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ABSTRACT

Today, in the era of global economic recessiontdube recent crisis, the main roots of work stra®sfeelings
of insecurity and threat on behalf of employee.sTiki because these factors can very easily leadpoint of fear and
panic. But especially these days, stress at worlnatabe analyzed separately and independently loérofactors.
Most employees experiencing bitterness and frustrand scientists believe that there is a strondemce of increased
pressure that may lead to burnout syndrome. Thereyme does not appear suddenly as an acute disordgtroke.
Instead, it is a problem which occurs over timethié conditions entailing persist and torment tleespn. Every job
position involves certain forms of behavior thagigected to be “exhibited” by the person who warka certain sector.
Things are not quite as simple as they seem &t fiecause specified forms of behavior are not ydwaear and
unambiguous and are often contradictory. The “@getoof a role within an organization can be linkedstress when
requirements and expectations of the individualiareonflict to the requirements and expectatiohshe organization.
But strategies of organizational culture may helptercome such situations and may help employeesdiuce the level

of stress in their job.
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INTRODUCTION

Burnout Syndrome applies to all employees. It eferpsycho-emotional conflict between human ertteand
the object of his work. Within his working enviroent, the person is often alienation due to valdemity, spirit and
desires. It is a syndrome of emotional, physical amental fatigue and is the reaction of employeéi®nic interpersonal
stress of work which is defined by three parametesgicism, exhaustion and ineffectiveness. Theeassh and
understanding of the syndrome are important, bectaikire to address leads to low efficiency of émployee, but also
to psychological, physical and spiritual effectstha person which shouldn’t be overlooked. It isréfore important to
identify the factors that contribute to the devetemt of the syndrome. The rhythms of life and ecoicacompetitiveness

lead to spread in many work contexts.

In the influence and growth of the phenomenon douties organizational culture, a set of beliefslues,
customs, traditions and practices which are expeeie and beliefs of all members of an organizafidve expectations of
the culture create standards of acceptable behamtbivays of carrying out tasks. Organizationalucelis proportional to
one's personality i.e, as a person, so the orgamizaan be described as conservative / progressteble / dynamic,

controlled / uncontrolled etc.

Culture affects the way in which members of an pizgtion are linked to each other, and also thelationship
with other people who are not part of the orgamiratSo therefore, we can associate organizationdlire and job

burnout and define the assumption that “bad” ogional culture also means increasing level ohbut syndrome.
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LITERATURE REVIEW

Definition of Burnout Syndrome

Job burnout is the most excessive type of occupaltistress in which the employee experiences palysigental
and emotional exhaustion, caused by long term ewposnd involvement in emotionally demanding sitret
(Maslach, 1993). Job burnout is experienced by eysas in their everyday interactions with collesggaad customers
and can be attributed both to individual and orgatidnal factors. Maslach (2003) defined job butnasi a means of
reducing employees physical and psychological gnangl leading them to exhaustion. In particularsieh and Jackson
(1981) distinguished three aspects of job burntutEmotional Exhaustion, which refers to the empldy feeling of
mental fatigue that makes him/ her lack the engogiynvest and dedicate to his/ her work, 2. Depsapation, which
includes the person’s negative behavior towardéeaglies and customers, creation of impersonalioeidtips and
withdrawal, and 3. Reduced sense of personal adedmpent, which is the reduction of the employeefficiency,

productivity and self-efficacy, and is likely tosut to his/ her resignation (Maslach, 2003; Masl&cJackson, 1981)).

Emotional exhaustion refers to a phenomenon of soméeeling emotional exhausted and "drained" tezad
his/her daily contact with other people (Maslachi&kson, 1986). The emotional exhaustion/burnoat wsrk-related
stress that mostly appears to workers that commtmiextensively in person with other people. A®sult, they feel
ineffective and unable to meet the needs of peagplthey could in the past, and perceive their vasrla torture, which
makes it difficult and unable to endure anotherkaaay (Cavous & Demir, 2010). Burnout syndrome jpisnpted many
scientists to engage. They have been through, theeyears, various theories about it. Accordinddto Freudenberger,
(1975) burnout is a state of fatigue or exhaustiansed by devotion to a cause, a way of life aationship that fails to
yield an expected reward. Syndrome is directlytegldo the degree of commitment that individual, iais job and the
frustration experienced by the failure to achiete dbjectives. The lack of variety and insuffici€eedback often
encounter employees contribute to the emergencelevelopment of this syndrome (Freudenberger, 1B@bstelios &
Kousteliou, 2001).

Potter (1998) added that “it is a disorder of iagtrin work that results in a progressive inabildymobilize the
forces and capabilities of the employee.” He fosuse the spread of fatigue in different fields 6.l The employee,
who is experiencing burnout at work, also ceasdsate energy for any other activities. In the appeee of syndrome
difficult subsides. An employee having learned torkvautomatically and without other incentives iierated towards

work and struggling to recover even if the condis@f work improved (Potter, 1998).

Maslach, Shaufeli & Leiter (2001) identified threbaracteristics of people with burnout which cdogti
diagnostic criteria. People with this syndrome bithcynicism towards work, the sense of physicall amotional
exhaustion and decline in profitability. Of thedhrfeatures, the easier the diagnosis and whataoosede is the physical
and emotional fatigue/burnout. Cynicism occurs ameans of defense against the intense and corsttess of work.
The person is trying to create distance betweersélinand his work, and since he cannot succeed riataral way,
emotionally distancing himself from it. Finally,dfficiency is the result of fatigue and cynicisnchese it is impossible
for an employee to feel effective when experiendignout and attitude to work with cynicism. As rtiened above,

increased burnout contributes to the organizationkilire in any organization (Maslach, Shaufelil.&iter, 2001).

