this presents challenges for 

designing effective interventions. The individuals in the middle phases of burnout, 

phase TV and V, showed the greatest instability in their subsequent phase assignments, 

even over short intervals- ft has been suggested that while burnout may be conceived 

as a continuum. the ability to classify people into phases and track inter-phase 

transitions may be an artifact of the way in which the phase model was designed. 

A problem involving the validation of the phase model is that some of the 

validation research has c0Uagseb the number of phases to thee (e.g., Xountree, 1984). 

For example, Phases lgo EI are the low end, Phase IV and V are the mid-range, and 

Phases VI to Vm are the high end of burnout. There was no statistical or theoretical 

reasoning given for the collapsing of the number of burnout phases. Rather, the 

eohpsing was done in order to reduce phase entry and transition problems inherent in 

the phase model (Rountree, 1984; Burke, 1989). That is, dsemtiating a specific 

phase of burnout from its neighbouring phases may be difficult due to the narrow range 

of burnout explained by w h  phase. Reducing the number of neighbouring phases may 

~ T W  the momt  of Mef'f=ffWan possible 'between a d u d  num'ber of phases. k 

pssibk ~seiacf; q~eiitb w d d  5e $0 &emL-fi if the fall e3gM p ~ ~ s  of itre model 

are required. 
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Gryskiewicz and Buttner (1992) attempted to test the robustness of the phase 

model of burnout. Respondents' scares on the subscaies were dichotomized according 

to the high-low pattern suggested by the phase model. The resulting high-low scores 

on each subscale were then arranged according to the phase model of burnout. 

Gryskiewicz and Butfner (1 992) concluded that the "scores for the entrepreneurial 

sample fo!low[edj the proposed low-high configurations through the eight phase. as 

suggested by the model" @. 750). However, this analysis seems circular. The phase 

modei is, in fact, created by dichotomizing each subscale of the -34BI into high. and low 

scorn. Thus, if a SifrnpIe's scores on the MBI's subscales are dichotomized into high 

and low scores, they wiff indeed 'fit' the model. Ln addition, the study did not 

determine if each phase was significantly different from its neighbouring phases. 

3.1.6 Leiter's Modef of Burnout 

LRiterts testing of a m&l that included work and social contacts as indicators 

of b u r n t  was generally supported miter, f 988). The inverse relationship between 

burnout and job satisfaction was also sttpported. 

fn order to test Leiter's (1991) expanded model of burnut, a coping survey was 

administered to subjects. The results of this survey suggest the coping hypothesis 

improved the fit of the mortef over Leiter' s previous (1 988) model. A negative 

refationsttip was found Wween emotional exbustion and control coping. Also, a 

negative relationship was found bemeen mntrsl coping and sease of personal 

zqgativerj-" $G plzsmd -phbtt 

Leiter and llrieaslach (1988) studied the effects of different types of on-the-job 



contacts was chssifred as either pleasant or unpleasant. To be consistent with Maslach 

exhaustion to depersonalization to reduced personal accomplishment. Specifically, 

emotional exhaustion would arise in response to emotional stressors. Depersonalization 

may then occur as an individual detaches themselves from others in an effort to cope 

with the emotional exhaustion (Leiter & Maslach, 1988). Thus: 

. . .Once the depeno-tion occurs, the individual should begin to feel 
less successhl on the job and should evaluate him or herself less 
positively ir? $earns of ac@d ammpr-lshments.. .In other words, the 
presence of emotional exhaustion will only lead to a sense of reduced 
personal accomplishment if depersonalization occurs as a mediating 
variable. (Leiter & Maslach, 1988, p. 299). 

Thus, contacts with other employees within an organization should predict the three 

components of burnout. The findings were consistent with these assumptions (Leiter & 

Mashch, 1988). For example: 

(1) Stressfuf interactions with supvisors increase the workers' feelings 
of emotional exhaustion; (2) high levels of exhaustion lead to 
depersonalization, unless the workers have frequent supportive contact 
with their coworkers; (3) as depersonalization persists, the workers' 
feelings of ammpfisfiment in their work diminish, &though supportive 
interpersonal contact with coworkers may help to decelerate this process. 
(Leiter & Maslach, 1988, p. 306). 

3-1.7 Toward an bitemrated Mode1 of Burnout 

Lee and Ashforth f193b) compI&ed a longitudinal study of supervisory and 

managerial burnout in an attempt to compare and contrast the models of Leiter (1988; 

1991; Leiter & Mashch, 1988) and Golembiewski et al. ( 1986). It should be noted 

a t  the models do share common aspeas. For example: 

Both view burnout as a develqmentat process, where each dimension 
represents at key sfage in the process. l[;n both, lack of acccmplishment is 
affected by d e p s o ~ o ~ i .  The controversy concerns whether 
emotiod exttanstian rel,mats tk initial or finai stage of the process 
@lee & Ashforth, 1993b, p, 372). 



If emotional exhaustion is the frrst stage of burnout (e.g., Leiter & Maslach, 1988), 

then e r r i ~ i h d  exkiiusiioii is rekited to reduced pi-soiid ;icco~~ipiskmei via 

depersonabtion (Lee & Ashforth, 1993b). If emotional exhaustion is the last stage of 

burnout (e.g., Golembiewski et al., 19861, then depersonalization is related to 

emotional exhaustion via feelings of reduced personal accomplishment (Lee & 

Ashforth, 1993b). Determining which conceptualization is a more accurate 

representation of the bumout process would aid in the prevention and treatment of 

burnout, and help to better d e t e d e  the  hii ion ships of antecedenis and consequences 

burnout (Lee & Ashforth, 1993b). 

The burnout antecedents of role stress, work autonomy, and social support, as 

well as the burnout outcome of intent to turnover (i.e., the individual intends to leave 

the current organization) were used in order to determine which conceptualization of 

burnout was more accurate (Lee and Ashforth, 1993b). Work experience was used as a 

moderator of burnout: the lower the job tenure, the more likely the individual cannot 

adequately deal with job strain. It was found that the Leiter model (emotional 

exhaustion --- > depemnatization --- > lack of personal accomplishment) (hiter, 

1988; Leiter, 1991; Leiter & Maslach, 1988) was better fitting than the Golembiewski 

et al. (1986) model (depersonalization --- > lack of personal accomplishment --- > 

emotional exhaustion). 

However, several additional paths improved the fit of Leiter's model. For 

example, a path between emotional exhaustion and personal accomplishment was 

added, Ia addition, paths between role stress and turnover intentions, as well as paths 



(1) role stress affects stfain (emotional. exhaustion;), and (2) strain 
induces coping (depersonalization as well as turnover intentions). 
Additionally, strain also undermines a sense of personal accomplishment 
(Lee and Ashforth, 1993b, p. 391). 

A similar conceptualization of burnout as related to the stress-strain-coping 

paradigm has also been suggested by Koeske and Koeske (1989). A hypothesis that 

social support would buffer the effect of role stress on burnout was not supported (Lee 

& Ashforth, 1993b). 

Lee and Ashforth (1993a) performed a further study of their revised Leiter 

model. It was found that emotional exhaustion (strain) plays a mediating role in 

burnout. In this study, however, social support was associated with emotional 

exhaustion through role stress. Again, the revised Leiter model had a better fit with the 

stress-strain-coping paradigm that did Golembiewski et al.'s (1986) model. 

3.2 Work-Related, Personalitv and Extraor~anizational 

Correlates 

A large portion of the previous empirical studies on burnout have examined the 

relationship of burnout to other variables. However, these relationships of burnout 

usually indicate the presence of stressors and fail to account for the absence of positive 

motivators such as autonomy (Golembiewski et al., 1986). The variables, their 

relationships, and the burnout measures or models to which they are related are 

s u m m ~  in Table 2 at the end of the chapter. It should be noted that the variables 

are associated with different measures of burnout, for example the MBI, the phase 

model, or other measures of burnout make comparisons between different studies 

mcu1t.  

The various cortelates can be generally divided into work-related, personality 

factors, and extra-organi7afiunal factors. Work-related correlates include such factors 



34 

as intention to turnover, absenteeism, communication patterns, corporate culture, and 

corporate organization (Chemiss, 1980a). A summary of how some of the corporate 

organization factors may be related to burnout is located in Figure 7. Personality 

factors includs such correlates as self-esteem, locus of control, and self-orientation. 

These corporate organization factors are one component of Cherniss' Process Model of 

Burnout (1980a). Extraorganizational factors include such items as family-role 

conflict, support, and marital satisfaction. Some extra-organizational factors such as 

historid and cultural factors have received little attention. For example, " . . .the 

decline of the community during the last 150 years has increased organizational 

demands on human service agencies and reduced public confidence and support in those 

settings" (Chemiss, 1980b, p. l56), perhaps leading to burnout. Demographic 

variables, such as gender and age, have also been examined to determine their 

relationship with burnout. 

Lazaro, Shim, and Robinson (1983) found that there was a positive correlation 

between anticipated turnover (i.e., people had intentions of leaving in the future), 

actual turnover and burnout. Also, as job performance decreased, the more likely an 

individual was to report being burned out. 

An individual's work environment, which may include such factors as support 

from coworkers, work pressures, and role clarity issues, was positively correlated with 

the MBI (Rosenthal et al., 1983). Cahoon and Rowney (1984) studied managerial 

burnout using the phase mode1 of burnout, and its relation to a manager's level of 

~esponsibiiity. Mid-level managers were more likely to be in the advanced stages of 

burnout than senior of entry-kvef managers. Differences between public and private 

sector managers were also studied, and M o o n  and Rowney (1989) found that private 



Impact of Organizational Design on Burnout 

Role Ambigrutty Mativatiing Potential m m m  

* + 

(Cherniss, 1980b, p. 110) 

Q980 Reprinted by permission of Sage Publications, Inc. 

Role Structure ' Power Structure 

I 



3 6  

sector managers tended to be more burned out. It was suggested that this may be due 

to greater uncertainty in the private sector, such as downsizing. 

Golembiewski (1985) studied the relationship between response social 

desirability (SD) and the phase model of burnout. It was found that: 

. . ,the higher the bum-out phase, the lower the SD score. This implies 
that those low on Social Desirability more clearly perceive or more 
willingly admit to the socially-unattractive attributes associated with 
advanced phases of burnout (Golembiewski, 1985, p. 299). 

ft should be noted that this may result in a conservative estimate of the distribution of 

individuals amongst the phases of burnout. This pattern may also differentially affect 

self-reports about variables associated with burnout (Golembiewski, 1985). 

The assertiveness of people on the job may buffer the effects of stress, but does 

not appear to do so when an individual is already burned out (Nagy, 1985). On the 

other hand, the more work-oriented an individual is, the less likely that individual will 

experience any burnout (Nagy, 1585). Personality factors such as high work- 

orientation, workahofism, and Type-A personality are positively correlated with 

burnout (Nagy & Davis, 1985). In turn, it is thought that these factors may influence 

social support systems, but Nagy and Davis (1985) did not offer empirical support for 

this assertion. 

Four career orientations have been identified by Cherniss (1980a): 1) self- 

investors, who are more involved in their non-work lives, 2) social activists, who want 

to induce social and organizational change, 3) careerists, who seek conventional 

success, and 4) artisans, who seek growth, professional development, and challenge. 

Burke (1986) and Burke and Greenglass (1988) found that from these four career 

orientations, social activists are associated with greater burnout, as measured by the 

MBI, than the other career orientations. This fmding may be related to the social 

activists' reports of a more negative work setting, a factor identified as an antecedent of 
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burnout (Cherniss, 1980). Of the four career orientations, artisans were associated 

with lower burnout and lower stress (Burke & Greenglass, 1988). 

Glogow (1986) studied the association between burnout and locus of control. 

Glogow (1986) found that people who rated themselves as burned out were more likely 

to have an external locus of control. In effect, these individuals were more likely to 

place responsibility on the organization for preventing and dealing with burnout. 

Individuals who thought that they were not burned out, were more likely to have an 

internal locus of control. That is, these individuals would likely place responsibility on 

themselves for dealing with and preventing burnout. 

Culture at the departmental level, especially a culture that is strongly based on 

shared values, has a strong negative correlation with the number of individuals in the 

advanced phases of burnout (Janz, Dugan, & Ross, 1986). Organizational culture, as 

measured by shared values and a culture index, show strong relationships with the 

subscales of the MBI (Janz, Dugan, & Ross, 1986). 

Murphy and Pardek (1986) proposed that management style would affect the 

degree of experienced burnout. Specifically, it was hypothesized that the management 

style extremes of authoritarian and laissez-faire management styles create frustration, 

stress, irrelevant performance gods, decreased productivity, and role ambiguity. These 

factors are thought to be associated with an increased incidence of burnout. It was 

proposed that a participative management style would perhaps decrease frustration, 

stress, and role ambiguity, while increasing relevant performance goals, and 

productivity. These changes would likely result in a decreased incidence of burnout. 

However, an empirid study was not conducted to test these proposals. 

Dn,q and Shamir (1988) found that extraorganizational factors such as 

community support and family-role conflict accounted for the largest portion of 

explained variance in bunrout (26 %). Organizational factors such as role conflict 
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(positive correlation), role ambiguity (positive correlation), and management support 

(negative correiation) expiained the second iargest portion of burnout variance (2% %), 

while task characteristics such as skill variety, task significance, and autonomy only 

accounted for 11 percent. However, only the organizational and extraorganizational 

factors contributed uniquely to the prediction of burnout. Similarly, Burke and 

Greenglass (1989a) found that workplace variables such as workload, scope of client 

contact, autonomy, and leadership, were positively correlated with burnout. In 

contrast, Tennis (1 989) found that workplace variables such as trust, leadership 

approach, and motivation have a negative relationship with burnout. Tennis (1989) 

offered no explanations for the discrepancy. 

Seltzer, Numerof, and Bass (1989) explored the relationship between leadership 

style and burnout. Transformational leadership is described as ". . .when leaders 

broaden and elevate the interests of their followers, generate awareness and 

commitment of individuals to the purposes and mission of the group, and when they 

enable subordinates to transcend their own interests" (Seltzer et al., 1989, p. 174). It 

was found that a transformational leadership style is correlated with decreases in 

burnout. 

The formalization of work-unit structures and processes such as rules, 

pmedures, performance expectations, and communications were associated with 

reduced job-related stressors, and therefore reduced burnout (Lee & Ashforth, 1991). 

Cherniss (1992) studied the long-term consequences of burnout, and concluded 

that: 

. ..subjects w h  were m i e  burned-edt early i;; 'rheii 2uers  were less 
likely to change careers and more flexible in their approach to 
~03%. . E S U ~  Suggest fiat afl~ GIXfeXT bl?m0l?t d m  nOt S•’X%I t0 
lead to any signifcant, negative, long-term consequences (Cherniss, 
1992, p. 1). 



