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Abstract

Burnout has become an important aspect of organizational reality for workers worldwide. 

Despite a growing body of literature conceming burnout, there are many questions about 

the measurement and process of burnout that have not been addressed. Moreover, 

researchers have begun to develop a theoretical antithesis of burnout, engagement, which 

is in need o f significant research in order to better understand it implications for 

employees and organizations. This dissertation addresses a number of issues with regard 

to the measurement and process of burnout and engagement. First, this study provides 

evidence o f the factorial and construct validity of an alternative measure of burnout that 

addresses some of the limitations o f the popular Maslach Burnout Inventory. Second, 

this study investigates the role of perceptions of politics as an antecedent o f  burnout. 

Third, this study examines the role o f motivation as a mediator in the relationship 

between burnout and job performance. Finally, this study provides evidence of the 

factorial and construct validity of a measure of engagement. I conclude by discussing the 

implications o f these findings for bumout research, measurement, and organizations.
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Burnout and Engagement: 

Correlates and Measurement

For thousands of workers worldwide, the spark they began their careers with is 

slowly fading. In many ways, they are beginning to feel like a battery. They began 

“fully charged,” but their energy has slowly faded over time. As a result, they feel 

emotional drained, they start to pull away from their jobs, and they start to believe they 

are not as good at their jobs as they once were. To extend the battery metaphor, what 

they need is to be recharged.

Unfortunately, bumout has become organizational reality for many workers. 

Maslach and Leiter (1997) argued that bumout has reached epidemic proportions in 

North America. What started as a “buzzword” in the popular press in the late I970’s has 

grown into an important research endeavor; bumout is now the subject of thousands of 

research articles and dozens of books. Its effects cannot be understated; bumout has 

significant impact on people, organizations, and society on the whole (Paine, 1982; 

Minnehan & Paine, 1982).

The purpose of my dissertation is to investigate a number of issues related to 

bumout and its theoretical antithesis, engagement. First, I investigated the measurement 

of both bumout and engagement by developing validation evidence for a recently 

proposed measure of bumout, the Oldenburg Bumout Inventory, and a new measure of 

engagement, the Utrecht Engagement Scale. Second, I investigated the role of politics 

and perceptions o f perfomiance appraisal as an antecedent to bumout. Finally, I 

examined the mediating effect of motivation to help explain the link between bumout and 

job performance.



Burnout

Defining Burnout

Bumout is a psychological response to work that consists of emotional 

exhaustion, depersonalization, and reduced perceptions of personal accomplishment 

(Maslach, 1982a, 1982b; Maslach, Schaufeli, & Leiter, 2001). Research on bumout grew 

out o f two simultaneously developing research streams in the 1970’s. Freudenberger 

(1975) studied bumout from a psychiatric approach, providing personal and patient 

accounts of the phenomenon. He coined the term bumout because o f its relationship with 

the effects of chronic dmg abuse (Maslach et al., 2001 ). Around the same time, Maslach 

(1976, 1978) was studying emotions in the workplace and found a similar pattern of 

emotional depletion while interviewing poverty lawyers. In fact, the lawyers had a term 

for such depletion, “bumout,” and Maslach adopted it for the pattem o f symptoms she 

was observing. Interestingly, whenever she mentioned bumout to other poverty lawyers 

in interviews, they immediately understood her reference.

The three key dimensions of bumout are emotional exhaustion, depersonalization, 

and reduced personal accomplishment (Maslach, 1982a). Emotional exhaustion refers to 

feelings of being overextended and depleted o f one’s emotional and physical resources. 

Depersonalization refers to a negative, callous, or excessively detached response to 

various aspects of the job. Reduced personal accomplishment refers to a decline in 

feelings of competence or productivity at work (Maslach et al., 2001 ; Maslach & 

Goldberg, 1998). Consensus on these components o f bumout has led to the development 

o f a three-factor model o f the phenomenon (Maslach & Goldberg, 1998). In general, 

supporters of this model suggest that emotional exhaustion leads to depersonalization.



which in turn leads to lack o f personal accomplishment (Leiter, 1989; Leiter & Maslach, 

1988).

In contrast to the three-factor model of bumout, Golembiewski and his colleagues 

(Golembiewski, 1989; Golembiewski & Muzenrider, 1988; Golembiewski, Muzenrider, 

& Stevenson, 1986) have presented a model of bumout (the phase model) that suggests 

similar factors, but a substantially different causal pattem. In the phase model, it is 

suggested that depersonalization leads to a lack of personal accomplishment, which leads 

to emotional exhaustion. The differences between these two major models have only 

recently been investigated, with generally more support for the three-factor model and 

progression described by Leiter and Maslach (1988; Lee & Ashforth, 1993a).

Measuring Burnout

A significant amount of the bumout literature has been concemed with the 

measurement of bumout. Much of that research has focused on a small number of self- 

report measures that have been developed to measure bumout. Some o f these have fallen 

out of favor with bumout researchers because of psychometric and theoretical concems 

(e.g., the Bumout Measure; see Enzmann, Schaufeli, Janssen, & Rozeman, 1998); 

therefore, I will focus this discussion on the most currently accepted measures of bumout. 

Among those are the Maslach Bumout Inventory and the Oldenburg Bumout Inventory.

The Maslach Burnout Inventory (MBI). The most utilized self-report measure of 

bumout has been the Maslach Bumout Inventory (MBI; Maslach, Jackson, & Leiter,

1996). Developed in the early 1980’s by Maslach and Jackson (1981), it is based on a 

three-factor model o f  bumout and includes scales to measure emotional exhaustion, 

depersonalization, and personal accomplishment. Currently, three versions of the MBI



have been developed, the original MBI that was developed for use with human service 

jobs, a version developed for educational occupations, and the MBI-General Services 

scale that is intended for occupations without a significant human service component. 

These new versions o f the MBI reflect the evolution o f thinking about bumout. While 

bumout was originally conceived as a syndrome that was only relevant to those working 

directly with other people in a service capacity, the domain of bumout has quickly 

expanded to include non-human services occupations.

While originally developed in American samples, the MBI has been translated 

and validated in number of other countries, including Greece (Kantas & Vassilki, 1997), 

Japan (Masuda, 1997), Sweden (Schutte, Toppinen, Kalimo, & Schaufeli, 2000), Finland 

(Schaufeli, Leiter & Kalimo, 1995), The Netherlands (Schaufeli, 1995) and others. This 

has led to an increase in cross-cultural bumout research (Schutte et al., 2000).

The three-factor structure (with correlated factors) is remarkably invariant across 

occupations, nationalities, and versions o f the MBI (Lee & Ashforth, 1990; Nye, Witt, & 

Schroeder, 1992; Schutte et al., 2000; Taris, Schreuers, & Schaufeli, 1999). However, a 

number o f authors have suggested that a two-factor model that includes only emotional 

exhaustion and depersonalization might be more appropriate (e.g., Kalliath, 2000), in part 

because of the manner in which the personal accomplishment bumout factor is 

differentially related to other organizational outcomes (e.g., job satisfaction and 

organizational commitment). While emotional exhaustion and cynicism generally show 

consistent relationships with other outcomes, personal accomplishment is far less 

consistent in these relationships. In fact, this suggestion, along with other concems with



the MBI (e.g., the lack of balanced wording of questions within bumout subscales) has 

led to the recent development o f another bumout scale, the Oldenburg Bumout Inventory.