The term organizational culture is relatively nd&ggan to be used, in recent years, to refer toeqsqreviously
covered, more or less, by terms as “social norfinefes”, “values of an organization”, “organizatiirclimate”. The term

"culture" is considered to be more comprehensivé more impactful. The beginning of the concept @mgational
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culture” and the replacement of the previous tewith this starts expanding in America during thezQ® and 1980s
(Van Tonder & Williams, 2009). As each state hasoitvn culture or cultural values, likewise evergamization has its
culture. Organizational culture is a set of valuedjefs, standards, assumptions and thoughtsptegeall members of an
organization. The cultural elements are transfetoetthe new members, who are taught how to percévthink and feel

in the organization. In other words, the culturews how things are carried out within the compahgntic, Evers, &

Brouwers, 2004).

Generally, organizational culture guides the betravof members and affects the work they do.
The communication and leadership style performedh®y manager in the company is affected by the nizgtional
culture. The processes of innovation, decision n@kéommunication, performance measurement, ecy, greatly from
company to company and these differences are doegtmizational culture. Organizational culture tendiagnosed by

observing the behavior of people at work and withprocess of job interview (Pico, 2006; KousteBoBagiatis, 1997).

Nevertheless, there hasn't been a clear and pretgfiaition that is universally accepted by scheland
researchers. Schein (1990), stated that there isonsensus among scholars on what it means or iivshbuld mean
“organizational culture”, in what method shouldreeorded and measured, or how is connected witimtire traditional

industrial and organizational theories and in whays could be used in our efforts to help compagsesein, 1990).

Organizational culture exists equally in three Iseven the first level, there are visible resulfstlee activity and
behavior of members of an organization, in the sddevel, there are the values that regulate tijarozation and in the
third level, there are basic assumptions, whichaar@ the essence of the culture of a company. 8di685) defined
organizational culture as a framework of basic aggtions that a particular group of people has itegndiscovered or
developed in order to deal with the problems (Stht985).

These problems may be problems of external adaptaind internal problems of assimilation and tlsertédas
worked out the plan so well that is considered aile and for this reason, teach the new membeisafrganization the

correct method of perception, thinking and feelimgolve all problems (Riaz, Akram, & ljaz, 2011).

There have been several attempts to give a definiif organizational culture. The most comprehensind
generally accepted is the one who gives Schei®1(190rganizational culture is: 1) A set of comrhoaccepted and key
assumptions, 2) invented, discovered or developed particular group 3) as it (company) learns e¢aldvith problems
relating to external adaptation and internal irdgign, 4) which have worked well enough to be ocdexsed valid and
therefore, 5) must be taught to new members otehen as 6) the correct way of perceiving, thinkamgl feeling for

addressing the problems.” (Schein, 1991)

Job burnout is considered to be one of the mosulpopsurvey areas of organizational and occupationa
psychology (Koustelios & Kousteliou, 2001). Thisnark can be explained by the fact that job satigfads an emotion
that affects many aspects of everyday life and &ansidered to be connected with employees jolivestattitudes and
personal values (Kantas, 1993). Therefore, emdti@xhaustion and loss of personal accomplishmeatl l®o an
employee’s negative opinions and behavior at waoidcgase his/ her anxiety and affect his/ her ewryaktivities,
mood and relationships. In their attempt to categahe causes of job burnout Anagnostopoulos S&aBams (1992) have
suggested three different approaches: 1. Job buasoa result of adverse working conditions, 2. Jatmout as a result of
specific factors of the working environment andJ8b burnout as a result of individual factors (Amagtopoulos &
Papadatos, 1992). At any case, job burnout iselab job satisfaction, job commitment and personall-being

(as referred in Koustelios & Kousteliou, 2001).
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Job burnout may both affect and be affected byrateand external factors. Internal factors mayude the
employee’s individual features, personality, valaesl attitudes, effectiveness, self-control, octiopal expectations,
as well as the length of employment, the sociapsup the family structure, the responsibility b&tindividual and the
emotional stability. External factors may include texcessive workload, the pressure of the job,ottganizational
status/culture (Schaufeli & Baker, 2004), the la¢kustice and values, the lack of job securitg tack of opportunities

for promotion, etc. (Cavous & Demir, 2010).

Job burnout can have serious impacts on both pliyaitd mental health of the individual and the gssfonal
and personal life. More specifically, regarding thipact on someone’s career, it can vary from anériy the inclination
to resign, often being absent from the work pléedng indifferent to the job, having no moral vawand barriers and not
being satisfied by its profession (Van Tonder & N&ihs, 2009). Also, the literature has documenteat there is a
correlation between burnout and heart attacks (Perg2003), physical exhaustion and iliness, wéimity problems and
increased use of alcohol and drugs (Koeske & Kagek8@9). Furthermore, according to Maslach and statk1981) it is
likely for someone to show up psychological protddmcause of the job burnout that he/she is expznig. Specifically,
various research have found that burnout can gasigghosomatic problems, insomnia and depressioichvdontribute to
the worsening of the problem and decreasing theiefity and productivity of the individual (Gilll&chner, & Shachar,
2006).

HISTORY OF BURNOUT

In the mid-1970s the United States began the fimgtiries about the feelings of employees, whicentify,
describe and record the phenomenon and his greaudncy. Early research focused on health profesisio
Investigations initiated by the observation thaeiah while employees “emptied” of emotions ancelosotivation and
dedication. Then, there were the first definitiasfsthe burnout Syndrome. The first period of inigations of the
syndrome had two main directions: the mental heatith social axis. With respect to the axis of memealth symptoms
and focused on the issues of mental health. Iraktaiel, was investigated the relationship betwesavider and recipient
of care (Schaufeli & Baker, 2004).