One possible explanation is that early career burnout may lead to a greater sense of 

investment and thus commitment to one's career. It was not possible to draw 

conclusions about burnout occurring in the mid-range of one's career (Cherniss, 1992). 

Dolan and Renaud (1992) extracted three organizational factors correlated with 

burnout (using factor analysis) from twenty initial items. These three factors were top- 

down communications problems, interpersonal and cohesion problems, and lack of 

organizational commitment. Four personality factors were correlated with burnout. 

These four factors included self-esteem, locus of control, group versus self-orientation, 

and risk versus security orientation. The organizational and personality factors have 

positive significant correlations with the emotional exhaustion and personal 

accomplishment subscales of the MBI. 

3.3 Demo~raphic Correlates 

Demographic correlates have been underrepresented in the correlational 

research. It is especially diffkult to determine if there are gender differences in the 

experience or phase assignment of burnout since the occupations that have been studied 

are still predominantly gender-imbalanced (e-g., police, teachers, and nurses). It is 

suggested, however, that women may have different gender-role expectations and thus 

experience more burnout than men (Greenglass, 1991). However, Cahoon and 

Rowney (1984) found that more men than women were in the advanced phases of 

burnout, while Seltzer et al. (1989) and Bass (1989) were unable to determine the 

association between gender and burnout. 

Burke and Greenglass (I 989b) found that male teachers reported higher levels of 

burnout and lower levels of job satisfaction than female teachers. It was suggested that 

this finding was consistent with the lower levels of peer support reported by males than 

females (Burke & Greenglass, 1989b). For example, Felsten and Wilcox (1992) 
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suggest that social support may protect the individual from strain, As Burke and 

Greengiass (1989b) suggested, sociai support may indeed have such a role for female 

teachers. 

Golembiewski et al. (1986) suggest that these correlates of burnout could 

generate either eustress (energizing and motivating responses) or distress (herniating 

responses). If eustress is produced, an individual's normal coping capabilities may be 

expanded, contributing to such factors as increased performance and productivity (i.e., 

less chance of burnout). If distress is produced, the individual's normal coping 

capabilities are strained, decreasing such factors as performance and productivity (i.e., 

more chance of bumout). 

3.4 Problems with Correlational Studies 

There are several general problems with correlational studies. First, correlation 

does not imply causation. Rather, correlations may only be interpreted as a 

correspondence between two variables (McClave & Dietrich, 1988). This makes it 

to design interventions to alleviate burnout. Second, the variables in the 

studies are related to diffemnt measures and models of burnout, such as the MBI, MBI 

subsales, and the phase model of burnout, making comparison of results diffcult. 

Comparisons are further impeded by the use of seldom used burnout sales, such as the 

Gillespie-Numerof Burnout S d e  (Seltzer, Numerof, & Bass, 1989), and the use of 

non-specifred measures of burnout (e.g., Lazaro, Shim, & Robinson, 1983; Glogow , 

1986; ChemJss, f 389). T-y ~ ~ w ~ m ~ ~  ktvxes the iesiilb of wiiious stadia aie 

fi~fiher I'aa~pe! by $EL' use sf &fy"a,q& m&?&ologies, 
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Chanter 4: Cu~ine, Swial Su~wrt,  Job-Induced Tension and Burncl~at 

4.1 Couing 

It has been suggested by some of the models of burnout that coping may have 

an effect on the degree of experienced burnout. Coping may be defined as ". . .efforts 

to master conditions of harm, threat or challenge when a routine or automatic response 

is not readily available" (Pines & KafIy, 1982, p. 140). Two dimensions of coping are 

suggested. First, them is the direct-indirect dimension. Direct coping strategies are 

appfied directly to an environmental source of stress, whereas indirect coping strategies 

are applied toward one's behaviours, attitudes and emotions. Second, there is the 

active-inactive dimension. Active or control coping strategies involve attempting to 

change the sources of stress, while inactive or escapist coping strategies involve the 

withdrawal from sources of stress pines & Kafq, 1982; Dewe & Guest, 1990; Leiter, 

1991). Four possible combinations of these two dimensions may be produced: 

1. Dkt-active: (1) changing the source of stress, (2) confronting the 
source of stress, (3) finding positive q x c t s  in the situation. 

2. Direct-inactive: (1) iporing the source of stress, (2) avoiding the 
source of stress, (3) leaving the stressful situation. 

3. Indirect-active: (1) tafkiPrg abut the source of stress, (2) changing 
oneself to adapt to the source of stress, (3) getting involved in other 
activities. 

4. fndk&inadve: (1) drinking or using drugs, (2) getting ill, (3) 
collapsing (Pines & K a Q ,  f 982, p. 141). 

It seems that direct aping strategies would be more effective than indirect 

stmtegies., and active more e f f d v e  &an inactive, It is likely that the ideal of coping is 

situation" (Pines & Rafky, f 982, p. 148). 

Atre&veIy, efforts m y  be either problem-solving or emotional 



stressful conditions constructive, whereas emotional regulation efforts attempt to 

regdate the eirr~ii~xial micomes of the stressful event (Tayior et d., 1990). Social 

comparison processes influence these coping processes. For example, " . . .people 

undergoing naturally occurring stressors or victimizing events show a preponderance of 

downward comparison activity" (Taylor et al., 1990, p. 76). This emphasizes the 

importance of self-enhancement under threatening conditions. 

Coping strategies to reduce or prevent burnout may be introduced at either the 

orgiinkitbxid or individual 'revel. Orgiirliza'.~ional responses that may aid the coping 

process include the introduction of support groups (Scully, 1983; Burke, 1987). In 

addition, r e d e f ~ g  career paths, redesign of jobs, changing the organizational 

structure, changing reward systems, improving training, and bettering communications 

may dso aid the coping process (Cherniss: 2980b). Individual coping responses focus 

on shifting coping from an inactive (e-g., drinking or emotional responses) to an active 

fe-g., confronting the problem, changing competence) process (Shim & Morch , 1983). 

It has been found that organizational forms of coping contribute towards a 

favourable work attitude amongst employees. For example, organizational support 

p u p s  may provide the listening, technical and emotional support and challenges that 

aid individuals within the organization to better cope with their jobs (Pines, 1983). 

Mvidud,  active coping strategies have less of an effect on reducing job-dated 

bumout than the oqpkational coping strategies, This suggests that individuals should 

not be fully responsible for combatting burnout themselves (Shinn & Morch, 1983; 

Burke, f 987). 

O p s  (1992) fiwnd h a a p I e  9f nurses, b m m t  was more c=mm=a in 

individualis with inactitre or escapist active or contml) coping stmtegies. 

Age also had an influence on coping strategies. Younger, more inexperienced (in 

ems of years as a nurse) nztrses were more Uety to be burned out than older, more 



experienced nurses. It was suggested that experience and time may aid in the 

development of effective individual copkg strategies (Ogus, 1992). 

Leiter (1990) proposed that an individual's non-work (e.g., family) coping 

resources may be of some help in alleviating burnout. Leiter (1990) found that family 

coping resources, although independent of work-related caping resources, do expand a 

person's abiiity to cope with work stress. Leiter (1990) suggested that there are two 

ways that family coping resources may help to alleviate the burnout phenomenon. 

Fist, effective non-work coping resources are less liiceiy to create additionai emotional 

demands in addition to occupational demands. Second, the family coping resources 

may view burnout as a phenomenon 'worthy' of its coping resources. In any case, 

effective family coping resources may ease the individual's experience of emotional 

exhaustion and help them to overcome such exhaustion (Leiter, 1990). 

4.2 Social Support 

"Social suppoe from significant others is of major importance in coping with 

important life-events, and,. . social support can reduce or eliminate the adverse 

consequences of these events upon health or well-being" (Buunk & Hoorens, 1992, p. 

445). Social support implies that under conditions of stress, people such as supervisors 

or coworkers may be relied upon for advice, information and understanding, guidance 

and strpgclrt (Pines, 1983). F m  a social psychological perspective, social support 

may be a sucial comparison process in which individuals " . . .seek out others for reasons 

of se!f-evaluation, to assess the appropriateness of their own reactions" @uu& & 

H a m n ,  1992, p. 447). A w-id s s p ~ f l  symm mzy dm be sees as h ~ v h g  six 

fbnctions for an hdiviW listening; takmial s ~ f p r t  or cornpetp-ace affirmation; 

technical challenge to combat bredom; emotional support; emotional challenge or 



questioning rationalizationq and social reality testing (Pines, 1983; Pines & Aronson, 

1988). 

Himle et A, (1989b) found that although support was negatively correlated with 

burnout and job stress, buffering effects were not obsenred, Still, supervisor and 

coworke~ emotiond suppox% was associated with lower levels of burnout. Social 

support may also have more direct effects. For example, social support has a positive 

buffering effect on people regardless of whether or not they are experiencing stressors, 

Job stress is a predictor of burnout, and it has been suggested that social sttyport 

may buffer the effmts of such stress (HimIe, Jayaratne, & Thyness, l989b). When 

social support acts as a bufferr, it protects the person from the negative aspects of 

stressofs after the stressflrs have been encountered (Pines, 1983; Buunk & Hoorens, 

1 W2). 

In contrast, Davis-Sacks, Jaymtne, and Chess (1985) and Ross, Altmaier, and 

Russell (1989) found only a main effect of social support on burnout. That is, the 

grater the degree of reported social support, the lower the amount of reported burnout. 

Ross et al. (1989) suggested that although their findings contradicted the buffering 

model, a main effect may be found if the individuals sbdied were "experiencing 

sufficienfly high levels of stress for social support to be effective in preventing 

burnoutn @. 4-69). 

Babes, Hurlbert, and Zimmer (1991) suggest that: 

.,.the effects of stress and social support are considefed jointly in the 
buffer hypothesis, which predicts that high levels of stress will produce 
strain in individuals experiencing low levels of soeiaf support but not in 
individuals with g d  wid support networks (Haines et ai., 199 1, p. 
21 3)- 

-- weak srrp~#,ft fur the b&er bypat--is was found. In fact, the resuits: 
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,,.suggest that sstress caused by job constraints simcantly increases 
strain indepeadent of the level of social support. The effects of stress 
caused by woririoad and confkt, in contrast, are dependent on [the] 
level of work support -- exactly what the buffer hypothesis predicts. To 
understand the relationship between this kind of occupational stress, 
social support, zurd st&, the buffer hypothesis is essential (n-Iaines et 
al,, 1991, p. 226). 

The effects of wid support seem to be varied, and research suggests both main 

effects and buffering or interaction effects of social support on stress exist. In fact, 

Coherr md Wills (1985) suggest that social support and stress may have one of three 

rehtionships (See Figure 8j. Fhf ,  socid support and stress may have a main effect 

relationship and no buffering or intemction effects. Second, social suppart and stress 

may have a partial buffering effect. For example, social support may partially reduce 

the effect of stress. Last, social support may have a buffering effect on stress, and a 

significant social support and stress interaction would occur, 

Cohen and Wills (1985) found support for the three models in their literature 

review, It was suggested that the buffering effect was more likely to be found when 

&e social support masure assessed "...interpersonal resources that are responsive to 

the needs eficited by stressfbl events'"Cufien & Wills, 1985, p, 347). A main effect 

was more likely to be found when the social support measure assessed ",.,a person's 

degree of integration in a w e  community social nefwork" (Coi :n & Wills, 1985, p. 

348). Both social support effects are correct, but represent different processes through 

which soci J support zfkcts an individd's response to stress. Russell, Mtmaier, 

m d  Van V e b  (1983 and Cummks (198q found support of the b u f f e ~ g  effect of 

social slipport on stress- Etzion (1984) a h  found support fur the buffering hypothesis. 

aGsrr"8vt=r% &ion (1CJa) fwd fWL fkk &TSS&l?iwJf ~ & O n s ~ ~ p  wiifj rnderdid by 

ma-w~dc  suppofi far f k m ~ s  ffy W& support fix males. 

Himlie, Jay-, and Thyness (198% studied the effects of four types of 

wvmisary support, ?%e f a  types of sttpensisory support were: 1) emotional 

suppoe; 2) aylpraisd s q p r t ,  or achowledgment of good perf'ance; 3) instrumental 



Figure 8: Three possible effects of social support and stress 
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support, or help in the completion of challenging tasks; and 4) informational support, 

or providing information when it is needed. It was found that instrumental and 

infornational support from supervisors may decrease stress and thus decrease the 

probability of employees becoming burned out. Buffering effects were not observed 

for either the emotional or appraisal f m s  of supervisory support. Himle et al. 

(198%) suggest that these forms of support are typically given to individuals that are 

not experiencing decreased performance, and may not be perceived as helpful by 

individuals with problems, Zn addition, "...emotional support may be offered but not 

aceepted by workers because if requires too much self-disclosure for workers for it to 

be u d  effectively, or is seen [to beJ merely palliative and not,. . related to the work 

task" @irnfe et al., 1989a, p. 30). 

Buunk and Verkoeven (1991) suggested that social support h m  coworkers may 

be impOrtant when there is a lack of social support from supervisory personnel. That 

is, social support " . , . b e e n  coftagues may hdp individuals to better deal with the 

pmbhns surrounding the reMonship with the superior" @uu& & Verhwven, 1991, 

p. 256). Constable and Russel (1 986) and Ross et al, (1989) found that a lack of 

supewisory social support was more likely to l a d  to increased levels of burnout. 

RusseEf et d, (1987) found a ' t ruffe~g effeclt of supervisory support on the 

depefs0naiiZ;ttion subscale of the A9Bf: as supervisory support i n e m ,  the strength 

of the job s t r e s s -depem~pion  ~ M o n s h i p  decreased. 

Dignam and West (1988) suggest that social support may have an indirect effect 

Qor indating effect) on h m m -  Fur example, social support may reduce the effect of 

pernitred or a d  w, k r & y  leading TO de~reaseci burnout- it was a'tso suggeskd 

*ha& *LA 
WESK WG - e~~ af- sac-* mpEt m y  exqplab the we& sapppfi fm htll t k  

direct ad buffering . Both cross-sectional and longisudinal studies were 

a& ta test she direct (or main &kc%), Mering, anb in- effects of burnout. 
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However, for cross-sectional studies, Dignam and West (2988) only found support for 

the main effects theory of social sripport, None of the theories of social support were 

suppt,rted by Di- and West's (1 988) longitudinal studies. However, Dignam, 

Bareera, and West (1986) had previously found that the indirect model of social support 

best &scribed their results on a srnp1e of c ~ ~ t i o n a l  officers. 