The Oldenburg Burnout Inventory (OLBI). Despite mounting evidence 

supporting the use of the MBI for the assessment o f bumout, the MBI is not without 

detractors. Demerouti, Bakker, Nachreiner, and Schaufeli (2001 ) argued that there were 

a number of problems with the MBI. First, they argued that all of the items within the 

three subscales are phrased in the same direction; the exhaustion and depersonalization 

scales are all worded negatively and the personal accomplishment scale is worded 

positively. They argued that this could lead to response biases and might lead to artificial 

clustering of factors based on positively and negatively worded scales (Demerouti & 

Nachreiner, 1996; Lee& Ashforth, 1990).

To address these problems, Demerouti, Bakker, Kantas, and Vardakou (2002) 

have developed and offered initial construct validity evidence for the Oldenburg Bumout 

Inventory (OLBI). The OLBI is based on a model similar to that o f the MBI; however, it 

features only two scales, exhaustion and disengagement. The most current version of the 

OLBI features questions that are have balanced positive and negative wording 

(Demerouti, personal communication, April 11, 2002). Furthermore, whereas the MBI 

focuses only on affective components o f emotional exhaustion, the OLBI features 

questions designed to assess cognitive and physical components o f exhaustion, consistent 

with past suggestions in the bumout literature (Pines, Aronson, & Kafry, 1981; Shinn, 

1982). The OLBI is also designed to reflect a broader conceptualization o f bumout that 

is not restricted to human service positions, with questions that apply to any occupational 

group (Demerouti et al., 2001).



The psychometric properties of the OLBI are still being investigated. Demerouti 

et al. (2002) have argued that the OLBI demonstrates excellent convergent validity when 

compared to the MBI. Demerouti et al. (2001 ) confirmed the two-factor structure o f the 

OLBI in a sample that included human service, industrial, and transportation jobs. They 

also used the OLBI to demonstrate support for the emerging job demands-resources 

model of bumout (Karasek. 1979).

Interestingly, while the MBI was developed in the United States and has been 

translated into many other languages for use in a variety o f other countries, the OLBI has 

not been utilized in an .\merican sample. One purpose of this dissertation is to further 

develop validity evidence of the OLBI by using an American sample. As such, it will be 

included as a measure o f  bumout in all three o f the proposed studies.

Hypothesis I: The OLBI will demonstrate two a priori measurement factors, 

exhaustion and disengagement.

Hypothesis 2: Using a multi-trait, multi-method framework, the OLBI will show 

acceptable convergent and discriminant validity vis-à-vis the MBI (i.e., they are 

independent, but related measures o f  burnout).

Antecedents o f Burnout

Another area o f bumout research that has gamered a lot o f  attention has been 

investigating the individual and organizational antecedents. Antecedents that have been 

investigated have included organizational culture and climate (Gaines & Jermier, 1983; 

O’Driscoll & Schubert, 1988), vacation time (Westman & Etzion, 2001), age (Cranswick,

1997), sense of control o f occupational hazards (Leiter & Robichaud, 1997), role stress 

(Peiro, Gonzalez-Roma, & Manas, 2001), work hours (Bamett, Gareis, & Brennan,



1999), job demands and resources (Demerouti et al., 2002; Janssen, Schaufeli, & Houkes, 

1999) personality (Burisch, 2002), organizational commitment (Kalliath, 0 ’Driscoll, & 

Gillespie, 1998) and social comparison errors (Daniel & Rogers, 1981; Halbesleben, 

Sauer, Salamon, & Buckley, 2002). Despite a great deal of work conceming the 

antecedents o f bumout, two potential antecedents have not been adequately investigated: 

the role o f perceptions of organizational politics and perceptions of the performance 

appraisal system employed by the organization.

Perceptions o f politics. Politics has become an important part of organizational 

reality for most individuals (Ferris, Russ, & Fandt, 1989). As a result, the study of 

politics in organizations, and particularly the study of perceptions o f politics has become 

an important stream of research over the past 15 years (Ferris & Kacmar, 1992). Ferris, 

et al. (1989) proposed a model of perceptions of politics that suggested those perceptions 

lead to outcomes such as job anxiety, job dissatisfaction, and organizational withdrawal. 

Interestingly, despite what appear to be rather clear links to bumout (with anxiety and 

dissatisfaction as precursors to bumout and withdrawal a consequence of bumout; Lee & 

Ashforth, 1993b, 1996) there has been a dearth of investigation o f the links between 

perceptions of politics and bumout.

Given the outcomes of perceptions of politics in relations to the antecedents o f 

bumout, I believe that increases in perceptions of politics will lead to greater levels of 

bumout. This is in part because of work in bumout suggesting that bumout is the result 

of anxiety and job dissatisfaction (Lee & Ashforth, 1996). Additionally, this proposition 

stems from theories that bumout can be caused by unmet expectations about one’s job. If 

one believes that they are going to work in a position whereby he or she can simply focus



on their job without worrying about organizational politics, that expectation is unlikely to 

be met (given the pervasiveness o f organizational politics). As a result, bumout would be 

increased as a result of perceptions o f politics.

Hypothesis 3: Higher levels o f  perceptions o f  politics will be associated with 

higher levels o f burnout.

Perceptions ofperformance appraisal. One aspect o f  organizations in which 

politics is very salient is in performance appraisal (Halbesleben, Buckley, & Wheeler, 

2002). Longenecker and his associates (Gioia & Longenecker, 1994; Longenecker, 1984; 

Longenecker & Ludwig, 1990; Longenecker, Sims, & Gioia, 1987) have written a series 

of papers on the political behavior managers engage in when conducting performance 

appraisals. In general, they have found that managers realize that the performance 

appraisal process holds some utility for the manager (Longenecker, 1984). In other 

words, managers realize that there are a number of ways in which they can use the 

appraisal process to their advantage. As such, in some cases it is to the advantage o f the 

supervisor to inflate ratings, and at other times, it is more advantageous to deflate 

performance ratings.

As indicated in the previous section, perceptions of politics feed into established 

antecedents o f bumout and may lead to unmet expectations. Furthermore, there is some 

evidence that negative perceptions o f performance appraisal are associated with greater 

bumout. Gabris and Ihrke (2001) found that when employees perceived a lack of 

procedural and distributive justice in performance appraisal, they had higher levels o f 

bumout. This suggests, at least initially, that negative perceptions of the performance 

appraisal process can lead to greater bumout. To expand on that notion and to integrate it



with the above suggestions about politics, I propose that perceptions o f politics specific to 

the performance appraisal and lack of trust in performance appraisal will be associated 

with higher levels of bumout.

Hypothesis 4: Higher levels o f  perceived politics in performance appraisal will be 

associated with higher levels o f  burnout.

Hypothesis 5: Lower levels o f  trust in performance appraisal will be associated 

with higher levels o f burnout.