In this period, it became clear that there werdaierelements that appear regularly in cases ofipattonal
stress. Emotional difficulty detected in healthfpesions, the cynicism which resulting from theogt® of employees to
cope with the emotional stress and the alienatiah put in their work relations. Also recorded tteavy workloads and
the negative feedback they receive often by tHeints as factors that contribute to burnout. Tfésiod was characterized
by social, economic, cultural and historical fasttinat influenced the health system in the U.Skingahealth care one
purely commercial affair, complicating the peopleorchoose careers in order to raise their jobfaatisn (Van Tonder
& Williams, 2009). During the 1980s the study o ttyndrome became more systematic and empirical Were created
and distributed measurement scales for asses®ngetiree of burnout of individuals with work fatggyredominant was
the measurement scale of Maslach (1991). In theldpment of surveys, in job burnout syndrome, hetlp@lustrial
psychology considered that the syndrome is workteel stress associated with satisfaction, deditatiowork and

frustrations that may arise in working conditiomsl aelations (Maslach, 1991).

In the 1990s, they were added and other guidandeuomout syndrome. The concept of syndrome widearet
began to relate and other professions (military mamders, priests, teachers, etc). The measuremelst developed
methodologically and statistically and long-terradsés initiated on the effect of long-term effeofswork stress, and to

record the effectiveness of methods of combatirgg@®, Tolga, Senol, & Glnay, 2008).
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CHARACTERISTICS OF BURNOUT SYNDROME
Figley (1997), recorded the areas of functioningefson’s adversely affected by burnout:

In Cognitive Domain: The person who experiencing burnout syndrome isaired in concentration, low
self-esteem, apathy, stiffness, disorientation,feggéionism, preoccupation with traumatic experien@nd ideas of

self-destruction.

In an Emotional Level: The person presents feelings of weakness, guilierarfear, sadness, depression.

These are often accompanied by an emotional nurstloréstense mood swings and increased sensitivity.

In a Behavior Level: The person shows impatience, social withdrawalre®gions to earlier stages of

development, sleep disorders, nightmares, eatsaydiers, alertness. Finally, people are also mameepto accidents.

In Spiritual - Religious Level: The employee who is experiencing fatigue posesemtial concerns as to the
value of life, deny the purpose of living, loseplpgets angry with the divine, denies his religibeliefs, he is skeptic

and ceases to trusts himself.

In Interpersonal Relationships: The person may begin to isolate, to lose intenestlationships and sex, is
skeptical, becomes overprotective parent or partiaéses in others anger or guilt, easily losesphisence, feels intense

loneliness and engage in interpersonal conflicts.

In Psychosomatic Level:The person presents symptoms of shock, profusetis\geaccelerated respiration rate,

increases the speed pulse, shortness of breatblevaches, dizziness, disorientation and other symsp.

Finally, as to the Work Level: The person has low morale, not enough motivatienjdafulfilling his duties,
giving too much importance to immaterial detailss Httitude to work is characterized by negatividjienation and
apathy. Not associated with their job, the quadityperformance is low, irritable, involved in qualfing with colleagues
and avoids them (Figley, 1997).

THEORETICAL MODELS OF JOB BURNOUT

Most theoretical models attempting to explain tigadsome of occupational stress in the light of anatpic
interaction between the person and the environnaity researchers argue that job burnout is maing/to stressful and
adverse business conditions and particularly theybschedule, the lack of autonomy and authoritpdéguate
psychological support and authoritarian managerogttie organization. Others researchers emphaseérportance of
individual factors, arguing that job burnout depemah the expectations that the employee has fosdifrand also from

the section that he works (Nelson, 2005). Followg summary of the most important models of jombut:
Model of Edelwich & Brodsky (1980)

Edelwich & Brodsky (1980), described a series airfdevelopmental stages of job burnout, which fefio

employee from the beginning of his career, speaific

Excitement: Employee starts his career with enthusiasm. Oncdeakeentered the professional arena he has too
high goals and often unrealistic expectations.hig stage employee over- invests in his work, dagadis time and soul,
while also over- invests in developing relationshvgth patients. As, however, finds that the woekgroduces does not

meet his expectations he feels disappointment.
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Doubt and Inertia: Then he passes to the second stage, that of dedlimactivity. The everyday work belies his
expectations, so they do not meet the needs ofighrdiis work. The worker blames himself for failuned tries more to
invest in his profession, but without positive ésuSo gradually demystifies his work, not haviyet still revised its
expectations (Edelwich & Brodsky, 1980).

Disappointment and Frustration: Doubt and inaction succeeded by disappointment &uodtration.
The employee sees that his efforts to be complétesugh the work frustrated and leads to discoursge and
frustration. To escape from the impasse must eitvse expectations eventually either be removenh fthe work area,

the source of that stress.

Apathy: The last stage of job burnout, described as apdbey,employee avoids any responsibility towards
others, while trying to fight the disappointmentdainustration causing his profession. Essentiatiptmues to work for
financial reasons, while invests little energy is thuties and ignores the needs of its customeier the inadequacy he
feels towards them (Edelwich & Brodsky, 1980).

INTERACTIVE MODEL OF CHERNISS (1980)

According to Cherniss (1980), burnout, is more liképrocess” rather than a single “event”, whictioias

three stages:

Stage of “Work Stress”™: This is a disruption between the required and akel resources. The occupational
stress/burnout is the result of this disruptioremployee’s external and internal environment, whgchreated when the
available resources are not sufficient to satisfyan appropriate manner, personal goals and desnamsing from the

workplace. This imbalance can happen to any emplaythout necessarily lead to job burnout (CherriiS80).

