A Study of Burnout in
Relation to Self-Monitoring, Locus
of Control and Leadership Styles

By
Asol. Puof. Di. June Bemadelle D'Souga

Matilin de Touts School off Managemenl and Eeonomies
Asoumplion Universily
Bangkok, Thailand

September 2015



A STUDY OF BURNOUT IN RELATION TO SELF-
MONITORING, LOCUS OF CONTROL AND
LEADERSHIP STYLES

By

Asst. Prof. Dr. June B. D'Souza

Martin de Tours School of Management and Economics
Assumption University
Bangkok, Thailand

September 2015



ACKNOWLEDGEMENTS

I wish to express our sincere appreciation to several people who have assisted
and enabled me to conduct research for this study, as without them the completion of
this task, which I did perceive as arduous initially, would not have been possible.

I am fortunate to have good friends in Thailand and abroad with not only
professional expertise but also the ability to help me cope with my emotions during the
completion of this document.

I am deeply appreciative to Assumption University for granting me permission to
collect data in order to fulfill the requirement of the sample size. Furthermore, I would
like to thank all the persons in organizations both internally and externally who
responded to the questionnaires willingly.

Thanks to all the librarians, the secretaries and the staff at Assumption
University for their helpful and supportive assistance. A big Thank You goes out to
students who played the roles of teachers’ assistants and helped me with the
distribution, collection, coding and keying of data along with completion of other
small tasks.

Last but not the least, I would like to thank the Dean of the Martin de Tours
School of Management and Economics Department, Dr. Uree Cheasakul and the
Chairperson, A Tipnuch Phunssoonthorn for being considerate and enabling us to
fulfill the duties of employment while pursuing this research. I hope this research is
beneficial for teachers in the School of Management and other faculties. I am very

grateful to you for this!!

Asst. Prof. Dr. June Bernadette D’souza
September 2015

i



ABSTRACT

Research Title: A Study of Burnout in Relation to Self-Monitoring, Locus of
Control and Leadership Styles

Researcher: Asst. Prof. Dr. June Bernadette D’souza

Research Disciplines: Psychology and Education

Research Field: Student psychological development

Keywords: Burnout, Self-Monitoring, Locus of Control and Leadership
Styles

Salutogenic constructs like self~-monitoring and locus of control are deemed important
because relationship to well-being. With the onset of globalization people life styles
and work environments have changed leading to more stressful conditions at work
and in the long run a break down in daily functioning. The present multilevel study
investigated if, burnout which is a pathogenic construct can be impacted by
personality traits like self-monitoring, locus of control and utilization of different
leadership styles in different organizations in Bangkok, Thailand.

A sample size of 400 employees in executive and administrative positions was selected
randomly, from different organizations. The data was tested using quantitative
methods of descriptive and inferential analyses. The Structural equation modeling
tested, hypotheses 1,2,3,4 and 7. The t-test was used for hypotheses Sand 6.
Hypothesisl was partly supported by the data and indicated that higher the self-
monitoring the lower the depersonalization. Hypothesis2 was partly supported by the
data and indicated that when a leader is transformational lower levels of emotional
exhaustion and depersonalization are experienced. Hypothesis3 was partly supported
by the data and indicated that when a leader is transactional the higher will be his
personal accomplishment. Hypothesis 4 is fully supported by the data since locus of
control moderates the relationship between transformational leadership and
depersonalization. Hypothesis 5 is partly supported by the data and even though,
personal accomplishment was not different in external and internal locus of control
employees, employees with internal of control surely experience less burnout overall.
Hypothesis 6 is not supported by the data since no differences were found in personal
accomplishment between internal and external locus of control as well as in the
differences of locus of control and self monitoring levels of employees who work in
management and administrative/operating levels. Finally, Hypothesis 7 was partly
supported by the data since employees who displayed transformational leadership
styles in management position had higher levels of depersonalization dimension of
burnout.

This study can be extended to other cultures and the knowledge gained can be used to

provide managers and administrators with an idea of what could elevate their
burnout levels and suggestions for alleviating burnout levels can be implemented.
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CHAPTER 1

INTRODUCTION

By refreshing our sense of belonging in the world, we widen the web of
relationships that nourishes us and protects us from burnout.” (Joanna Macy &

Chris Johnstone, Active Hope)

Many professionals in society are finding themselves under increasing pressures
because of exposure to so many stressors. A stressor can be defined as any factor in
the environment that causes stress. The person’s reaction to the stressor is referred to
as stress. Stress, burnout, depression, disillusionment, demoralization and alienation
have all often been used as synonyms to refer to similar kinds of work-related

outcomes’ and to distinguish these terms is arduous.

A factor or event that is perceived as a stressor for one person may not be stress
provoking at all for another person. As a result, psychologist have found it rather
tiring to enumerate a list of factors that can cause stress for a particular person but
have made an attempt to lists general factors into two categories of major and minor
life events that could be stress provoking. Minor life events do not expose the person
to many changes, like getting ticket from the cops or having an argument with your
friend or parents. Major life events on the other hand, can cause a person to get
stressed out since the person has to adapt to major changes which can include
negative events like death of a loved or to positive changes like getting pregnant or
celebrating Christmas. The bottom line is that if stressors continue to lasts for long
periods of time it could result in exhaustion or often referred to burnout to be more

accurate.

1.1 The Origins of Burnout

One of the first persons to study about stress was Hans Saleye, a Canadian

physiologist. He believed that whatever the cause of the stress our bodies must go



through three definite stages. He called this the General Adaptation Syndrome (GAS)
given below (1955).

Alarm or Mobilization: occurs when a person becomes aware of the presence of the
stressor and the common reaction is to fight or flight.

Resistance or Adaptation: occurs when a person gathers all his/her energy in order
to cope with the stressors. It is during this stage that a person may experience plenty
of physical ailments, like back pain, headaches, fever stomach ache etc.

Exhaustion or Burnout: occurs when a person’s energy has run out and it is rather
arduous to cope with the stressors. The prolonged stressors have causes the person to
feel inadequate to cope. The person may need medical help or this stage can result in

death.

Hans Seleye emphasized too much on the physiological aspects of stress but stress
can be psychosomatic and the person my experience emotional as well psychological
reactions the stressors. It should be noted that stress is not always negative and
Eustress can energize the person and can be good for the individual unlike Distress
which can cause the person to get exhausted and experience burnout depending on the

severity and length of the stressors. In reality stress is the precursor of burnout.

The word burnout became popular with Freudenberger after 1960. Later, Maslach and
Pines and Cherniss analyzed the concept of burnout from different perspectives as
stated in the review if related literature. According to Maslach and Jackson (1981)
burnout usually occurs with those who work in human service industry like health
care, teaching and social work, Today burnout is not confined to only persons who
take care of others but also to others like students, teachers and people in an

organization because of situational and contextual factors.

The onset of globalization has lead to the formation of many international
communities like the European Union and the Asean Economic Community (AEC)
which will be implemented by the end of this year. The outcome of this is that people

have to play multiple roles and demand to fulfill all these roles is greater,



responsibilities are more complex and the knowledge base is continually expanding.
For people in professions, including managers and leaders this causes role ambiguity
and distress in the work place leading to frequent stress because of the environment
resulting in work place distress which affects mental and physical wellbeing and

eventually leads to traumatic stress or burnout symptoms (Stamm, 2010).

Stress, is not only experienced at the onset of a career but can continue to increase and
those who are susceptible are left as victims. Those who are resilient to stress may
cope better than others. For people who wish to remain successful and are committed
to the profession, precaution is necessary. At this point, the question that is
imperative 1s “do certain personality traits and leaderships styles alleviate
burnout”? 1f so, what training and intervention program can be developed for
professionals to become hardy and mitigate the levels of burnout to prevent it from

accelerating?

1.2 The Concept of Self-Monitoring

The self-monitoring concept became popular in the 1970s, when nature versus nurture
as an attribution for behavior was debatable. Are persons behaviors enduring because
of innate personality traits or does behavior occur because of the environment?
Snyder (1974) is one of the first researchers to cause awareness about self-monitoring
as it played an important interpersonal role in marketing and consumer behavior.
Social psychologists claim that a person can adapt behavior to a situation to create
either an impression or present themselves in a favorable ways in accordance with the
social cues Gould, 1993; Snyder, 1979). Snyder (1987) agreed that persons who are
high self-monitoring put on a good facade and make an attempt to portray a good self-
image to others. Self-monitors pay careful attention to the environment and regulate
and monitor their actions by paying attention to the audience, instead of being
spontancous. De Bono (1987) agreed that high self-monitors select products based on
how it enhanced their image (external function) and made them look good versus low
self-monitors who examined the utility of the product (internal function) and the

function of the product.



Thus, two different categories of persons can be classified. Persons who display
verbal and non-verbal behaviors that are tuned in with other person’s expressions in
the environment are high self-monitor. On the other hand, persons who display verbal
and non-verbal behaviors based on their own emotional experiences and states are low
self-monitor. The beginnings of self-monitoring stemmed from self-presentation and
expressive behavior which concerned with impression management (Elliot, 1979 &
Lippa, 1976). Later studies on self-monitoring started to emphasize the role of how
people perceive themselves (Brockner & Eckenrode, 1978; Ickes, Layden, & Barnes,
1978; Sampson, 1978) and others (Berscheid, Graziano, Monson, & Dermer, 1976).
Today, the concept of self-monitoring includes not only emotional verbal and non-
verbal expressions of behaviors but also impression management and ways in which

persons think about themselves (Snyder, 1979a, 1979b).

Individuals who remain consistent and true to themselves in their behaviors and self-
presentations no matter what the social situation (Musser & Browne, 1991) fit well
into the trait/dispositional or nature paradigm. High self-monitors are more practical
and observe role requirements and situational contingencies which fit well into the
situational or nurture paradigm. The debatable question for social psychologist was
whether attitudes could actually predict behaviors? It is obvious that low self-
monitors actions are affected by their attitudes but high self-monitors actions are not

affected by their attitudes (Snyder& Tanke, 1976).

The social world is perceived differently for higher and lower self-monitors. The
cognitive and behavioral processes of high and low self- monitors are also different
(Snyder, 1979a, 1979b) in that, high self-monitors made a are occupied with mental
effort required to encourage romantic relationships (Berscheid et al., 1976). High self-
monitors furthermore, also engaged more in verbal effort which helped with the
promotion of social relationships (Garland & Beard, 1979; Ickes & Barnes, 1977).
Being in the right situations (the activity) are important for higher self-monitors
compared to, lower self-monitors who prefer to be the way they are and interact in

similar ways across situations (the person).



It was Snyder (1974) in who initiated a 25-item scale to measure self-monitoring
since he found discrepancies in the behaviors of students at Stanford University,
psychiatric inpatients and actors. Albeit, discord over the construct, the exact number
of facets, the multi-factorial content of the self-monitoring scale and the predictive
ability of separate factors or of one total score, the reformulation and revised version
of the self-monitoring scale with better psychometric properties consisting of 18 items
proposed by Snyder & Gangestad (1986) is used most frequently compared to other
scales. Snyder & Gangestad (1986) agreed that the self-monitoring scale reflects one
factor but arguments exist until today about the validity and the abstract nature of the

self-monitoring concept.

1.3 The Concept of Locus of Control

In 1966, Rotter, initially proposed that persons can either possess internal locus of
control and believe that their actions are important for controlling life events or that
the person can possess external locus of control and believe that external factors are
responsible for life events. The concept was derived from the attribution theory
(Heider, 1958) and the social learning theory (Phares, 1976; Rotter, 1975) which
belongs to the behaviorist paradigms. The attribution theory attempts to explain the
reason for people’s behaviors. These can be internal or external and is similar to
Rotters (1966) internal and external locus of control as over the period of time people
will actually attribute their behavior to either an internal factor like ability or effort or
to luck or fate, which are external attributions. The social learning theory, (Phares,
1976) describes expectations, reinforcement and psychological situations. The
potential of a person to behave in a certain way in a psychological situation will
depend on if the person perceives that a certain behavior will lead to a desired
outcome/ reinforcement (Rotter, 1975). Rosalak and Hampson (1991) agreed that the
extent to which a person believes behavior will be followed by rewards, can inversely
be related to the extent to which he believes rewards can be controlled by outside

factors (external locus).



Locus of control is a salutogenic concept which can help individuals which can help
to cope with the daily life stressors (Striimpfer, 1990). Several researchers have
probed into the locus of control concept and agree that it is redundant with self-esteem
and self-efficacy (Judge et al. (2002). Other researchers agree that locus of control can
be regarded as a personality trait that can assure adjustment and people who perceive
that they have ability to control their stress levels may experience positive adaptation
and vice versa (Shapiro, Schwartz & Astin, 1996). Gropp et al (2001) found that
persons who have internal control collect more information about situations which
could cause unhealthy outcomes hence, are able to take precautions and better their

habits.

Rotters (1966) concept of locus of control emerged when he could not understand
why persons fail to respond to reinforcement in a predictable way. He commented that
external locus of control persons believe that incentives cannot be predicted and are a
result of luck, fate and chance. On the other hand internal locus of control persons
believe that their own behaviors can predict the incentives and that their own

behaviors are responsible for the reinforcements.

Today theorists debate whether locus of control is intrinsic and fixed or extrinsic and
changeable over a period of time. Rotter (1966) agreed with both perspectives and
stated that personality can be an interaction of both traits and environment. In other
words, a person could have an internal locus in one situation but switch to an external
locus in another situation. Another argument, was regarding the multidimensionality
of the concept of locus of control. Initially, Rotter (1966) believed that locus of
control was one dimension but later Levenson (1974) agreed that the concept consists
of three components namely internal, powerful others and chance. The external
component includes powerful others and chance (Levenson, 1981). The term "health
related locus of control" overlapped with the three components. "Internal health-
related locus of control" explains persons who perceive that they are in charge of their
own health but "Powerful others" explains persons who perceive that their health is
controlled by people in the medical profession, while "Chance" explains persons who

perceive that external factors like chance, fate and luck controls their health. There is



rescarch evidence that health of people could be attributed to locus of control
(Wallston, Wallston & DeVellis, 1978) and person with internal locus of control
could have better health versus persons with external locus of control (Smith,
Dobbins, & Wallston, 1998). The term locus of control and general locus of control
could be synonymous. (Rotter, 1966), also indicated that locus of control is an
expectancy which is generalized in relation to self-efficacy which is concerned with
perception of ability in a certain area A person may have high internal locus of control
with regard to health but may not choose treatment related to health in a self-
efficacious manner. People with external health-related locus of control are probe to
suffer from more illness (Horner, 1996). Recent studies on locus of control indicated a
positive relationship between internal locus of control and stress management and

psychological wellness (Schepers et al, 2006). A negative relationship exists between

external locus of control and burnout (Ak¢a and Yaman, 2010). In effect it is better
for organizations to promote internal locus of control persons than external locus of

control.

1.4 Leadership Styles

The meaning of leadership has different connotations for different researchers but
many different definitions of leadership revolve around the central idea that leaders
may have a perceived influence on organizational members (Bohn & Grafton, 2002;
Rost, 1991). This implies that if a person has the ability to achieve the goals of the
followers he can be accepted as a leader. Leaders may not necessarily be formal but
can also arise informally. James MacGregor Burns (1978) conducted a research on
leadership behaviors of persons in politics and described how they motivated
followers. This lead to the identification of two styles of leadership namely,
transactional and transformational. Later, Burns’ model was adjusted by Bass (1985).
In recent years, Bass’s theory is considered as the most appropriate to analyze
leadership (Eisenbach, Watson, & Pallai, 1999; Parry, 2002). Bass’s model identifies

and describes three leadership styles, transactional, transformational, and laissez-faire.



Fielder (1964) who was a trait theorist determined that researchers cannot talk about a
leader styles in isolation. The situation must be analyzed and consider as a
contingency factor since a particular style may not work well in every situation. In
other words the leader could either possess a task-oriented style, one in which the
leader emphasizes on the goals, creates deadlines, is authoritative and may even use
punitive measures to achieve the goals. The other is the relationship oriented style
where the leader assists the followers with the goals, is friendlier and uses a
democratic style. Fielder (1964) agreed that the style must be aligned with the
situation and that his style cannot be adjusted rather the situation must be changed to
suit the style. In the leader match manual Fielder also suggested how a person styles
can be identifies and the situations which most suit them. By identifying which styles
works best for a certain culture organizations can select and train leaders to utilize the

appropriate style for improving organizational performance.

Robert House (1971) and Martin Evans (1970) emphasized that the leader is capable
of changing a style according to the nature of the situation unlike Fielders
contingency theory and if the leader uses the right style it can impact followers’
motivation, satisfaction and performance. In other words the duty of the leader is to
guide subordinates along the path so that they can reach their own and organizational
outcomes. Today more contemporary theories of leadership have emerged which are
transactional and transformational styles and both these styles are related to each other

in that transactional leadership could be a subset of transformational leadership.