Work-Related Consequences o f  Burnout

There has been some attention given to the various outcomes o f bumout, 

including physiological consequences (c f., Shirom, Westman, Shamai, & Carel, 1997), 

turnover, and turnover intentions (Chemiss, 1992; Freudenberger, 1975; Lee & Ashforth, 

1993a, 1996; Maslach, 1976, 1978; Pines, Aronson, & Kafry, 1981). Despite this effort, 

there still remain many questions regarding the outcomes, particularly those that are 

work-related, of bumout (Maslach, 2001). Most models of bumout (e.g.. Cordes & 

Dougherty, 1993) treat bumout as the end state, without considering what other 

consequences bumout may influence. This is problematic, as bumout is perhaps best 

considered as a mediator that leads to other important work-related consequences 

(Maslach & Leiter, 1999). In the following section, I will discuss the role o f  two 

important consequences of bumout, job performance and motivation.

Job Performance. One o f the most commonly cited negative consequences of 

bumout is a reduction in job performance (Maslach, 1982a). However, as noted by 

Wright and Bonett (1997), there has been very little empirical work conducted to 

investigate the relationship betw een bumout and job performance. In response, they



conducted a longitudinal study that found a negative relationship between only one 

component of bumout, emotional exhaustion, and job performance. They had predicted 

that all three components of bumout would influence job performance.

Prior to Wright and Bonett’s (1997) work, Keijsers, Schaufeli, LeBlanc, Zwerts, 

and Miranda (1995) found that bumout had differential effects on performance, 

depending on how one measured performance. When asked their self-assessment of 

performance, bumout was inversely related to Dutch nurses’ perceptions of their 

performance (e.g., those who experienced high bumout rated their performance lower). 

However, when compared to their ‘objective’ performance (as measured by their 

performance appraisals), bumout was actually positively related to job performance. 

This brings forth an interesting paradox: nurses who are experiencing bumout believe 

they are not performing as well, when in fact others observe higher performance levels.

At this point, the link between bumout and job performance is tenuous. There 

have been very few studies that have investigated this link, and they tend to yield 

equivocal results. Yet, researchers continue to suggest that the intuitive link between 

bumout and performance is intractable.

Hypothesis 6: Higher levels o f  burnout will be associated with lower levels o f  

performance.

A limitation of the previous thinking about the relationship between bumout and 

job performance is that it has failed to adequately consider models o f performance.

When one considers theories of performance, it becomes clear that bumout is unlikely to 

have a direct effect on job performance, and instead should be mediated by a more direct 

antecedent of performance. The most notable model o f job performance has been
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advanced by Campbell ( 1990, 1999; Campbell, McCloy, Oppler, & Sager, 1993). 

Campbell’s model is based on the idea that performance is a multiplicative function of 

motivation and ability. As such, only motivation and ability (along with a theoretical 

constant) are direct causes o f performance; anything that purports to influence 

performance must do so through either motivation and/or ability. In the case of bumout, 

it appears unlikely that it has its direct effect on ability. While it may lead to perceptions 

of reduced ability, it does not actually reduce ability. As a result, the most clear path 

from bumout to job performance may be through motivation (see Figure 1).

Motivation. Despite the theoretical mediating effect of motivation, the 

relationship between motivation and bumout has not been fully examined. The existing 

literature on this topic has been primarily concemed with equity theory, but not in the 

typical organizational sense where employees make social comparisons among 

themselves. Instead, researchers have investigated the inequity that exists between a 

human service provider and his or her client (Bunnk & Schaufeli, 1993). For example. 

Taris, Peeters, LeBlanc, Schreurs, and Schaufeli (2001) found that perceptions of 

inequity led to greater levels o f bumout of teachers. This effect was mediated by the 

stress resulting from the inequity. Van Dierendonck, Schaufeli, and Buunk (2001) 

explored the longitudinal effects of inequity and confirmed that professional-recipient 

inequity led to heightened levels of bumout. Truchot and Deregard (2001 ) suggested that 

the model of helping that the professional adopted might buffer the link between inequity 

and bumout.

It is important to note that the existing motivation-bumout literature has treated 

distal examples of motivation (such as perceptions of professional-recipient inequity) as

11



antecedents o f bumout. In most o f these treatments, motivation has not really been the 

focus of the study; instead, the researchers have been interested in other aspects of 

inequity. As such, there exist no studies that have examined the effects bumout has on 

more direct perceptual and motivational outcomes. This is critical, particularly when 

considering the findings of previous studies linking performance and bumout. For 

example, Wright and Bonnet (1997) noted that their results could not be considered 

definitive without considering other types of performance. Additionally, one could argue 

that without considering performance antecedents such as motivation, it is not surprising 

that their results were inconsistent with their predictions.

The linkages between motivation and bumout can be derived from examination of 

theories of bumout and motivation, particularly the conservation of resources model of 

motivation (Hobfoll, 1988) and the job demands/job resources model of stress and 

bumout (Karasek, 1979). The general argument is that when a person experiences 

bumout, it may be because they lack the resources necessary to meet the demands of the 

job (Karasek, 1979). As a result, they may try to conserve what resources they do have, 

thus lowering their motivation.

The motivation-médiation model o f  the burnout/Job performance relationship.

The above discussion suggests that bumout is linked to both the job performance and 

motivation. As illustrated in the top half o f Figure 1, previous studies have assumed that 

bumout is directly linked to performance. However, based on models linking bumout to 

motivation and motivation to performance, 1 expect that bumout leads to lower 

motivation, when then leads to lower job performance (see Figure 1, bottom hall). This 

leads to the following hypotheses:

12



Hypothesis 7: The relationship between burnout and job performance will be 

mediated by motivation.

The Opposite of Burnout: Engagement 

Much of what we study as management researchers focuses on the negative 

aspects of the employee experience; bumout follows this trend. However, this trend has 

been changing, as researchers have begun to recognize the importance o f understanding 

human well-being and celebrating the positive aspects o f psychology and organizational 

behavior (c.f, Luthans, 2002; Seligman & Csikszentmihalyi, 2000). In response to the 

trend toward positive psychology, Maslach and Leiter (1997, 1999) have 

reconceptualized bumout as an erosion o f engagement with work. More recently, 

engagement has been defined as “a positive, fulfilling, work-related state o f mind that is 

characterized by vigor, dedication, and absorption” (Schaufeli, Salanova, Gonzalez- 

Roma, & Bakker, 2002, p. 74). The definition advanced by Schaufeli et al. (2002) 

suggests that engagement and bumout are actually two independent, however closely 

related, states. In many ways, the notion o f engagement fits with the battery metaphor I 

opened with. The employee starts out “fully charged” (engaged), but loses the charge 

over time. This conceptualization of engagement will have important implications for 

how engagement is measured in and facilitated in organizations.

The literature on engagement is largely under development. To date, I know of 

only a handful o f empirical studies that have examined the construct o f engagement of 

employees relative to their work; there is a general need for more research on the concept 

of engagement in organizations. Demerouti, Bakker, de Jonge, Janssen, and Schaufeli

(2001) provided initial comparisons between engagement and bumout in the context of

13



the job-demands/job-conlrol model, and found that while bumout was related to job 

demands, engagement tended to be related to job resources, providing support for the 

demand-control model o f psychosocial job characteristics and health (Karasek, 1979). 

Their study also supported the notion that bumout and engagement are opposite, yet 

independent, constructs as they had differential effects on demands and resources. 