Stage of “Exhaustion”: This is the emotional response to the previous lamzz, which manifests itself in the
form of emotional exhaustion, stress, fatigue, dore, lack of interest and apathy. The workplacenployee’s source
exhaustion, while attention is directed more “bucratic” aspects of cases relating mostly to incidéaced by healthcare
professionals. The employee is in a state of cohgension, that if he does not manage it propdtlynay lead to

frustration and resignation (Cherniss, 1980).

Stage of “Defense Suffix”:This is the stage where changes are made in fiiedatiand behavior of employee,
which gradually de- invest emotionally his work aapresses cynicism and apathy about other colésagnd customers.
These changes contribute to decline of physical @sythological consequences that occur, hopinghédle employee

survive professionally (Cherniss, 1995).
MODEL OF THE THREE DIMENSIONS- MASLACH (1982)

According to classical definition of Maslach (1982hentioned above, three main dimensions of burnout
syndrome emerge that representing different categof symptoms. The first dimension is called “¢imeal exhaustion”
and includes feelings of mental and physical faignd loss of energy and mood. For the second dimef burnout
syndrome has prevailed the use of term “depersmatain”, which describes the removal and employaéénation from
the customers and the establishment of impersaggtessive and cynical relationship with them. Ttiel dimension is
called “lack of personal achievement” and referghe sense that employee acquires that he is utaldéfer in the

workplace and the consequent reduction in perfoomdklaslach, 1982).
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MODEL OF PINES (1988)

Pines and her colleagues define job burnout, data ef physical, emotional and mental exhaustiamsed by
long term exposure to emotionally demanding situresti However, they do not limit the applicationbofnout syndrome,
as originally proposed, but rather exploring inaareuch as family relations and political conflidithe measurement that
Pines applies (Burnout Measure) is removed fromotiginal vision of burnout syndrome as co - ocawith symptoms of
despair, hopelessness and low self-confidence hedssfacing burnout as a one-dimensional concepe¢ssed by one

scale that gives a total score (Pines & AronsoB88)9
Job Burnout and Demographic Characteristics

Like other phenomena linked to occupation, job butrhas been studied in comparison with individaadi
demographic features. In terms of gender, the ssugli Cordes & Dougherty (1993), Giines, Bayral&afutanis, (2009),
Kabuoh & Anazodo (2012), Lackritz (2004) and Oztétkal. (2008) found that women are experiencingenudten the
job burnout syndrome than men. However, Gorji & Ma2011) found that men bank employees experidnamout at
larger amounts than women. Similarly a statisticadlgnificant difference in the frequency / quantisf burnout
experienced by men and women, with the men exparigrit more intensely, was found in the study afriz& Vaziri
(2011).

Similar results were found and in other studiesn{&ij Canbaz, Dabak, & Peksen, (2006); Unal, Kagli&
Yologlu (2001). Also Cakinberk (2011) in his researcdt the had done for bank officials he found that agnmen and
women is a statistically significant differencetlie variable emotional exhaustion, with men expeiiey greater amounts
of emotional exhaustion than women. However, it foasd no difference in the mean scores of depeaitiation and
personal accomplishment. Finally, there have béadies in which it was found that the factor sertigr had absolutely
no effect in the experienced amount of job burndaickritz, 2004; Maslach et al., 2001). In the stud Belias et al.
(2013), it was found that gender only affects tbelihgs of depersonalization and personal accompksit where men

feel more depersonalized and less fulfilled (peat@ccomplished) than women.

Regarding the factor age, some authors suggesdéthulnout can occur at various times of a persocarser and
has no direct relationship with the person’s agackritz, 2004). In their research Oztiirk et al.0@0found that there was
no correlation or differentiation of the burnoutpexienced by the age factor. In contrast, in G&rjfaziri (2011) study,
held among bank employees, it was found that tbfaage affects the amount of burnout that itsgpexperienced by

someone.

More specifically, it was observed an increaseh@ amount of the experienced burnout when there amas
increase of age in the sample. Similar results vieued in the studies of Tomic, Evers, & Brouwg(2)04), Lackritz
(2004) and Ahola et al. (2005), where they fourstagistically significant relationship between bomhand the factor age.
Belias et al. (2013) found that younger people faele emotionally exhausted than older ones. Ttobably appears
because younger people that they lack of experjdetssituations affect them more and also expegepressure from
their workplace at greater lengths while they axéng to prove that they can carry out the roleigrssd to them.
Additionally it was found that as the age and tkpegience increases so does the feeling of depaigation. This result
may be due to the fact that older people that tieexe all this experience and they have come inacomwith so many

customers over the years would now have lost isténghe customers and the problems that thejearieg.

In contrast, Sowmya & Panchanatham (2011) and Kaldudnazodo (2012) who studied bank managers found

that the younger one was the higher were the lesfelsirnout and stress. Similarly in their reseaBdrrosa, Bernardo,
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Youxin, & Jose Luis, (2008) found that younger geagxperience burnout more often. Moreover, in Kdb& Anazodo
(2012) study it was found that the levels of emmioexhaustion and depersonalization in bank engglsyaged 41 and

over was elevated, and that for personal accompésih individuals under 30 years of age had the $vvewels.

Although it is considered that as the level of edion increases there is an increase of profedsepectations,
responsibilities and anxiety, however, it has bseggested that only people who are not able to edgthe stress will
experience the job burnout syndrome more often [Adas et al.,, 2001). Specifically, there have beéundies
(Gorji & Vaziri, 2011; Hannigan, Edwards, Coyle,tRergill, & Burnard, 2000) in which it was foundaththere is no
correlation between burnout and the level of edanatn contrast Cakinberk (2011) found that bampkyees that held

bachelor’'s and master's degree experienced depdizaiion more often compared to non-universityrédegholders.