Transformational leaders motivate followers to strive for more than their own
interests in order to reach better standards of performance. These leaders increase
self-esteem and sense of purpose as they explain the vision to followers (Bass, 1985).
Transformational leaders portray five behaviors; firstly, idealized influence
(attributed) which is much the leaders are trusted, admired and revered because the
leader possesses charisma and is a role model for followers. Secondly, idealized
influence (behavior) which means that the leader is driven by the mission and goals
and has high moral and ethical standards. Thirdly, inspirational motivation is when

the leader expresses the significance of the goal and provides meaning to work.



Fourthly, intellectual stimulation in which the leader promotes the followers to
increase creativity and innovation. Finally, individual consideration is the extent to
which leaders promote growth and on the basis of the individual specific needs and
developing followers into leaders themselves (Bass, 1990). These leaders are
considered better and more superior than transactional leaders (Bass, B. M. & Bass,

R., 2008; Emery & Barker, 2007).

Transactional leadership is concerned with a give and take relationship and includes
behavioral dimensions like contingent reward which offers rewards for achieving the
standards of performance, management-by-exception (active), where the leaders pay
attention to mistakes committed by followers and management-by-exception
(passive) in the leader reacts to situations only when it is necessary (Bass, 1985). In
this approach, loyalty and the rewards that are distributed in the work-place are short-
lived approaches and may not have extra influence after the exchange is complete.
Teams try to negotiate but do not solve the problem or focus on the common vision.
Research indicates that managers with passive avoidance, which is a characteristic of

transactional leaders, displayed higher burnout (Anastasios & Panayiotis, 2010).

The third category of leadership is Laissez-faire leadership and is described as a
leader who hardly exists for followers and who disown their leadership roles. Den
Hartog, Van Muijen, and Koopman (1997) agree that laissez-faire leaders use passive
management-by-exception behaviors which can impact the results in an organization.
Laissez-faire leaders are popular for their avoidance of acting like a leader and have
little or no impact on the organizational events and outcomes. It means that the leader
waits for problems to get out of control before interfering. This amounts to no real
leadership (Bass, B. M. & Avolio, 2004; Eagly,Johannesen-Schmidt, & van Engen,
2003).

1.5 Problem Statement

Burnout is a pathogenic construct (related to the emergence of illnesses) which has

been reformulated and redefined by researchers and theorist over the period of years.



Most researchers agree that burnout occurs when a person feels unable to control any
more stressors and is depleted of all energy and experiences a complete state of
inadequacy. Rothmann (2008) claimed that burnout is more concerned with the fatigue

part of the vigor-fatigue continuum and can cause decline in well-being.

According to Maslach and Jackson (1981) burnout includes 3 dimensions which are
emotional exhaustion, which means lack of an emotional response and feeling tired
and drained out. Secondly, depersonalization which amounts to treating others with
indifference, like objects and thirdly lack of personal accomplishment which indicates
having feelings of inadequacy and low self-efficacy. Each of these dimensions are
independent of each other but are complementary in that, a person could experience
more or less of each of these dimensions or low or high of all three dimensions.
Albeit, the disagreement about the sequence of the dimensions of burnout it is obvious
that the amount of each of the dimensions is congruent with the persons personality as
well the internal and external environments that people are exposed to. It is likely
that one’s mans food is another man’s poison and a stressor that may be detrimental
of a person may be exciting for another. The fact remains that the symptoms of
burnout can be physical in which the person may experience psychosomatic problems
like colds, flu and aches and pains or emotional in which the person acts moody,
irritable and aloof or cognitive in which the person may not be able to concentrate and
is forgetful or motivational in which the person has no engagement and enthusiasm

and finally behavioral in which the person displays procrastination, and is impulsive..

Usually the burnout candidate has been described as feeling trapped and believing that
they have no way out of the situation. In total burnout, the individual cannot function
on the job or in a relationship due to their feeling completely unable to cope with the
distress. They are incapable of functioning normally and can be terminated from the
job or the relationship. Burnout can range along a continuum from low to high
(Hamann & Gordon, 2000). Globalization has contributed to a change in job demands
causes work overload and the stress of being in a high position can overwhelm

managers (Strydom & Meyer, 2002). The general theme of all these discussions is

10



that: (1) burnout is a problem, and (2) Something needs to be done about it.
Consequently, the question “Do certain personality traits and certain leadership
styles alleviate burnout?” needs to be clarified. This study can provide answers to the
question above and aid managers and other employees in organizations facing a

burnout problem

1.6 Variables of the Study

Independent variables: Self-Monitoring and Leadership Styles
Dependent variables: Burnout

Moderating variable: Locus of Control and Working Position

1.7 Operational Definitions of the Variables

(A) Burnout: is a pathogenic construct which includes 3 dimensions which are
emotional exhaustion, which means lack of an emotional response and feeling tired
and drained out. Secondly, depersonalization which amounts to treating others with
indifference, like objects and thirdly lack of personal accomplishment which indicates
having feelings of inadequacy and low self-efficacy. Today, burnout is viewed as
moving along the fatigue-vigor continuum with fatigue given priority (Rothmann,
2008) Maslach (1976; 1982) examined long term exposure to stressors and peoples
inability to cope, laid the braking ground for the Maslach and Jackson Burnout
Inventory (MBI) for measuring the three components which will be used in the

present study (1981, 1986)

(B) Self-monitoring: is a personality trait referring to the extent to which people
are perceptive of situational cues and can readily adagt heir owen odeaniiss
appropriately. Some persons can adopt one style when dealing with their subordinates
and another-perhaps more respectful style when dealing with their boss. At times this
category has been referred to as “Social Chameleons” or “High Self-Monitors.” In

contrast, other individuals are less willing to change their personal style in this
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manner; with them, “what you see is what you get” across a wide range of contexts.
Such people are unlikely to behave differently toward members of different groups
with whom they interact. At times this category has been referred to as “Devil’s
Advocates” or “Low Self-Monitors”. In the present study measurement items for

will be modified from the 18 item true-false scale developed by Snyder (1987).

(C) Transformational leaders: inspire followers to go beyond their own interests in
order to reach new heights and performance levels because of their own personal
values. These leaders raise self-esteem and sense of purpose as they communicate a
vision and are ready to go an extra mile for their followers (Bass, 1985).
Transformational leaders portray five behaviors; firstly, idealized influence
(attributed), idealized influence (behavior) inspirational motivation intellectual
stimulation and individual consideration (Bass, 1990). These leaders are considered
better and more superior than transactional leaders (Bass, B. M. & Bass, R., 2008;

Emery & Barker, 2007).

(D) Transactional leaders: as the term implies are leaders who are concerned about
the present and a give and take relationship which is more related to the organizations
purpose. Behavioral dimensions like, contingent reward, management-by-exception
(active), and management-by-exception (passive) are an important part of being
transformational (Bass, 1985). In the present study measurement items for leadership
styles will be modified from the scale developed by Den Hartog, Van Muijen, and
Koopman (1997).

(E) Locus of Control: is the degree to which people believe they have control over
the situation they are in and can take charge of what happens to them. People who
believe that outside factors are largely responsible for their destiny and see little
connection between their own actions and who cannot take charge of what happens to
them are called “Externals” and people who think that their own actions and
behaviors have an impact on what happens to them and can take charge of what

happens to them are called “Internals”. In the present study measurement items for
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locus of control will be modified from the 29 item scale developed by Julian B. Rotter

in (1989.

1.8 Research Objectives

The reason for this study is to investigate the relationship between self monitoring,
locus of control, leadership styles and burnout among employees currently working in
trading or import-export firms. Five specific objectives were developed which are as
follows:

1. To identify the level of burnout, self-monitoring, locus of control of the
employees.

2. To examine the influences of self-monitoring and leadership styles on burnout.

3. To examine the moderating effects of locus of control on the relationship
between self-monitoring, leadership styles and burnout.

4. To investigate the difference in the levels of self-monitoring and locus of
control between middle management and operational/ administrative
employees.

5. To investigate the role of self-monitoring and leadership styles on burnout

between middle management and operational/administrative employees.

1.9 Scope and Delimitations of the Study

The researcher confined the study to employees in profit organizations only rather
than extending it to non-profit organizations. The data was collected from persons in
managerial and administrative positions and not from all levels of employees. The
managers for the study were from different levels of management and selected from

several companies, so that a sample that represents of the population.

The study included approximately 400 managers and administrators whose medium of
instruction is English and Thai only but will exclude other mediums of instruction. In
the present study structured tools not semi-structured tools will be used and the data

was collected using quantitative not qualitative methods. It is assumed that employees
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with certain personality traits and leaderships styles are more susceptible to burnout
but other factors like family history, kind of job pressures at work, kind of bosses,
culture, economic background, engagement in organizational citizenship behaviors etc
are not included but could be factors that influence susceptibility to burnout. The
questionnaires were administered to employees at different locations after and during
the lunch breaks which may not be a congenial setting for answering the

questionnaire.
1.10 Significance of the Study

The onset of globalization and the formation of several economic communities like
the European Union and the Asean Economic Community can impact stress and
burnout levels because of the war for talent and competition. The impact of
globalization can be beneficial as well as detrimental. Without doubt, globalization
has affected not only education (Kulkarni, 2006; Nayyar, 2008; Vaezi & Ghorouneh,
2010) and educational leadership but also how leaders deal with burnout (Alon &
Higgins, 2005; Farber, 2000; Idris, Dollard, & Winefield, 2011). Burnout can be
perceived as a social or a medical problem depending on the situation. It is evident
that educators could suffer form higher levels of burnout since they interact more with

others and thus burnout could be a social issue (Maslach, 2003a).

A study of burnout in relation to self-monitoring, locus of control and leadership
styles can be useful at work, since a variety of strategies to reduce stress levels and
alleviate burnout can be considered. Work and family life balance can be successful if
tasks can be prioritized properly, secondly support can be given from supervisors,
mentors help with advising, social support is given from peers, flexibility with work
schedules is implemented and the person is proactive. If stress occurs because of
work, the employee can probe into the origins of the stressors and take steps to seek
professional help or to change their life styles. Additionally, in day to day activities,
it is necessary to train persons to seek out new challenges by portraying the
differences of each experience and getting them involved in different activities so as

to create variety and excitement (Skovholt, 2001). This involves self- monitoring and
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locus of control and leaders must be sensitive to situational cues and readily adapt
their own behavior appropriately. Self-monitoring and locus of control personality
traits are significant for many organizational activities. Employees who are high self-
monitors tend to be better with communication, successful organizational leaders, and
good in changing positions which require adjustment of behaviors (i.e., positions in
which incumbents work with people in different departments or organizations). They
are also more likely than low self-monitors to be promoted within the organization

and to receive better jobs and promotions.

The present study is expected to provide feedback to larger society since, society has
the right and also duty to know the impact that burnout, self-monitoring, locus of
control and leadership styles could have on institutional or organizational
effectiveness. This would provide not only theoretical coﬁtribution to expand the body
of knowledge on burnout and its relation with some individual factors i.e. self-
monitoring, locus of control and interpersonal factors i.e. leadership style but also
help the practitioners to strategically design some activities to protect their employees
from burnout. If self-monitoring, locus of control and leadership styles are found to
have significant inverse influences or act as moderators with burnout as hypothesized,
enhancing self-monitoring, transformational, and transactional leadership would help

protecting the employees from burnout in the long run.
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CHAPTER 2

LITERATURE REVIEW

Review of related research literature is an essential part of any research since it
provides a comprehensive idea of research conducted in the past and present in
deferent cultures which helps to identify gaps in the literature and furthermore
motivates researchers to pursue research in that field. It can reveal investigations
similar to the ones under investigation and can show how collateral researches
handled situations. It can help to observe the study under investigation in a historical
and associational perspective and provide new ideas and approaches that may not

have been thought about in the past.

This chapter provides an in-depth overview of prior research conducted on the
concept of burnout, personality variables like locus of control, self-monitoring and
certain leadership styles and examines if these variables can have an impact on
employees burnout levels. Furthermore, strategies can be suggested for employees to
decrease their burnout levels by implementation of training programs and by changes

in environmental factors that attribute to burnout.

2.1 Studies Conducted on Burnout

There are several approaches to understand the phenomenon of burnout. Some of

them are discussed in this section.

2.1a A Clinical Approach to Burnout

Herbert Freudenberger, a clinical psychologist from New York, was one of the first
persons to describe a case of burnout in 1973 by using the term “burnt out" syndrome
in a professional psychology journal. Much before Freudenberger, Graham Greene
(1961) wrote a novel about a "burnt-out” case in which the actor was a spiritually

saddened man from a leper colony who could fit into the present case of burned-out
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individuals. The word a "burn out” became popular after 1960 when Freudenberger,
Christina Maslach and Ayala Pines (colleagues for several years at the University of
California, Berkeley) and Gary Cherniss (at the University of Michigan) made the
concept a public issue. Freudenberger used the word burn out to refer to persons
working in health care or with drug users who were physically and psychologically

burdened with their jobs including himself.

The original idea of burnout, stressed on a state of exhaustion that was the result of
working too hard and neglecting needs which were personal. Freudenberger agreed
that this condition occurred most frequently among the “dedicated and committed
who work too much, too long and too intensely' (1974). These persons get too
involved and feel obligated to give from three angles, from within themselves, from
clients who are needy and from staff administrators. This in turn results in guilty

feelings which make workers expel more energy towards their jobs.

In the 1980°s Freudenberger et al believed that burnout was "excessively striving to
reach some unrealistic expectation imposed by one's self or the values of society".
According to Freudenberger, burnout therefore, resulted because of eagerness to help
these needy persons. This idea became important in the mid 1970s since it
emphasized on the existing feelings of workers who neglected their own needs and
who got burnt out mainly because they worked too hard and cared too much about
others. Secondly workers experienced problems trying hard to satisfy their own roles,
like helping and caring especially when they dealt with clients’ problems and

difficulties.

Freudenberger posited that if a person was working with such needy, demanding and
troubled clients, a person may not feel satisfied. Basically Freudenberger took a
clinical approach to understanding burnout with a focus on workers who have paid a

"high cost" for "high achievement."
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2.1b A Social-Psychological Approach to Burnout

Maslach and Pines perception of burnout was more from a social-psychological
perspective. Maslach looked into the Philip Zimbardo's work in the early 1970 which
emphasized on dehumanization and depersonalization and agreed that when a person
is overloaded it could result in treating clients in a dehumanized way. Pines too
collected data on several types of human-oriented jobs and services and together with
Maslach made an attempt to study the environmental factors that could alleviate and
result in burnout. Furthermore, studying burnout from a research-oriented angle could
provided a better understanding of which environments increase burnout, mediators
and factors that could decrease burnout. Eventually, after data collection the
researchers concluded that three main dimensions namely, emotional exhaustion,
which means lack of an emotional response and feeling tired and drained out.
Secondly, depersonalization which amounts to treating others with indifference, like
objects. Thirdly, lack of personal accomplishment which indicates having feelings of
inadequacy and low self-efficacy. The Maslach Burnout Inventory (Maslach &
Jackson, 1981; 1986), measures these three dimensions in order to measure burnout in

individuals.

Both Maslach and Pines believed that getting emotionally involved and being
overextended could be prerequisites to burnout. Maslach viewed stress as causing an
increase in workers withdrawal. On the other hand, Pines believed that being a
workaholic could lead to lack of caring for persons who get burned out. “In her
original article in 1976, Maslach agreed that “Professionals, who work intensely
with others, tend to cope with stress by a form of distancing that not only hurts
themselves but is damaging to all of us as their human clients”. Too much of
service to humans may lead to burnout and the person could lose feelings of emotions
with whom they work and as a result treat them in an indifferent and dehumanized
way. Furthermore these persons can become distrustful of others with whom they
work, talking to them in a derogatory way or blaming them for some of the problems
that they themselves were the cause of. In addition burnt out persons try to move to

others area where the work is less burdensome but if it not possible to withdraw
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psychologically or emotionally, they retreat to treating clients in more formal and
impersonal ways. Burnout, could also lead to the development of a poor and negative
self-concept whereby workers feel pessimistic about themselves and their abilities and
feel incompetent at home and in the work place. Pines in 1983, believed that persons
suffer from burnout could experience more insomnia, loss of appetite, tension and
many other physical ailments. Eventually plenty of marital problems increase since
they prefer to be left along and hardly wish to interact with others. Maslach and Pines
also discovered that persons with burnout have higher rates of suicides, alcoholism
and hopelessness. Just like Freudenberger, both of them felt very sympathetic view

toward service providers

2.1c An Organizational Perspective to Burnout

While studying at Yale, Gary Cherniss conducted some research work with Sarason
which emphasized on 2 factors namely the nature of the organizations and the
sociocultural environment in which people work to indicate how these factors could
affect how people respond to the work. Cherniss, believed that psychological stress
that is present in work which eventually accelerates the stress is caused by two
factors: social changes which keeps the roles played by professionals updated and
working in a bureaucracy where the person is providing a service to other humans.
(Cherniss, Egnatios, & Wacker, 1976). Society often determines the changes in roles
of professionals and the degree of authority from workers to clients. Workers
especially, new workers must find a role that is neither too close or far from the
clients and which makes them feel comfortable. There exists plenty of criticism
towards professionals which results in a demeaning feeling resulting in low status and

prestige which are opposite feelings of what they intended to experience.