Measurement o f Engagement

Initially, it was believed that because engagement was the antithesis o f bumout, 

the best way to measure engagement would be to reverse bumout scores (Maslach & 

Leiter, 1997; Maslach et al., 2001). However, given the definition of engagement 

proposed by Schaufeli et al. (2002) that treats engagement as independent o f bumout, a 

simple reversal of bumout scores is not appropriate. Bakker and Schaufeli (1999) 

developed the Utrecht Engagement Scale to account for this independence. It includes 

scales to measure each of the three facets of engagement: vigor, dedication, and 

absorption.

Schaufeli et al. (2002) conducted a study that was primarily concemed with the 

measurement of engagement. They compared an engagement scale to the Maslach 

Bumout Inventory, finding that the predicted three-factor stmcture was found with both 

scales. Interestingly, a model with two higher order factors to independently explain the 

bumout and engagement scales did not fit the data as it had been expected to. One of the 

goals of this paper is to further develop the engagement literature and study engagement 

in an American sample. To do so, I replicate and extend the findings o f Schaufeli et al.

(2002). It is believed that the measurement characteristics o f the engagement scale, with 

its three correlated factors, will replicate in a student sample.

14



Hypothesis 8: A measurement model o f engagement with three a priori factors 

will fit  data from three dijferent employee samples.

One o f the important ways that I extend the work o f Schaufeli et ai. (2002) is that 

I conducted a multi-trait, multi-method (MTMM) analsysis to develop evidence for the 

construct validity o f a measure o f engagement. While Schaufeli et al. examined the 

measurement model associated with the Utrecht Engagement Scale, they did not 

adequately develop evidence of the construct validity of the scale.

Hypothesis 9: Using a multi-trait, multi-method framework, engagement will 

show convergent and discriminant validity vis-à-vis burnout (i.e., they are 

independent, but related constructs).

By testing this hypothesis, I also extend the work Schaufeli et al. (2002) by testing 

the hypotheses across three different employee samples. To this point, the research on 

engagement has been limited to European samples; this study is the first known study of 

engagement utilizing American workers. Furthermore, I extend the occupational samples 

in the engagement literature by using employed students, hairstylists, and employees of a 

fire department. Overall, I predict that, similar to the measurement of bumout, the 

construct validity evidence for engagement will be invariant across the three samples. 

Hypothesis 10: The construct validity evidence fo r  the engagement scale will be 

invariant across three employee samples.

STUDY 1

The purpose of this study was to investigate the factorial and construct validity of 

the Oldenburg Bumout Inventory (OLBI), a relatively new measure of bumout that is 

purported to be suitable for nearly any occupational context. This study had three

15



primary objectives. First, I sought to assess the two-factor model of burnout upon which 

the OLBI is based (see H^'pothesis I ). Second, I sought to investigate the construct 

validity of the OLBI using the multitrait-multimethod (MTMM) framework (see 

Hypothesis 2; Campbell & Fiske, 1959). Finally, I sought to investigate the extent to 

which the above findings generalize to a group of four employed samples that represent a 

variety of occupational contexts.

Method

Participants & Procedure

Not-for-profit human services employees. Surveys were distributed to the 

employees of a nonprofit organization with one of their biweekly paychecks. They were 

given a postage-paid envelope for the return of the informed consent form and survey. Of 

the 110 surveys distributed in the organization, 36 were returned, for a response rate of 

33 percent. The measures utilized for this study were part of a larger packet o f  research 

measures. Because of the relatively low size of this sample, the human service 

employees are not included in analyses that involved structural equation modeling.

Employed students. A total of 405 employed students from introductory 

psychology and introductory management courses completed a survey that included 

measures of engagement, burnout, and other organizational outcomes. For completing 

the survey, they were offered credit that partially fulfilled a course requirement of 

participation in research. The students completed the surveys in large group sessions.

Hairstylists. Following the survey, some of the students were given a similar 

survey and asked to give it to their hairstylist to complete. The hairstylists returned the 

surveys directly to the researcher via a postage-paid envelope that was provided with the
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survey. O f the 265 surveys that were distributed to the hairstylists by students, 85 usable 

surveys were returned, for a response rate o f 32 percent.

Fire department employees. Surveys were distributed to the staff o f a federal fire 

department (both management and firefighters) in group sessions. O f the 9 1 employees of 

the fire department, two declined to participate, resulting in a sample o f 89 respondents. 

Eighty-five surveys were returned, for a response rate of 95 percent. The measures 

utilized for this study were part of a larger packet of research measures that were utilized 

as part o f a larger project with the fire department.

Measures

The measure of primary interest in this study was the Oldenburg Burnout 

Inventory (OLBI; Demerouti, 1999; Demerouti & Nachreiner, 1998). Demerouti and her 

colleagues developed the OLBI in order to address the psychometric shortcomings of the 

Maslach Burnout Inventory (specifically, the one-sided wording o f all o f  the items) and 

to offer a burnout measure that can be used in a wider variety of occupations. The OLBI 

assesses burnout on two dimensions—exhaustion and disengagement.

As a comparison measure of burnout, the Maslach Bumout Inventory-General 

Survey (MBI-GS; Schaufeli, Leiter, Maslach, & Jackson, 1996) was utilized. The MBI- 

GS is a 16-item survey that measures bumout on three dimensions—emotional 

exhaustion (which corresponds to the exhaustion scale of the OLBI), cynicism (which 

corresponds to the disengagement scale o f the OLBI), and personal efficacy (which is 

reverse coded so that all three scales are scored in the same direction). As with the 

OLBI, the MBI-GS is intended to be a general survey that applies to a wide number of 

occupations.
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Results

Factor Analysis

The means, standard deviations, internal consistency estimates (Cronbach’s 

alpha), and scale intercorrelations can be found in Table 1. As a first step in establishing 

evidence for the validity of the OLBI, I tested the factorial validity of the scale. When 

Demerouti et al. (2002) developed the scale, they had intended for it to assess two 

components o f bumout: exhaustion and disengagement. Their analyses supported this 

two-factor measurement model. 1 replicated that analysis in each sample, comparing the 

proposed two-factor model with an alternative, unidimensional model.

Fit statistics for the three models across the three samples can be found in Table 2. 

The fit statistics were chosen to represent a wide variety o f the most commonly utilized 

fit statistics in organizational research, with the recognition that multiple fit statistics 

should be reported in a structural equation modeling (SEM) setting. I gave particular 

emphasis to fit indicators that allowed for comparison across the alternative models.

In relative terms, comparing the three models across the three samples provides 

ample evidence to suggest that the proposed two-factor model is the best fitting model for 

these data. It tends to have the most favorable %' to degrees of freedom ratios; the lowest 

root mean squared error of approximations (RMSEA), Akaike’s Information Criterion 

(AIC), and Bayesian Information Criterion (BIC); and it tends to have the highest 

goodness o f fit index (GFI), comparative fit index (CFI) and Tucker-Lewis index (TLI) 

of the two models tested. Overall, it appears that the two-factor model proposed by 

Demerouti et al. (2002) is the best fitting measurement model for the OLBI.