However, for the variable "personal accomplishmeittivas found that there is a statistically sigrafit
difference between graduates and non-graduatds,neit-graduates experiencing the feeling of pelsac@mplishment
more often. In the study of Belias et al. (2018)was found that there was a statistically sigatficdifference in the
variables depersonalization and personal acconmésh depending on whether one holds a universitrege or not.
People with a bachelor's degree were experiencagesonalization more often than non-degree holdedsalso they
experience less the feeling of personal accompkstinRegarding the possession or not of a postgtafinaster’s degree,
the study showed a statistically significant diéetiation of all three variables for this factoroltlers of postgraduate
degree often felt emotionally exhausted and moped®nalized than non-holders. Also, post-graduatpsrienced more

rare the feeling of personal accomplishment thantmaders of a master’s degree.

While some studies suggest that the duration oférgice has no effect on the experienced amoubuwofout
(Kurger, 2005; Sahin, Turan, Alparslan, Sahin, Bglik, & Gorgula, 2008; Sunter et al., 2006), otherggest that burnout
is much higher during the first professional yefvmslach et al., 2001; Ozginar, 2005). Similar lsswere found in
research conducted: among teachers (Lackritz, 204n, 2009), the public sector (Giines et al., PGORI nurses
(Basim and Sesen, 2006) (Cakinberk, 2011). Singjlaml the study of a credit institution, it was falithat burnout was
higher in employees with more experience and measyof working as bank employees than those witlef years of
work experience (Gorji & Vaziri, 2011). In contragt the research of Kabuoh & Anazodo (2012), afsa financial
institution, it was observed that people with 1yEars of overall experience were experiencing petisaccomplishment

more rarely.
SYMPTOMS OF BURNOUT SYNDROME

Symptoms of burnout syndrome resemble, in sevessgacts, with depression, post traumatic stresdrayme
and anxiety disorders. The person, who feels fatigpeyond the stress experiencing at work and snelieryday life,
displays physical, emotional and behavioral symptowhich may not be able to afford due to somees(iKoustelios &
Kousteliou, 1998).

According to Potter (1998), symptoms of burnoutdspme are:

Negative Symptoms:Dissatisfaction, distress, frequent protests, mggsliof injustice, depression and outbursts

of anger.

Interpersonal Problems: As feelings of the person affected, there is anachmn interpersonal relationships.
The communication skills of person are possessedxogsses, nerves, withdrawal and inefficiency atkwand in the

family environment.
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Health Problems: The physical ability of the person is affected &edis particularly prone to colds, headaches,

insomnia, back pain and fatigue (Potter, 1998).

Reduced Efficiency: Those suffering from burnout syndrome bored at waomill are unable to be thrilled about

everything. They display difficulty in concentragiand in completing their tasks.

Substance AbusePersons who cope with stress may be resorted téisgiause of alcohol, medications and
even drugs. Eating habits change in larger or &malhounts of food. The increase or abuse of thelsstances indicates

the problem.

Feelings of Inferiority: The person internalizes his failure to work, cotwarthusiasm into cynicism and feels

unable to positively impact on the work. He is pased by feelings of inferiority and helplessness.

Family Stress: Person’s family is affected as the person is fortedbe absent many hours of the day.

His presence at home is not problem-free due torlttzloes not help at home or in the organizatibfamily program.

Refusal of Creating Relations:An employee who suffers from burnout syndrome, rigsinterest in social
relationships. Rarely spends time with his frieadd leaves the relationship to end with his remo&athe same time, he

doesn'’t seek for and be associated with new people.

Degeneration of Relations at Work: When burnout is at an advanced stage, employee lisefellow as
enemies, who conspire against him and wish to deedéstruction. Finally, he covers his own failue yield
responsibilities under employment. When symptontsvgmse the person is led into a depressive statetlen it is

necessary to take even psychotherapy and mediagmstance (Potter, 1998).
REASONS OF BURNOUT SYNDROME

Factors causing burnout syndrome, are directly eoten with the causes of stress on the individual a
supported by the circumstances of his life, suctvaing environment and family experience. Micktey(2001) divided
these challenging factors into two broad categonesupational and personal. The main causes objwhout are heavy
workloads, failure support of employee’s environinand the existence of few opportunities in perbalevelopment.
Most companies focus solely on productivity andfiprgrowth, giving little attention to the needs darfeelings of
employees. As a result, employees are forced tdummthe greatest possible work in less time. &adatily in the private
sector where competition is great, the staff mestbnstantly vigilant to meet the criteria of wankd evolvement in the
company (Micklevitz, 2001; Belias, Koustelios, Stlas, Koutiva, & Zournatzi, 2013).

A survey of Maslach & Leiter (1997) recorded fivieraents, which when combined together “contributte”
fatigue of the individual. Initially, they identéd the overly busy business schedule. As mentiahede, employee in
little time and with few resources is asked to i his work, something that causes stress. Morethelack of control
of employee’s satisfaction and lack of camaradan®ng colleagues, caused by competition, poor carwation and a
heavy workload borne the individual and lead tagfed. Also aggravating factor is the injustice thatfeels as to his

compensation or evaluation (Maslach & Leiter, 1997)

Finally, the internal conflict of values contribat® the emergence of burnout. Professionals andogees often
asked to do something that is contrary to theirahealues. The constant violation of principlegpefsonal causes severe
stress on the individual and aversion to work areliimself. The routine is also a factor that cotsvthe enthusiasm to
work fatigue. When each work day consists of thmesactivity, without variety, employees do not derimore pleasure

from their field, but instead operate mechanicalfyl without creativity. As a result, they are adiesd towards work and
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do not find a meaning in it. The premises, thatfar@ncially unstable, staff experiencing the sire$a job loss and the
fear of unemployment. This stress is added to tmeve factors and enhances the fatigue of a perstamgoor &
Tayib, 2010).