Fdsten and W3cox (1992) suggest that social support, by reducing the effects of 

stress, may provide a sense of mastery over the environment, Such mastery, or more 

specifically the construct of locus of control, is similar to social support. For example, 

m i n t e d  locus of contK,f, or a high sense of mastery over the environment, is 

associated with reduced qprais;rls of stress (e.g., jobinduced tension) and promotes 

the use of effective coping behaviums (Felsten & Wilcox, 1992). Smdfer and Lakey 

(1982) and Cummias (1988) also found that 'internah' were more likely to use social 

support as a method of coping with stress. Specifically, those individuals with an 

i n t e d  locus of control who receive supportive behaviours, will be more likely to 

experience a stress-buffering effect. 

4 6  Jobhduced Ternion 

The construct of'job-kdttced tension typically taps the " . . .extent to which 

respondents are 'bofbed' by role characteristics, including ambiguity and conflict" 

(jlF3atema.n & Strasser, f 983, p. 439). Job-imduced tension is minimized by the presence 

of such psitive job characteristics as the p l ~ m e s s  of the working environment. 

Chmteristics such as boredom and frustration increase the feelings of job-induced 

timsion @ a m  & Smsser, 1983). 

Di&dif.&on with supervision is a possible response to jobinduced tension. 

For example: 



The employee's disztisfaction with supervision in response to job 
tension may be an externafized attribution of blame.. . it is posited that 
this attribution ~~pefittes in two ways, First, it may have its basis in the 
employee's view of the superior as a direct source or cause of the job 
tension, Second, the a d  source of tension may be external to the 
supervisor, but the employee may perceive the supervisor as a person in 
authority who could act, but is not acting, to minimize or reduce the 
tension (Bareman & Strasser, p. 443, 1983). 

Therefore, job indud  teosioo is an impttrtmt variable due to its possible association 

with perceived social support. 

In addition, iudivldds with low self-esteem are more likely to exhibit more 

jobinduced tension t k  individuafs with high self-esteem (Shahani, Dipboye, & 

PMips, 1990; Row, Boss, Johnson, & Crown, 1991). Afthough self-esteem is 

negatively related to burnout (Chenriss, f98Ob; Maslach, 1982a), there is no support 

for the notion that seIf-efteem buffers "the relationship between burnout antecedents 

and barnout* (Rosse et d., 1991, p, 440). 



Graphical represnmions of the hypotheses may be found in Figure 9 following 

the hypotheses. After each gmup of hypotheses, the relevant literatufe will be briefly 

discussed. 

Social support will have a negative relationship with burnout ti. e., as the 
level of perceived social suppoft increases, the lower tbe burnout sc3re). 

Job-induced tension will have a positive relationship with burnout (i . e., 
the higher the mount of jobinduced tension, the higher the burnout 
score). 

There wilI be an interaction effect between social support and job- 
M u d  teasiozz an bumrrtrt- 

Social suppart has k n  found to have a negative relationship with burnout 

(e-g,, Davis-Sacks et at,, 1985; Burke & Descza, 1986; lledad et a]., 1986; Kahill, 

1986; Jackson et at., 1986; McCtrllocfi & OsBrien, 1986; Drory & Shamir, 1988; 

&&e & Greenglass, f St8%$ rimk et d., 3989b; Ross et al., 1989). Job-induced 

tension has beea found to have a positive relationship with burnout (Golembiewski et 

d,, 1986). Tfius, testing h y p a k s a  la and I b will serve as a replication of past 

- -  L ZEwZaRn. 

Bas& m C a b  a d  wiIT~f (1385) mexcfi on the b&'kriirg effects of social 



Lcterrs of con'uxf will h v e  a positive rekitionsf-dp wit& bii~iiii i  (is., as 
the locus of control becomes more external, the higher the burnout 
score). 

There will be an interaction effect between locus of control and job- 
induced tension on burnout. 

Locus of contmi has k e n  found to have a positive relationship with burnout 

(e.g., Glogow, 1986; St-Yves, Freeston, Godbout, Poulin, St-hand, & Verret, 1989; 

Wilson & Chiwakata, 1989; Dolan & enaud, 1992). Testing Hpthesis  2a will serve 

bemuse the locus of control measure if designed specifically for use in the workplace 

(Spector, 1988). 

An intemction between locus of control and job-induced tension on burnout is 

hypotiiesized because, for example, an internal locus of control is associated with 

reduced appraids of stress (e-g., jobinduced tension) (Felsten & Wilcox, 1992). This 

mhtions~p may affix% the reported burnout scores. 

Self-esteem will have a negative refationship with burnout (i.e., 
individuals wi& a lower sdf-estem will have higher burnout scores). 

There wit1 nut be an interaction between self-esteem and jobinduced 
tension on bumaat. 



Self-esteem has k n  found to be negatively related to burnout (Chenriss, 

1980b; Maslach, 1982a). Since there is no support for the notion that self-esteem 

buffers "the relationship between burnout antecedents and burnout" (Rosse et d., 199 1, 

p. 440), it is hypothesized that there win not be an interaction between self-esteem and 

job-induced tension on burnout. Thus, tests of Hypothesis 3a and 3b will be 

replications. However, Hypothesis 3a and 3b are necessary in order to justify the lack 

of four-way interactions in Hypothesis 4. 

There will be a t h - w a y  interaction between social support, job- 
induced tension and locus of control. That is, the degree of social 
support is irrelevant (for individuals with either an internal or external 
locus of control) under conditions of low job-induced tension. High 
perceived social suppart will result in lower burnout scores under 
conditions of high jobinduced tension and is effective for individuals 
with either an i n t e d  or external locus of control. 

Based on the above hypheses and Cummins (1988) and Felsten and Wilcsx' 

(1932) suggestion that social support, focus of control and stress are related, a three- 

way interaction is psebi&ed. Since Fdsten and Wilcox (1992) link social support and 

locus of mnmI, a social support x work focus of control interaction was included as a 

wntfoI. No specific predictims were associated with this interaction. This hypothesis 

combines variables that have been previously studied individually into a regression 

madel. 



Fimre 9: Graphid Depictions of Hypotheses 

O h i  SS/  
, 



Notes for Figure 9: 

I) int = internal locus of control 

2) ext = external fwus of conmf 

3) SS = Social srrpport 

4) LOC = Locus of ControE 

5) SE = Self-Esteem 



Cha~ter 6: Method 

6.1 Subi& 

One thousand questionnaires were mded to randomly selected subjects from a 

population of approximatefy 28,000 active members of a large public service 

ernpbyees union. Patkipation In the survey was voluntary, and an informed consent 

sheet was wrnpleted by dl participating subjects. Subjects were be working in various 

locations throughout a western Canadian province, and were employed in various 

ministries of that pmvhcezs public service. 

6.2 Measurement of Variables 

6.2.1 Denendent Variable 

An additive appmach to the MBI has been shown to be a valid approach 

(GoIembiewski & MuIJzenrider, 1981). The 22-item ME31 has three subscales; 

emotional exhaustion (9 items), depersonatization (5 items), and personal 

accomplishment (8 items). Each item is rated on fiquency and intensity scales. 

O v e d ,  the scale's coefficient alpha was -83 (frequency scale) and -84 (intensity scale) 

(EMaslach & Jackson, 1981bj. M e n d  consistency of the subscales as measured by 

. . . -90 (frequency) and -87 (intensity) for Emotional Exhaustion, -79 
(frequency) and -76 (intensity) for I)epersonatization, and -71 
(frequency) md -73 (intensity) for Personal Accomplishment (Maslach & 
Sackson, 1981a, p, 7). 



1) Social Support (measured by a Witern social support scale developed 
by Caplan, Cobb, & French, 1975); 

2) Job-Induced Tension (measured by a 7-item job-induced tension scale 
developed by House and Rizzo, 1972); 

3) Self-Esteem (measured by a 30-item self-esteem scale developed by 
Lawson, M m h d ,  and McGrath, 1979); and 

4) Locus of Control (masurd by a 16-item Work Locus of Control 
S d e  deve1@ by Spector, 1988). 

GeneraI descriptions of the scales used for the predictor variables follow. 

Soeial Sunport 

Perceived social support from supervisors and coworkers was measured using a 

s& developed by Capfan, Cobb, and French (1975). All items in the scale correlated 

simcantly with each other (p < -05, r= -21)- Coefficient alpha for this measure was 

not reparted. 

Job-Induced Tension 

Job-induced tension was measured by a seven-item scale (House & Rizzo, 

1972). The scale has a Kuder-Richardson internal reliability coefficient (a special case 

of coefficient alpha for dichotomous questions) of between -73 and -83. 

SeE-Esteem 

Seff-esteem was meas& using an inventory develcpd by Lawson, Marshall, 

and McGrath f f 979) (see Appendix C). The 30-item scales consists of 15 positively 

and 15 negatively scored statements. Tlte inter-item combtion for this scale is -40, 
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Coefficient alpha for this measure was not reported. Test-retest reliability was -88 

when measured over a four-week period (Lawson et dl., 1979). 

Locus of Control 

Spector (1988) developed the Work Locus of Control Scale ( W L C S )  to measure 

general control beliefs in work settings (see Appendix B). The mean intercorrelation of 

items on the 16-item s d e  is 2 5 .  Low scores on the scale represent an internal locus 

of control. The coeffkient alpha across six samples fanged from -75 to -85, with the 

mean coefficient alpha king -825 (Spector, 1988). 

6.2.3 Control Variable 

In addition, it will be nseessary to include control variables that help to prevent 

contamination of the results (Spector, 1990). These control variables will include: 

1) gender; 

2) age; 

3) job tenure in current organization; 

4) job tenure in current career area; 

5) job tenure in any previms career m; 

6) number of iindividuafs in current work group; 

7) services provided by organization; 

8) highest l ed  of education complered; 

9) marital @&us; a d  

10) income. 
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6.4 Procediire 

D&xm~'s (1978) prmedurt: fm mail sumejs was fokwed. For example, the 

survey was printed on both sides of 8.5 inch by 14 inch (legal size) white paper in 

booklet form (Le., the paper was folded in half to form a 7 inch by 8.5 inch booklet). 

The cover of the booklet had a graphic depiction of the province in which the survey 

was distributed, and was entitled "Human Services Survey". Also included on the 

cover were the instructions "Please read the information sheet before completing this 

questiomahe, " "Please re';Idrn &is questiomaixe to: Faculty of Business 

Administration, Simon Fraser University, Burnaby , B. C., V5A I S6" and "This Human 

Services Survey is distributed in association with [the name of the public service 

employees union]." A sample of the questionnaire (excluding references that would 

identify the sample, and including sample items o& for the MBI) is found in 

Appendix D. 

Afso in accordance with l3ihm ( l W8), a hand-signed (blue ink) cover letter, 

an informed consent f m  @rinted on the reverse side of the cover fetter) (please see 

Appendix E for samples) and a business repiy envelope were enclosed with each 

questionnaire. In addition, the public service employees union enclosed a cover letter 

(printed on their letterhead) with each survey. The questionnaire package was mailed 

to the home addresses of the union members. 

Regression sqwtions were developed for each of the hypotheses, and are 

ibstraecf in Table 3, Detaih of the ,satistiad analysis may be found in C-kpter '7. 

The centering &omation described by Jaccard, Turrisi, and Wan (1990) 

was used for multiple regression equations containing interaction t m s .  Centering 

dec=- the mttltim&earity associated with intemction tenns, and is a valid 
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transfoma~on for both WO- and thee-way interactions, That is. this transfomlatioit 

will "...tend to yield low carrelations between the product tern1 and the component 

parts of the termtt (;laccard et al., 1990, p. 31). For each variable in the product term 

of the multiple regression, the mean for each variable is subtracted from all the scores 

for tb t  variabfe. Tfris yields a mean of zero for each variable in the product tern1 

while the standard deviation remains the same. 



I c 5 I SS, JIT 
6 SS. JIT 

1 7" 1 SS. JIT 
I 8" 1 SS. JIT 

2b 1 2  LC, JIT 
12 1 LC. JlT 

1 LC. JIT 
1 Id* f LC. JIT 

I - - 1 - - 

3b 77 I SE, JIT 
18 I SE, JIT 
! 9" SE, JIT 
20" I SE, JIT 

4 2 1 1 SS, LC, JIT, SE 
22 1 SS, LC, JIT, SE 
23 * SS, LC, JIT, SE 

1 

f lndude 

1 

1 ! Include 

24' 

1 
lnclude 

SS, LC, JIT, SE 

SSxJ IT  f 
SSxJIT I Include 

I 
I 

f include 

25 * 

lnclude 

SS, LC, JIT, SE 

LC x JIT I 
LC x JIT 1 Include 

I 
I Include 

I lnclude 
SExJIT I - 
SE x JIT 1 Include 

i 
- 

indude 
SSxJIT f 

SS x JIT 
LC x JIT 
SE x JIT 

SSx WLCS 

LC x JIT 
SE x JfT 

ssx WLCS 

lnclude 

SS x JIT 
LC x JIT 
SE x JIT 

ssx WLCS 
SS x JIT 
LC x JIT 
SE x JIT 

SSx WLCS 
SS x LC x JIT 

Notes SS = Social Support, LC = Locus of Gontroi, SE = Self-Esteem, and 
JiT = Job-Induced Tension 

include 

* Centered uariabtes as to avoid mufticoIlineatity in transaction terms as 
described by Ja@card, Tunisi, and Wan f ?99Ol. 



Chapter 7: Results 

7.1 R s ~ m s e  Rate and f2ah Entry 

Of 1OOO questionnaires mailed, there were 21 questionnaires that were returned 

by the post ofice as undefii'embte. Thus, there were 979 potential respondents. There 

were 208 questionnaires returned for an overall response rate of 21 2%. However, 1 

questionnaire was returned blank, and 3 questionnaires were mtttrned incompkte. 

Thus, of the 979 potentid respondent, 204 usable questionnaires were returnd, 

resu&ing in a usable response rate of 20.8 %. After the questionnaires were returned 

via mail, SPSS/PC+ for the IBM PC was used to enter and analyze the data (see 

Appendix F and G). 