MTMM Analysis
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The analysis strategy utilized to assess the convergent and discriminant validity of 

the UES was the multi-trait, multi-method framework (MTMM), similar to that proposed 

by Campbell and Fiske (1959). The correlation matrix for the human services sample 

indicates high correlations between corresponding trait subscales (e.g., OLBI exhaustion 

and MBI-GS emotional exhaustion), with relatively lower correlations between non­

corresponding subscales (e.g., OLBI exhaustion and MBI-GS cynicism). Rather than 

comparing correlation coefficients to estimate the validities in the other three samples, I 

have condueted MTMM analysis using SEM. Essentially, I tested three types of models: 

trait, method, and MTMM models. This type o f analysis has been used before to assess 

the eonvergent and diseriminant validity of measures in the bumout literature (c.f., 

Demerouti et al., 2002).

Table 3 reports the fit statistics for the models tested in the MTMM analysis.

They are broken down by model and sample. As was the case in the factor analysis 

above, the fit statistics were chosen to represent a wide variety of the most commonly 

utilized fit statistics in organizational research, with the recognition that multiple fit 

statistics should be reported in a structural equation modeling (SEM) setting. I gave 

particular emphasis to fit indicators that allowed for comparison across the alternative 

models. Figure 2 visually displays the MTMM model.

The trait models are based on the traits that each instrument is designed to 

measure. These models are tested with the measures collapsed, that is, the individual 

items only load onto a trait and not a method (it is the right side of the MTMM model in 

Figure 2).
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The method model is based on the assumption that the structure in the data can be 

best determined by the actual measures rather than the traits they are believed to measure. 

This model is tested with the traits collapsed, that is, the individual items only load onto a 

method and not a trait (the left side of the MTMM model in Figure 2). The method 

model tested included correlated methods.

The final model, the MTMM model, assumes that each item is determined both 

by its trait and its method (see Figure 2). It combines the trait and method models, 

allowing the traits to correlate and the methods to correlate. Generally speaking, one 

would expect this model to offer the best fit if  the measures offer convergence with 

regard to the traits but are also independent measures. To further test the discriminant 

validity of the measures, I tested the correlated method (unconstrained) MTMM model 

with one where the methods are correlated at 1.0 (constrained; c.f., Bagozzi, 1993). The 

assumption is that if  the measures are indeed independent, a model that allows them to 

correlate, but not perfectly, should fit better than the constrained model. In the case of 

this study, when running the unconstrained model, the correlation between the methods 

was .76, indicated that there was quiet a bit of shared variance, but not complete overlap.

Overall, 1 found that the unconstrained MTMM model offered the best fit among 

the trait and method models. It tends to have the most favorable x" to degrees of freedom 

ratios, the lowest root mean squared error o f  approximations (RMSEA), Akaike’s 

Information Criterion (AIC), and Bayesian Information Criterion (BIC), and it tends to 

have the highest goodness of fit index (GFI), comparative fit index (CFI) and Tucker- 

Lewis index (TLI) o f the models. This finding offers support for the convergent and 

discriminant validity of the OLBI vis-à-vis the MBI-GS. Support for this model suggests
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that while there is clearly some convergence in the measurement o f traits related to 

bumout, the scales offer enough divergence to support their independent contributions in 

the measurement of bumout.

Discussion

This study provided evidence for the factorial and construct validity o f the 

Oldenburg Bumout Inventory (OLBI). I found support for the two-factor structure (as 

compared to a unidimensional model) o f  the OLBI. I also found support for the 

convergence and divergence of the OLBI and MBI-GS using a MTMM framework. The 

findings were consistent across all four samples, indicating stability of the findings across 

a wide variety o f  occupational groups.

The small difference between the constrained and unconstrained MTMM models 

indicates that while there is some divergence between the OLBI and the MBI-GS, there is 

a great deal o f similarity in the methods (indeed, in the unconstrained models, the 

correlation between the OBLI and MBI-GS method factors exceeded .70 in all three 

samples). This is likely due to the design o f the scales; they were both designed to assess 

bumout in a manner that is free of a specific occupational context (i.e., human ser\ ices). 

Given the psychometric design improvements of the OLBI over the MBI-GS, this finding 

suggests that the OLBI might offer a reasonable altemative to the MBI-GS.

While the sample sizes were low with regard to the hairstylist and fire department 

samples, I had acceptable item-to-participant ratios that permitted the use of factor 

analysis and structural equations modeling. Moreover, the sample sizes were acceptable 

for conducting comparisons between altemative models.
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STUDY 2

Study 2 was conducted to explore the relationship o f politics to bumout and the 

role o f perceptions o f performance appraisal in the perceptions o f politics. The objective 

o f this study was to determine the effect o f perceptions o f politics on bumout (see 

Hypothesis 3), the effect of perceptions of politics specific to the performance appraisal 

setting on bumout (see Hypothesis 4), and the role of trust in appraisal systems in bumout 

(see Hypothesis 5).

Method

Participants & Procedure

Employed students. A total of 405 employed students from introductory 

psychology and introductory management courses completed a survey that included 

measures of engagement, bumout, and other organizational outcomes. For completing 

the sur\ ey, they were offered credit that partially fulfilled a course requirement of 

participation in research. The students completed the surveys in large group sessions.

Hairstylists. Following the sur\ ey, some of the students were given a similar 

survey and asked to give it to their hairstylist to complete. The hairstylists retumed the 

surveys directly to the researcher via a postage-paid envelope that was provided with the 

survey. Of the 265 surveys that were distributed to the hairstylists by students, 85 usable 

surveys were retumed, for a response rate o f 32 percent. Because many of the hairstylists 

were self-employed or contract workers that did not received performance appraisals, I 

did not ask them to complete the surveys about their perceptions o f performance 

appraisal; however, they did complete the scale that assess their general perceptions o f 

politics in the organization.
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Fire department employees. Surveys were distributed to the fire department staff 

in group sessions. O f the 9 1 employees of the fire department, two declined to 

participate, resulting in a sample of 89 respondents. Eighty-five surveys were retumed, 

for a response rate o f 95 percent. The measures utilized for this study were part of a 

larger packet of research measures that were utilized as part of a larger project with the 

fire department.

Measures

Perceptions o f politics in the organization and perceptions of the performance 

appraisal system were operationalized with three published measures. General 

perceptions of politics in the organization were measured using the Perceptions of 

Politics Scale (POPS; Kacmar & Carlson, 1997), a 13-item measure. The Questionnaire 

For Perceived Political Considerations in Performance Appraisal (Tziner, Latham, Price, 

& Haccoun, 1996) is a 25-question measure designed to assess perceptions of politics in a 

performance appraisal setting. The Trust in Appraisal Systems (TAPS; Bernardin & 

Orban, 1990) survey is a 15-item measure designed to investigate the extent to which the 

participant trusts the fairness o f the organization’s performance appraisal system.

Results

The means, standard deviations, internal consistency estimates and interscale 

correlations for the Study 2 measures can be found in Table 4. I conducted a multiple 

regression analysis, including all three predictor scales (Perceptions of Politics, Trust in 

Appraisal Systems, and Perceptions of Politics in Performance Appraisal) and treating 

each bumout subscale independently, as has been recommended in the bumout literature. 