At health professionals, the situation is more clicaped and chances for occurrence of the syndrame
increased. Especially those who are employed ipitads and medical centers are occupied beyond tloemal working
hours. The boundaries between personal and wosk dira several times confused and in case of angemgy situation

occurs, they are invited to present in their wavlaisoor & Tayib, 2010).

Finally, professions that are dangerous or unhedftr example, nurses, social workers, teachdcs) provide
employs with an additional reason for the appeaaidurnout Syndrome. The person feels that inaigk schedule is
risking his physical integrity or health and anxsabout the impact of his work. These factors,afoge, which create and
enhance the appearance of the burnout syndromenang and varied. Each employee is exposed to sufntbem.
If a person displays or not the syndrome dependb®iintensity of these factors and in individuahiacteristics of each

employee (Nelson, 2005; Koustelios & Kousteliou98p
THE DIMENSIONS OF ORGANIZATIONAL CULTURE

Organizational culture, according to Schein (199@gurs at three levels: (a) the observable appeaséartifacts,

(b) the values and (c) the basic subjective assomgpt

Artifacts are those first notes, with which somedinst comes into contact, with an organizationalture.
In this category, are classified directly obsereablements of culture: arrangement of space, drede, the way of
communication, as well as elements of a lastingnfdout not necessarily directly observable (e@ fiécords, written
rules, philosophy, manufactured products, etc.).isltrelatively easy to observe and record one'seaf@mces.
Difficulty exists in identifying the true importaacand their standards they follow. To accomplish, twe must go to the

second level, the values (Schein, 1990).

Values refer to what it should be done in evenec&ased, on the existing values, propose solutmpsoblems
that arise. These solutions are usually proposeaniyof the leaders (founder, director, etc.) afict their own values.
If the solution, that has been proposed, proveketsuccessful, the value in which based (the swoluthegins to suffer a
cognitive transformation and first converted intdieéf and finally to a key assumption, in someththgt considers to be
assumed, which is the third level of culture. Sohelistinguish between essential values, that hm@me accepted
assumptions, and espoused values, located in asupegficial level. Acceptable values are thoselated either verbally
or written, in statutes appear in the documents,Téiese values relate to what the members of ganaation say, but not
necessarily to what they do. Acceptable valuestheeones that are supposed to direct the overatabipn of an
organization, but in essence, in their underlyisguanptions, we will find what really steers behaviKoustelios &
Kousteliou, 2001). So while we talk about meritagréor example, deep down we believe that onlyun meople we will
find the desired behavior. These values, therefime not sufficient enough to explain the functimmnof an organization.
We need to consider also the assumptions (Lok &vnal, 2004).

“The basic underlying assumptions are the bas@utbfire. When the solution to a problem has reparoven
successful, it starts presumed. What once wasea based only on a value has gradually starte@ twobsidered as a fact.
The basic assumptions, is so considered as gikiahjrt a cultural unit will not find substantialfigirences. In fact, if a
basic assumption has been fully accepted by a gtbepnmembers of this group wouldn’t even consatey other form of
conduct” (Lok & Crawford, 2004).
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TYPES OF ORGANIZATIONAL CULTURE

Until recently, there have been many attempts tmssify organizations according to the type of their

organizational culture. Initially Harrison (197 2tegorized cultures into four types:

The Culture of Power: In this type of culture there is a central sourEpawver. Many times this “source” could
be a group consisting of a small number of pecpiese kinds of organizations can be found todessome commercial
and financial companies. To anyone working in sactorganization means correctly predict what thgyeet from him
those who have the power and perform accordinglyisipredictions are wrong, they can lead to dis&ection, as well as

a general lack of effort and enthusiasm (Harrid®@7,2).

The Role of Culture: The dominant idea in this culture is that organarest are a set of roles which are
connected together in a logical order. People thk# places in organization along with the requiests and limitations
set out their role. Roles or otherwise places & ¢bmpany are above the people covering them. ®Eit & effective
when merely performs what describes his role. M@mgs an increase in the yield can lead to malfanctThe power in
these cultures derives solely from its position tire hierarchy. The advantages are predictabilitgd atability.
These, however, are advantages if the environnmenthich the organization works is predictable aelhtively stable.
Monopolies or oligopolies are typical examples afamizations operating under this culture. The égggirawback of this
culture is the inherent inertia. Organizations thaé¢rate under this culture do not have the altiitpredict changes and

adapt accordingly. When you fail to realize, itfteo too late and the destruction is very near (idan, 1972).

The Culture of Duty: The basis of this culture is the concept of tedrs & collective culture. Employing in the
best way the advantages derived from the colledfi@t to solve problems. A key element in solvihgse problems is
the ability to be able to work together with othdfsatures types of organizations operating urfderculture are different
research groups, advertising agencies, and comgultims. The advantage of this culture is thas iversatile because it
can respond quickly to the demands of changes rnadee environment. In a market where products ghamapidly,
organizations operating under this culture can ofell developments and thus maintain their competitgs.
It's also modern because it is based on some plascihat current organizational theories sugdasth is the combination
of groups and individuals through common goals miné the overall hierarchy and increase group dohes&o these

cultures thrive, where fast response is neededjtagty, and creativity, rather than specificitjdrrison, 1972).

One of the disadvantages is that they don’t haeatgfinancial results nor provide knowledge in deince
these groups have a limited life, which is to sadvproblem or implement a program. Also, it is vdifficult to control
and manage such teams, particularly when a proggaim progress. Finally, the difficulties in semgithe necessary
means (money, technical support) to all these gragm lead to lack of motivation and an unfair cetitjpn to secure

these resources (Harrison, 1972).