7.2 Sample Characteristics 

There were 120 female (58.8 %) and 84 male (41 -2 %) respondents (compared to 

the actual 57 % female $0 43 % male distribution in the union). Respondents' age 

groups ranged in age fmm 20-24 to 60-65 years, with most of the respondents in the 

35-44 year m g e  (mode = 35-44, s.d. = 1,021). Most respondents had completed or 

partially completed high s c h d  (32.8%), or community college (36.3 %) (mode = 

college, s.d. = 0.986). Most respondents were also married (66.7%) (encompasses 

married, common law and same-sex partners) (mode = married, s.d. = 0.643). In 

addition, most respondents earned between 30,000 to 39,999 dollars (mode = 30,000 

to 39,999, s.d. = 0.989). Respondents had worked an average of 7.8 years in their 

ciir;ê ut Ms'q (ma = 7.755, s.0. = 7.0!6), wkie haykg wmkd 2% 2verzge of 

8.0 y~azrsktheircsm~?t (mean = 8.005, s.b. = 7.586). T w e l v e p p k  

typically reported to the respondents' immdite supervisor (mean = 1 1.975, s-d. = 

16.929). D&& of fame of the sample's demographics m y  be found in Table 4 at the 
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end of Chapter 7. AMems, smd;trd deviations and correlations amongst the variables 

may be found in Table 5 at the end of Chapter 7. 

7.3 Variables D r o ~ - d  from the Analysis 

Three of the &mugraphic variables were dropped from the analysis. Flrst, the 

number of years worked in a previous occuparion by respondents was dropped since 

there was a high percentage of missing f f 6.2 76) or null values (1 1.3 %). Included in 

the missing values were answers that included ranges of years worked in a previous 

occupation. Coding of the data into categories was considered, but many of the year- 

ranges reported would h v e  spanned several categories. 

Second, the demographic variable for the total number of people in the 

mpndents' organization was dropped from the analysis. The question 

"Approximately how many people work in your organization" was interpreted in 

several ways. Some respondents interpreted tbe question to mean the total number of 

people within their government minimy. Alternatively, some respondents interpreted 

the question to m e +  the total number of people in their office. Baause of the 

question's ambiguity, the resultant uninterpretable answers, and missing values 

(12.7 %), this variable was also dropped from further analysis. 

Last, the demographic variable of the ministry each respondent worked for (i-e., 

in order to determine the services pmvided by the ministry) was dropped from the 

analysis due to the ambiguity of responses, Some respondents indicated the branch of 

the ministry that they worked for (e-g., Corrections, a bmch of the Min is t ry  of the 

Atram-y Geneml), while O ~ - S  only ,qxc;f;ed their y m ~ s t r y .  Cdkg tlfe more 

specif% answers to less-specific minstry-only data was considered. However, it was 

dso felt that ministry-only data was too vague for analysis, as occupation-specific 



(e-g., provided by branch ;tnd ministry dam) conclusions could not br: reached. Thus, 

this vxiab1.e was afso dropped from the mafysis. 

7.4 Scak ReTiabiWiet; 

The cumnt study obtained cuefficient alphas of 0.8886 for the lMBI frequency 

scale and 0.9040 for the kSBf intensity scale. Internal consistency of the subscales 

were as follows: 0.9154 (frequency) and 0.9224 (intensity) for En~otionai Ex haustion; 

0.8332 (frequency) and 0.8340 (inrensity) for Depersonalization; 0.784 1 (frequency) 

and 0.7921 (intensity) for Personal Accomplishment. The overall alpha for the MBI 

(both freqttency and inrensity) was 0.9472. The pattern of these alpha vafues are 

consistent with those found by Mastach and Jackson (1981a), but were greater in 

magnitude. 

For the other scales used in the study, a cofficient alpha of 0.8979 was obtained 

for the overall social support scale (i-e,, including both supervisors and coworkers). 

Second, the present smdy o b ~ e d  a coeficient alpha of 0.7574 for the jobinduced 

tension d e .  This vdue is within the alpha range reported by House and Rizzo 

(1972). Third, the social self-esteem scale had a coefficient alpha of 0.9332 for the 

cumnt study. Last, the current study obtained a coefficient alpha of 0.8619. This 

alpha is slightly higher that the range of 0-75 to 0.85 obtained by Sjxxtor (1988). 

7.5 Remession Earnations 

The total EclDBf score (frequency plus intensity) was used as the dependent 

variable fof aU rqpzssirn eyuations. iiepssion summaries fur each hypothesis are 

fwd& i~ Table 6 ag the e& of Chq*er 7. me pi t i on  of  vztfiliinci: a ~ ~ ~ i r i t d  for by the 

variables shoufd be inteipreted with caution. Tfie current study used a hierarchical 

made1 of regression in which the variables of primary interest were entered into the 



regression before the control .t&abfes. fn this method of regression, the primary 

v&abfes of interest may feem to account for a larger portion of tfie variance than they 

shoufd @usell, f 986). 

7 5 2  RvmtIreis Za 

Hypothesis Ia w s  suppclrted, Social support was negatively associated with 

burnut @eta = --43, p< .W€ll). A muitjple regression (Eqtliation I) entered social 

support on the dependent variable of burnout. Social support contributed significantly 

to the overall ~2 of 0.l8IXl (F = 40.30, p< .0001). 

In addition, sueid suppott and the demographic variables were entered into a 

regression equation with the dependent variable of burnout (Equation 2). Social 

support and subjects' job tenwe w i t h  the organization contributed significantly to the 

R= of -23638 (F = 5.84, p< .0001). 'Tbe si@iicant effect of social support continued 

even in the presence of demograp'fric variabies, and accounted for 16.845 percent of the 

variance. Organizational job tenure accounted for 3.819 percent of the variance and 

was positively associated with bumuut (beta = -20, p < -05). The remaining non- 

significant demographic variaEfes accounted for 2.974 percent of the variance. 

7.5.2 Hvmtfresis l b  

Hypothesis l b  was sup~omd. kb-lnd~zced tension was positively related to 

burnout @eta = -62, p < .0001). When jobinduced tension was entered into a 

regression with the dependent variable burnout (Equation 31, jobindticed tension 

ccovibuted siG@&zmdy to the ovema ~2 of O.3?9?2 (F = 112.64, p < .0001). This 

effect remained signifant when job induGed tension and the demographic variables 

were entered into a qp-ession with the dependent variable burnout (Equation 4). Job- 

inctuced tension, orgmimtional tenure, and respondents' income contfibuted 



7 8  

significaotly to the overall of O.UQX? (F = i 4-53, p < .0001), and accotmted for 

38.328 percent @eta=,62, p< MlOf), 1.562 percent (tret2=.18, p <  ,051, and f -2-N 

percent (W.a=-.20, pe -05) OF &e t.ariance respectively. Other demographic variables 

were nonsignificant and together accounted for 1.913 percent of the variance. 

7.5.3 Hwthesis le 

Hypothesis Ic was not suppo&ed (Equations 5, 6 ,  7, 8)- There was no 

simcant social s u p r t ;  trg. jobinduced tension interaction. The intezaction only 

accounted for 0.51 5 percent of the variance and did not contribute significantly to the 

~2 of O.@Z5 (F = 14.44, p < .0001). However, Equation 8 contained significant 

main effkets for job-induced tension, social support, and organizational tenure. Job- 

induced tension accounted for 37,629 percens @eta = .52, p < -0001) of the variancz, 

wWe mid support accounted far 5.770 percent (beta=-.26, p < .0001), organizational 

t m u ~  accounted for 2.097 percent @eta= -2 f , p < .05), marital status accounted for 

1,036 percent @eta=-. 12, p < ,053, and income group accounted for 1-17 percent of 

the variance (beta=--21, p < -05). The other demographic variables were 

nonsignificant and together accuunted for only f ,806 percent of the variance. Thus, 

the main effects for mid suppora and job-induced tension remained significant in the 

presence of demographic variables and a nonsipificmt social support by job-induced 

tension interaction term, 

Social support and jobinduced tension were centered for equations 7 and 8, 

However, no changes in their contribution to was noted as a result of the centering 

~ s f o r m & o n .  



7.5.4 Hypothesis 2a 

Hpthesis 2a was dm supported, Work locus of control was positively related 

to burnout @eta= -333.8, p < -0001). Work locus of control was entered into a 

regression equation with the dependent variable burnout (Equation 9), contributed 

significantly to the ~2 of 0.11010 (F = 22.76, p < .0001). The effect of work locus of 

control remained simcant when the demographic variables were entered into the 

regression (Equation 10). Work Iwus of control, organizational tenure, and 

respondents' age contributed significantly to the RZ of 0.1681 1 (F = 3.86, p < .0001). 

Work locus of control amunted for 11 -685 percent of the variance (beta= -32, 

p < .0001), organizational tenure accounted for 3.17 percent (beta = .25, p < .005), age 

accounted for 1.576 percent (beta = -. 14, p < . OS), and the other demographic variables 

accounted for 0.38 percent of the variance. 

7.5.5 H~vthes is  2b 

Hypothesis 2b was not supported (Equations 1 1, 12, f 3, and 1 4). Specificidly , 

the interaction between work locus of control and job-induced tension was not 

significant, and only accounted for 0.006 percent of the total variance in Equation 14. 

Rather, it was found thar jobinduced tension, work locus of control, organizational 

tenure, and respondents' income contributed significantly to the R~ of 0.50297 (F = 

15 -36, p < .0001). Job-induced tension accounted for 42.037 percent of the variance 

(beta = -61, p < .@MI), work focus of control accounted for 2.754 percent of the 

variance (beta - -16, p < -0, organizational tenure accounted for 2.073 percent 

= -2 1, p < .m), %nd xspndents' income accounted for i .5W percent (beta =- 

- 19, p < .05). The o*hr derr;og~z%c viiirkibks were nonsi&Ci~iii~it md it~gzthei 

accounted for only 1.918 percent of the variance. Thus, the main effects for work 

twus of colntmf and job*& tension were significant even in the presence of 



demographic variables and a nonsignificant work locus of control by jch-induced 

tension interaction term. 

Work locus of control and job-induced tension were centered for equations 13 

and 14. However, no changes in their contribution to R~ was noted as a result of the 

centering ~ransfomatim. 

7.5.6 Hvpothesis 3a 

Hypothesis 3a was supported (Equations 15 and 16) in that self-esteem was 

negatively associated with burnout (beta=-.375, p < -0001). This effect remained 

strong in the presence of demographic variables. An individual's social self-esteem 

contributed significantly to an ~2 of O.lW7 (F = 30.36, p < .0001). When social 

self-esteem was entenxi into a regression with the demographic variables on the 

dependent variable bumut  (Equation 16), self-esteem contributed significantly to the 

~2 of O.20130 (F = 4.93, p< -0001). Self-esteem accounted for 14.453 percent of the 

variance (beta=--374, p< .001)1). The demographic variables together accounted for 

4.327 percent of the variance. 

73.7 Hmtht?•˜is3t, 

Hypothesis 3b was supported t-EiEuations 17, IS, 19, and 20) since, as 

predicted, tfie social seff-eskern and job-induced tension interaction was not significant. 

Bowever, social seif-e&eem and jobinduced tension did contribute significantly to the 

~2 of O.%WB (F = 15.48, p< -0001) (Equation 20). Self-esteem accounted for 

I 5 Q&T  WET^^ f& yWj,=~ je&&&p& t e : = ~ i ~ =  acc=untd fo,r 3 1.01 5 p-cefit of -+.(/us P-- 

the u s h m ,  There were m s i g ~ i i r ~ t ,  demoDm-p~j_ic vmibfs in these qutions.  For 

e x q I e ,  in •’Q@m 20, the demographic variables accounted for 3.141 percent of the 

Y-, 



Social self-esteem arrd job-induced tension were centered for equations 19 and 

20. However, no changes in their contribution to ~2 w.?s noted as a result of the 

centering transformation. 

7S,8 Hvpthcsb 4 

Hypothesis 4 was not support& (Equations 21, 22, 23, 24, 25, and 26): there 

was not a significant three way intemcticm between social s u p r t ,  work locus of 

control and job-induced tension. %%en tke hil model without riemog~aphics was us& 

(Equation 25), jobinduced tensiua, mid self-esteem, social suppon anil work lwus of 

control all contributed signifrmtly to the overall ~2 of J.54523 (F = 2 1 -58, a% 

p < .000I). Jobinduced tensiofi accuunted for 41.572 percent of the variance, social 

seff-esteem accounted for 8.143 percent, social support accounted for 2.490 percent, 

and work Zocus of conml accounted for 1.082 percent. AH two-way interactions were 

nowsignificant. The thee-way interaction was dso nonsignif'icafft and accounted for 

0.533 percent of the varime. 

the full model with demoaphics was used (Equation 263, jobinduced 

tension, miat self-esteem, work focus of control and organizational tenure contributed 

significantly to the overall R* of OS8566 @ = 12.55, p < .0001). Social support did 

contribute ~ i g ~ c i f n d y  to the overall ~ 2 ,  and accounted for 2.490 percent of the 

variance. Jobhdcsctxf rension accam~ed for 41.572 percent of the variance, sueid 

self-ateem accounted for 8.143 percent, work focus of contiol accounted for 1 -082 

percent. and organizaeod tenme accou114sd for 0.740 percent ofthe variance. 

fab-induced tekl~im, -mid s&est2g;rn7 -xx&ii m r w  d work locus of control 

were centeid for qrtaliions 21 &mu& - 26. However, no changes in their contribuGon 

to lt2 was noted as a rauh of& centering -sformation. 



Table 4: Sampie Demogr@hics 
L 

Vaskbie i Vafue 1 Frequency ] Percent 
f Fernate f 1201 58.80 
I Mzk I 84 1 41 -20 

Total 204 

High School 

Bachelors Degree 
Masters Degree 23 1 1.30 

I Missing 1 0.501 
Total 204 

3.40 
24.30 
37.30 
25.50 
6.30 
1.50 
1.50 
1 -50 

19 or under 
20 - 24 
25 - 24 
35 - 44 
45 - 54 
55 - 59 

I 60 - 65 
Missing 

14.20 
Married 66.70 

Separated or Divorced 15.20 
Widowed 2.90 

1 -00 
Total 204 

Tot4 204 

0 
7 

49 
76 
52 
14 
3 
3 

1 .OO 
4.40 

26.50 
36.80 
26.00 
4.40 
1 -00 

19,999 or under 
20,000 - 24,999 
25,000 - 29,999 
30,000 - 39,999 
40,000 - 49,999 
50,000 or more 

Missing 
Totai 204 

2 
9 

54 
75 
53 
9 
2 
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Chanter 8: Discussion 

8.1 Summary of F h W s  

This study attempted to build on past research by postulating a three-way 

interaction between social support, work locus of control and job-induced tension. 

Such a three-way interaction may have been useful in explaining the confliciting results 

found in previous tests of the social support buffering hypothesis. However, the three- 

way interaction was not supported, and neither was the social support buffering 

hypothesis. Rather, it was found that, in some situations, social support had a main 

effect on burnout. The results associated with the main effects, interactions, and 

demographic variables in the present study and their implications will be discussed 

prior to exploring the limitations associated with the present study's findings and 

suggestions for future research. 