The second factor Cherniss agreed that often conflict arise between the administration
and staff since the organization functions like a bureaucracy and the staff members
must try hard to adjust and change the system to manage efficiently. These staff
members have limited autonomy and hence cannot make changes in accordance to

what they wish Cherniss, Egnatios, Wacker, & O’Dowd (1979).
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Cherniss believed that burnout can be caused because the ratio of the workers input is
mismatched with the ratio of the outcome (1980a). This can be caused by 2 factors
one in which the workers are in an environment which is causes over arousal (a
teacher with an overload of students) or the other in which the workers is under
aroused (a teacher teaching the same subject for many years) and the job gets boring
and is not challenging any more. Cherniss said that burnout could commence "when
the helper experiences stress and strain that cannot be alleviated through active
problem solving' (1980b). This could result in three symptoms which are, firstly
losing tolerance for their clients and blaming the clients for their problems. Secondly,

losing optimism for changes and finally wandering outside to discover fulfillment in

their lives.

This idea perceives that if the context of the work environment is not appealing and
congenial for the workers how can a worker make a commitment to work that
involves human services? Distancing oneself form clients and acting in a way that is

aloof may hurt but is may be a way out instead of losing one’s balance or equilibrium

2.1 d The Present Concept of Burnout

As stated above Freudenberger, Maslach and Pines and Cherniss have analyzed the
concept of burnout from different perspectives. Burnout has been defined as “a state
of vital exhaustion” according to the World Health Organization International
Classification of Diseases (World Health Organization, 2004) In the Diagnostic and
Statistical Manual of Mental Disorders, there is no diagnosis of burnout stated but
today burnout is definitely a syndrome with large consequences (American
Psychiatric Publishing 2000). In the 21* century it is not only the nature of the work-
life but the large cultural-context in which the work is being conducted that make

employees vulnerable to burnout (Leiter et al, 2008)

Researchers have treated burnout as a mediating factor between the causes and the

outcomes (Siegall & McDonald, 2004). Since the last 10 years plenty of research has

20



focused on the antecedents of burnout but recently individual attributions which can
act as moderators for the work environment-burnout relationships and the role social
exchange relationships have been given attention. Individual differences in
personality can influence the environment-burnout relationship (Semmer, 1996, Witt,
Andrews & Carlson, 2004). If there is little congruence between the individuals
personality and the job, the higher the level of burnout (Maslach and Leiter , 1997,
Leiter & Maslach, 2001, 2004). Inequity in social exchange relationships is another
factor that can result in burnout because workers feel that their inputs are much more
than their outcomes in terms of client reciprocation. (Bakker, Schaufeli, Sixma,
Bosveld & van Dierendonck, 2000; Taris, Peeters, LeBlanc, Schreurs& Schaufeli,
2001; Truchot & Deregard, 2001; Van Dierendonck, Schaufeli & Buunk,2001).
Furthermore workers compare themselves to their colleagues and feel a level of
unfairness. Both distributive and procedural justice may be perceived as stressors and

provoke burnout (Tepper, 2001).

Cross-cultural studies also indicate evidence of the 3 factor structure of Emotional
Exhaustion, Depersonalization and Reduced Personal accomplishment (Hwang,
Scherer & Ainina, 2003). Research studies also indicate that burnout may be
culturally oriented and countries growing at a faster pace may experience more
burnout because of a demand for higher productivity, learning of new knowledge and
skills and time pressures, type of work and hectic and fast paced job (Kulkarni, 2006).
All over the world people are concerned with the impact of burnout on productivity
depending on the kind of productivity outcome. Some studies indicate that burnout is
related to the amount of sick leave and burnout may result in lack of productivity
rather than the opposite (Soler et al, 2008). A study at a hospital in China by Zhang
& Feng (2011) also shows that there is a strong relationship between burnout and the
intention to look out for another job and that a strong correlation also exist between
Emotional Exhaustion, Depersonalization and Reduced Personal accomplishment. In
Canada the losses associated with early retirement and losses in work related cutback
for patient services amounted to 213 million dollars (Dewa, Jacobs, Thanh & Loong,

2014.
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2.2 Studies Conducted on Self-Monitoring

Previous research has suggested that high self-monitors have also been found to
emerge as group leaders (Dobbins, Long & Dedrick, 1990; Zaccaro, Foti, & Kenny,
1991). High self-monitors are likely to resolve conflict through collaboration and
compromise rather than through avoidance and competition (Baron 1989). High self-
monitors are also more likely to be promoted (Kilduff & Day, 1994) and to perform
organizational citizenship behaviors (Blakely, Fuller & Smith, 1996) more often. A
research that examined self-monitoring as a moderator between personality traits and
performance indicated that persons with high self-monitoring were allocated better
supervisory ratings of interpersonal performance but not necessarily higher ratings for
peer and task performance (Barrick, Parks & Mount, 2005). Some research
contradicts that self-monitoring is not always a boon and reveals that high self-
monitors feel lower levels of job satisfaction as well as organizational commitment

than low self-monitors (Day & Schleicher, 2006), and therefore could be expected to

experience more role conflict and burnout compared to low self-monitors.

The concept of self monitoring is synonymous with many theories of social
psychology. Icek Ajzen, in the Theory of Reasoned Action (TRA) emphasized the
important of subjective norms (concerned with standards of behavior) that determine
people’s intention to do a behavior in the Theory of Planned Behavior (TPB). High
self-monitors are likely to pay attention to subjective norms carefully versus low self-
monitors. Ajzen, Timko and White (1982) and DeBono and Omoto (1993) conducted
studies on peoples public attitudes and private actions. The Informational Cascades
Theory is also concerned with how people make observations of others in the
environment and without much hesitation imitate other peoples actions
(Bikhchandani, Hirshleifer, and Welch (1992). The self-monitoring construct thus
suggest that that high self-monitors could be influenced more by informational

cascades and collective mentality.

As self-monitoring is essential to promote personal insight to prevent acting when one

is emotional, high self monitoring employees would be able to better monitor and
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react to the social environment, adjust themselves to the social norms, and also protect
themselves from the excessive stress. As such, they are expected to be able to avoid
burnout than workers who do not adjust themselves (Stets & Turner, 2007; Wharton,
1993). Yukiko and Yuko (2006) also found that employees who had low-self
monitoring with unstable interpersonal relationships reported higher burnout
experience. In addition, they found that this tendency was stronger among young and

less experienced employees who lived alone.

2.3 Studies Conducted on Locus of Control

Spector (2008) and Hellrigel et al (2010) defined locus of control as “to the extent to
which individuals believe that they can control events which affect them. People
must feel in control in order to avoid psychological problems like tension and being
anxious. People who feel that they are in charge of the situation are psychologically
healthier. These healthy individuals feel more confident about being in charge which
increases their levels of optimism and leads to risks being underestimated in many
satiations. Outcomes that are negatives are blamed on external factors in the
environment so as to save their sense of control (Seligman, 1991). This notion is also
similar for physical illnesses. People who envisage that they can take charge of their
illness and can decrease their stress levels have higher degrees of psychological
adaptation versus people who think in opposite ways (Shapiro et al, 1996). The health
control of cancer patients is related to their quality of life, self-esteem and good
moods (Cunningham, Lockwood, & Cunningham, 1990). Kulshrestha and Sen (2006)
agree that internal locus of control people are happier than their counterparts since are

able to change situations they feel are not satisfying.

Grob (2000) argued that levels of stress depend on one’s perception of ability to cope.

Internal locus of control persons are accepting of situations and in fact get excited
when they feel in charge (Owusu-Ansah, 2008). A more recent study conducted by
Roddenberry and Renk in 2010 also confirmed similar findings in that persons with

external locus of control could suffer form more physical and psychological illness.
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Hsu (2011) discovered that high internal locus of control persons accept their

disappointments and successes since they accept responsibility for these outcomes.

2.4 Studies Conducted on Leadership Styles

Leadership has an impact on employee wellbeing and both leadership and culture are
important aspects of organizational health (Watts, Robertson, Winter, & Leeson,
2013; Skakon, Nielsen, Borg, & Guzman, 2010). Most research indicates that leaders
have a perceived influence their followers (Bohn & Grafton, 2002; Rost, 1991). James
MacGregor Burns (1978) conducted a research on leadership behaviors of persons in
politics and described how they motivated followers. This lead to the identification of
two styles of leadership namely, transactional and transformational. Later, Burns’
model was adjusted by Bass (1985). In recent years, Bass’s theory is considered as the
most appropriate to analyze leadership (Eisenbach, Watson, & Pallai, 1999; Parry,
2002). Bass’s model identifies and describes three leadership styles, transactional,
transformational, and laissez-faire. Recently, a transformational leader has been
defined as “one who is attentive to the needs and motives of followers and tries to

help followers reach their full potential” (Northouse, 2013, p. 186).

Fielder (1964) who was a trait theorist determined that researchers cannot talk about a
leader styles in isolation. The situation must be analyzed and consider as a
contingency factor since a particular style may not work well in every situation. In
other words the leader could either possess a task-oriented style, one in which the
leader emphasizes on the goals, creates deadlines, is authoritative and may even use
punitive measures to achieve the goals. The other is the relationship oriented style
where the leader assists the followers with the goals, is friendlier and uses a
democratic style. Fielder (1964) agreed that the style must be aligned with the
situation and that his style cannot be adjusted rather the situation must be changed to
suit the style. In the leader match manual Fielder also suggested how a person styles
can be identifies and the situations which most suit them. By identifying which styles
works best for a certain culture organizations can select and train leaders to utilize the

appropriate style for improving organizational performance.
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As employing a visionary and creative style that inspires employees, transformational
leadership is linked to employee burnout and stress. Nielsen and Munir (2009) found
a significant relationship between transformational leadership and employees’ well-
being while Harjinder (2008) found the negative relationship between
transformational leadership and employees’ stress and burnout from his research in
service sectors. Moreover, Zopiatis and Constanti (2010) found positive relationship
between transformational leadership and employees’ accomplishment as well as the
negative relationship between this leadership style and emotional exhaustion and

depersonalization.

2.5 Research Framework

Thus, the conceptual framework that explains the relationship among burnout, self-

monitoring, locus of control and leaderships styles can be illustrated in Figure 1 as

follows:

Figure 2.1 Research Framework
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Table 2.1: List of Hypotheses

Hypotheses

H1 | Self-monitoring is negatively related to burnout

H2 | Transformational leadership is negatively related to burnout

H3 | Transactional leadership is negatively related to burnout.

H4 | Locus of control moderates the relationship between self-monitoring,
transformational leadership, transactional leadership and burnout

H5 | Employees who have internal and external locus of control have different
level of burnout

H6 | Employees with management and operational (administrative) positions have
different levels of self-monitoring and locus of control

H7 | Self-monitoring, transformational and transactional leadership styles have
different influences on burnout for employees in management and
operational (administrative) positions

Remark: SEM stands for Structural Equation Modeling

2.6 Summary

The review of related literature indicates that a plethora of studies have been
conducted on burnout with personality variables like self-monitoring and locus of
control and indicate that individual well being is surely related to how one copes with
their stress and burnout levels. Persons who are high in self-monitoring can adapt and
adjust to the environment better since they can make changes in behavior according to
demands of the situations. Locus of control also benefit the person to take charge of
the situation and studies above show that physical and psychological well-being can
be attributes to how people accept their achievements and failures. Do people

constantly perceive external factors as causing painful outcomes in their lives?

Furthermore the leadership styles coupled with other personality characteristics that a
person displays in organizations may affect stress and burnout levels. Research above
indicates that the transformational style of leadership in the present age seems to be
exhibited most often by managers and often helps to alleviate stress and burnout

levels.

26



Very few studies have been conducted in Thai culture on the impact of personality
and leadership styles on burnout levels. The researchers can help employees to change
their perception and take charge of their own outcomes using training programs in
order to keep burnout at bay. Besides this the research can provide a magnitude of
knowledge to managers in organizations and provided insight on how to deal with

current employees so that turnover rates could be lower.
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CHAPTER 3

RESEARCH METHODOLOGY

This chapter explains research methodology applied in this study. Questionnaire
survey is mainly used. There are five sections in this chapter. First is on the research
design followed by measurement and questionnaire development. Pretesting of the
questionnaire and its results are reported in this section. Third section describes
population, sampling technique and samples. Next section is on the data collection

and, finally, data analysis plan is explained. The details are as follows:

3.1 Research Design

A descriptive research is designed. The main purpose is to investigate the relationship
between self-monitoring, leadership styles and burnout as well as the difference of the
level of each construct and the relationship of all constructs between people with
different locus of control and people with different working positions. Related
literature is reviewed while a conceptual framework is proposed. Burnout with three
dimensions; emotional exhaustion, depersonalization and personal accomplishment is
appointed as the dependent variable of the model. Self-monitoring and two leadership
styles, transformational and transactional leadership are proposed as independent
variables while locus of control and management positions are included in the model
as the moderators. A survey was conducted. Specific questionnaire namely,
"Leadership and Burnout Survey" questionnaire was developed and used as major

research tools to collect data.

3.2 Measurement and Questionnaire Development

3.2.1 Questionnaire Design

A questionnaire is developed based on theoretical foundations and previous research

results. Multi-item measurement was designed to measure each major construct, i.e.
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burnout, self-monitoring, leadership styles and locus of control. The questionnaire is
structured in four parts as follows:
PART 1: Burnout with three dimensions: emotional exhaustion,

depersonalization, and reduced personal accomplishment

PART 2: Transformational and transactional Leadership styles
PART 3: Self-monitoring and locus of control
PART 4: Demographic characteristics

3.2.2 Measurement

A review of the literature on all related factors indicated many versions of
measurement scales for each variable. Thus, the most suitable measurement scales for
this research were adopted and modified. Some details were revised to match with the
current Thai organizational context. To measure burnout level, the Maslach, Jackson,
& Leiter (1996) burnout inventory (MBI) scale was utilized. The MBI consists of 22
statements that measure three dimensions of burnout: 1) emotional exhaustion, 2)
depersonalization, and 3) personal accomplishment. Emotional exhaustion refers to
the depletion of psychic energy which makes a person feels emotionally drained when
interacting with others. Depersonalization refers to the situation in which a person
feels detached from work and people become objects, not humans, to be dealt with.
Personal accomplishment explains the feeling of being either competent or
incompetent burnout people may doubt about their abilities in achieving their goals

and aspirations.

Six rating scales varying from 1 (Never Occur) to 6 (Occur every day) were assigned
to measure three dimensions of the burnout construct. Seven items were used to
measure emotional exhaustion. The summate scale was computed. The score of 30 or
more refer to high level of emotional exhaustion; 18 to 29 refer to the moderate level
and less than 18 mean low level of the emotional exhaustion. Seven items were used
to measure depersonalization. Summate score was also computed. The score of 12 or
more refer to high level of depersonalization; 6 to 11 refer to the moderate level and

less than 6 mean low level of the depersonalization. The last eight items measure
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personal accomplishment. Summate score of more than 40 indicate high personal
accomplishment i.e. low level of burnout, 34 to 39 refer to moderate level and less
than 33 mean low personal accomplishment i.e. high feeling of burnout. The
measurement items are shown in Table 3.1. However, the measurement items were
mixed in the questionnaire as suggested in the oriéinal version of the scales to prevent
the respondent from the predicting of the meaning of what is measuring. The order of
the measurement items in the questionnaire can be seen in Appendix A.

Table 3.1: Measurement Items for Burnout

No Measurement Items
Emotional Exhaustion

1 | I feel emotionally drained from my work.

2 | I feel used up at the end of the day.

3 | Working with people all day is really a strain on me.
4 | I feel burned out from my work.

5 | I feel frustrated in my job.

6 | I feel I am working hard on my job.

7 | I feel like I am at the end of my rope.

Depersonalization

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

I feel I treat some employees as if they were impersonal objects.

I have become very callous (feel no emotion towards people)

I worry that the job is hardening on me emotionally.

I don’t really care what happens to some of my employees.

Working with people directly puts too much stress on me.

NN [ (W

I feel employees blame me for some of their problems.

Personal Accomplishment

I can easily understand how my employees feel about things.

I deal very effectively with the problems of my employees.

I feel I am positively influencing other peoples work through my work.