Culture of the Person: Also known as culture of support. This type is tbast occurring in W. Europe and
North America. Nevertheless, it is the most desbgdecause it is often consistent with their peas@alues and desires.
The central point of this culture is the individu@he organization exists simply to serve the neddlke person or persons
who created it. The structure of such an orgarimais simple and maintained by its members as simagl possible.
People can leave the company but the company raesythe opportunity to “evict” someone. Individialho operate

under such culture is difficult to be controlledafidson, 1972).

Such cultures rarely survive for very long and veuyckly the organization can develop and operatghd the

personal ambitions of its members. The usual emrluts the change into “role of culture”, or “culéuof power”.
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Such cultures are likely to be found in some levialsvery large organizations where other cultures dominant
(Tomic, Evers, & Brouwers, 2004).

How Can we Change the Organizational Culture

An organizational culture needs many years to hweldped and employees are bound by it. Furthermbese
are forces that maintain an existing culture. Siaches are the mission of the organization, thegiesf the physical
workplace, the leadership style, the producert®idd, symbols, stories, etc. The nature of culisir@so for the employee
the official selection criterion of the organizaticn which he wants to work, because he understématsthe values he
believes matches with those of the organizationli#gBe Koutiva, Zournatzi, & Koustelios, 2013). Thigt why the
employee has the tendency to react to any chanihpe iculture of the organization. This change aaly be made in cases
where an event threatens the existence of the magam (Glazer, Stetz, & 1zso, 2003). Changingamigational culture is
extremely difficult and takes a long time to gethdo The investigation showed that the change inctiiure of the

organization can be done when the following condgiexist:

A Major Crisis: When a serious incident occurs, such as an impotéahnological development that creates
tremors in the company, then is questioning theteag culture. In this case, the new manager adopts of key values to

cope with the crisis (Lackritz, 2004).

A New and Small Businessitt protects less the culture. Still, it is easier fmanagement to convey new values to
people when the organization is small.

A Non Widely Accepted Culture: The wider acceptance of the culture in the orgdinmsand the greater the
acceptance of the values of the members, the niffieut is to change the culture. Conversely, anhavidely accepted

organizational culture can be changed easily (Litx;Kk2004).
To successfully achieve the culture change must:

e The role of manager is to conduct a model for ather

e To create new stories, symbols, rituals and fortiealthat will replace the old,

» Be selected and promoted employees that accepethevalues

e To change the pay system in order to encouragetmwe of new values and

» Create a climate of mutual trust and participatbpeople in decision making (Kurcer, 2005)
The Relation between Organizational Culture and JotBurnout

The strong relation between job satisfaction ard harnout has been made clear. Numerous reseahneives
studied this relation in terms of organizationaltune and its influence on both occupational pheaom As it was
mentioned before, organizational culture is ablecémse both positive and negative impact on diffedevels of
employees and organizations. Apart from performancesase, motivation and retention (Larsson, Bseas, Kling, &
Sweet, 2007), organizational culture has also ltiekad to occupational stress, loss of job committnéntention to quit,
diminished job satisfaction and high levels of lmun(Kleinman, Siegel, & Eckstein, 2002). Studythg relation between
organizational culture and job burnout, Jacksonalet(1986) found strong positive correlation betwesmotional
exhaustion and role conflict, individual efficagye¢sonal accomplishment) and support provided ¢otdtal number of

employees, and negative attitude in response gr®{depersonalization) and lack of individual supp
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The studies of Bahrololoom (2002) and Ahghar (20@6)cated a positive and significant correlaticgtvibeen
organizational culture and job burnout, based endiganizational culture types suggested by D&012. In particular,
organizational culture power and working backgrounddels were identified with organizational cultuas the best
predictor of job satisfaction. The latter also sogped that the predication power in organizatiowalture of
entrepreneurial type is greater than involvemeganizational culture and power of involvement oigational culture is

greater than mission and bureaucratic organizdtmritures.

McKinnon, Harrison, Chow, & Wu (2003) have distilghed two main impacts of culture on a certain
organization: focus on productivity and performaraned focus on employees. For example, high intant® quit
expressed by employees as an outcome of job bumidihevitably increase a company’s training cést new joining
staff. The study of Tata and Prasad (1998) showetl drganic structures and flexibility-oriented tovkés are more

conducive to the success of the implementation vadoempared to control-oriented cultures and meckiargguctures.

Aiken Clarke & Sloane (2002) conducted a crossiseal survey, revealing that perceptions of impsherd
organizational support were linked directly to higltes of job burnout and low levels of job satiitan. The study of
Evans (2006) revealed the significant relationdhgween elements of emotional exhaustion and mémtalth in the
frame of culture in healthcare units, while PicOq8) supported that job burnout was extremely edlaéb job satisfaction,
indicating the importance of the role of mental aswtial work environment and type of mutual relasioip within
workplace in personnel’s mental health. Those figdi confirm the work of Manning, Jackson, & Fusjli€1996),

according to which social support in the workplaae prevent stressful experiences and reduce basdticosts.