8.1.1 Main Effects 

In general, main effects for social support, job-induced tension, self-esteem, and 

work locus of control were supported when these variables were regressed separately 

against burnout. 

However, in a regression that included main effects, two- and three-way 

interactions (but not demographic variables), it was found that only job-induced 

tension, social self-esteem, and work locus of control contributed simcantly to the 

regression. In an equation that included demographic variables as well as two- and 

&=-way bie~~fior ts ,  d y  job-kdnced tension, sockd sdf-estt~ii~, work fiocii~ cif 

er;~"Ud, S G Z ~ ~  sipport, iiiid &e deiiiqqap5ic ~~ii iblfe  of o r ~ t i o o d  e n w e  

contributed significantly to the xqgession. 



The main effects were consistent with previous research (Social Support: 

Davis-Sack et d., 1985; Burke & Ikscza, 1986; Decicard et al., 1986; Kahiii, i986; 

Jackson et al., 1986; McCulloch & O'Brien, 1986; Drory & Shamir, 1988; Burke & 

Greenglass, 1989a; H a e  et al., 1989b; Ross et al., 1989; Job-induced tension: 

Golernbiewski et d., 1986; Work Locus of Control: Glogow, 1986; St-Yves, 

Freeston, Godbout, Poulin, St-Amand, & Verret, 1989; Wilson & Chiwakata, 1989; 

Dolan & Renaud, 1992; SeE-Esteem: Chemiss, 1980b; Maslach, 1982a). 

It shoiiid be noted that job-indued tension accounted for 41.6 percent of the 

variance in the presence of all other main effects, interactions, and demographic 

variables. The role of job-induced tension as a predictor of burnout is an important 

one. It would seem that any intervention designed to reduced job-induced tension in 

the workpIace would likely reduce burnout. However, the portion of variance 

accounted for by job-induced tension should be interpreted with caution. The current 

study used a hierarchid model of regression in which the variables of primary interest 

were entered into the regression before the control variables. In this method of 

regression, the primafy variables of interest may seem to account for a larger portion of 

the variance than they should (Bausell, 1986). 

Since the construct of jobinduced tension has been defined as the extent to 

which individuals are "'bothered' by role characteristics, including ambiguity and 

conflict" (Bateman & Strasser, 1983, p. 439), any intervention should focus on 

changing the degree to which individuals are 'bothered' by stress-inducing role 

characteristics. However, any suggestions for interventions are tentative, since causal 

relationship between job-hduced tension and burnout were not determined by the 

present study. 

As previously mentioned, the current study used a public service sample. It is 

trpically thought that the public service is plagued by inadequate resources and 
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bureaucracy (fee & Ashorth, 1993b). These characteristics seem to illustrate role 

stress (Lee & Ashforth, lW3b) or job-induced tension. Recently, Lez and Ashforth 

(1993a; 1993b) suggested that role stress (or job-induced tension) is an important part 

of a revised model of burnout based upon Leiter's model. Unfortunately, the present 

study's finding that job-induced tension is an important predictor of burnout is not 

longitudinal in nature. Had the current study been longitudinal, an appropriate and 

timely test of Lee and Ashforth's (1993a; and 1993b) revisions to the Leiter model 

could have been performed. Again, no causal inferences may be made about the job- 

induced tension - burnout relationship. 

There were no signifant two-way interactions (e.g., social support x job- 

induced tension, work locus of control x job-induced tension, self-esteem x job-induced 

tension, or social support x work locus of control). Thus, the present study did not 

find a buffering effect of social support between job-induced tension and burnout. 

However, the present study found a main effect (in some regressions) for social 

support. Cohen and Wills (1985) suggest that the type of social support measure may 

influence the presence or absence of a buffering effect. Cohen and Wills (1985) 

suggest that: 

evidence for a buffering model is found when the social support measure 
assesses the perceived availability of interpersonal resources that are 
responsive to the needs elicited by stressful events. Evidence for a main 
effect model is found when the support measure assesses a person's 
degree of integfation in a large social network @. 31P). 

It is believed that the social support measure used in the present study assessed the 

perceived avaihbIIity of support resourn (Caplan et al., 1975). Therefore, a 

buffering effect would have been expected (Cohen & Wills, 1985), but was not 

slrpported by the cumnt study. 
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Lefcourt et al. (1984) suggested that since social support may or may not have a 

consistent buffering effect er, stress, an individual's locus of control may help to 

explain the effects of social support on stress. However, the current study did not 

support either a work locus of control x job-induced tension or a social support x work 

locus of control interaction. 

Nevertheless, a main effect for work locus of control was generally found. 

When work locus of control was studied in conjuction with variables such as job- 

induced tension, social support, self-esteem, and the demographic variables, the effect 

accounted for between 1.082 and 2.754 percent of the variance. Thus, in the present 

study, work locus of control did not seem to have the predicted interaction effects. As 

predicted (Rosse et al., 1991), there was no indication that self-esteem buffered the 

relationship between job-induced tension and burnout in the present study. 

The three-way interaction (social support x work locus of control x job-induced 

tension) was not significant. Cummins (1988) and Felsten and Wilcox (1992) had 

suggested that social support, locus of control and stress are related. Indeed, social 

support and job-induced tension were significantly correlated (r = -0.2839, p < .001), 

as were social support and work locus of control (r = -0.2878, p < .@I), and job- 

induced tension and work locus of control (r = 0.3132, p < ,001). However, these 

rehtionships were not found to have a buffering (via two-way) or other (via a three- 

way interaction) effect when in a regression model. Thus, the present study did not 

succeed in clarifying the inconsistent fmdings on the stress-buffering hypothesis. 

8-1.3 l k m w r a ~ % c  IhIi,sb!??s 

0rganiii;itiond ternre, income, age mi] marital status were the only significant 

demographic variables. Contrary to previous research (e.g., Maslach, l982a), 

organizational tenure is positively associated with burnout. Specifically, the longer an 
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individd remains w i t h  the organization, there is an increased possibility that the 

individual will have a higher burnout score. Maslach (1982a) suggested that more 

experienced workers would likely have better developed coping strategies than less 

experienced workers. Thus, the more experienced a worker is, the lower the burnout 

score (MasIach, f 982a). Afthough the current study used a public-sector sample during 

a time when budget and job cutbacks were prevalent, it is not possible to determine if 

these additional constraints on worker resources may have caused the coping strategies 

of more experienced workers to be less effective. 

Income level as reported by respondents in the current study were significantly 

and negatively associated with burnout in several of the study's regressions. In 

general, this m a s  that as an individual's salary level increased, the more likely that 

they would have a lower burnout score. Friesen and Sarros (1989) found a similar 

effect in that an individual's sazisfacrion with their salary and benefits was negatively 

associated with burnout and the MBI's subscales. However, Friesen and Sarros (1989) 

did not offer any explanation of this effect. It may be possible that increases in income 

Eevels, although possibly reflecting increased responsibility, may also indicate 

decreased recipient-worker interactions (i-e., more supervisory responsibilities and less 

client-related responsibilities). It is thought that recipient-worker interactions are a 

main factor in causing burnout (Maslach & Jackson, 1981b). In addition, it may be 

possible that individuals working for lower incomes may be working hard, yet not 

advancing in their cmxm, thus creating higher levels of burnout in the lower income 

ranges. 

Age was signifimdy and negatively associated with burnout in some of the 

p m n t  study's regressions. Thus, this would mean, in part, as a respondent's age 

increased, their burnout score was likely to decrease. Lee and Ashforth (1991) found 

that age was negatively ~ ~ t e d  wit& burnout, and negatively related to the burnout 



dimensions of emotional exhaustion and depersonalization. However, Lee and 

Ashforth (1991) did not offer any suggestions about the implications of such an age- 

burnout relationship. Seltzer et d. (1989) also found that an individual" age was 

negatively associated with burnout. However, Seltzer et al. (1989) did not find a 

significant age-burnout relationship. 

Maslach and Jackson (1981b) suggested that burnout scores may decrease with 

age because older individuals "may be those who survived the early stresses of their job 

and b v e ]  done well in their career" @. 11 1). This was based on Maslach and 

Jackson's (1981b) belief that burnout is most likely to occur in the early stage of an 

individual's career. This explmation conflicts with the present study's finding that 

organizational tenure is positively associated with burnout. It is assumed that 

organizational tenure would be positively correlated with age, and this is confirmed by 

the present study (r=0.43, p < .001). Cherniss (1992) did point out that "early career 

burnout does not seem to lead to any ~ i ~ c a n t ,  negative, long-term consequences" (p. 

1). Thus, there are differing viewpoints on the relationship between age and burnout. 

The present study is unable to clarify this relationship further. 

Marital status (not-married versus married) was a significant demographic 

variable. However, a specific explanation for its effect may not be given. The effect 

may be due to social support received from spouses, marital satisfaction, or other 

reason. However, it is not possible to tell if non-married individuals had access to 

s h k  structures through other relationships. 

Such demographics as organizational tenure and age may be important 

-irmtem b ~ ~ d e ~ + m & i g  $Pi eEwfs d various stressors over time. T;=r exa,?.rp!e, 

Lee & Ashforth ff 993a; 1993b) used deao,mphics such as ~ r g ~ ~ t i o n a l  tenure m-d 

age to compare the 'goodness of fit' of the Leiter and Golembiewski models. 



8.2 Edations 

Several ihitations of the current study will be discussed. For example, there 

may be limitations caused by: I) multicollinearity; 2) common method variance; 3) 

interactions; 4) the cross-sectional nature of the study; and 5) survey response rate. 

MulticofieaPity amongst the independent variables may explain some ~f the 

fesuits. However, the Berry-Feldman technique (Berry dc Feldman, 1985) suggests 

that multicollinearity is not significant if, when the independent variables are regressed 

against one another, &e R squared is less than point seven. Indeed, the technique 

showed that multicoIlinearity in the current study was not an issue. 

8.2.2 Commttn Method Variance 

The current study used only %If-report data. It has been suggested that 

common method variance may, in part, explain some of the results (e.g., Spector, 

1987; Lee & Ashforth, 1993a). Comon method variance "is ao artifact of 

measurement that biases results when relations are explored among constructs measured 

by the same methob" (Spector, 1987, p. 438). Spector (-1987) concluded that "properly 

developed instruments of the type studied here F.e., i n d u s W  organizational scales] 

are resistant to the metfiod variance problem" @. 43 8). 



interaction terms in a regression reduces comlations (i-e., multicoilinearity) between 

the interaction term and its components [.Taccard et al., 1990). 

Two- and three-way inferactions hypothesized by the present study were not 

significant. Jaccard et al. (I 990) suggested that: 

If a given effect is predicted by a strong theory, but it fails to manifest 
itself in the data via a atatistidy significant regression coefficient, then 
it is probably besf to inelude the relevant term in the overall equation. 
Although there may be a slight loss in statistical power, the gain in the 
quality of the coeEcient estimates usually will be worthwhile @. 41). 

Jaccard ef ai. (3991)  dso suggest that eliminating nonsignificant interaction terms from 

further analysis in specific study may reflect a Type 11 error. In addition, the 

nonsignlcance of the interaction may be due to low statistical power. Therefore, no 

interaction terms were dropped from the analysis. 

8.2.4 Cross-Sectionat Studies 

Cross-sectiod studies gzther data from a small section of time. As mention 

earlier, a longitudinal study would have provided a timely test of Lee and Ashforfh's 

(1993a; and 1993b) revisions to the LRiter model. However, a cross-sectional approach 

is useful when a marcher is exploring an explanation to an unsolved dilemma (Emory 

& Cooper, 1991). For examp1e, the current study was exploring the possibility of a 

three-way interaction between social support, work locus of control and job-induced 

tension h t  may have helped to explain the inconsistent relationships between these 

vaiab1es. 

8.2.5 Survey Response &ie 

One of the &s;rdvitlf@es with uskg mail surveys is how to interpret 

mimsp~l~e (Emory & Caoper, 1991). &HX'~ and Cooper (1991) suggest that 

hdividu& who do respond to ma3 Stlmeys tend to be better educated, more interested 



in the topic addressed by the survey, typically respond to surveys, and may have more 

extreme viewpoints. The current study's response rate suggested that there were a 

large proportion of nonrespndents (approximately 80 percent). Emory and Cooper 

(1991) assert that "we u s d y  know nothing about how those who answer might differ 

from those who do not answer" (p. 333). 

Dillman (1978) suggests that nonresponse may be a hnction of factors that are 

not related to the content of the ma3 survey. For example, DilZman suggested the 

following: 

The questioMaire never reached its destination, because a wrong address 
and a postage rate did nc: provide for its return to sender, 

The questionmire arrived at the prospective respondent's address, but 
was discarded without being opened because it resembled 'junk' mail. 

The envelope was opened, but, because there were no instmctions about 
which member of the household should respond, the questionnaire was 
never filled out. 

It was clear who should complete the ci.~tstionnaire, but another person 
opened the Letter and faifed to bring it to the right person's attention. 

The desired person received the questionnaire, but because he or she 
found no convincing explanation abut  why it sfroukl be completed, it 
was thrown away. 

The prospective respondent decided to fill out the questionnaire, but 
tempsfarily I&d it aside and just never got back to it. 

The questionnaire was filled out, though~fty and completely, but the 
return address musiness reply mzd envelope] was misplaced, and the 
prospective xsponde~ft did not know to whom it should be 5eAmed 
(Dillman, 1978, pp. 160-161). 

Eat, the mail survey format used in the current study may not have been able to 

examine those who were- emrne1y burned out. nese extremely a f f d  individuals 



8.3 Suggestions fur Futsre R-mti 

The cumnt study suggests that jobinduced tension is  an important variable in 

the study of burnout. This is consistent with recent research by Lee and Ashforth 

f1993a; 1993b). However, a fongitudinaf study that attempts to repfieate Lee and 

AsMorthis revisions (19938; Pf493b) to Leiter's model is required. In addition, further 

feplications of Lee a d  Asfnforth's claim that teiter's model has a better fit than 

Gdembiewski's phase m&I wi& the stress-strain-coping paradigm is q u i d .  

Durirlg a t h e  sf governeat fihnciaI restraint, workers in public service 

positions must const;tn~y di, more with less- Several comments on the returned 

cp&om;tires sugge@ed &at skce refearcben know that the* is a problem, resources 

wmEd be Wer ap9fied in finding effective solutions to burnout, Thus, r e m h  on 

btewen~ons that either prevent or redttrce the amount of bumout in public service 

wings is quiaed. 



9. $ feet f 'rrr positively influencing. other people's 
lirves &tough my work. 3 1 2 3 4 5 6  



V .  On most jobs, people can pretty much accomplish whatever 
they set out to accompfish. 