I feel energetic.

I feel exhilarated (stimulated / refreshed) after working with my employees.

I have accomplished many worthwhile things in this job.

I deal with emotional problems very calmly.

1
2
3
4
5 | I can easily create a relaxed atmosphere with my employees.
6
7
8
S

ource: Maslach's burnout inventory (MBI) scale; Maslach, Jackson, & Leiter, 1996.
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To measure the transformational and transactional leadership, the well-known
multifactor leadership questionnaire (MLQ) namely “Leadership dimension
instrument” by Den Hartog, Muijen, and Koopmam (1997) and Bass and Avolio
(1995; 2004) were used to measure the perceived leadership style. The details of the

measurement items are shown in Table 3.2.

Table 3.2: Measurement Items for Transformational and Transactional
Leadership styles

No Measurement Items

Transformational Leadership

1 | Engages in words and deeds that enhance his/her image of competence.

Serves as a role model for me.

Instills pride in being associated with him/her.

2

3

4 | Can be trusted to help me overcome any obstacle.

5 | Makes me aware of strongly held values, ideals, and aspirations which are share

in common.

6 Mobilizes a collective sense of mission.

7 | Articulates a vision of future opportunities.

8 | Talks optimistically about the future.

Transactional Leadership

1 Focuses attention on irregularities, mistakes, expectations, and deviations from

what is expected of me.

Monitors performance for errors needing correction.

Points out what I will receive if I do what is required.

Keeps careful track of mistakes.

Tells me what to do to be rewarded for my efforts.

Is alert for failure to meet standards.

N N | B W N

Works out agreements with me on what I will receive if I do what needs to be

done.

8 | Talks about special rewards for good work.

Source: Multifactor Leadership Questionnaire (MLQ)
Bass & Avolio, 2004
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Some items are modified to fit well with the Thai business context. The “Leadership
dimension instrument” allows the respondents, as followers, to describe leadership
style of his/her supervisor in their point of view. The scale contains 16 items that
identifies and measures transformational and transactional leadership behaviors.
According to the instrument, transformational leadership is measured by the factors of
1) Idealized influence (attributes) which is related to leaders' socialized charisma and
mission, 2) Inspirational motivation 3) Intellectual stimulation, and 4) Individual
consideration in that the leaders pay attention to the individual needs of the followers
i.e. employees for achievement and growth. Transactional leadership is measured by
two factors which are Contingent rewards and Management by exception. Seven
Likert scales varying from 1 (Strongly disagree) to 7 (Strongy agree) were used. The
scores of each leadership style were summed. High score indicates high level of that

leadership style.

The self-monitoring scale used in this study is modified from the original version of
Mark Snyder developed in 1974 and modified in 1987. Self-monitoring scale covers
three major tendencies: 1) The willingness to be the center of attention, 2) Sensitivity
to the reactions of others, and 3) Ability and willingness to adjust behavior to induce
positive reactions in others. The willingness to be the center of attention is closely
related to some social skills such as the extraverted behavior and emotional

expressiveness.

The scale consists of 18 dichotomy items i.e. true-or-false questions which can be
scored in accordance with the scoring key which indicate that persons who are high
self-monitors will obtain a high score but persons with low scores are low self-
monitors. The respondents were asked to give "T" if the statement is true or mostly
true for them and give "F" if the statement is false or not usually true. The scoring
keys were presented in the Table. Answers that are consistent with the key would be
given 1 point. The 18-items measuring the self-monitoring level can be seen in Table

3.3.
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Table 3.3: Measurement Items for Self-Monitoring

No Measurement Items Scoring

1 | I find it hard to imitate the behavior of other people. tlg

2 | At parties and social gatherings, I do not attempt to do or say things F
that others will like.

3 I can argue only for ideas that I already believe.

4 | I can make impromptu speeches even on topics about which I have T
almost no information.

5 | I guess I put on a show to impress or entertain others T

6 | I would probably make a good actor. T

7 | In a group of people, I am rarely the center of attention F

8 | In different situations and with different people, I often act like very T
different persons.

9 | I am not particularly good at making other people like me.

10 | I'm not always the person I appear to be.

11 | I would not change my opinions (or the way I do things) in order to F
please someone or win his or her favor.

12 | I have considered being an entertainer.

13 | I have never been good at games such as charades and improvisational
acting.

14 | I have trouble changing my behavior to suit different people and F
different situations.

15 | At a party I let others keep the jokes and stories going. F

16 | I feel a bit awkward in company and do not come across quite as well
as I should.

17 | I can look anyone in the eye and tell a lie with a straight face (if for T
the right end).

18 | I may deceive people by being friendly when I really dislike them. T

Source: Self-monitoring scale; Snyder, 1987

The level of the locus of control is measured. Locus of control refers to the extent to

which individuals believe that they can control events that affect them. Julian Rotter’s
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scale developed in 1989 which consists of 29, A/B choice items. The items can be

scored in accordance with the scoring key. Those with a high internal locus of control

believe that events result primarily from their own behavior and actions will obtain

low score but those with a high external locus of control who believe that powerful

others, fate, or chance primarily determine events will obtain a high score.

Table 3.4: Measurement Items for Locus of Control

No

Measurement Items

Scoring
to

a. Children get into trouble because their parents punish them too much.

b. The trouble with most children nowadays is that their parents are too easy
with them,

a. Many of the unhappy things in people's lives are partly due to bad luck.
b. People's misfortunes result from the mistakes they make.

a. One of the major reasons why we have wars is because people don't take
enough interest in politics.
b. There will always be wars, no matter how hard people try to prevent them.

a. In the long run people get the respect they deserve in this world.
b. Unfortunately, an individual's worth often passes unrecognized no matter
how hard he tries.

a. The idea that teachers are unfair to students is nonsense.
b. Most students don't realize the extent to which their grades are influenced
by accidental happenings.

a. Without the right breaks, one cannot be an effective leader.
b. Capable people who fail to become leaders have not taken advantage of
their opportunities.

a. No matter how hard you try, some people just don't like you.
b. People who can't get others to like them don't understand how to get along
with others.

a. Heredity plays the major role in determining one's personality.
b. It is one's experiences in life which determine what they're like.

a. I have often found that what is going to happen will happen.

b. Trusting fate has never turned out as well for me as making a decision to
take a definite course of action.

10

a. In the case of the well prepared student there is rarely, if ever, such a thing
as an unfair test.

b. Many times, exam questions tend to be so unrelated to course work that
studying in really useless.

11

a. Becoming a success is a matter of hard work; luck has little or nothing to
do with it.

b. Getting a good job depends mainly on being in the right place at the right
time.
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Table 3.4: Measurement Items for Locus of Control (Continued)

Measurement Items

Scoring
to

12

o &

. The average citizen can have an influence in government decisions.
. This world is run by the few people in power, and there is not much the
little guy can do about it.

b

13

(=]

. When I make plans, I am almost certain that I can make them work.

. It is not always wise to plan too far ahead because many things turn out to

be a matter of good or bad fortune anyhow.

14

. There are certain people who are just no good.
. There is some good in everybody.

15

. In my case getting what I want has little or nothing to do with luck.
. Many times we might just as well decide what to do by flipping a coin.

16

. Who gets to be the boss often depends on who was lucky enough to be in
the right place first.

. Getting people to do the right thing depends upon ability - luck has little
or nothing to do with it.

17

. As far as world affairs are concerned, most of us are the victims of forces
we can neither understand, nor control.

. By taking an active part in political and social affairs the people can
control world events.

18

. Most people don't realize the extent to which their lives are controlled by
accidental happenings.
. There really is no such thing as "luck."

19

. One should always be willing to admit mistakes.
. It is usually best to cover up one's mistakes.

20

. It is hard to know whether or not a person really likes you.
. How many friends you have depends upon how nice a person you are.

21

. In the long run the bad things that happen to us are balanced by the good
ones.

. Most misfortunes are the result of lack of ability, ignorance, laziness, or
all three.

22

. With enough effort we can wipe out political corruption.
. It is difficult for people to have much control over the things politicians
do in office.

23

. Sometimes I can't understand how teachers arrive at the grades they give.
. There is a direct connection between how hard I study and the grades I
get.

24

b.

. A good leader expects people to decide for themselves what they should
do.
A good leader makes it clear to everybody what their jobs are.

25

a.

b

me.
. It is impossible for me to believe that chance or luck plays an important
role in my life,

Many times I feel that I have little influence over the things that happen to

26

a

b

. People are lonely because they don't try to be friendly.
. There's not much use in trying too hard to please people, if they like you,
they like you.
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Table 3.4: Measurement Items for Locus of Control (Continued)

No Measurement Items Scoring
to

27 | a. There is too much emphasis on athletics in high school. -
b. Team sports are an excellent way to build character.

28 | a. What happens to me is my own doing. b
b. Sometimes I feel that I don't have enough control over the direction my
life is taking.
29 | a. Most of the time I can't understand why politicians behave the way they a
do.

b. In the long run the people are responsible for bad government on a
national as well as on a local level.

Source: Self-monitoring scale; Snyder, 1987

As the target population is mostly Thai employees, the Thai version of the
questionnaire is required. All question items will be translated into Thai and the four
experts, two university lecturers teaching Management, Organizational Behavior,
Psychology, or related fields as well as two working people who hold and work in the
managerial position will be invited to verify the content validity of the questionnaire

in the first draft and revised draft after pre-test.

3.2.3 Pre-testing the Questionnaires

The questionnaires were pre-tested with 50 employees who are currently working in
an organization to verify the reliability and validity of the measurement items.
Cronbach’s alpha and item-to-total analysis were performed to assess the reliability of
the measurement. Then, the Cronbach’s alpha analysis is performed again when the
survey data is obtained together with the confirmatory factor analysis to verify the
construct validity of the scales. Fifty pre-testing data (Thai version) were gathered
from employees of a firm who volunteered to join the research. Satisfactory pre-test
results were shown since the Cronbach's alpha coefficients of all constructs exceeded
the cutoff point of 0.7 as recommended by Nunnaly (1978). The modification of
measurement items and the re-pretesting of the questionnaires are no need. The pre-

test results can be seen in Table 3.5.

36




Table 3.5: Reliability of the Measurement Items

Constructs Cronbach's Alpha No of Items
Burnout 0.801 22
Emotional Exhaustion 0.799 7
Depersonalization 0.854 7
Personal Accomplishment 0.715 8
Leadership 0.939 16
Transformational Leadership 0.883 8
Transactional Leadership 0.880 8

3.3 Population and Sampling
3.3.1 Population

Individuals who are working as full time employees in organizations were targeted as
the population of the survey. To avoid the influence of the socialization process of the
new employee who may have to adjust and adapt themselves to the work place, one-
year work experience was required. Two work positions, operation/ administrative
positions and management level were selected. The management level included the
entry-level supervisors, mid-level and upper level managers as well as business

owners who perform a leadership task.

3.3.2 Samples

Four hundred sample sizes were targeted as suggested by Zikmund et al (2013). The
formula n=Zzpq/E2 was adopted. At 95 percent level of confidence (Zgs%=1.96) with 5
percent error acceptance and the worse case that proportion of success equals
proportion of failure (p=g=.05), the sample size of 385 is yielded. Thus, the round-up
of 400 sample size was used in this study. Convenience sampling was applied since

the population was infinite by nature.

37




3.4 Data Collection

Data were collected via in-person drop-off technique at the public areas. Customers
who were shopping at eight shopping malls i.e. the Siam Paragon, the Emporium, The
Mall Department Store- Bangkapi Branch, The Mall Department Store-
Ngamwongwan Branch, Central World, Central Department store- Chidlom Branch,
Central Department store- Bangna Branch, and Mega Bangna were approached. Fifty
data sets were targeted for each place. A total of 400 data sets were targeted. The
respondents were approached by a screening question whether they are working in an
organization for more than one year or not. The questionnaires were handed to the
respondents who met the required criteria. The data collection was done on the
volunteer basis. A copy of the self-administered questionnaire was distributed to the
respondent where the immediate response was required. The surveyors allowed the
time for the respondents to complete the questionnaire and then collect the
questionnaire at the point of the drop-off. Small souvenir was given to each

respondent after returning the questionnaire to the surveyor.

3.5 Data Analysis Plan

First, level of burnout and all of its influencing factors is analyzed descriptively.
Reliability of the survey data are checked again with the Cronbach's Alpha and item-
to-total analysis to ensure the quality of the data. Confirmatory factor analysis is
planned to utilize to examine convergent and discriminant validity of the survey data.

Then, the structural equation modeling is to be performed to examine the fits of the
proposed research model and identify the structural relationships among constructs
with the utilization of the SPSS and AMOS program. Hence, all hypotheses can be
tested. Structural equation modeling analysis is selected based on its specific property
on the simultaneous detection of all structural relationships of all constructs in the
model. The multiple group analysis is planned to be performed to compare the
relationships among constructs between groups of people i.e. internal VS external
locus of control and operation VS management positions. In addition, the t-tests for

independent sample groups are to be utilized to test the difference of the level of the

38



main constructs between external and internal locus of control people and between
people with operation and management positions. The details of hypotheses testing

are as follows:

Table 3.6: List of Hypotheses and Data Analysis Plan

Hypotheses Statistics

H1 | Self-monitoring is negatively related to burnout SEM

H2 | Transformational leadership is negatively related to burnout SEM

H3 | Transactional leadership is negatively related to burnout. SEM

H4 | Locus of control moderates the relationship between self- SEM:
monitoring, transformational leadership, transactional Multiple group
leadership and burnout analysis

HS5 | Employees who have internal and external locus of control t-test
have different level of burnout

H6 | Employees with management and operational (administrative) t-test
positions have different levels of self-monitoring and locus of
control

H7 | Self-monitoring, transformational and transactional SEM:
leadership styles have different influences on burnout for Multiple group
employees in management and operational (administrative) analysis
positions

Remark: SEM stands for Structural Equation Modeling

3.6 Summary

A questionnaire survey was designed. The questionnaire namely "Leadership and
Burnout Survey" was developed and used as the main data collection tool. Working
people in both management and operation/administration levels were targeted.
Convenience sampling was designed and in-person drop off technique was used to
collect data. Four hundred data sets were targeted. Structural equation modeling was

used as the major data analysis tool in this study.
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CHAPTER 4

DATA ANALYSES AND RESEARCH FINDINGS

This chapter reports the data analysis and results. The findings are categorized into
four sections. First, sample profiles are reported. Then the descriptive information and
reliability of the survey data are described. Confirmatory factor analysis is performed
in the third section. Structural equation modeling is analyzed in the following section.
Then, the multiple group analyses to compare the factors affecting burnout of the
internal and external locus of control people and between employees in operation and

management level are reported. The details are as follows:

4.1 Sample Profiles and Company Background

Four hundred questionnaires were obtained. However, five were found to be
incomplete and were discarded. Only 395 data sets were available for the further

analysis. The details can be seen in Table 4.1.

Table 4.1: Sample Profiles

Sample Characteristics rg(})).o(l)l{ltel:ﬁs Percent
Gender Male 173 43.9
Female 221 56.1
Age Less than 30 years old 146 37.2
30-45 years old 126 32.1
46-60 years old 113 28.8
More than 60 years old 8 2.0
Education Below Bachelor's 63 16.0
Bachelor's 259 65.9
Above Bachelor's 71 18.1

Numbers of male and female respondents were a little bit different, 56.1 % were

females while the rest 43.9 % were males. Most are less than 30 years old (37.2%),
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followed by 30-45 years old (32.1%) and 46-60 years old (28.8%). Only 2 % were
more than 60 years old. Most of them held bachelor’s degree (65.9%) followed by

above bachelor’s and lower than bachelor’s with 18.1% and 16.0%, respectively.

Next, respondents’ position, work tenure, and some background characteristics of the

respondents’ company were analyzed. The details are shown in Table 4.2.

Table 4.2: Respondents' Company Background and Work Position

Company Characteristics rtlz:([)).o(x)xfdtel:nis Percent
Type of Government Sector 20 5.1
Organization | State Enterprises 5 3.8
Education 43 10.9
Bank/Finance 6 2.0
Public Company 40 10.1
Private Company 187 473
Family Business 74 18.7
MNEs 6 1.5
Others p- 0.5
No. of Less than 50 119 30.1
Employee 50-100 71 18.0
101-500 87 22.0
More than 500 118 29.9
Work Tenure | Less than 5 years 170 433
5-10 years 91 23.2
11-20 years 70 17.8
More than 20 years 62 15.8
Working Officers/ Operators 183 46.7
Position Immediate Supervisor 44 11.2
Manager 52 13.3
Top Management / CEO 15 3.8
Business Owner 78 19.9
Others 20 5.1
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Most respondents worked in the private company (47.3%) followed by working for
their family business (18.7%), education, (10.9%) public company (10.1%), and so
on. Almost equal numbers work for the company that have less than 50 employees
and more than 500 employees (30.1 % and 29.9%) were presented, followed by 101-
500 (22% )and 50-100 employees (18%), respectively. Most of them worked in their
organization less than 5 years (43.3%), followed by 5-10 years (23.2%), 11-20 years
(17.8%), and more than 20 years (15.8%), respectively. More numbers of respondents
were working in management position i.e. business owner (19.9%), manager (13.3%),
immediate supervisors (11.2%), CEO (3.8%), and others (5.1%), while 46.7 % were

working in the administrative/ operating level.