The study of Moghadam (2008) revealed that empleymenout was likely to be interpreted and predidig
organizational health, having fixed moderator Jalga like gender, age, educational level and ye&rexperience.
More specifically, job burnout was not significantelated to dimension of principal’s influencet lifuwas inversely and
significantly correlated with dimensions of orgaatipnal integration, observance, structure, sumpfrom sources and
spirit and scientific focus. Tsang (2010) analyze dimensions related to organizational culturectvidire most likely to
affect job satisfaction and job burnout. More sfieally, goal setting, work motivation, team buitdi and organizational
commitment are considered to affect employees @fopmance. Therefore, employees who work undet aflpressure
in order to achieve their organization’s and cdalgss goals are very likely to experience high lew#l occupational
stress, and thus burnout. Additionally, leadershie autonomy and participation in decision makaifpct employees
effectiveness, so organizational cultures whichndo offer their employees the chance to utilizeirtipotential and
contribute to the institution’s function and succésad them to experience low levels of personab@aplishment and
high levels of job burnout (Crosbie, 2007). Furthere, the leadership’s role in conflict resolutiafiects employees
feeling of job commitment, so the maintenance g@aoizational culture balance is a means of depaligation and job

burnout prevention.

Taking into consideration the workplace charactiessof organizational cultures, the work of Hey#882) has
shown that employees experience less job burnaditgagater job satisfaction when the manager allavitexible and
unstructured work schedule. Anderson and Pulich0120suggested that management can affect workpaess
depending on its ability to conduct proper job dasiongoing communication and team building Nel&005) reported
that workplace dimensions, like workload, locustcoln recognition and reward influence an orgarnids psycho-social
environment, so employees who work in a pleasamkplace are considered to be more job committedlessl prone to

job burnout.
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In terms of contact and social factors, ongoing mmication is supposed to relieve job burnout anprove job
satisfaction (Tsang, 2010). In 1985, Ford suppotted the lack of emotional support by superiorvésy likely to
decrease job satisfaction and increase occupatitresds and burnout levels, while Lankau (199@gdtéhat Mentoring,
peer relationship and team participation are fotmdbe significantly correlated with attitudinal oames, such as role
stress, job burnout and job satisfaction, orgairat commitment, turnover intention and teamworiemtation. What is
more, Leiter (1988) distinguished two types of abotontacts which are likely to affect job burnodformal,
work-oriented interactions are likely to increake feeling of personal accomplishment (lower ledfeburnout), but also
lead to emotional exhaustion (high level of burpoliformal contact, on the other hand, is posltiveorrelated to
personal accomplishment only, so employees whodisshtisfied are more likely to experience depsaipation only if

they are exhausted.

The relation between supervision and colleagueamt®iand job burnout has also been investigatdd:tigr and
Maslach (1988), who found that unpleasant sup@mvisbntacts were associated with vague instructémstoo high job
demand, which led to role conflict, emotional ex$taan and job burnout. Baruch-Feldman and Schw@092) classified
social support into three major types, namely fansiipport, coworker support, and immediate supervand unit
supervisor. The results of their investigation sedwgtrong correlation between family support anchbut and between
supervisor support and satisfaction and produgtivithe overall result provides the evidence thatiadosupport has

negative relationship with job burnout and positigkationship with job satisfaction and producivit

Job burnout has also been linked to the expressiandividual characteristics in the frame of orgaational
culture. According to Rees (1995), employees whusitler themselves to have control over a situadienmore likely to
manage stress and job burnout. On the other hamipetitive, ambitious and extensively time-conssiemployees are
more likely to experience higher levels of occumaai stress and burnout, since they usually adape rpessimistic

attitude.

A significant contribution to the study of the riten between organizational culture and job burneas made by
Zhang and Liu (2003), who explained the impact led tatter on the former. In particular, they suppdrthat job
satisfaction is a type of intrinsic reward, whidfeats both employees performance (e.g. produgjidnd organizations’
function and success (e.g. profit). Employees perémce and satisfaction is reduced when they extpesijob burnout,
leading to absenteeism and turnover, thus havigly fihancial costs for the organization and changeke structure and

balance of organizational culture.

When it comes to demographic characteristics, Asid Cunningham (2009) supported that tradition& ro
difference between men and women may not explanwtbrk stress and work-life imbalance in modernietgcsince
women may become more career-oriented while men begome more family-oriented. Zamini (2010) found a
significant relation in job burnout among membef@aocademic fellowship and personnel, as well ashotmout among

females and males and at the same time it was kitteatrorganizational culture is significantly r@dtto job satisfaction.

Haghani, Bahrami, & Sarkhosh, (2012) found thablmement, entrepreneurial and mission type cultuvese
significantly and negatively related to job burnowhile high school graduates with 1-5 years ofezignce reported a
preference for mission type of organizational a@tun addition, bureaucratic culture was signifita and positively
correlated to job burnout. Furthermore, male emgdsyand employees with a high school diploma eapeeid job

burnout at higher levels than female employees.
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CONCLUSIONS

Organizations must be staffed with qualified andnpetent staff and make the right choices for irdliais
available positions; Organizational culture conités both to prevent and to address fatigue, soy @mployee has its
own value and the ability to express his views disdigree unhesitatingly sometimes with a colleamukis supervisor.
Companies which implement strategies of organimaticulture give responsibilities and initiatives all employees,
making them feel so important and that both theireptials and their abilities are recognized. Erypés also have the
opportunity to discuss various cases and their @ancerns, which will help them, overcome their paed and
psychological job pressure, because it is impoffianthe organization to know that the employeencaideel trapped in a

situation that causes stress.

Employees often experience daily stressful sitmatithat can cause confusion and make them unalpiotess
and respond simultaneously. The result of this wea& is the grow of emotions that will lead to itabaes in their
psychic world. The despair, that probably emplojeals because of inability to meet the needs arpgbaations of
customers, increases the levels of stress. Atpiiist, companies should organize educational sesiiaad lectures on
topics related to the needs of customers, as vgelssues relating to new knowledge and capabilitiethe field of
provision of services. Also they should organizaaadional programs or seminars for staff augmesriadind professional

control by using strategies for tackling difficelsi.
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