*3. If you know what you want out of a job, you can find a job that 
gives it €0 you. 

*4. If employees are unhappy with a decision made by their boss, 
they should do something about it. 

5. Getting the job you want is mostly a matter of luck. 

6. iMd&g money Is primariiy a matter of good fortune. 

*7. Most people are capable of doing their jobs well if they make 
the effort. 

8. fn order to get a really good job you need to have family 
members or fkiends in high places. 

9. Promotio~fs are r t d y  a matter of good fortune. 

10, When it comes to kinding a redly good job, who you know is 
more important than what you how. 

*I 1. Promotions are given to employees who perform well on the 
job. 

12. To mahe a lot of money you have to h o w  the right people. 

13. It takes a lot of luck to be an outstanding employee on most 
jobs. 

'14. P q l e  who per50nn their jobs well usually get rewarded for it. 

"15. Most employees have more inffuence on their supervisors 
they thhk they do, 

16. The main differe~tce h e e n  people who make a lot of money 
and people who make a little money is luck, 

q e s e  i-s should be reverse wred. 
H e :  respofisz c ~ k e s  are f=diszigre very mi&, 2 = d i f a p  madmikfy, 3=disagree slightly, 
4 = v  slightly, 5=agnz rmdm&1y, &=agree very much. (Spector, 1988, p. 340)- 
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A w n &  C: Social SeE-Esteem Inventory 

Please place a number in the space provided beside each of the statements below 
according to the following scale: 

Completely unlike me 1 2 3 4 5 6 Exactly like me 

Thus, for example, if you felt that a s atement described you exactly, you would 
place a '6' beside that item. If the statement was completely UNlike you, then you 
would place ' 1 ' against the item. The numbers '2' through '5' represent varying 
degrees of tbe concept 'like yout. Please choose the number that appropriately reflects 
your similarity to the position expressed in the statement. 

*I. I find it hard to talk to strangers. 

"2. I lack confidence with people. 

3. I am socially effective. 

4. I feel confident in social situations. 

5. Iameasytofizre. 

6. I get along well with other people. 

7. I make friends easily. 

8. I am lively and witty in social situations. 

*9. When I am with other people I lose self-confidence. 

*10. I find it difficult to make friends. 

*1 1. I am no good at all from a social standpoint. 

12. I am a reasonably good conversationalist. 

13. I am popular with people my own age. 

*14, I am afraid of large parties. 

IS. I truly enjoy myself at social functions. 

*16. I usually say the wrong thing when I talk with people. 

'18. I am usually unable ti, think of anything interesting to say to 
people. 

*19. f am 2t bOre with most people. 

90. People do m fmd me interesting. 



'"21. I am nervous with people who are not close friends. 

22. I am quite good at making people feel at ease with me. 

"23. I am more shy than most people. 

24. I am a friendly person. 

25. 1 can hold people's interest easily. 

"26. I don't have much 'personality'. 

27. I am a lot of fun to be with. 

28. I am quite content with myself as a person. 

"29. I am quite awkward in social situations. 

30. 1 do not fed at ease with other people. 

%ese items are negatively phrased, and they are scored by subtracting the number 
placed against them from 7. 

(Lawson et al., 1979, p. 809). 

Q979 Reprinted by permission of Educational and Psychological Measurement 
Inc. 



Amndix I): Sample Questionnaire 

Human Services Survey 

Please read the information sheet before completing this 
questronna~re 

This Human Services Survey is distributed in association with [the public 
service employees union]. 

Please return this questionnaire to: 
Faculty of Business Administration 
Simon Fraser Univexsity 
Bumby, B.C. 
V5A 1S6 



Human Services Survey 
Bmme p t ~ s ~ i i i ~  hi ii wide vaiie;ji of ~c'ripiiiions wif! m ~ ~ e i  *is sirvey, it uses 

the term recipients to refer to the people for whom you provide service, care, 
treatment, or instruction. When answering this survey please think of these people as 
recipients of the service you provide, even though you may use another term in your 
work. 

Section 1 

On tbe following page there are 22 statements of job-related feelings. Please read each 
statement carefully and decide if you ever feel this way abottf your job. If you never 
had this feeling, circle a "0" (zero) the statement. If you have had this feeling, 
indicate how ofrm you feel it by circling the number (from 1 to 6) that best describes 
how frequently you feel that way. 

Example: 

HOWOFTEN: 0 1 2 3 4 5 6 
Never A few Once A few Once A few Every 

timesa a times a times day 
year or month a week a 

less or month week 
less 

Statements: (How QFlTN do you experience.. .) 

9, I feel I'm positively influencing other people's 
lives through my work. ........................ 0 1 2 3 4 5 6  

20. 1 feel like I'm at the end of my rope. .......................... 0 1 2 3 4 5 6  



YQU witt be wing the same statements that you just marl for the next 
section. However, you wiFl now rate each shternent on the intensity with which 
you have felt a. Please read each statement carefully and decide if you ever feel this 
way about your job. If yuti never had this feeling, circle a "0" (zero) after the 
statement. If you have had this feeling, indicate how strongly you feel it by circling 
the number (from 1 to 7) that best describes how strongly you feel it. 

HOWSTRONG: O 1 2 3 4 5 6 7 
Never Very Moderate Major, 

mild, ==Y 

barely strong 
noticeable 

9. f -feel I'm positively influencing other people's 
lsves through my work. --------------------------------- 0 1 2 3 4 5 6 7  

20. I feel like I'm at the end of my rope. ............................ 0 1 2 3 4 5 6 7  

Modified and reproduced by special permission of the Publisher, Consulting Psychologists 
Press, Inc., Palo Alto, CA 94303 from Human Services Survey by Christina Maslach and 
Susan E. Jackson. Copyright 1986 by Comulting Psychologists Press, Inc. All rights 
resewed. Further reproduction is prohibited without the Publisher's consent. 
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Section 2 

Hease circle a number provided beside each of the statements below according 
to the following s d e :  

Disagree Disagree Disagree Agree Agree Agree 
Very Moderately Slightly Slightly Moderately Very 

Much Much 

1 2 3 4 5 6 

Thus, for example, if you felt that you agreed with a statement very much, you 
would circle a '6' beside that item. If you disagreed with a statement very much, then 
you would cirele '1' against the i tem ?'he numbers '2' through '5' repieseat varying 
degrees of disagreement and agreement. Please choose the number that appropriately 
reflects your disagreement or agreement with each statement. 

2, On most jobs, people can pretty 
much accomp!ish whatever they set out to accomplish.- 1 2 3 4 5 6  

4. If employees are unhappy with a decision made by 
their boss, they should do something about it. ------------------- 1 2 3 4 5 6  

5. Getting the job you want is mostly a matter of luck. ---------- 1 2 3 4 5 6  

6. Making money is primarily a matter of good fol-tune. 1 2  3  4  5  6 

8. In order to get a really good job you need 
to have family members or friends in high places. ------- 1 2 3 4 5 6  

9. Promotions are usually a matter of good fortune. ------------------- 1 2 3 4 5 6  

10. When it comes to landing a really good job, 
who you know is more important than what you know. -------- 1 2 3 4 5 6  



14. People who perform their jobs well usually get 
reward& for it. ...................................... 1 2 3 4 5 6  

15. Most employes have more influence on their 
supemisors &m &ey &M they do. .................................. 1 2 3 4 5 6  

16. The main difference between people who make 
a lot of money and people who make a little 
money is luck. 1 2 3 4 5 6  

Section 3 

Please circle a number in the space provided beside each of the statements 
below according to the following scale: 

Gomp1eteIy unlike me 1 2 3 4 5 6 Exactly like me 

Thus, for example, if you felt that a statement described you exactly, you would circle 
a '6' beside that item. If the statement was completely UNlike you, then you would 
circle '1 ' beside the item. The numbers '2' through '5' represent varying degrees of 
the concept 'like you'. Please circle the number that appropriately reflects your 
similarity to the position expressed in the statement. 

1. I find it hard to talk to strangers. ....................... 1 2 3 4 5 6  
2. 1 lack confidence with people. ............................. 1 2 3 4 5 6  

3. I am socially effective. ..................... 1 2 3 4 5 6  

4. 1 feel confident in social situations. ...................... 1 2 3 4 5 6  

5. I am easy to like. - ------------------- 1 2 3 4 5 6  

6. I get along well with other people. .................... 1 2 3 4 5 6  

7 1 make friends a i l y  ..................... 1 2 3 4 5 6  

8. I am lively and witty in social situations. ---------------- 1 2 3 4 5 6  



fQ8 
Completely unlike me 1 2 3 4 5 6 Exactly like me 

11. I am no good at d l  from a social standpoint. ------------------- 1 2 3 4 5 6  

12. I am a reasonably good conversationalist.--------------------- 1 2 3 4 5 6  

13. I am popular with people my own age. 1 2 3 4 5 6  
14. I am afraid of large parties- ...................................... 1 2 3 4 5 6  

15. I truly enjoy myself at social functions. 1 2 3 4 5 6  

21. I am nervous with people who are not close friends. ................................................ 1 2 3 4 5 6  

30. I do not feel at ease with other people. ......................... 1 2 3 4 5 6  



Several phrases or words are listed in this section which could be used to describe 
various individuals in your life (your supemisor and coworkers). For each word or 
phrase listed, indicate how accurately the sale responses given describe those 
individuals. Circle the number corresponding to the accuracy level in the column 
below that individual. For example, if you think that 'friendly' accurately describes 
your supervisor, you would circle a '4' in the supervisor mlumn for the item, friendly. 
Use the numbers afmhted with each of the following accuracy levels: 

Ver~ Accurate Neither Inaccurate Very Does 
Accurate Descriptim Accurate Description Inaccurate Not 
Ibesc:ri@ion Nor Description Apply 

fnaaurate 

Your Coworkers 
Supervisor 

a. Friendly ..................... 5 
b. Approachable ----- --- 5 
c, Uncooperative --- --- 5 
d. Cold ----- -5 
e, Loving ---------- --- 5 
f. Affectionate ---- ---- 5 
g. Unsympathetic----- 5 
h. Understanding 5 
i. Makes work life easier 5 
j, Difficult to talk with -- 5 
k. Can be relied on when 

things get tough at work ----- 5 
I. Unwilling to listen to 

personat problems 5 
m. f upportive -5 



- - -- -- - 

Seved phrases rn listed in this section which could be used to describe various 
aspects of your job. FOP each phrase listed, indicate whether the statement is T R t I  or 
FALSE in describing yourself. Circle the letter T for TRUE or F for FALSE beside 
each phrase. For example, if you think that your job tends to directly affect your 
health, you would circle a 'Ti in the space provided for this phrase, 

T for TRUE or F for FALSE 

1, My job tends to directly affect my he&& ...................................... I' 

2 1 work under a grmt deal of ension T 

3. I have felt fidgety or nervous as a result of my job------------------------- T 

4. If I had a different job, my health would probably improve ------------- T 

5. Problems associated with my job have kept me awake at night T 

6. I have felt nervous before attending meetings in the company-------------- T 

7. I often "take my job home with me" in the evenings and I think about it 
when doing other things .................................. T 

Section 6 

1. For how m a y  years have you worked in your current organization? 

2. For how many years have you worked in your current occupation? 

3. K you have had a different career than the one you are currently in, for how many years 
did you work in the previous occupation? 

4, How many people report to your immediate supervisor? 

5. Approximately how many people work in your organization? 

6. Which government department do you work for? @!ease do NOT indicate your p i t i o n  
or work location) 

7. Are you female? mate? 



8. Indicate which category best describes your age (in years): 

a) 19 or less d) 35-44 
bj 20-24 el 45-54 
C) 25-34 f) 55-59 

gl@-6f 

9. Please indicate yam highest level of education completed or partially completed: 
a) bigh school 
b) college 
c) BacRefors degree 
f) Masters or higher 

10. PIease indicate yottr marit& status: 
a) singfe 
isj marrid 
c) separated or divorced 
e) widowed 

I I ,  Please indicate the range that best describes your own income: 
a) f 9,339 or under 
b) 20,000-24,999 
c) 25,000-29,999 
d) 30,000-39,999 
e) 40,060-49,999 
f )  50,000 or more 

T h d c  you! If there is aq&hg efse &a% you would like to t& us, please use the back 
page for that pmpse or you may send a sparate fetter, Atso, in particular any items 
that you think may heip trs to ~rlerst;utd what Hulnan %rvia Employees think about 

their jobs will be appreciated. 

Your contribution to this eEort is greatly appreciated. 



I anr writing to ask for your assistance and participation in a study of the job 
experiences of public servants. You are one of a thousand public sewaxits we have 
identifted as a representative sample of this important occupational group, We would 
greatly appreciate your as&-ce in Mping us to better understand the influence of 
p a r  job, employrrmmt conditions, anii personal factors on how you view your job and the 
p p l e  with whom you work closely. 

me findings of t&s mdy will be shred with the fpublic service employees union]. 

Please take 15 to 30 minutes to complete the enclosed Human Services Survey. Do not 
write your name OII the qwstioNfaire. A postage paid return envelope has been 
provided for your convenience. 

S h d d  you have a question or need mdstance with the survey, feel free to contact me. 
Please be sure to have the survey in the mail by May 14, Your participation in this 
stady is appreciated. 



INFORtaATION SHEET and ]INFORMED CONSENT 

TO PARTICIPATE LN A RESEARCH PROJECT 

The purpose of &is survey is to discover how various people in the human services or helping 
professions view their jobs and the p p l e  with whom they work closely. You are being asked to fill out 
a questionnaire that will help us better understand these relationships. This information will help 
organizatiorw better understand and care for their employees. The questionnaires are brief, and will take 
appmxim&efy 29 intntttes Ea mmpIe€e. Since some questions deal with your thoughts, feehgs and 
emotions, her= may be some q d o n s  that you feel uncomfortabIe answering. You may choose not to 
answer these questions, and yau m y  withdraw from the survey at any time. Unanswered questions or 
withdrawal. from h e  survey will not count against you. 

All infatmation provided wifl remain confidential. Safe destruction of the information given in the 
survey is assured after the research is completed. Personal information will not be associated with your 
answerstS, 

Please mail this form and the attsrrhtrt questionnaires in the enclosed envelope by 14 May, 1993. 

Note: The University and those condltcting this project subscribe to the &cal conduct of research and - 
to the prdection a srIl times of the interests, comfort, and safety of subjects. This form and the 
information it contains are given to you for your own protection and hl l  understanding of the 
procedures, risks and benefits involved. Your signature on this form will signify that you have 
received the documeat descritied below regarding this project, that you have received an 
adequate opportunity to consider the information in the document, and that you voluntarily agree 
to participate in -&e projet. 