4.2 Descriptive Information of the Constructs

To ensure the quality of the survey data, the reliability of the data in each construct
were tested. Cronbach’s alpha coefficient and item-to-total analysis were performed.
Satisfactory results were obtained since all coefficients exceeded the cutoff point of

0.7 suggested by Nunnally (1978). The details can be seen in Table 4.3.

Table 4.3: Reliability of the Survey Data

Construct Cronbach's Alpha | No. of Items
Burnout 0.884 22
Emotional Exhaustion 0.822 7
Depersonalization 0.874 7
Personal Accomplishment 0.727 8
Leadership 0.906 16
Transformational Leadership 0.836 8
Transactional Leadership 0.812 8

Summate scores and standard deviations of all constructs were, then, computed. The

details together with the minimum and maximum scores are reported in Table 4.4.
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Table 4.4: Means and Standard Deviations of Major Constructs

Mean of Standard Minimum Maximum
Sum Score | Deviation
Transactional Leadership 31.643 6.388 10.00 49.00
Transformational Leadership 36.210 7.688 13.00 56.00
Emotional exhaustion 25.722 6.191 8.00 41.00
Depersonalization 22.585 7.395 7.00 40.00
Personal Accomplishment 32.041 5.238 17.00 45.00
Self-Monitoring 8.828 2.843 0 18.00
Locus of Control 10.732 3.257 2 22.00

Notes: Each item is measured based on 6-point Rating scale for BURNOUT and 7-point Rating scale
for leadership
Sum score of each construct is presented; Standard Deviation is shown in parentheses

Mean of the summate score of the transactional leadership was 31.64 which was
about the midpoint score (midpoint score = 32) that of transactional leadership was
36.21 which was higher than the midpoint of 32. Moderate level of emotional
exhaustion and depersonalization were illustrated since the mean scores were 25.722
and 22.585 while the midpoint for these constructs was 24.5. However, the level of
personal accomplishment was in moderate level since the mean score was 32.041
while the midpoint was 28. Level of self-monitoring was also moderate since its
mean score was 8.8 while the midpoint was 8. The average score of the locus of
control was also moderate since the mean score was 10.732 while the midpoint was
11. Moderate level of all constructs was moderate except personal accomplishment

which was higher than the mid-point of the score.

4.3 Confirmatory Factor Analysis

Confirmatory factor analysis (CFA) was performed to verify the construct validity of
the survey data and to ensure that the measurement model was qualified enough for

the analysis with the structural equation modeling. The confirmatory factor analysis of

the measurement model is shown graphically in Figure 4.1.
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Figure 4.1: CFA of the Measurement Model
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Remarks: x2=1684.432, df=639; x2/DF=2.636; GF1=0.922; IF1=0.950; TL1=0.934;
CFI=0.949; RMSEA=0.044; TSL = Transactional Leadership;
TFL = Transformational Leadership; EXH = Emotional exhaustiveness;
DEPER = Depersonalization; ACC = Personal Accomplishment

Good fits of the CFA model was illustrated the x2/df was 2.636 which was less than
the maximum of 3.00 where all fit indices exceeded the minimum requirement of
0.90 i.e. 0.922 for goodness of fit index, 0.950 for incremental fit index, 0.934 for
Tucker Lewis index, and 0.934 for comparative fit index. The root mean square error
of approximation is 0.44 which is less than the maximum of 0.05. The good fit of the
measurement model indicated that the further analysis could be performed. The

details of the fit indices of the CFA are shown in Table 4.5.

Table 4.5: Recommended and Actual Fit Indices of the CFA Model

Fit Indices Recommended Level Model Fits
x2/ df <3.00 1684.432
GFI (Goodness of fit index) >.90 0.922
IFI (Incremental Fit Index) >.90 0.950
TLI (Tucker Lewis index* ) >.90 0.934
CFI (Comparative Fit Index) >.90 0.949
RMSEA <.05 (<.08) 0.044

Remarks: * Tucker Lewis index is a Non-normed Fit Index; RMSEA= Root Mean Square
Error of Approximation
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4.4 Structural Equation Modeling and Hypotheses Testing

Structural equation model was developed. Self-monitoring, transformational and
transactional leadership were assigned as independent variables while three
dimensions of burnout i.e. emotional exhaustion, depersonalization, and personal
accomplishment were appointed as dependent variables. The structural equation

model is presented graphically in Figure 4.2.

Figure 4.2: Structural Equation Model
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Remarks: x2=25.552; DF=3; P<0.001; x2/DF=2.851 GFI=0.981; IFI=0.976; CFI=0.976;
RMSEA=0.032

Good fits of the model were illustrated. Table 4.6 shows the fit indices of the model. The
x2/df was 2.851 which was less than the maximum allowed of 3.00. The goodness of fit
index (GFI) was 0.981, incremental fit index (IFT) was 0.976, and the comparative fit
Index (CFI) was 0.976. All exceeded the requirement of 0.90. The RMSEA was 0.32
which was less than the cutoff point 0.05. Thus, the structural relationships among
constructs were valid. The hypotheses could be tested from these SEM analysis

results.
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Table 4.6: Recommended and Actual Fit Indices of the SEM Model

Fit Indices Recommended Level Model Fits
v2/ df <3.00 2.851
GFI (Goodness of fit index) >.90 0.981
IFI  (Incremental Fit Index) >.90 0.976
CFI (Comparative Fit Index) >.90 0.976
RMSEA <.05 (<.08) 0.032

Remarks: * RMSEA= Root Mean Square Error of Approximation

The first three hypotheses proposing the relationship between self monitoring,

transformational leadership and transactional leadership and burnout can be tested.

Three sub hypotheses were derived i.e.

H1 Self-monitoring is negatively related to emotional exhaustion (a) and

depersonalization (b) and positively related to personal accomplishment (c).

H2

Transformational leadership is negatively related to emotional exhaustion (a)

and depersonalization (b) and positively related to personal accomplishment(c).

H3 Transactional leadership is negatively related to emotional exhaustion (a) and

depersonalization (b) and positively related to personal accomplishment (c).

The coefficient of each structural relation is shown in Figure 4.3 and Table 4.7.

Figure 4.3: Path Analysis of the Proposed Model
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x2=25.552; DF=3; P<0.001; x2/DF=2.851 GFI=0.981; IF1=0.976; CFI=0.976;

RMSEA=0.032; * p<0.05; ** p<0.01; *** p<0.001; NS = Not Significant.

The numbers shown in the figure are the unstandardized

46

coefficients



Table 4.7: Structural Relationship Estimated

Estimated t-value p-value
Hypotheses and Paths in the Model Relationship

Coefficients
Hla Self-monitoring - Emotional Exhaustion -0.184 (-0.087) -1.757 0.079
H1b Self-monitoring > Depersonalization -0.356 (-0.137) -2.795 0.005
Hlc Self-monitoring - Accomplishment 0.146 (0.079) 1.666 0.096
H2a Transformation > Emotional Exhaustion -0.17 (-0.215) -2.475 0.013
H2b Transformation > Depersonalization -0.242 (-0.252) -2.92 0.003
H2c¢ Transformation - Accomplishment 0.104 (0.152) 1.819 0.069
H3a Transactional - Emotional Exhaustion| 0.297 (0.313) 3.598 k%
H3b Transactional > Depersonalization 0.380 (0.329) 3.802 *k%
H3c Transactional > Accomplishment 0.156 (0.190) 2.272 0.023

Notes: For the Estimated Relationship Coefficient, figures shown in each cell indicate the
unstandardized coefficients where that shown in the brackets are standardized
coefficients; *** t-values are significant at p< 0.001. Squared Multiple Correlations of
Emotional Exhaustion =0.041; Depersonalization = 0.054; and Accomplishment =
0.113

Significant negative relationship between self-monitoring and depersonalization (p=
-0.356; p<0.01) is illustrated but that of emotional exhaustion (f=-0.184; p>0.05) and
personal accomplishment (=0.146; p>0.05) were not found. Hypothesis 1b was
supported by the data while hypothesis 1a and lc were not. Significant negative
relationships between transformational leadership and emotional exhaustion
(B—0.17=; p<0.05) and depersonalization ($=-0.242; p<0.01) were found. Hypothesis
2a and Hypothesis 2b were supported by the data. Significant relationship between
transformational leadership and personal accomplishment (f0.104=; p>0.05) was not
found. Therefore, Hypothesis 2¢ was not supported by the data. Significant positive
relationship between transactional leadership and all three dimensions of burnout
were found ($=0.297; p<0.001 for emotional exhaustion and (=0.038; p<0.001 for
depersonalization; =0.156; p<0.001 for personal accomplishment). However, as the
relationships between transactional leadership and emotional exhaustion and
depersonalization were proposed to be negative, the positive relationship found in the
model appear to be opposite in direction. As such, it could be concluded that

Hypothesis 3a and 3b were not supported by the data while Hypothesis 3c was
supported.
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4.5 Multiple Group Analysis

To compare the relationship between self-monitoring, leadership style and burnout
between different types of employees i.e. internal VS external locus of control and
management VS administrative/operating level, two multiple group analysis were
performed. Good fits of all sub-models were illustrated as seen in Table 4.8.

Structural relationships among each pair of the constructs could be compared.

Table 4.8: Comparisons of the Fit Indices of the Two Models

Fit Recommended Hypothesized Model Fits
Indices ¢ Level Internal External Operational | Management
LOC LOC Level Level

y2/ df <3.00 3.914 5.845 3.873 2.295
GFI >.90 0.983 0.968 0.980 0.989
IF1 >.90 0.982 0.964 0.980 0.991
CFI1 >.90 0.982 0.962 0.980 0.991
RMSEA <.05 (<.08) 0.055 0.069 0.056 0.049

Remarks: GFI= Goodness of Fit Index; IFI = Incremental Fit Index; CFI = Comparative Fit
Index; RMSEA= Root Mean Square Error of Approximation; LOC =Locus of Control
For Locus of Control; Ax2 =29.283; df = 6; p<0.001
For Type of work; Ax2 =18.507; df =6; p=0.005

Significant difference of the SEM models between internal and external locus of
control employees was found. To test Hypothesis 4: Locus of control moderates the
relationship between self-monitoring, transformational leadership, transactional
leadership and burnout. The structural relations of a pair of the key constructs were
compared, one by one. However, only one structural relation was found to be
significantly different. The strength of relationship between transformational
leadership and depersonalization of the internal locus of control employees was found
to be significantly higher than that of external locus of control employees (B internal
Loc=-0.360; B externat Loc=--012; CR difference = 2.084; p<0.05). The relationships of
these two constructs of both groups were in the negative direction as proposed. The
details are shown in Table 4.9. Thus, locus of control moderates the relationship
between transformational leadership and depersonalization. Hypothesis 4 is partially

supported by the data.
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Table 4.9: Comparisons of the Structural Relationships between Constructs

across Internal and External Locus of Control Employees

Unstandardized Critical
Path Coefficients Ratio for the
Internal External Difference
LOC LOC (z-score)
Self~-monitoring - Emotional Exhaustion -0.097 -0.318 -1.048
Self-monitoring - Depersonalization -0.519 -0.222 1.18
Self-monitoring - Accomplishment 0.269 0.013 -1.431
[Transformation - Emotional Exhaustion -0.191 -0.102 0.642
Transformation - Depersonalization -0.360 -0.012 2.084*
Transformation - Accomplishment 0.025 0.26 1.955
Transactional - Emotional Exhaustion 0314 0.242 -0.429
[Transactional = Depersonalization 0.506 0.141 -1.806
Transactional > Accomplishment 0.186 0.083 -0.708
Emotional Exhaustion 0.040 0.051
R-Square Depersonalization 0.103 0.021
Accomplishment 0.105 0.166

Remarks: * p<0.05; ** p<0.01; *** p<0.001

Significant difference of the structural relationships between constructs is
tested by the z-score
EXP = Experienced customers; Non-EXP = Non-experienced customers

To test hypothesis 7: Self-monitoring, transformational and transactional leadership
styles have different influences on burnout for employees in management and
operational/ administrative positions. Structural relations of each relationship of the
employees in management and administrative /operating level were compared, one by
one. The multiple group analysis results were considered. The difference of the
strength of the relationship between transformational leadership and depersonalization
between the two groups was found. Higher strength of this relationship of the
employees who worked in management level than those who work in
administrative/operating level was found (B managemenc=-0.253; B administration=--0148; CR
difference = 2.112; p<0.05). However, other differences were not illustrated. Thus,

hypothesis 7 is partially supported by the data. The details can be seen in Table 4.10.
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Table 4.10 Comparisons of the Structural Relationships between Constructs
across Employees who work as the officers/operators and

Management Positions

Unstandardized Coefficients Qritical
Path Operator Management Rszlf?eizgzze
(z-score)
Self-monitoring - Emotional Exhaustion -0.278 -0.084 0.917
Self-monitoring - Depersonalization -0.585 -0.157 1.708
Self-monitoring -  Accomplishment 0.099 0.254 0.895
[Transformation - Emotional Exhaustion -0.281 0.004 2.112%*
Transformation - Depersonalization -0.148 -0.253 -0.649
Transformation -  Accomplishment 0.119 0.138 0.173
Transactional - Emotional Exhaustion 0.298 0.259 -0.243
Transactional =~ Depersonalization 0.182 0.444 1.347
[Transactional < Accomplishment 0.072 0.187 0.85
Emotional Exhaustion 0.071 0.061
R-Square Depersonalization 0.070 0.058
Accomplishment 0.084 0.160

Remarks: * p<0.05; ** p<0.01; *** p<0.001

Significant difference of the structural relationships between constructs is
tested by the z-score
EXP = Experienced customers; Non-EXP = Non-experienced customers

4.6 Comparisons of Burnout, Locus of Control and Self-monitoring among

Groups of the Employees

The last two hypotheses compare the level of three dimensions of burnout, self
monitoring and locus of control between different types of employees. Hypothesis 5
proposed the difference of burnout between internal and external locus of control
employees. Hypothesis 6 compares the difference of self monitoring and locus of
control between employees who work in management and administrative/operating
level. The sum score of each construct were focused. The t-test analyses were

performed to test both hypotheses. The results are shown in Table 4.11 as follows:
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Table 4.11: Difference of Burnout, Locus of Control, and Self-monitoring
between Different Types of Employees

Types of Customers N Mean Stax}dafrd Meal}

Deviation | Comparison

Emotional Exhaustion*

Internal Locus of Control 221 25.167 6.509 t=2.091

External Locus of Control 171 26.462 5.726 p=0.037

Depersonalization**

Internal Locus of Control 221 21.661 7.807 t=3.096

External Locus of Control 171 23918 6.616 p=0.002

Personal Accomplishment***

Internal Locus of Control 221 32.199 5.065 t=0.755

External Locus of Control 171 31.795 5.484 p=0.451

Locus of Control****

Officers/Operators 183 10.907 3.210 t=0.874

Management 209 10.622 3.232 p=0.383

Self-Monitoring* ****

Officers/Operators 183 8.907 3.109 t=0.390

Management 209 8.794 2.542 p=0.697

Remark: * Equal variance not assumed; F=6.092; p=0.014

** Equal variance not assumed; F=9.998; p=0.002
*** Equal variance not assumed; F=.758; p=0.385
**¥* Equal variance assumed; F=0.000; p=0.984
*#%%* Equal variance not assumed; F=6.921; p=0.009

The results indicated the differences of emotional exhaustion and depersonalization
between internal and external locus of control. The difference of personal
accomplishment between internal and external locus of control as well as the
differences of locus of control and self monitoring level of employees who work in
management and administrative/operating levels were not found. As such, Hypothesis
5 is partially supported by the data while Hypothesis 6 was not supported by the data.
Employees with external locus of control have higher emotional exhaustion and
depersonalization then internal locus of control employees, significantly. Personal
accomplishment was not different in external and internal locus of control employees.
The level of locus of control and self-monitoring were not different between
administrative/operating and management level. The results of all hypotheses testing

can be concluded in Table 4.12 as follows:
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Table 4.12: Hypotheses Testing Results

. Hypothesis
Hypothesis Testing Results
H1 Self-monitoring is negatively related to burnout Partial Support
Hla Self-monitoring is negatively related to emotional exhaustion | Not supported
HIb Self-monitoring is negatively related to depersonalization Supported
HlIc Self-monitoring is positively related to personal Not supported
accomplishment
H2 Transformational leadership is negatively related to burnout. Partial Support
H2a Transformational leadership is negatively related to Supported
emotional exhaustion
H2b Transformational leadership is negatively related to Supported
depersonalization
H2c¢ Transformational leadership is positively related to personal | Not supported
accomplishment
H3 Transactional leadership is negatively related to burnout. Partial Support
H3a Transactional leadership is negatively related to emotional Not supported
exhaustion
H3b Transactional | leadership is negatively related to Not supported
depersonalization
H3c Transactional leadership is positively related to personal Supported
accomplishment
H4 Locus of control moderates the relationship between self- Supported

monitoring, transformational leadership, transactional leadership
and burnout

H5

Employees who have internal and external locus of control have
different levels of burnout

Partial Support

Hj5a Employees who have internal and external locus of control Supported
have different levels of emotional exhaustion
H5b Employees who have internal and external locus of control Supported
have different levels of depersonalization
H5c Employees who have internal and external locus of control Not supported
have different levels of personal accomplishment
H6 Employees with management and operational positions have Not Supported
different levels of self-monitoring and locus of control
H7 Self-monitoring, transformational and transactional leadership Supported

styles have different influences on burnout for employees in
management and operational/ administrative positions
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4.7 Summary

The data were analyzed and the results were reported in this chapter. Sample profiles
and work and company background of the respondents were analyzed descriptively.
The reliability of the data was verified by the analysis of the Cronbach's alpha
coefficients. Satisfactory results were illustrated. The confirmatory factor analysis
was, then, performed. The construct validity of the measurement model was obtained
since the good fits of the model were illustrated. The structural equation modeling
was developed. Good fits were illustrated and Hypotheses 1-3 were tested. Two
multiple group analyses were performed to test Hypothesis 4 and Hypothesis 7.
Finally, t-tests for independent groups were performed to test Hypothesis 5 and

Hypothesis 6.
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CHAPTER S

CONCLUSIONS AND RECOMMENDATIONS

The fast paced life surrounded with high technology and multitasking has become the
adage these days because of globalization. Our real lives are dominated by digital
lives in which multi screening is popular. Attempts to cope with work-life balance has
resulted in optimal levels of stress which untimely leads to complete exhaustion and

burnout.