In the case of the predictor variables, I utilized tests that controlled for the other predictor
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variables. The results of the regression analysis can be found in Table 5. The analyses 

indicate that across the three samples and accounting for the other predictors, general 

perceptions o f politics were reliable predictors of all three dimensions of bumout, where 

higher perceptions o f politics were positively associated with higher bumout, supporting 

Hypothesis 3. On the other hand, neither Trust in Appraisal Systems and Perceptions o f 

Politics in Performance Appraisal were reliable predictors o f bumout (once general 

perceptions o f politics were accounted for). Overall, it appears that while politics are 

related to bumout, it is a general perception of politics that is most closely linked to 

bumout.

There are a number of explanations for the findings of this study. The most clear 

explanation comes from literature on the specification of general or specific attitudes and 

behaviors (Azjen & Fishbein, 1977). Bumout is generally considered a general work- 

related experience. While it is broken into three components, the three components 

maintain a general nature. As noted by Azjen and Fishbein (1977), one is more likely to 

find a relationship between variables that measure phenomenon with the same specificity. 

In this case, bumout and perceptions o f politics are both general, and as such, one would 

be more likely to expect perceptions o f politics to be associated with bumout than the 

other two, more specific, constructs.

Following this line of thinking, one might expect that the more specific constructs 

related to the performance appraisal system would “feed into” the more general 

perception o f politics, which would in tum lead to bumout. To test this altemative 

hypothesis, I conducted a mediated multiple regression analysis (Baron & Kenny. 1986), 

where general perceptions of politics served as a mediator to the perceptions of politics in

24



the performance appraisal/bumout relationship. The basic idea behind this model is that 

perceptions of politics in performance appraisal feed into more general perceptions o f 

politics, which have a direct influence on bumout.

Mediated multiple regression involves comparison of the results o f three 

regression equations (Baron & Kenny, 1986). The first equation regresses the mediator 

on the independent variable. The second equation regresses the dependent variable on 

the independent variable. The third step regresses the dependent variable on both the 

independent variable and the mediator. Mediation is established when the following 

conditions hold: 1) the independent variable a fleets the mediator in the first equation; 2) 

the independent variable affects the dependent variable in the second equation; and 3) the 

effect o f the independent variable on the dependent variable is less in the third equation 

than the second one.

The mediated regression results for perceptions o f politics are reported in Table 6. 

The results indicate that in general, the mediated model was supported, w here perceptions 

o f politics fully mediated the relationship between perceptions of politics in performance 

appraisal and bumout in nearly all o f the cases (across bumout components and across 

samples). As such, this test suggests that to best understand the relationship between 

politics and bumout, one must consider the more specific political perceptions as feeding 

into more general political perceptions, which in tum lead to increases in bumout.

Discussion

This study found that the most direct link between perceptions of politics and 

bumout exists when considering general perceptions of politics. While the measures of 

trust in appraisals and perceptions o f politics in the performance appraisal were not
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directly related to bumout, perceptions of politics in the performance appraisal was 

positively associated with perceptions of politics, suggesting a mediation effect of 

perceptions of politics.

A limitation of this study was the inclusion o f only politics measures as a 

predictor o f bumout. While the focus of the study was on politics perceptions, there are 

numerous other correlates o f bumout that were not included (c.f.. Lee & Ashforth, 1996), 

and could have influenced the degree to which politics were related to bumout. Indeed, 

the maximum variance accounted for by including the measures of perceptions of politics 

(both general and in performance appraisal) and trust in appraisal systems was only about 

26 percent, which suggests there are other factors that are involved in the prediction of 

bumout.

Nonetheless, this study suggests that politics do share a considerable amount of 

variance with bumout scores. Given that politics and bumout are both so pervasive in 

organizations, it is perhaps not surprising that they occur together at a relatively high rate. 

To better understand how the two are related, one can look to Ferris’ (Ferris et al., 1989) 

model o f perceptions o f politics, which suggests that politics tends to cause anxiety for 

individuals perceiving politics. Most models o f occupational stress posit that anxiety (a 

stressor) leads to strain and the need for coping mechanisms (specifically, bumout). As 

such, politics can be understood in the traditional stress-strain models o f occupational 

health psychology (e.g., Karasek, 1979).

An understanding of politics and bumout in the broader realm of occupational 

health psychology leads to possibilities for future research. While this study has 

suggested a link between politics and bumout, more research is needed to fully elucidate
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the processes by which politics influence bumout. I have suggested that one manner in 

which to understand the relationship is through anxiety in the stressor-strain process.

Understanding how politics and bumout are related is important for organizations, 

particularly given the extent to which they occur. More research is needed that addresses 

the practical matter o f reducing perceptions of politics in organizations. That research 

must specifically address both the antecedents and consequences o f politics in order to 

better understand how politics fits into the broader spectmm of organizational life.

STUDY3

Study 3 was conducted with the cooperation of a not-for-profit human services 

organization that specializes in services for families and the community. It was designed 

to assess the relationship between bumout and job performance (see Hypothesis 6). All 

employees of the organization were included in the sample, including those who worked 

directly with clients and those that did not (i.e., accountants, clerical staff).

Method
Participants & Procedure

Surveys were distributed to the employees of the not-for-profit organization with 

one of their biweekly paychecks. They were given a postage-paid envelope for the return 

of the informed consent form and surv ey. O f the 110 surveys distributed in the 

organization, 36 were retumed, for a response rate of 33 percent. Three respondents were 

contract workers who did not receive performance appraisals directly from the not-for- 

profit organization, which reduced the final sample size to 33. The measures utilized for 

this study were part o f a larger packet o f research measures.
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Measures

Burnout. To measure bumout, the Maslach Bumout Inventory-General Survey 

(MBI-GS; Maslach, Jackson, & Leiter, 1988) was utilized. The MBI-GS is a 16-item 

survey that measures bumout on three dimensions—emotional exhaustion, 

depersonalization, and personal accomplishment (reverse coded). I used the MBI-GS (as 

opposed to the more client-based MBI-Human Services Scale) because I intended to 

include all employees of the organization, not just those with direct client contact.

Motivation. To measure motivation, the participants completed the Motivation 

Orientation Inventory (Barrick, Stewart, & Piotrowski, 2002), a 31-item measure 

designed to assess the degree to which status, accomplishment, and communion (social) 

drive a person’s behavior. Only the status and accomplishment striving subscales were 

used in this study.

Job performance. Performance was measured by utilizing the participant’s most 

recent performance appraisal ratings. The performance appraisal information was 

collected directly from the employee’s personnel file (permission was granted by the 

employee as part of infomied consent). It consisted o f Likert-type scale scores on nine 

performance dimensions. I aggregated the subscale scores to create a mean score of job 

performance. Approximately six months passed between the completion o f the bumout 

inventories and collecting the performance appraisals from the personnel files.

Results

The means, standard deviations, Cronbach’s alphas, and correlations for Study 3 

instruments are presented in Table 7. Internal consistencies were high for all of the 

instruments utilized. Mediated multiple regression (Baron & Kenny, 1986) was used to
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test the hypothesis (6) that the relationship between bumout and Job performance will be 

mediated by motivation. The results of the mediated regression are reported in Tables 8 

and 9.