Having been asked by Scott Graham of the Faculty of Business Administration of Simon Fraser 
University b participak in a d project, I have read the procedures specified above. 

I understand the prodares  to be used in this project and the personal risks to me in taking part. I 
rmders2and that I may withdraw my participation in this project at any time. I also understand that I may 
register any complaint I might have about the experiment with the chief researcher named above or with 
the Dean, S. Shapiro, F d @  of Business Administration, Simon Fraser University, Bumaby, B.C., 
V5A 1%- 

Copies of the results of &is study, upon its completion may be obtained by contacting Scott Graham at 
469-2703, or by writing to Scott Graham, Faculty of Wls'iess Administration, Simon Fraser University, 
fffrrnaby, B.C., V5A f S6. I agree tu participate by compltkting the questionnaires as described in the 
document above, during &e period of April 15, 2993 to May 14, 1993. 

ADDRESS: 



T \ A T A  TIC"F 
Y ~ L -  -31 JAXED i 

CASE 1-3 MBIFEE15 h4BfFEE2 7 ZWXEEE3 9 mIF'PA4 11 IMBIFDS 13 MBIFEE6 15 
PWIFPA7 17 ~~ 19 hBfFPA9 21 MBIFDIO 23 M3XJ3311 25 M3IFPA12 27 
AiLBEEE13 29 kf3EFEE14 31 MBfFDl5 33 MBfFEE16 35 MBIFPA17 37 MBIFPA18 39 
NZBIFPA19 41 NBIFEW 43 MBIFPA2145 MBfFD22 47 MBIIEEl49 MBIIEE2 5 1 
MBflEE3 53 MBfIPA4 55 M B D 5  57 M3EE6 59 MBmA7 61 MBlIEE8 63 MBIIPA9 65 
MBDlO 67 MBID1169 hiffIfPA12 71 FviBIIEE13 73 MBIIEE14 75 hifBm>l5 77 
m m 1 6  79/ 
MBIIPA17 1 MBfIPAI8 3 MBEPA19 5 MSIZEE20 7 MBIIPA219 MBIfD22 11 WLCrl 13 
WLCr2 15 WIX3r3 17 W r 4  19 WLCS 21 WLC6 23 WLCr7 25 WLC8 27 WLC9 29 WLClO 3 1 
W r f  1 33 WLC12 35 BkZC13 37 WIXr14 38 &ZCr15 41 W C 1 6  43 SErl45 SEr2 47 
SE3 49 fE4 51 SE5 53 S W  55 SE7 57 SE8 59 SEr9 61 SErlO 63 SErl l65 SE12 67 
SE13 69 SErM 71 SE1S 73 SEdS ?5 SF17 77 SEr18 79/ 
SErl9 1 SEr20 3 SEr215 S E 2  7 SEr23 9 SE24 11 SE25 13 SEr26 15 SE27 17 
SEZ3 19 SEr29 21 SE30 23 SSSA 25 SSSB 27 WrC 29 SSSrD 3 1 SSSE 33 SSSF 35 
SSSrG 37 SSSH 39 SSSI 41 SSSrJ 43 SSSK 45 SSSrL 47 SSSM 49 SSCA 5 1 SSCB 53 
SSCrC 55 SSCrD 57 SSCE 59 SSCF 6 1 SSCrG 63 SSCH 65 SSCI 67 SSCrJ 69 SSCK 7 1 
S C r L  73 SSCM 75 ST1 77 5IT2 781 
JfT3 1 JIT4 3 JIT5 5 JTT6 7 3137 9 YEARSCOR 1 1-13 YEARSCOC 15-17 
E A W P R V  19-21 IMMEDSUP 23-24 NfJMORG 26-29 MINf STaY 3 3-32 SEX 34 AGE 36 
EDUC 38 MAXITAL 40 INCOME 42. 

VARfABLE LABELS 
CASE 'Case ID Number' MBfFEEl 'MBI Frequency Scale Q#l ' MBIFEE2 
'MBI Frequency Scale Q#2' rvIBTFEE3 'MBI Frequency Scale Q B '  MBIFPA4 
"MI31 Frequency Scale 4#4' NBfFD5 'MBI Fquency Scale Q#5' MBLFEEE, 
'MBf Frequency Scale Qi%' MBPFPA7 'MBI Frequency Scale Q#7' MBIFEES 
'MBI Frequency S d e  #8' MBWA9 'M3I Frequency Scale Q#9' MBIFD10 
'bIBf Frequency M e  QX10' MBFL)11 'MB! F q w a c y  Scale Q#l i ' hB3IFPA 12 
'MBI Frequency Scale Q#lZi MBIFEE13 'MBT Frequency Scale Q#13' MBIFEE14 
'MI31 Frequency Scale WI4' AaBH=D15 'MBI Frequency Scale Q#15 'MBIFEE 16 
'MBf Fmpency Scale 4#16' h113ETA17 'MBI Frequency Scale Q#f 7' MBIFPA18 
"I Frequency Scale Q#18' MBIFPAl9 'MBI Frequency Scale Q#19' MBfFEE2Q 
'MBE Freqmcy Scale 4#20' MBfFPA21 'MBI Frequency M e  Q#21' MBIFD22 
'MBI Frequency Scale w2' NBIEEEl 'MBI intensity Scale Q#1' MBlEE2 
'ABI Intensity M e  W' hrIBEE3 'NLBI Intensity Scale Q B '  MBIIPA4 
'hIBT Intensity Scale 4#4' M3m)5 'MI31 Intensity Scale Q#5' MBIIEE6 
'N8f Intensity Scale Q#W PWIIPA7 'MBI bfnteity Scale Q#7' MBIKEE8 
WE1 fntensity Sale  QB' MBIIPA9 'MBI Intensity W e  Q#9' MBL[DlO 
'MBI Intensity Scale QiY10' MBfff)l! 'MI31 Intensity M e  Q#llg M3IIPA 12 
"1 Intensity Scale Q#12' rvfgIZEE13 'M3I Intensity Scale Q#13' MBffEE14 
'MBL Inbity Scaie QH4' MBm)15 'MI3 Intensity Scale Q#15' MBlfEE16 
'MBI Intensity ,We Q#16' ~ ~ A 1 7  'MBI Intensity Scale Q#17' M3IIPAl8 
'MEf htenSiQ M e  4#18' PMBTIPAl9 'MBI fnkasig W e  Q#19' M B E E Z O  
"1 Intensity W e  Qflr20' M3EPA21 'MI3 fntemity Scale Q#21' M B W 2  
I' m r  l 
-1 utlensity M e  Q#Z' kkrA3rri ' bms  QY1 Reversed' FvFvld2r2 
'Locus Q42 R e v d '  W t 3  ' hxs  Q#3 Reversed' WLCr4 'Locus 4#4 Reversed' 
WLC5 'Locus #5' W W 6  'Lams w' W r 7  'Loas  Q#7 Reversed' W E 8  'Locus QM' 
WfLC9 'Locus QiQ' WLCZO " Q#lOf WU:r1l 'bus Q#l 1 Reversed' WLCI 2 
 ha^ W12' WLCI? 'hms Qiit13' W r 1 4  'Locus Q#14 R e v d '  W r l S  " W I S  Rev- WECf6 'Locus w16' SErl 'Seff Esteem Q#1 Reversed' SEW 



'%If Esteem Q#2 Reversed' SE? Self Esteem Q#3' SE4 '%if Esteem Q#4' SE5 
'%if Esteem Q#5' SE6 'Self Eskem 4%' SE7 'Self Esteem Q#7' SEB 
I P  d s s  S F  B t ~ m  Q B '  S E 8  '*If 5 ' t . i ~  Q#9 R ~ e d '  SEiIO 

'Self Esteem Q#lO Reversed' SErl 1 'Self Esteem Q#11 Reversed' SE12 
'Self Esteem Q#12' SE13 'Self Esteem Q#13' SEr14 'Self Esteem Q#14 Reversed' 
SE15 'Self Esteem Q#15* SErl6 'Self Esteem Q#16 Reversed' SE17 
'Self Esteem Q#17' SEr18 'Self Esteem Q#18 Reversed' SErl9 
'Self Esteem Q#19 Reversed' SEr20 'Self Esteem Q#U) Reversed' SEr21 
'Wf Es ' tm 4#21 Reversal' SE22 'Self Esteem 6#22' SEr23 
'Self Esteem Q#23 R e v e d '  SE24 'Self Esteem Q#24' SE25 'Self Esteem Q#25' 
SErX 'Self Esteem QK?6 Reversed' SE27 'Self Esteem Q#27' SE28 
'Self Esteem Q#28' SEr29 ' S l f  Esteem Q#29 Reversed' SE30 'Self Esteem Q#30' 
SSSA 'Supervisor Supprt @A' SSSB 'Supervisor Support Qm' SSSrC 
'Supervisor Support Q#C R e v 4  SSSrD 'Supervisor Support Q#D Reversed' 
SSSE 'Supeaimr Supprt Q#E' SSSF 'Supervisor Support Q#F' SSSffi 
'Supervisor Support Q#G Reversed' SSSH 'Supervisor Support Q#H' SSSI 
'Supervisor Support QH' SSSrJ 'Supervisor Support Q#J Reversed' SSSK 
'Supervisor Support Q#K' SSSrL 'Supervisor Support Q#L Reversed' SSSM 
'Supervisor Support Q#M' SSCA 'Coworker Support Q#A' SSCB 
'Coworker Support Q#EZ1 SSCC 'Coworker Support Q#C R e v e d '  SSCrD 
'Coworker Support Q#D Reversed' SSCE 'Coworker Support Q#E' SSCF 
'Coworker Support Q#F' S C r G  'Coworker Support Q#G Reversed' SSCH 
'Coworker Support Q#H' SSCI 'Coworker Support w' SSCrJ 
'Coworker Support Q#J Reversed' SSCK 'Coworker Support Q#K' SSCrL 
'Coworker Suppori Q#L Reversed' SSCM 'Coworker Support Q#M' JITl 
'Job Iriduced Tension Q#1' J l l 2  'Job Induced Tension Q#2' .TIT3 
'Job Induced Tension QB' 3IT4 'Job Induced Tension Q#4' JTr5 
'Job Induced Tension Q#5' HT6 'Job Induced Tension Q%' JI l7  
'Job Induced Tension 4#7' YEARSCOR 'Years Worked in Current Organization' 
YEARSCOC 'Years Worked in Curtent OCCG'PATION' YEARSPRV 
'Years Worked in Previous Occupation' IMMEDSLI 
'Number Reporting to f m e d  Supervisor' NUMORG 'Total People in Organization' 
MINISTRY 'Ministry SS Works For' SEX 'Gender of Subject' AGE 'Subject Age' 
EDUC 'SS Education Level' I+%ARITAL 'SS Marital Status' INCOME! 'SS Income'. 

FORhfAT•  ̃YEARSCOR YEARSCOC YEARSPRV p. 1). 

VALUE LABELS MBlFEEl TO MBIFD22 0 'Never' 1 'A few times a year or less' 2 
'Once a month or less' 3 'A few times a month' 4 'Once a week' 5 
'A few times a week' 6 'Every day' 

/hriBlLEEl TO MBIID22 0 'Never' 1 'Very mild, barely noticeable' 4 'Moderate' 
7 'Major, very strong' 

IWU3rl TO WLC16 1 'Disagree very much' 2 'Disagree moderately' 3 
'Disagree slightly' 4 'Agree slightly3 'Agree mockmkly' 6 
'Agree very much' 

&Eri I% SBft i '&olpieiy U n i i  me' 6 'Exxtiy like me' 
/=A TO S C M  5 'Very accurate description' 4 'Accurate description' 3 

' W & i  ~r3~- -  nor imamate' 2 "murate description' 1 
'Very inaccurate description' 0 'h not apply' 

IfiT1 TO JIT'7 O 'True' 1 'False' 
0 'fernate' 1 'de' 

!AGE O '19 or less' 1 '20-24' 2 '25-34' 3 3 -44 '  4 '45-54' 5 '55-59' 6 '60-65' 
tEDUC O 'high schoof' f 'eoBegef 2 'Bachelors degree' 3 'Masters degree' 



/MARXTAL 0 'Single' 1 'Married' 2 'Separated or divo~ed'  3 'widowed' 
/INCOME 0 ' 19,999 or under' 1 '20,000-24,999' 2 '25,000-29,999' 3 
'30,000-39,999' 4 '40,000-49,999' 5 '50,000 or more'. 

MISSING VALUE MARITAL M3fFEEl TO Xi7 AGE EDUC MARITAL INCOME (9j NUMORG 
(=) 
MINISTRY (99) YEARSPRV YEARSCOC YEARSCOR (999). 

BEGIN DATA. 
END DATA. 

* The following recode statements recode items that are reverse scored 
* so that they are indeed reverse scored. 

COMPUTE YEARSCOC = YEARSCOC/lO. 

COMPUTE YEARSPRV = YEARSPRV/lO. 

RECODE SErl SEr2 SEr9 SErlO SErll SErl4 SErl6 SErl8 SErl9 SEr20 SEr21 SEr23 
SEr26 SEr29 (1 =6) (2=5) (3=4) (4=3) (5=2j (6= 1). 

RECODE SSSrC SSSrD SSSrG S S r J  SSSrL SSCrC SSCrD SSCrG SSCrJ SSCrL (5 =0) 
(4=1) (3=2) (2=3) (1=4) ( 0 4 ) .  

*Hete, items are summed to get total scores for ti- riequency and intensity 
W e s  of the MBI. These totat scores are then summed to obtain an overall 
*ore on the MBI (MBfTOTAI,)). WCLS is the Work Locus of Control Scale's 
*overall score. SSE is the overall self esteem score. SSS is the overall 
*supervisory social support score, and ssc is the overall coworker social 
%upport score. SS is thus the o v d  social sqpoz% score (supervisory 
*and cowoker support added tog&). JfT is the overall job-induced tension 
*score. 



COMPUTE MBfEPA = (MBIFPA4 + M13IFPA7 + MBIFPA9 + MBIFPA12 + MBIFPA17 + 
MBIPPAI 8 + MBIFPA19 + MBIFPA21). 

COMPUTE M3IFPA = CMBIIPA4 + MBIIPA7 + MBIIPA9 + MBIIPA12 + MBIIPAl7 + 
MBflPA18 + MBlIPAl9 + MBfLPA21). 

COMPUTE MBIFEE = (MBETZl + MBIFEE2 + MBIFEE3 + MBIFEE6 + MBIFEE8 + 
MBfFEE13 + MBIFEE14 + MBIFEE16 + MBIFEE20). 