The present work force consists of many persons belonging to generation X and Y
and soon in lead will be generation 7Z. Demographically there are more dual-income
families, more working women, more single mothers, more aging population which
increases elder care and more babies born to older mothers which increases child care.
Increasingly downsizing and cost cutting has burdened employees with more work

loads, eventually resulting in disillusionment.

It is imperative for managers and educators to offer stability and security to these
generations in order to establish a good foundation for the future. In doing so, it is
best for employees to discover their own personality traits at an early stage so as to
avoid severe negative health consequences which ultimately lead to higher medical

costs for companies.

This chapter provides a concise idea about the entire research project, mainly the
problem statements and objective of the research, the scope and delimitations of the
study, the design and methodology, the significance of the study, the major findings
the study, the conclusions of the study and finally suggestions and implications for

future research.

5.1 Problem Statement and Objectives of the Research

Burnout is a pathogenic construct (related to the emergence of illnesses) which has

been reformulated and redefined by researchers and theorist over the period of years.
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Most researchers agree that burnout occurs when a person feels unable to control any
more stressors and is depleted of all energy and experiences a complete state of
inadequacy. Rothmann (2008) claimed that burnout is more concerned with the fatigue

part of the vigor-fatigue continuum and can cause decline in well-being.

According to Maslach and Jackson (1981) burnout includes 3 dimensions which are
emotional exhaustion, which means lack of an emotional response and feeling tired
and drained out. Secondly, depersonalization which amounts to treating others with
indifference, like objects and thirdly lack of personal accomplishment which indicates
having feelings of inadequacy and low self-efficacy. Each of these dimensions are
independent of each other but are complementary in that, a person could experience
more or less of each of these dimensions or low or high of all three dimensions.
Albeit, the disagreement about the sequence of the dimensions of burnout it is obvious
that the amount of each of the dimensions is congruent with the persons personality as
well the internal and external environments that people are exposed to. It is likely
that one’s mans food is another man’s poison and a stressor that may be detrimental
of a person may be exciting for another. The fact remains that the symptoms of
burnout can be physical in which the person may experience psychosomatic problems
like colds, flu and aches and pains or emotional in which the person acts moody,
irritable and aloof or cognitive in which the person may not be able to concentrate and
is forgetful or motivational in which the person has no engagement and enthusiasm

and finally behavioral in which the person displays procrastination, and is impulsive..

Usually the burnout candidate has been described as feeling trapped and believing that
they have no way out of the situation. In total burnout, the individual cannot function
on the job or in a relationship due to their feeling completely unable to cope with the
distress. They are incapable of functioning normally and can be terminated from the
job or the relationship. Burnout can range along a continuum from low to high
(Hamann & Gordon, 2000). Globalization has contributed to a change in job demands
causes work overload and the stress of being in a high position can overwhelm

managers (Strydom & Meyer, 2002). The general theme of all these discussions is
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that: (1) burnout is a problem, and (2) Something needs to be done about it.
Consequently, the question “Do certain personality traits and certain leadership
styles alleviate burnout?” needs to be clarified. This study can provide answers to the
question above and aid managers and other employees in organizations facing a
burnout problem

The general theme of all these discussions is that: (1) burnout is a problem, and (2)
Something needs to be done about it. Consequently, the question “Do certain
personality traits and certain leadership styles alleviate burnout?” needs to be
clarified. This study can provide answers to the question above and aid managers and

other employees in organizations facing a burnout problem

The Independent variables for this study are self-monitoring and leadership styles and
the dependent variable is burnout. The moderating variables are locus of control and
working positions. The primary purpose of the study is to investigate the relationship
between self monitoring, locus of control, leadership styles and burnout among
employees currently working in trading or import-export firms. Five specific
objectives were developed which are as follows:

1. To identify the level of burnout, self-monitoring, locus of control of the
employees.

2. To examine the influences of self-monitoring and leadership styles on burnout.

3. To examine the moderating effects of locus of control on the relationship
between self-monitoring, leadership styles and burnout.

4. To investigate the difference in the levels of self-monitoring and locus of
control between middle management and operational/ administrative
employees.

5. To investigate the role of self-monitoring and leadership styles on burnout

between middle management and operational/administrative employees.

Thus 7 hypotheses were formulated for these studies which were as follows:

H1 Self-monitoring is negatively related to burnout

H2 Transformational leadership is negatively related to burnout
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H3 Transactional leadership is negatively related to burnout.

H4 Locus of control moderates the relationship between self-monitoring,
transformational leadership, transactional leadership and burnout

H5 Employees who have internal and external locus of control have different
level of burnout

H6 Employees with management and operational (administrative) positions have
different levels of self-monitoring and locus of control

H7 Self-monitoring, transformational and transactional leadership styles have
different influences on burnout for employees in management and
operational (administrative) positions

5.2 Scope and Delimitations of the Study

The researcher confined the study to employees in profit organizations only rather
than extending it to non-profit organizations. The data was collected from persons in
managerial and administrative positions and not from all levels of employees. The
managers for the study were selected from several companies so that the sample is

representative of the population.

The study included approximately 400 managers and administrators whose medium of
instruction is English and Thai only but will exclude other mediums of instruction. In
the present study, structured tools not semi-structured tools were used and the data
was collected using quantitative not qualitative methods. It is assumed that employees
with certain personality traits and leaderships styles are more susceptible to burnout
but other factors like family history, kind of job pressures at work, kind of bosses,
culture, economic background, engagement in organizational citizenship behaviors etc
were not included but could be factors that influence susceptibility to burnout. The
questionnaires were administered to employees are different locations after and during
lunch breaks which may not be a congenial setting and timing for answering the

questionnaire.

57



5.3 Significance of the Study

The onset of globalization and the formation of several economic communities like
the European Union and the Asean Economic Community can impact stress and
burnout levels because of the war for talent and competition. The impact of
globalization can be beneficial as well as detrimental. Without doubt, globalization
has affected not only education (Kulkarni, 2006; Nayyar, 2008; Vaezi & Ghorouneh,
2010) and educational leadership but also how leaders can deal with burnout (Alon &
Higgins, 2005; Farber, 2000; Idris, Dollard, & Winefield, 2011). Burnout can be
perceived as a social or a medical problem depending on the situation. It is evident
that educators could suffer from higher levels of burnout since they interact more with

others and thus burnout could be a social issue (Maslach, 2003a).

A study of burnout in relation to self-monitoring, locus of control and leadership
styles can be useful at work, since a variety of strategies to reduce stress levels and
alleviate burnout can be considered. Work and family life balance can be successful if
tasks can be prioritized properly, secondly support can be given from supervisors,
mentors help with advising, social support is given from peers, flexibility with work
schedules is implemented and the person is proactive. If stress occurs because of
work, the employee can probe into the origins of the stressors and take steps to seek
professional help or to change their life styles. Additionally, in day to day activities, it
is necessary to train persons to seek out new challenges by portraying the differences
of each experience and getting them involved in different activities so as to create
variety and excitement (Skovholt, 2001). This involves self- monitoring and locus of
control and leaders must be sensitive to situational cues and readily adapt their own
behavior appropriately. Self-monitoring and locus of control personality traits are
significant for many organizational activities. Employees who are high self-monitors
tend to be better conversationalists, better organizational leaders, and better in
boundary-spanning positions (i.e., positions in which incumbents work with people in
different departments or organizations). They are also more likely than low self-
monitors to be promoted within the organization and to receive better jobs and

promotions.
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The present study is expected to provide feedback to larger society since, society has
the right and also duty to know the impact that burnout, self-monitoring, locus of
control and leadership styles could have on institutional or organizational
effectiveness. This would provide not only theoretical contribution to expand the body
of knowledge on burnout and its relation with some individual factors i.e. self-
monitoring, locus of control and interpersonal factors i.e. leadership style but also
help the practitioners to strategically design some activities to protect their employees
from burnout. If self-monitoring, locus of control and leadership styles are found to
have significant inverse influences or act as moderators with burnout as hypothesized,
enhancing self-monitoring, transformational, and transactional leadership would help

protecting the employees from burnout in the long run.

5.4 Design and Methodology

A descriptive research is designed. The main purpose was to investigate the
relationship between self-monitoring, leadership styles and burnout as well as the
difference of the level of each construct and the relationship of all constructs between
people with different locus of control and people with different working positions.
Related literature is reviewed while a conceptual framework is proposed. Burnout
with three dimensions; emotional exhaustion, depersonalization and personal
accomplishment is appointed as the dependent variable of the model. Self-monitoring
and two leadership styles, transformational and transactional leadership are proposed
as independent variables while locus of control and management positions are
included in the model as the moderators. A survey was conducted. Specific
questionnaire namely, "Leadership and Burnout Survey" questionnaire was developed
and used as major research tools to collect data. The questionnaires are structured in
four parts which are as follows:
PART 1: Burnout with three dimensions: emotional exhaustion,
depersonalization, and reduced personal accomplishment

PART 2: Transformational and transactional Leadership styles
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PART 3: Self-monitoring and locus of control

PART 4: Demographic characteristics
To measure burnout level, the Maslach, Jackson, & Leiter, 1996 burnout inventory
(MBI) scale was utilized. The MBI consists of 22 statements that measure three
dimensions of burnout: 1) emotional exhaustion, 2) depersonalization, and 3) personal
accomplishment. Emotional exhaustion refers to the depletion of psychic energy
which makes a person feels emotionally drained when interacting with others.
Depersonalization refers to the situation in which a person feels detached from work
and people become objects, not humans, to be dealt with. Personal accomplishment
explains the feeling of being either competent or incompetent burnout people may

doubt about their abilities in achieving their goals and aspirations.

Six rating scales varying from 1 (Never Occur) to 6 (Occur every day) were assigned
to measure three dimensions of the burnout construct. Seven items were used to
measure emotional exhaustion. The summate scale was computed. The score of 30 or
more refer to high level of emotional exhaustion; 18 to 29 refer to the moderate level
and less than 18 mean low level of the emotional exhaustion. Seven items were used
to measure depersonalization. Summate score was also computed. The score of 12 or
more refer to high level of depersonalization; 6 to 11 refer to the moderate level and
less than 6 mean low level of the depersonalization. The last eight items measure
personal accomplishment. Summate score of more than 40 indicate high personal
accomplishment i.e. low level of burnout, 34 to 39 refer to moderate level and less
than 33 mean low personal accomplishment i.e. high feeling of burnout. The
measurement items are shown in Table 3.1. However, the measurement items were
mixed in the questionnaire as suggested in the original version of the scales to prevent
the respondent from the predicting of the meaning of what is measuring. The
Cronbach Alpha to test reliability was 0.801. The order of the measurement items in

the questionnaire can be seen in Appendix A.

To measure the transformational and transactional leadership, the well-known
multifactor leadership questionnaire (MLQ) namely “Leadership dimension

instrument” by Den Hartog, Muijen, and Koopmam (1997) and Bass and Avolio
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(1995; 2004) were used to measure the perceived leadership styles. Some items were
modified to fit well with the Thai business context. The “Leadership dimension
instrument” allows the respondents, as followers, to describe leadership style of
his/her supervisor in their point of view. The scale contains 16 items that identifies
and measures transformational and transactional leadership behaviors. According to
the instrument, transformational leadership is measured by the factors of 1) Idealized
influence (attributes) which is related to leaders' socialized charisma and mission, 2)
Inspirational motivation 3) Intellectual stimulation, and 4) Individual consideration in
that the leaders pay attention to the individual needs of the followers i.e. employees
for achievement and growth. Transactional leadership is measured by two factors
which are Contingent rewards and Management by exception. Seven Likert scales
varying from 1 (Strongly disagree) to 7 (Strongy agree) were used. The scores of each
leadership style were summed. High score indicates high level of that leadership style.
The Cronbach Alpha to test reliability was 0.939. The order of the measurement items

in the questionnaire can be seen in Appendix A.

The self-monitoring scale used in this study was modified from the original version of
Mark Snyder developed in 1974 and modified in 1987. Self-monitoring scale covers
three major tendencies: 1) The willingness to be the center of attention, 2) Sensitivity
to the reactions of others, and 3) Ability and willingness to adjust behavior to induce
positive reactions in others. The willingness to be the center of attention is closely
related to some social skills such as the extraverted behavior and emotional
expressiveness. The scale consists of 18 dichotomy items i.e. true-or-false questions
which can be scored in accordance with the scoring key which indicate that persons
who are high self-monitors will obtain a high score but persons with low scores are
low self-monitors. The respondents were asked to give "T" if the statement is true or
mostly true for them and give "F" if the statement is false or not usually true. The
scoring keys were presented in the Table. Answers that are consistent with the key
would be given 1 point. The order of the measurement items in the questionnaire can

be seen in Appendix A.
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To measure locus of control, Julian Rotter’s scale developed in 1989 which consists
of 29, A/B choice items was used The items can be scored in accordance with the
scoring key. Those with a high internal locus of control believe that events result
primarily from their own behavior and actions will obtain low score but those with a

high external locus of control who believe that powerful others, fate, or chance
primarily determine events will obtain a high score. The order of the measurement

items in the questionnaire can be seen in Appendix A.

As the target population is mostly Thai employees, the Thai version of the
questionnaire is required. All question items will be translated into Thai and the four
experts, two university lecturers teaching Management, Organizational Behavior,
Psychology, or related fields as well as two working people who hold and work in the
managerial position will be invited to verify the content validity of the questionnaire

in the first draft and revised draft after pre-test.

The questionnaires were pre-tested with 50 employees who are currently working in
an organization to verify the reliability and validity of the measurement items.
Cronbach’s alpha and item-to-total analysis were performed to assess the reliability of
the measurement. Then, the Cronbach’s alpha analysis is performed again when the
survey data is obtained together with the confirmatory factor analysis to verify the
construct validity of the scales. Fifty pre-testing data (Thai version) were gathered
from employees of a firm who volunteered to join the research. Satisfactory pre-test
results were shown since the Cronbach's alpha coefficients of all constructs exceeded

the cutoff point of 0.7 as recommended by Nunnaly (1978).

Individuals who were working as full time employees in organizations were targeted
as the population of the survey. To avoid the influence of the socialization process of
the new employee who may have to adjust and adapt themselves to the work place,
one-year work experience was required. Two work positions, operation/
administrative positions and management level were selected. The management level
included the entry-level supervisors, mid-level and upper level managers as well as

business owners who perform a leadership task. Four hundred sample sizes were

62



targeted as suggested by Zikmund et al (2013). The formula n=Zzpq/E2 was adopted.
At 95 percent level of confidence (Zgs¢,=1.96) with 5 percent error acceptance and the
worse case that proportion of success equals proportion of failure (p=g=.05), the
sample size of 385 is yielded. Thus, the round-up of 400 sample size was used in this

study. Convenience sampling was applied since the population was infinite by nature.