For the emotional e.xhaustion component o f bumout, the results presented in the 

first step of the mediation analysis indicated that emotional exhaustion was negatively 

related to accomplishment striving (P = -.54, p  < .0001). The results from the second step 

indicate that emotional exhaustion was negatively associated with performance ratings (P 

-  -.33, p < .001). The results from the third step show that when accomplishment 

striving is accounted for in the regression, emotional exhaustion was not significantly 

associated with performance ratings (P = -.15, ns); however, accomplishment striving 

remained significantly negatively related to performance ratings (P = .28. p  < .05). These 

findings suggest that the relationship between emotional exhaustion and job performance 

is fully mediated by accomplishment striving, providing support for the motivation 

mediation model in Figure 1.

For the cynicism component of bumout, the results presented in the first step of 

the mediation analysis indicated that cynicism was negatively related to accomplishment 

striving (p = -.66, p < .0001). The results from the second step indicate that cynicism was 

negatively associated with performance ratings (P = -.38, p  < .01). The results from the 

third step show that when accomplishment striving is accounted for in the regression, 

cynicism was not significantly associated with performance ratings (P = -.17, ns); 

however, accomplishment striving remained significantly negatively related to 

performance ratings (p = .30. p  < .05). These findings suggest that the relationship 

between cynicism and job performance is fully mediated by accomplishment striving.
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providing support for the motivation mediation model in Figure 1.

For the personal efficacy component of bumout, the results presented in the first 

step of the mediation analysis indicated that personal efficacy was positively related to 

accomplishment striving (p =.50. p < .0001). The results from the second step indicate 

that personal efficacy was not associated with performance ratings (P = 14 .  ns). The 

results from the third step show that when accomplishment striving is accounted for in 

the regression, personal efficacy was not significantly associated with performance 

ratings (P = -.09. ns); however, accomplishment striving remained significantly 

negatively related to performance ratings (P = .43. p < .05). Because of the non­

significant relationship between personal efficacy and supervisor ratings, these findings 

do not suggest that the relationship between personal efficacy and job performance is 

fully mediated by accomplishment striving. However, they are suggestive o f a link 

between accomplishment striving and personal efficacy.

For the emotional exhaustion component of bumout. the results presented in the 

first step of the mediation analysis indicated that emotional exhaustion was negatively 

related to status striving (P = -.35. p < .01). The results from the second step indicate that 

emotional exhaustion was negatively associated with performance ratings (P = -.33, p < 

.01). The results from the third step show that when status striving is accounted for in the 

regression, emotional exhaustion was not significantly associated with performance 

ratings (P = -.09, ns); however, status striving remained significantly negatively related to 

performance ratings (P = .48./? < .05). These findings suggest that the relationship 

between emotional exhaustion and job performance is fully mediated by status striving, 

providing support for the motivation mediation model in Figure 1.
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For the cynicism component o f bumout, the results presented in the first step of 

the mediation analysis indicated that cynicism was negatively related to status striving (P 

= -.30, p < .05). The results from the second step indicate that cynicism was negatively 

associated with performance ratings (P = -.39, p  < .01). The results from the third step 

show that when status striving is accounted for in the regression, cynicism was 

significantly associated with performance ratings (P = -.21,p < .05); additionally, status 

striving remained significantly negatively related to performance ratings (P = .48. p < 

.05). These findings suggest that the relationship between cynicism and job performance 

is partially mediated by status striving, providing partial support for the motivation 

mediation model in Figure 1.

For the personal efficacy component of bumout, the results presented in the first 

step of the mediation analysis indicated that personal efficacy was not related to status 

striving (P =.17. ns). The results from the second step indicate that personal efficacy was 

not associated with performance ratings (p = .14, ns). The results from the third step 

show that when status striving is accounted for in the regression, personal efficacy was 

not significantly associated with performance ratings (P = .02. ns); however, status 

striving remained significantly negatively related to performance ratings (P = .54. p<  

.001). Because of the non-significant relationship between personal efficacy and 

supervisor ratings and personal efficacy and status striving, these findings do not suggest 

that the relationship between personal efficacy and job performance is mediated by status 

striving.
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Discussion

The results of Study 3 suggest that motivation was indeed a mediator of the 

bumout-job performance relationship, with the exception of the personal efficacy bumout 

component. These findings were consistent across both accomplishment striving and 

status striving conceptualizations of motivation.

It is not surprising that the personal efficacy component of bumout yielded a 

different result than both the emotional exhaustion and cynicism components. Numerous 

studies have found that personal efficacy demonstrates vastly different relationships with 

external variables, leading some to conclude that it is not a core component of bumout 

(Green, VValkey & Taylor, 1991; Lee & Ashforth, 1996; Schaufeli & Enzmann, 1998).

An advantage of this study was the predictive nature of the bumout and job 

performance scores. Because of the time lag between when the bumout scales and the 

performance ratings were completed, 1 have greater confidence in the causal ordering of 

those variables. 1 should note, however, that the bumout and motivation scales were 

completed at the same time, thus representing cross-sectional data and limiting our ability 

to make causal statements with these variables.

During the study, 26 employees in the original sample of 110 left their positions 

with the organization. It is difficult to determine whether their attrition influenced the 

results; however, one might speculate, based on the bumout literature, that those who 

were more highly bumed out would be more likely to quit their jobs. As such, the 

attrition may have restricted the range of bumout scores that 1 w as able to obtain, in 

effect making these results more conservative.
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STUDY 4

In order to address the limitations of Study 3 and allow for greater generalization 

of the results, I conducted a replication and extension o f Study 3 in the context o f a 

United States federal fire department. Study 4 allowed for the replication of Study 3 in a 

different context and extends the performance rating data to include both supervisor and 

self-ratings o f job performance.

Method

Participants & Procedure

This study was conducted with the cooperation of the professional staff at a 

federal fire department (i.e., firefighters and management). Sur\ eys were distributed to 

the fire department staff in group sessions and were retumed directly to the investigator. 

Of the 91 employees of the fire department, two declined to participate, allowing for a 

potential sample of 89 respondents. Eighty-five surveys were retumed, for a response rate 

of 95 percent. O f the 85 retumed surveys, four did not complete the defensiveness scale, 

resulting in a sample size of 81. Again, the measures utilized for this study were part of a 

larger packet o f research measures.

Measures

Burnout. To measure bumout, two established measures were utilized. The 

Maslach Bumout Inventory-General Survey (MBI-GS; Maslach, Jackson, & Leiter,

1988) is a 16-item survey that measures bumout on three dimensions—emotional 

exhaustion, depersonalization, and personal accomplishment (reverse coded so that all 

three scales were in the same direction). The Oldenburg Bumout Inventory (OLBI;
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Demerouti, Bakker, Kantas, & Vardakou, 2002) is a more recent inventory that measures 

bumout on two dimensions—exhaustion and disengagement—using 16 items.

I chose to utilize an additional measure of bumout in Study 4 for a number of 

reasons. First, if similar pattems were found in the data for corresponding data from the 

bumout components as measured by each bumout measure (for example, if the findings 

using the MB! emotional exhaustion scale were corroborated by the OLBI exhaustion 

scale), it would allow for greater confidence in the proposed relationship between 

bumout, motivation, and job performance. Furthermore, as a new measure, there is 

relatively little research on the psychometric properties and constmct validity of the 

OLBI and the OLBI has never been utilized in an American sample. This study will 

provide an opportunity to further investigate the psychometric properties of the OLBI.