COMPUTE MBIIEE = (MBIIEEI + MBIIEE2 + MBIIZE3 + MBIIEE6 + MBIIEE8 + MBIIEE13 + 
MBffEE14 + MBBEE16 + 1A43ItEE20). 

COMPUTE MBfFREQ = (MBIFEEl+ MBIFEE2 + MBIFEE3 + MBIFPA4 + MBIFDS + 
MBTFEE6 + MBIFPA7 + MBIFEE8 + MBIFPA9 + MBTFDlO + MBFD11 + MBIFPA12 + 
MBIFEE13 + MBIFEE14 + MBIFI)lS + MBIFEE16 + MBIFPA17 + MBIFPA18 + MBIFPA19 + 
MBIFEE20 + MBIFPA2l + MBIFD22). 

COMPUTE MBlJNTNS = (MBEEEl+ MBIIEE2 + MBIIEE3 + MBBPA4 + MBIID5 + MBIIEE6 
+ MBIIPA7 + MBXIEE8 + M3mPA9 + MBED10 + MBIID11+ MBIIPAl2 + MBIiEE13 + 
MBIIEE14 + MBEJ31S + MBIIEE16 + MBIIPA17 + MBIIPA18 + MBIIPA19 + MBIIEE20 + 
MBIIPA21 + MBID22). 

COMPUTE MBITOTAL = MBfFREQ + MBIINTNS. 

COMPUTE WLCS = (WU3rl+ WLCr2 + WLCr3 + WLCr4 + WLC5 + WLC6 + WLCr7 + 
WLCE) + WLC9 + WLC10 + WLCrll + WLCl2 + WLCl3 + WLCr14 + WLCrl5 + WLC16). 

COMPUTE SSE = (SErl + SEr2 + SE3 + SE4 + S33 + SE6 + SE7 + SE8 + SEr9 + 
SErPO + SErll + SE12 + SE13 + SErl4 + SE15 + SErl6 + SE17 + SErl8 + SErl9 + 
SEr20 + SEr21 + SE22 + SEr23 + SE24 + SE25 + SEr26 + SE27 I- SE28 + SET29 + 
SE30). 

RECODE SSSA SSSB SSSRC SSSRD SSSF SSSRG SSSH SSSI SSSRJ SSSK SSSRL SSSM (0=3). 

COMPUTE SSS = (SSA + SSSB + SSSrC + SSSrD + SSSE + SSSF + SSSrG + SSSH + SSSI + 
SSSrJ + SSSK + SSSri + SSSfvf). 

RECODE SSCA SSCB SSCRC SSCE SSCF SSCRG SSCH SSCI S S W  SSCK SSCRL SSCM (0=3). 

COMPUTE SSC = (SSCA + SSCB + SSCrC + SSCrD + SSCE + SSCF + SSCG + SSCH + SSCI 
+ SSCrJ + SSCK + SSCrL + SCM). 

COMPUTE SS = SSS + SSC. 



RELTABmTY 
/VARIABLES MBIFEEl TO JIT7 
/SCALE (SUPPORT) S S A  TO SSCM 
/ MODEL ALPHA. 

*Hypothesis la: Equation Number 1 
*Main effect SS, No interactions, and no control variables included. 

REGRESSION 
/VARIABLES MBITOTAL SS 
DEPENDENT MBITOTAL 
/METHOD ENTER SS. 

*Hypothesis la: Equation Number 2 
*Main effect SS, No interactions, and control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL SS YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
DEPENDENT MBITOTAL 
/METHOD ENTER SS 
fMETHOD ENTER YEARSCOR 
/METHOD ENTEER YEARSCOC XMMEDSUP SEX TO INCOME. 

*Hypothesis lb: Equation Number 3 
*Main effect JIT, no interaction, no control variables 

REGRESSION 
NARlABLES MBITOTAL JIT 
DEPENDENT MBflOTAL 
/METHOD ENTER JIT. 

*Hypothesis 1b: Equation Number 4 
*Main effect JIT, no interaction, control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL JlT YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
/DEPENDENT MBFTOTAL 
/METHOD ENTER 3rr 
/&ETHOD E m  YEARSCOR 
/'NETHOD ENTER INCOME 
METHOD ENTER YEARSCOC fMMEDSUP SEX TO MARITAL. 

*Hypothesis Ic: Equation Number 5 
*Main effect SS and XI', no interaction, no coatrol variables. 



*Hypothesis lc: J3quation Number 6 
*Main effect SS and JIT, no interaction, control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL SS JIT YEARSCOR YEARSCOC EMMEDSUP SEX TO INCOME 
/DEPENDENT MBITOTAL 
/MFZHOD ENTER SS JIT 
/METHOD ENTER YEARSCOR 
/METHOD ENTER YEARSCOC IMMEDSUP SEX TO INCOME. 

*Hypothesis lc: Equation Number 7 
*Main effect SS and JIT, SSxJIT interaction, no control variables 
*NOTE: for the next 2 equations, SS and JIT are centered. 

COMPUTE TRANSFBl = 84.503. 
COA/j[pU%E CNTFrSS = (SS-TXANSrT1). 
COMPUTE TRANSFR2 = 3 S93. 
COMPUTE CNTRnT = (JIT-TRANSFR2). 
COMPUTE SSxJIT = ( C N T R S S * C N m .  

WRESSION 
/VARIABLES MBITOTAL CNTRSS CNTRTlT SSxJIT 
/DEPENDENT MBITOTAL 
/METHOD ENTER CNTRJIT 
/METHOD ENTER CNTRSS 
/METHOD ENTER SSxJIT. 

*Hypothesis lc: Equation Number 8 
*Main effect SS and JIT, SSxlIT interaction, control variables INCLUDED. 

REGRESSION 
NARZABLES MBITOTAL C N i S S  CNTRTIT SSKnT YEARSCOR YEARSCOC Ih/LPyfEDSUP 
SEX TO INCOME 

DEPENDENT MBITOTAL 
/METHOD ENTER CNTRSS CNTRJrr SSxTIT 
/METHOD ENTER YEARSCOR 
/-OD ENTER YEARSCOC INfMEDSUP SEX TO INCOME. 

*Hypothesis 2a: Equation Number 9 
*Main effect WLC, no interaction, no control variables. 

REGRESSfON 
/VARIABLES MBl3UI'ALWLCS 
/DEPENDENT MBITOTAL 
/METHOD ENTER WLCS. 



*Hypothesis 2a: Equation Number 10 
*Main effect WLC, no interaction, control variables INCLUDED. 

REGRESSION 
NARUBLES MBITOTAL WLCS YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
IDEPENDEhT MBITOTAL 
/METHOD ENTER WLCS 
/METHOD ENTER YEARSCOR 
/METHOD ENTER AGE 
/METHOD ENTER YEaRSCOC IMMEDSUP SEX EDUC TO INCOME. 

*Hypothesis 2b: Equation Number 1 1 
*Main effect WLC and Jff, no interaction, no control variables 

REGRESSION 
NARIABLES MBITOTAL WLCS JIT 
/DEPENDENT MBITOTAL 
/METHOD ENTER SIT 
/IvfETHOD ENTER WLCS. 

*Hypothesis 2b: Equation Number 12 
*Main effect WLC and JIT, no interaction, control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL WLCS JIT YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
/DEPENDENT MBITOTAL 
/METHOD ENTER WLCS JIT 
/METHOD ENTER YEARSCOR 
/METHOD ENTER INCOME 
/METHOD ENTER YEARSCOC IMMEDSUP SEX TO MARITAL. 

*Hypothesis 2b: Equation Number 13 
*Main effect WLC, -XI', interaction WLCSxlIT, no control variables 
*NOTE: for the next 2 equations, WLC and JIT are centered. 

COMPUTE TRANSFR3 = 40.778. 
COMPUTE CNlRWU3S = (WLCS-TRANSFR3). 
C O M P L ?  'WLCSxJrr = (CNTRWLCS*CNTRTlT). 

REGRESSION 
/VARIABLES MBITOTAL CNTRWLCS CNTRJrr WLCSfiT 
/DEPmm MBrnrrAL 
AEIXOD ENTER CNTRJrTT 
/METHOD ENTER CNTRWLCS 
/METHOD ENTER 'WLCSfiT- 

*Hypothesis 2b: Eq-uation Number 14 
*Main effect WLC and ET, WECxJXT interaction, control variables INCLUDED. 



REGRESSION 
/VAPUBLES MMRlTOT-AL CNTltZWXS CNTRirr WLCSxJIT YEARSCOR YEARSCOC 

IMMEDSUP SEX TO INCOME 
/DEPENDENT MBITOTAL 
/METHOD ENTER CNTRWLCS CNTRiIT WLCSxJIT 
/METHOD ENTER YEARSCOR 
/METHOD ENTER INCOME 
/METHOD ENTER YEARSCOC IMMEDSUP SEX TO MARITAL. 

*Hypothesis 3a: Equation Number 15 
*Main effect SE, no interaction, no control variables included. 

REGRESSION 
/VARIABLES MBITOTAL SSE 
/DEPENDENT MBITOTAL 
/METMOD E N m  SSE. 

*Hypothesis 3a: Equation Number 16 
*Main effect SE, no interaction, control variables INCLUDED 

REGRESSION 
/VARIABLES MBITOTAL SSE YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
/DEPENDENT MBITOTAL 
/METHOD ENTER SSE 
fMETHOD ENTER AGE 
/METHOD ENTER YEARSCOR YEARSCOC fMMEDSUP SEX EDUC TO INCOME. 

*Hypothesis 3b: Equation Number 17 
*Main effect SE and JIT, no interaction, no control variables. 

REGRESSION 
/VARIABLES MBITOTAL SSE JFI' 
/DEPENDENT MBITOTAL 
/METHOD ENTER SSE 
/METHOD ENTER JIT. 

*Hypothesis 3b: Equation Number 18 
*Main effect SE and JIT, no interaction, control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL SSE JIT YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME 
/DEPENDENT MBITOTAL 
MJZIXOD ENTER SSE JIT 
/METHOD ENTER YEARSCOR YEARSCOC IMMEDSUP SEX TO INCOME. 

*Hypothesis 3b: Equation Number 19 
*Main effect SE md XI', SlExdIT k k m t i m ,  nla control va-kb!bles 
*NOTE: SE and JIT are centered for the next 2 equations. 

COMPUTE TRANSFR? = f 33.530. 
COMPUTE CNTRSSE = (SE-TRANSFR4). 



COMPUTE SSExJIT = (CNTRSSE*CNTRJIT). 

~ G ~ S I O N  
/VARIABARIABLES MBITOTAL CNTRSSE CNTRJlT SSExJIT 
/DEPENDENT MBITOTAL 
/METHOD ENTER CNTRSSE 
/METHOD ENTER CNTRJIT 
/METHOD ENTER SSExJIT. 

*Hypothesis 3b: Equation Number 20 
*Main effect SE and Jff, SSExJIT interaction, control variables KNCLUDED. 

REGRESSION 
/VARIABL;ES MBITOTAL CNTRSSE CNTRiIT SSExJIT YEARSCOR YEARSCOC IMMEDSUP 
SEX TO INCCEliE 

/DEPENDENT MBITOTAL 
/METHOD EhTER CNTRSSE CNTRTIT SSExJIT 
/METHOD ENTER 'IIEARSCOR YEARSCOC MMEDSUP SEX TO INCOME. 

*Hypothesis 4: Equation Number 21 
*Main effect SS, WLC, JIT, SE, no interaction, no control variables 

REGRESSION 
NARIABLES MBITOTAL SSE WLCS SS JIT 
/DEPENDENT MBITOTAL 
/METHOD ENTER JIT 
/METHOD ENTER SSE 
/-OD ENTER SS 
/METHOD ENTER WLCS. 

*Hypothesis 4: Equation Number 22 
*Main effects SE, WLC, SS, and JIT, no interactions, control variables 
*INCLUDED. 

REGRESSION 
NARIABLES MBITOTAL SSE WLCS SS JIT YEARSCOR YEARSCOC IMMEDSUP SEX TO 

INCOME 
/DEPENDENT MBITOTAL 
/METHOD ENTER SSE WLCS SS JIT 
IMETHOD ENTER YEARSCOR 
METHOD ENTER YEARSCOC IIMMEDSUP SEX TO INCOME. 

*Hypothesis 4: Equation Number 23 
*Main effects SE, WLCS, SS, and fiT, SSxJIT, WLCSxJIT, SExJIT and SSxWLCS 
*interactions, no coatrol varid31es 
*NOTE: All variables centered for the next 4 equations. 

COMPUTE SSxWLCS = (CNTRSS*CNTRWLCS). 



REGRESSION 
/VAIUA3LE MHTOTAL CNTfZSS CNTEnT CNmWCS CNTRSSE SSrJlT WLCSxJrr SSExJIT 
SSxWZX3S 

/DEPENDENT MBITOTAL 
Ih4ETHOD ENTEB CNTRST 
/METHOD ENTER CKTRSSE 
/METHOD ENTER CNTRSS 
/METHOD ENTElR CNTRWU=S 
/METHOD ENTER SSExKf 
/METHOD ENTER SSxJIT 
/METHOD ENTER WLGSxNT 
/METHOD ENTER SSxWLCS. 

*Hypothesis 4: Equation Number 24 
*control variables INCLUDED. 

REGRESSION 
/VARIABLES MBITOTAL CNTRSS CNTRJIT CNTRWLCS CNTRSSE SSxJIT WLCSxJIT SSExJIT 
SSxWLCS YEARSCOR YEARSCOC IMMED!3.JP S M  TO INCOME 

/DEPENDENT MBZTOTAL 
/METHOD ENTER CNTRSS CNTRTlT CNTRWLCS CNTRSSE SSxJIT WLCSxJIT SSExJIT 

SSxWLCS 
/METHOD ENTER YEARSCOR 
/METHOD ENTER YEARSCOC iMMEDSUP SEX TO INCOME. 

*Hypothesis 4: Equation Number 25 
way interaction between SSxWLCSx.JIT, no control variables 

COMPUTE SSxLCxTT = (CNTRSS*CNTRWLCS*CNTRJIT). 

REGRESSION 
/VARIABLES MBITOTAL CNTRSS CNTRllT CNTRWLCS CNTRSSE SSxJIT WLCSxJIT SSExJIT 
SSxWLGS SSXLCXTT 

/DEPENDENT MBITOTAL 
/METHOD ENTER CNTRSS CNTRJIT CNTRWLGS CNTRSSE S S m  WLCSxJIT SSExJIT 
SSx?vLcs 
/METHOD ENTER SSxLCxff. 

*Hypothesis 4: Equation Number 26 
%e whole shabang. 
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