Data were collected via in-person drop-off technique at the public areas. Customers
who were shopping at eight shopping malls i.e. the Siam Paragon, the Emporium, The
Mall Department Store- Bangkapi Branch, The Mall Department Store-
Ngamwongwan Branch, Central World, Central Department store- Chidlom Branch,
Central Department store- Bangna Branch, and Mega Bangna were approached. Fifty
data sets were targeted for each place. A total of 400 data sets were targeted. The
respondents were approached by a screening question whether they are working in an
organization for more than one year or not. The questionnaires were handed to the
respondents who met the required criteria. The data collection was done on the
volunteer basis. A copy of the self-administered questionnaire was distributed to the
respondent where the immediate response was required. The surveyors allowed the
time for the respondents to complete the questionnaire and then collect the
questionnaire at the point of the drop-off. Small souvenirs were given to each

respondent after returning the questionnaire to the surveyor.

For the data analysis plan the level of burnout and all of its influencing factors is
analyzed descriptively. Reliability of the survey data are checked again with the
Cronbach's Alpha and item-to-total analysis to ensure the quality of the data.
Confirmatory factor analysis is planned to utilize to examine convergent and

discriminant validity of the survey data.

Then, the structural equation modeling is to be performed to examine the fits of the
proposed research model and identify the structural relationships among constructs
with the utilization of the SPSS and AMOS program. Hence, all hypotheses can be
tested. Structural equation modeling analysis is selected based on its specific property

on the simultaneous detection of all structural relationships of all constructs in the
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model. The multiple group analysis is planned to be performed to compare the
relationships among constructs between groups of people i.e. internal VS external
locus of control and operation VS management positions. In addition, the t-tests for
independent sample groups are to be utilized to test the difference of the level of the
main constructs between external and internal locus of control people and between

people with operation and management positions.
5.5 Major Findings of the Study

Hypothesis 1, self-monitoring is negatively related to emotional exhaustion (a) and
depersonalization (b) and positively related to personal accomplishment (c), was
partially supported by the data, since a significant negative relationship between self-
monitoring and depersonalization (f= -0.356; p<0.01) is illustrated but that of
emotional exhaustion ($=-0.184; p>0.05) and personal accomplishment (=0.146;
p>0.05) were not found. Hypothesis 1b was supported by the data while hypothesis 1a
and lc were not. This indicates that the higher the self-monitoring the lower the

depersonalization.

Hypothesis 2, transformational leadership is negatively related to emotional
exhaustion (a) and depersonalization (b) and positively related to personal
accomplishment(c) was partially supported by the data, since significant negative
relationships between transformational leadership and emotional exhaustion
(B—0.17=; p<0.05) and depersonalization (p=-0.242; p<0.01) were found. Hypothesis
2a and Hypothesis 2b were supported by the data. Significant relationship between
transformational leadership and personal accomplishment (0.104=; p>0.05) was not
found. Therefore, Hypothesis 2¢ was not supported by the data. This indicates that
when a leader is transformational lower levels of emotional exhaustion and

depersonalization are experienced.

Hypothesis 3, transactional leadership is negatively related to emotional exhaustion
(a) and depersonalization (b) and positively related to personal accomplishment (c)

was partially supported by the data, since significant positive relationships between
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transactional leadership and all three dimensions of burnout were found ($=0.297;
p<0.001 for emotional exhaustion and ($=0.038; p<0.001 for depersonalization;
B=0.156; p<0.001 for personal accomplishment). However, as the relationships
between transactional leadership and emotional exhaustion and depersonalization
were proposed to be negative, the positive relationship found in the model were
appear to be opposite in direction. As such, it could be concluded that Hypothesis 3a
and 3b were not supported by the data while Hypothesis 3c was supported. This
indicates that when a leader is transactional the higher will be his personal

accomplishment.

Hypothesis 4, locus of control moderates the relationship between self-monitoring,
transformational leadership, transactional leadership and burnout was partially
supported by the data, since the structural relations of a pair of the key constructs
were compared, one by one. However, only one structural relation was found to be
significantly different. The strength of relationship between transformational
leadership and depersonalization of the internal locus of control employees was found
to be significantly higher than that of external locus of control employees (B internal
Loc=-0.360; B external Loc=--012; CR difference = 2.084; p<0.05). The relationships of
these two constructs of both groups were in the negative direction as proposed. Thus,
locus of control moderates the relationship between transformational leadership and
depersonalization. This indicates that transformational leaders who have internal locus

of control will experience lower depersonalization.

Hypothesis 5, there is a difference of burnout between internal and external locus of
control employees is partially supported by the data, since the results indicated the
differences of emotional exhaustion (t=2.091) and depersonalization (t=3.096)
dimensions of burnout, between internal and external locus of control, with internal
locus of control employees having a lower mean of 25.16 compared to external locus
of control employees with a mean of 26.46, for emotional exhaustion. Internal locus
of control employees also possess a lower mean of 21.66 compared to external locus

of control employees with a mean of 23.91 for depersonalization. Personal
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accomplishment was not different in external and internal locus of control employees.
This indicates that employees with internal of control surely experience less burnout

overall.

Hypothesis 6, employees with management and operational (administrative) positions
have different levels of self-monitoring and locus of control was not supported by the
data. The difference of personal accomplishment between internal and external locus
of control as well as the differences of locus of control and self monitoring level of
employees who work in management and administrative/operating levels were not

found.

Hypothesis 7, self-monitoring, transformational and transactional leadership styles
have different influences on burnout for employees in management and operational
(administrative) positions was partially supported by the data. Structural relations of
each relationship of the employees in management and administrative /operating level
were compared, one by one. The multiple group analysis results were considered. The
difference of the strength of the relationship between transformational leadership and
depersonalization between the two groups was found. Higher strength of this
relationship of the employees who worked in management level than those who work
in administrative/operating level was found (B managemen=-0.253; B administration=--0148;
CR difference = 2.112; p<0.05). However, other differences were not illustrated.
Therefore it can be said that employees who displayed transformational leadership
styles in management position had higher levels of depersonalization dimension of

burnout.

5.6 Conclusions of the Study

Hypothesis 1, self-monitoring is negatively related to emotional exhaustion (a) and
depersonalization (b) and positively related to personal accomplishment (c), was
partially supported by the data, since a significant negative relationship between self-

monitoring and depersonalization (= -0.356; p<0.01) is illustrated but that of

emotional exhaustion (B=-0.184; p>0.05) and personal accomplishment (=0.146;
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p>0.05) were not found. Hypothesis 1b was supported by the data while hypothesis 1a
and lc were not. This indicates that employees with higher the self-monitoring

experienced lower levels of depersonalization.

High self-monitors behaviors can be better predicted by the environment while low
self-monitors can be predicted by traits. High self-monitors are likely to behave
differently towards members of different groups with whom they interact. As such,
they are expected to be able to avoid burnout than workers who do not adjust
themselves (Stets & Turner, 2007; Wharton, 1993). Yukiko and Yuko (2006) also
found that employees who had low-self monitoring with unstable interpersonal
relationships reported higher burnout experience. Those employees who have better
skills to adjust the way they treat others and do what the situation demands may “sweet
talk” and treat people pleasantly to enhance their social value and adjust their behaviors
rather than “lose it” easily and treat people with indifference and aloofness. Priority is
given to being the preferred employees by high self-monitors (Day & Schleicher,
2006). In professional networks, high self-monitors can develop a better social
exchange (Mehra et al, 2001), display more organizational citizenship behaviors
(Blakery, Andrews, & Fuller, 2003) and focus on making an appearance leading to
impression management (Turnley & Bolino, 2001), compared to low self-monitors.

Flynn. Reagans, Amanatullah and Ames (2006) supported this view and discovered
that high self-monitors were perceived as more generous than low self-monitors and as
a result were given higher status levels, were better at exchange relations and better at
judging others’ interpersonal exchange even though, displaying generosity may not
always be with the intention of helping, the investment is made with a some
expectation of return, which could be some elevated position from their peers and
colleagues with who they work. Segrin and Taylor (2007) agreed that possessing social
skills can help high self-monitors with better satisfaction in life, self-efficacy of
different situations, happiness, hope and better quality of life. In view of the above
situation it is obvious that high self-monitors will experience lower levels of

depersonalization.
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Hypothesis 2, transformational leadership is negatively related to emotional
exhaustion (a) and depersonalization (b) and positively related to personal
accomplishment(c) was partially supported by the data, since significant negative
relationships between transformational leadership and emotional exhaustion
(B—0.17=; p<0.05) and depersonalization ($=-0.242; p<0.01) were found. Hypothesis
2a and Hypothesis 2b were supported by the data. Significant relationship between
transformational leadership and personal accomplishment (f0.104=; p>0.05) was not
found. Therefore, Hypothesis 2¢ was not supported by the data. This indicates that
when a leader is transformational lower levels of emotional exhaustion and

depersonalization are experienced.

Transformational leaders provide idealized influence (attributed and behavior)
(Bass, 1990). These kinds of leaders “walk the talk” and need to posses not only good
interpersonal skills and charisma to inspire people to achieve the mission using high
moral and ethical standards but also take charge of their emotions in order to deal
with ambiguity, uncertainty and complexity. Transformational leaders are
intellectually stimulating (Bass, 1990) since they motivate followers to go much
further than their own interests in order to attain new performance levels.
Transformational leaders have a proactive style of managing encourages followers to
share ideas collectively and trust them (Lo, Ramayah, Wei & Songan, 2010; Lyons &
Schneider, 2009). Transformational leaders are inspirational (Bass, 1990) and have
the ability to motivate followers by requesting them to participate in activities that can
stimulate new ideas and different ways of thinking, it was found that transformation
leaders are less prone to experience emotional exhaustion and depersonalization (Bass
& Avolio, 1994; Huang & Liao, 2011). Transformational leaders have individual
consideration (Bass, 1990).Paying attention to each follower individually and
expressing the goals of the organization is a priority, making it arduous for the leader
to be detached or manifest callous or indifferent behaviors with followers who need to

be constantly mentored.

Previous studies support the findings above and Harjinder (2008) found the negative

relationship between transformational leadership and employees’ stress and burnout
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in service sectors. Moreover, Zopiatis and Constanti (2010) found positive
relationship between transformational leadership and employees’ accomplishment as
well as the negative relationship between this leadership style and emotional
exhaustion and depersonalization. Anastasios and Panayiotis, 2010, found that
hospitality managers in Cyprus who were transformational leaders had lower levels of
emotional exhaustion and depersonalization. A recent study on doctorate students by
Stokes (2013) in Liberty University, Lynchburg found that students who had
attributes of being transformational had lower levels of burnout. It is the

characteristics of transformational leaders that make them less susceptible to burnout.

Hypothesis 3, transactional leadership is negatively related to emotional exhaustion
(a) and depersonalization (b) and positively related to personal accomplishment (c)
was partially supported by the data, since significant positive relationships between
transactional leadership and all three dimensions of burnout were found ($=0.297;
p<0.001 for emotional exhaustion and ($=0.038; p<0.001 for depersonalization;
=0.156; p<0.001 for personal accomplishment). However, as the relationships
between transactional leadership and emotional exhaustion and depersonalization
were proposed to be negative, the positive relationship found in the model appear to
be opposite in direction. As such, it could be concluded that Hypothesis 3a and 3b
were not supported by the data while Hypothesis 3¢ was supported. This indicates

that when a leader is transactional, the higher will be his personal accomplishment.

Transactional leaders are more concerned with “give and take” exchange
relationships and seem more focused on accomplishment of the goals and contingent
rewards, assuming that if followers achieve the goals, they are rewarded for good
performance in a timely way (Bass, 1985). Secondly, transactional leaders are
concerned with the present and increase efficacy by following existing organizational
rules and paying attention to the existing structure (Tucker, Georgia, Russell, College,
& Emory, 2004) that appeals to the self-interest of the employees rather than the
group. Thirdly, for the transactional leader extrinsic rewards are more appealing and
emphasis on manipulating employees to achieve the tasks is more important than

motivating them (Tucker et al, 2004).
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Scrutinizing the characteristics of transactional leaders, it is obvious that these leaders
are very resourceful when the task demands time and resource restraints. These
leaders will pay careful attention to on lower level needs and how employees are
performing the task (Hargis et al, 2001). Transactional leaders are beneficial for
getting specific task completed by managing each portion individually. Wang (2011)
agreed that although transformational leaders predicted better contextual performance,
where workers go beyond the call of duty, transactional leaders predicted better
individual task performance, where workers stayed within the boundaries of the job
role because of the contingent rewards, a dimension linked to positive organization
rewards. Schimmoeller and D’souza (2010) agreed that Thai managers utilize
contingent rewards and employees like to receive good rewards in an organization.
Besides, contingent rewards had the highest correlation (0.80) correlation with extra
effort, much more than any aspects of transformational leadership Transactional

leaders could experience a sense of worthiness and fulfillment at work.

Hypothesis 4, locus of control moderates the relationship between self-monitoring,
transformational leadership, transactional leadership and burnout, was partially
supported by the data, since the structural relations of a pair of the key constructs
were compared, one by one. However, only one structural relation was found to be
significantly different. The strength of relationship between transformational
leadership and depersonalization of the internal locus of control employees was found
to be significantly higher than that of external locus of control employees (B internal
Loc=-0.360; B externat Loc=--012; CR difference = 2.084; p<0.05). The relationships of
these two constructs of both groups were in the negative direction as proposed. Thus,
locus of control moderates the relationship between transformational leadership and
depersonalization. This indicates that transformational leaders who have internal locus

of control will experience lower depersonalization.

Internal locus of control persons, often referred to as Internals, believe that their own
actions can determine what happens to them and they can control the situation. On the

other hand, external locus of control persons, often referred to as Externals , perceive
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very little connections between their own actions and what happens to them and are

more likely to blame factors like fate and luck for their outcomes (Snyder, 1974).

Transformational leaders urge people to achieve more than is expected of them and
tries to bond them by shared values and the mission of the organization in manner that
is ethical (Fu, Tsui, Liu, & Li, 2010; Ismail, Mohamad, Mohamed, Rafiuddin, &
Zhen, 2010; Li, Chen, Ying, & Barnes, 2010). Transformational leaders possess
charisma and are a personal example for followers since they are fair and ethical,
communicating with employees in order to empower them, motivating employees by
creating significance of the goals, providing intellectual stimulation in which
employees can speak and make decisions without fear and individualized
consideration where employees can grow and develop themselves as leaders (Bass,
2003). Research indicates that managers who are internals are more supportive and
involved (Byrne, 2011). The incidence of internals having traits similar to that of
transformational leaders is plausible since transformational leader are ethical role

models and use personal example ,believing that their actions can create outcomes.

Mohapatra and Gupta (2010) stated that characteristics like participatory involvement,
communication, support and collaboration are shared with internal locus of control
persons. Hence, it is practical to claim that locus of control can moderate the
relationship between transformational leadership and depersonalization. A study
conducted by Myers (2014) on employee locus of control and engagement in
nonprofit organizations, validated the previous studies that internal locus of control
employees have characteristics that overlap with transformational leaders and that
these leaders are more engaged. Therefore locus of control could act as a buffer for

depersonalization in transformational leaders.

Hypothesis 5, there is a difference of burnout between internal and external locus of
control employees is partially supported by the data, since the results indicated the
differences of emotional exhaustion (t=2.091) and depersonalization (t=3.096)
dimensions of burnout, between internal and external locus of control, with internal

locus of control employees having a lower mean of 25.16 compared to external locus
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of control employees with a mean of 26.46, for emotional exhaustion. Internal locus
of control employees also possess a lower mean of 21.66 compared to external locus
of control employees with a mean of 23.91 for depersonalization. Personal
accomplishment was not different in external and internal locus of control employees.
This indicates that employees with internal of control are more inclined to experience
less burnout overall, especially for the dimensions of emotional exhaustion and

depersonalization

Persons with high internal locus of control believe that their behaviors can result in
the reward because of their own actions but external locus of control persons do not
see the connection and believe that what happens in their lives is beyond their control
(Rotter, 1966). Internals believe that they are in charge of their fate (Boone, van
Olffen & van Witteloostuijn, 2005) in contrast to externals who believe that
supervisors, mangers, the organization and the universe are in control of their actions

(Tillman et al, 2010).

Emotional exhausted persons experience fatigue and possess low levels of energy in
contrast to persons who experience depersonalization and treat others in an uncaring
and indifferent way (Maslach & Jackson, 1981). Leiter and Maslach (1988) found that
stressful situations can possibly lead to both emotional exhaustion and less to
depersonalization, but may not impact personal accomplishment. The results of this
study also confirm that personal accomplishment/ feeling worthless was not different

for both internal and external locus of control persons.

Persons with internal locus of control may find that a situation can act as a stimulus
since they believe that they can have control over the situation (Owusu-Ansah, 2008).
These persons may not lack energy levels and also go out of the way to treat employees
well (Taylor, 2010). Qiang, Bowling and Eschleman (2010) also discovered that
internal locus of control person have a tendency to be proactive and find feasible
solutions to problems in contrast with external locus of control persons who tend to
avoid conflict. Ali, Pormosa, & Ali (2015) recently indicated that internal locus of

control persons have more confidence in their ability to communicate which leads to
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higher levels of individual capabilities. A study on auditors in Taiwan (Hsieh &
Wang, 2013) showed that although being in the same situation, auditors with internal
locus of control, were capable of taking actions to cope with job stress and eventfully
suffered from less perceived job burnout. The studies indicate that the characteristics
of internals make them more hardy and capable of dealing with stressors since they
attempt to change the factor which causes the stress in the workplace eventually

impacting burnout (Rydell & Henricsson, 2004).

Hypothesis 6, employees with management and operational (administrative) positions
have different levels of self-monitoring and locus of control was not supported by the
data. The difference of personal accomplishment between internal and external locus
of control as well as the differences of locus of control and self monitoring level of
employees who work in management and administrative/operating levels were not

found.

This indicates there are no differences in self-monitoring, locus of control and

personal accomplishment in either management or administrative positions.

Hypothesis 7, self-monitoring, transformational and transactional leadership styles
have different influences on burnout for employees in management and operational
(administrative) positions was partially supported by the data. Structural relations of
each relationship of the employees in management and administrative /operating level
were compared, one by one. The multiple group analysis results were considered. The
difference of the strength of the relationship between transformational leadership and
depersonalization between the two groups was found. Higher strength of this
relationship of the employees who worked in management level than those who work
in administrative/operating level was found (B management=0.253; B administration=--01438;
CR difference = 2.112; p<0.05). However, other differences were not illustrated.
Therefore it can be said that employees who displayed transformational leadership
styles in management position had higher levels of depersonalization dimension of

burnout than employees who worked administrative operating levels.
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Transformational leaders portray five behaviors; firstly, idealized influence
(attributed) which is much the leaders are trusted, admired and revered because the
leader possesses charisma and is a role model for followers. Secondly, idealized
influence (behavior) which means that the leader is driven by the mission and goals
and has high moral and ethical standards. Thirdly, inspirational motivation is when
the leader expresses the significance of the goal and provides meaning to work.
Fourthly, intellectual stimulation in which the leader promotes the followers to
increase creativity and innovation. Finally, individual consideration is the extent to
which leaders promote growth and on the basis of the individual specific needs and

developing followers into leaders themselves (Bass, 1990).

Most prior studies have stated the positive outcomes of transformational leadership
style and under researched the psychological impact of being transformational.
Transformational leaders in managerial positions may encounter more stress since
they need to play an active rather than a passive role in aiding followers to achieve
their goals by increasing the intrinsic motivation of followers with the view that the
organization’s success is as important as their own success (Kalar & Wright, 2007).
Transformational leaders focus on long-term rather than short term goals which are
related to higher order needs of self-esteem, self-actualization and best-interest of
followers (Judge and Piccolo, 2004). The very fact of being in a senior position and
being responsible for what the subordinate delivers may cause disillusionment for
managers which can lead to stress (Strydom & Meyer, 2002). Senior managers could
be more vulnerable to burnout because of their constant exposure of organizational
stressors.  Transformational leadership is concerned with “People Work” and
preoccupation with task can also cause managers to be callous and them to separate
themselves from employees or treat employees in an inferior manner. Thus
establishing a direct relationship between transformational leaders in management
positions and burnout in isolation, without regard for levels of self-efficacy and
internal work environment is questionable Yaroslava Belenk (2011) in a recent study
found that when self-efficacy is higher, the negative relationship between
transformational leadership and burnout is higher. Beauchamp (2007) agreed that

higher self-efficacy could be increased by enriched environments.
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Kumar et al., (2010, p. 173) also agreed that lack of management support and
aggressive administrative systems were the topmost variables that could lead to
burnout. Keeping this in mind transformational leaders may also have limited
thresholds which could limit their ability to deal with stressors, which eventually

results in burnout.

5.7 Suggestions and Implications for Future Research

It is no panacea that globalization has resulted in a confusion between work and
family life-balance. Today, most theorist focus on maintaining a work and life balance
for physical and psychological well-being. An individual spends most of his life at
work therefore it is necessary to consider factors externally and internally that could
affect the persons sense of control. Striimpfer (1990) agreed that persons with a high
sense of coherence in the work place could experience higher levels of adaptability,
may be more recognized, have higher productivity and get promoted faster than
persons with a low sense of coherence who may not be able to adapt to changes in the

business world and suffer from disillusionment.

Salutogenic traits like self-monitoring, hardiness, self-efficacy, hardiness, locus of
control and emotional stability could actually promote health rather than have a
debilitating affect. On the other hand, burnout which is considered a pathogenic factor
could result in fatigue and eventually exhaustion resulting in several outcomes like

lack of vigor and enthusiasm, .anxiety, displeasure and eventually a break down.

The present study has examined self-monitoring, locus of control and leadership
styles as salutogenic constructs that could help to alleviate burnout levels in
employees. After examining the gaps in literature (chapter 2) it was evident that most
research was limited one organization which so it was not feasible to make too many
generalization. A sample size of 400 with persons from different contexts is more
multilevel and can better predict the aspects of personality that could help to cope

with burnout at both the managerial as well the administrative level.
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A larger study examining more personality characteristics like emotional quotient and
self-efficacy etc as well as external environmental factors like organizational politics
and work over-load could be included in the study so that individual differences that
result in burnout can be investigated. Plenty of precautions can be undertaken to
alleviate the impact of burnout by promoting an “atmosphere of caring” about

employee needs.

This study could be replicated on the basis of the major findings above and a broad
avenue for future research can recommended after the formation of the Asean
Economic Community (AEC). A cross-cultural as well as longitudinal study can
provide relevant knowledge about the factors in different cultures that can predict
burnout. Furthermore an in-depth study that provides an insight about the kinds of
leadership styles that promote organizational effectiveness needs to be dissected to
help with the recruiting and selection process, Expats who possess more cultural
intelligence and who could be attributed to experiencing less burnout in this global
and technologically driven society. The impact of tenure and cultural socialization

could also be analyzed to determine adjustment.
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APPENDIX A

"Leadership and Burnout Survey' Questionnaire

Leadership and Burnout Survey Questionnaire

Dear Respondents
Martin de Tours School of Management, Assumption University is conducting a research to study the
relationship between Leadership and employee's burnout. We would like to request you to complete this
questionnaire. The information and opinion gathering from you would be beneficial to the school. All data
will be analyzed in the aggregate picture. All individual and personal data will be kept confidentially.
The questionnaire is composed of 4 major parts:
Part 1 Work stress
Part 2 Leadership behavior
Part 3 Perception on the situational factors
Part 4 Personal Data
Martin de Tours School of Management would like to thanks for your kind cooperation.

Martin de Tours School of Management,
Assumption University

Part 1 Work stress

Please read the following statements and consider how much experience, you have on each item. Your
experience may vary from "Never" to "Everyday."” Please make a v in the box that most represents yourself.

Statement Level of Experience
Everyday € >  Never
1 Ifeel emotionally drained from my work. 6 5 4 3 2 1
2 1feel used up at the end of the day. 6 5 4 3 2 1
3 1 feel fatigued when I get up in the morning and have to face | 6 5 4 3 2
another day on the job.
4 I can easily understand how my employees feel about things. 6 5 4 3 2 1
5 Ifeelltreat some employees as if they were impersonal objects. 6 5 4 3 2 1
6  Working with people all day is really a strain on me. 6 5 4 3 2 1
7 Ideal very effectively with the problems of my employees. 6 5 4 3 2 1
8 Ifeel burned out from my work. 6 5 4 3 2 1
9 I feel I am positively influencing other peoples work throughmy | 6 5 4 3 2 1
work.
10 I have become very callous (feel no emotion towards people) 6 5 4 3 2 1
11 [ worry that the job is hardening on me emotionally. 6 5 4 3 2 1
12 1 feel energetic. 6 5 4 3 2 1
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Level of Experience
Statement Everyday <€ p—) Never
13 1 feel frustrated in my job. 6 5 4 3 2 1
14 I feel I am working hard on my job. 6 5 4 3 2 1
15 1don’treally care what happens to some of my employees. 6 5 4 3 2 1
16 Working with people directly puts too much stress on me. 6 5 4 3 2 1
17 I can easily create a relaxed atmosphere with my employees. 6 5 4 3 2 1
18 [ feel exhilarated (stimulated / refreshed) after working withmy | 6 5 4 3 2 1
employees.
19 I have accomplished many worthwhile things in this job. 6 5 4 3 2 1
20 Ifeellike I am at the end of my rope. 6 5 4 3 2 1
21 Ideal with emotional problems very calmly. 6 5 4 3 2 1
22 Ifeel employees blame me for some of their problems. 6 5 4 3 2 1

Part 2 Leadership behavior

Read each of the statements below and give your opinion from "strongly agree" to "strongly disagree" that you
believe best describes your supervisor. You may substitute “supervisor” with anyone else to whom you are
accountable, such as a team leader, manager, CEO, business owner, and etc. Put a v'in the box that most

represents your opinion
Level of Opinion
My supervisor....... Strongly agree < - Strongly
disagree
1 Focuses attention on irregularities, mistakes, expectations, | 7 6 5 4 3 2 1
and deviations from what is expected of me.
2 | Engages in words and deeds that enhance his/her image of | 7 | 6 5 4 {3 2 1
competence.
3 | Monitors performance for errors needing correction. 7 6 5 4 3 2 1
4 | Serves as a role model for me. 7 6 5 4 3 2 1
5 | Points out what I will receive if I do what is required. 7 6 5 4 3 2 1
6 | Instills pride in being associated with him /her. 7161514 3121
7 | Keeps careful track of mistakes. 7 16 5 4 | 3 2 1
8 | Canbe trusted to help me overcome any obstacle. 716 5 4 | 3 2 1
9 | Tells me what to do to be rewarded for my efforts. 7.6 151413121
10 | Makes me aware of strongly held values, ideals, and | 7 6 5 4 3 2 1
aspirations which are share in common.
11 | Is alert for failure to meet standards. 7 6 5 4 3 2 1
12 | Mobilizes a collective sense of mission. 716 5 4 | 3 2 1
13 | Works out agreements with me on what [ will receive if I do | 7 6 5 4 3 2 1
what needs to be done.
14 | Articulates a vision of future opportunities. 7 6 5 4 3 2 1
15 | Talks about special rewards for good work. 7 6 5 4 3 2 1
16 | Talks optimistically about the future. 7016 | 5]14[13]2]1

Part 3 Perception on the situational factors
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Read each pair of the statements below and select the one response, either "a" or "b" you believe best
describes your opinion. Make a v' in column "a" if you agree more on the first statement or put a mark in
column "b" if you agree more on the second statement

Statement a b

1 | a. Children get into trouble because their parents punish them too much.
b. The trouble with most children nowadays is that their parents are too easy with them.

2 | a. Many of the unhappy things in people’'s lives are partly due to bad luck.
b. People's misfortunes result from the mistakes they make.

3 | a. One of the major reasons why we have wars is because people don't take enough
interest in politics.
b. There will always be wars, no matter how hard people try to prevent them.

4 | a.Inthelong run people get the respect they deserve in this world.
b. Unfortunately, an individual's worth often passes unrecognized no matter how hard he
tries.

5 | a. The idea that teachers are unfair to students is nonsense.
b. Most students don't realize the extent to which their grades are influenced by
accidental happenings.

6 | a. Without the right breaks, one cannot be an effective leader.
b. Capable people who fail to become leaders have not taken advantage of their
opportunities.

7 1 a. No matter how hard you try, some people just don't like you.
b. People who can'’t get others to like them don't understand how to get along with
others.

8 | a. Heredity plays the major role in determining one's personality.
b. It is one's experiences in life which determine what they're like.

9 | a.lhave often found that what is going to happen will happen.
b. Trusting fate has never turned out as well for me as making a decision to take a definite
course of action.

10 | a. In the case of the well prepared student there is rarely, if ever, such a thing as an unfair
test.

b. Many times, exam questions tend to be so unrelated to course work that studying in
really useless.

11 | a. Becoming a success is a matter of hard work; luck has little or nothing to do with it.
b. Getting a good job depends mainly on being in the right place at the right time.

12 | a. The average citizen can have an influence in government decisions.
b. This world is run by the few people in power, and there is not much the little guy can
do about it.

13 | a. When I make plans, | am almost certain that I can make them work.
b. It is not always wise to plan too far ahead because many things turn out to be a matter
of good or bad fortune anyhow.

90



Statement

14 | a. There are certain people who are just no good.
b. There is some good in everybody.
15 | a. In my case getting what [ want has little or nothing to do with luck.
b. Many times we might just as well decide what to do by flipping a coin.
16 | a. Who gets to be the boss often depends on who was lucky enough to be in the right place
first.
b. Getting people to do the right thing depends upon ability - luck has little or nothing to
do with it.
17 | a. As far as world affairs are concerned, most of us are the victims of forces we can
neither understand, nor control.
b. By taking an active part in political and social affairs the people can control world events
18 | a. Most people don't realize the extent to which their lives are controlled by accidental
happenings.
b. There really is no such thing as "luck.”
19 | a. One should always be willing to admit mistakes.
b. It is usually best to cover up one's mistakes.
20 | a. Itis hard to know whether or not a person really likes you.
b. How many friends you have depends upon how nice a person you are.
21 | a. In the long run the bad things that happen to us are balanced by the good ones.
b. Most misfortunes are the result of lack of ability, ignorance, laziness, or all three.
22 | a. With enough effort we can wipe out political corruption.
b. It is difficult for people to have much control over the things politicians do in office.
23 | a. Sometimes I can't understand how teachers arrive at the grades they give.
b. There is a direct connection between how hard I study and the grades I get.
24 | a. A good leader expects people to decide for themselves what they should do.
b. A good leader makes it clear to everybody what their jobs are.
25 | a. Many times I feel that I have little influence over the things that happen to me.
b. It is impossible for me to believe that chance or luck plays an important role in my life.
26 | a. People are lonely because they don't try to be friendly.
b. There's not much use in trying too hard to please people, if they like you, they like you.
27 | a. There is too much emphasis on athletics in high school.
b. Team sports are an excellent way to build character.
28 | a. What happens to me is my own doing.
b. Sometimes I feel that I don't have enough control over the direction my life is taking.
29 | a. Most of the time I can't understand why politicians behave the way they do.

b. In the long run the people are responsible for bad government on a national as well as
on a local level.
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In the following list, if a statement is true or mostly true as it applies to you, select the T. If a statement is false
or not usually true as it applies to you, select the F. Mark a v" in either column "T" or "F" that most represents
your opinion.

Statement T F
I find it hard to imitate the behavior of other people.

At parties and social gatherings, I do not attempt to do or say things that others will like.

I can argue only for ideas that I already believe. B

W N

[ can make impromptu speeches even on topics about which I have almost no

information.

I guess | put on a show to impress or entertain others

I would probably make a good actor.

In a group of people, | am rarely the center of attention

In different situations and with different people, I often act like very different persons.

O 0 N o »n

I am not particularly good at making other people like me.

10 | I'm not always the person [ appear to be.

11 | I would not change my opinions (or the way I do things) in order to please someone or

win his or her favor.

12 | I have considered being an entertainer.

13 | I have never been good at games such as charades and improvisational acting.

o i e 5 N i W

14 | 1 have trouble changing my behavior to suit different people and different situations.

15 | Ata party I let others keep the jokes and stories going.

16 | I feel a bit awkward in company and do not come across quite as well as [ should.

17 | I can look anyone in the eye and tell a lie with a straight face (if for the right end).

18 | I may deceive people by being friendly when I really dislike them.

Part 4 Personal Data
1. Gender
[ ]Male [ ] Female
2. Age
[ ]<30yearsold [ ]30-45 years old [ ]46-60yearsold [ |> 60 yearsold

3. Education
|___| Below Bachelor's |:] Bachelor's |____] Above Bachelor's

4. Work tenure with this current organization
[ ]<5years [ ]5-10years [ ]11-20years [ ]>20years
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5. Your position

|___| Officers/operators I:I Immediate supervisor
[ ] Top manager/CEO [ ] Business Owner
6. Your organization
[ ] Government sector [ ] State enterprise
|:___| Bank/Finance |:] Public Company
[ ] Family business [ ] MNEs

7. Overall employees [including all types of employees]

[[]<50 [ ]50-100
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