Motivation. To measure motivation, the participants completed the Motivation 

Orientation Inventory (Barrick, Stewart, & Piotrowski, 2002), a 31-item measure 

designed to assess the degree to which status, accomplishment, and communion (social) 

drive a person’s behavior. As in Study 3, only the status and accomplishment striving 

subscales were utilized in this study.

Job performance. In the fire department sample, the employees were asked to 

self-report the ratings they received from their supervisor on their most recent 

perfomiance appraisal. They were asked to provide ratings on each of the nine 

performance dimensions that comprised their performance appraisal. A mean aggregate 

score of the dimensions was used as a supervisor job performance rating score. The fire 

department employees were also asked to provide self-ratings for each of the nine
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performance dimensions. These ratings were also aggregated to form a mean self-job 

performance rating score.

Results

The means, standard deviations, internal consistency estimates for each scale, and 

interscale correlations for Study 4 instruments are presented in Table 10. Internal 

consistencies were high for all of the instruments utilized. As was the case in Study 3. 

mediated multiple regression was used to test the hypothesis that the relationship between 

bumout and job performance is mediated by motivation. The mediated regression results 

can be found in Tables 11-14.

For the emotional exhaustion component of bumout, the results presented in the 

first step indicate that emotional exhaustion was negatively related to accomplishment 

striving when measured by the MBI-GS (p = -.57, p < .0001 ) and the OLBI (P = -.75, p < 

.0001). The results from the second step indicate that emotional exhaustion was 

negatively associated with supervisor performance ratings when measured by the MBI- 

GS (P = -.55, p  < .001 ) and the OLBI (P = -.69, p < .0001 ). The results from the third 

step show that when accomplishment striving is accounted for in the regression, 

emotional exhaustion was significantly associated with supervisor performance ratings as 

measured by MBI-GS (P = -.34, p < .001), but was not associated with performance when 

measured with the OLBI (P = -.33, ns)', however, accomplishment striving remained 

significantly negatively related to supervisor performance ratings in the equations 

accounting for the MBI-GS (P = .37, p  < .05) and the OLBI (P = .48, p < .001). These 

findings suggest that the relationship between emotional exhaustion and job performance 

is at least partially mediated by accomplishment striving, providing partial support for the
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mediation model presented in Figure 1.

For the cynicism/disengagement component o f bumout, the results presented in 

the first step indicate that cynicism/disengagement was negatively related to 

accomplishment striving when measured by the MBI-GS (P = -.53, p  < .0001) and the 

OLBI (P = -.73, p < .0001). The results from the second step indicate that 

cynicism/disengagement was negatively associated with superv isor performance ratings 

when measured by the MBI-GS (P = -.62, p  < .001) and the OLBI (P = -.66, p  < .0001). 

The results from the third step show that when accomplishment striving is accounted for 

in the regression, cynicism disengagement was significantly associated with supervisor 

performance ratings as measured by MBI-GS (P = -.41, p < .001), but was not associated 

with performance when measured with the OLBI (P = -.28, ns); however, 

accomplishment striving remained significantly negatively related to supervisor 

performance ratings in the equations accounting for the MBI-GS (P = .40, p  < .01) and 

the OLBI (P = .52, p < .01). These findings suggest that the relationship between 

cynicism/disengagement and job performance is at least partially mediated by 

accomplishment striving, providing partial support for the mediation model presented in 

Figure 1.

For the personal efficacy component o f bumout, the results presented in the first 

step indicate that personal efficacy was positively related to accomplishment striving (P = 

.55, p < .0001). The results from the second step indicate that personal efficacy was 

positively associated with superv isor performance ratings (P = .42. p  < .001 ). The results 

from the third step show that when accomplishment striving is accounted for in the 

regression, personal efficacy was not significantly associated with supervisor
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performance ratings (P = .02. ns); however, accomplishment striving remained 

significantly negatively related to supervisor performance ratings (p = ,7I .p < .001). 

These findings suggest that the relationship between personal efficacy and job 

performance is fully mediated by accomplishment striving, providing support for the 

mediation model presented in Figure 1.

For the emotional exhaustion component o f bumout, the results presented in the 

first step indicate that emotional exhaustion was negatively related to status striving when 

measured by the MBI-GS (P = -.45, p < .0001 ) and the OLBI (p = -.64, p < .0001 ). The 

results from the second step indicate that emotional exhaustion was negatively associated 

with supervisor performance ratings when measured by the MBI-GS (p = -.55, p  < .001) 

and the OLBI (P = -.69, p < .0001). The results from the third step show that when status 

striving is accounted for in the regression, emotional exhaustion was significantly 

associated with superv isor performance ratings when measured by MBI-GS (P = -.39, p < 

.01), and with the OLBI (P = -.42, p < .01 ); additionally, status striving remained 

significantly negatively related to supervisor performance ratings in the equations 

accounting for the MBI-GS (P = .35. p  < .05) and the OLBI (P = .43. p  < .01). These 

findings suggest that the relationship between emotional exhaustion and job performance 

is at least partially mediated by status striving, providing partial support for the mediation 

model presented in Figure I .

For the cynicism/disengagement component of bumout, the results presented in 

the first step indicate that cynicism/disengagement was negatively related to status 

striving when measured by the MBI-GS (P = -.42, p  < .0001 ) and the OLBI (p = -.57, p < 

.0001). The results from the second step indicate that cynicism/disengagement was
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negatively associated with supervisor performance ratings when measured by the MBI- 

GS (p = -.62, p  < .001) and the OLBI (P = -.66, p < .0001). The results from the third 

step show that when status striving is accounted for in the regression, 

cynicism/disengagement was significantly associated with supervisor performance 

ratings when measured by MBI-GS (p = -A5,p  < .001), and when measured with the 

OLBI (P = -.40,/) < .01); however, status striving remained significantly negatively 

related to supervisor performance ratings in the equations accounting for the MBI-GS (P 

= .39,/) < .01) and the OLBI (P = .46, /) < .01). These findings suggest that the 

relationship between cynicism/disengagement and job performance is at least partially 

mediated by status striving, providing partial support for the mediation model presented 

in Figure 1.

For the personal efficacy component of bumout, the results presented in the first 

step indicate that personal efficacy was positively related to status striving (P = .53. p  < 

.001). The results from the second step indicate that personal efficacy was positively 

associated with supervisor performance ratings (P = .42, p < .05). The results from the 

third step show that when status striving is accounted for in the regression, personal 

efficacy was not significantly associated with supervisor performance ratings (P = .06, 

ns); however, status striving remained significantly negatively related to supervisor 

performance ratings (p = .69, p  < .001). These findings suggest that the relationship 

between personal efficacy and job performance is fully mediated by status striving, 

providing support for the mediation model presented in Figure 1.

For the emotional exhaustion component o f bumout, the results presented in the 

first step indicate that emotional exhaustion was negatively related to accomplishment
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striving when measured by the MBI-GS (P = -.57, p < .0001 ) and the OLBI (P = -.75, p < 

.0001). The results from the second step indicate that emotional e.xhaustion was 

negatively associated with self-performance ratings when measured by the MBI-GS (P = 

-.23,/? < .001) and the OLBI (p = -.30,/? < .0001). The results from the third step show 

that when accomplishment striving is accounted for in the regression, emotional 

exhaustion was not significantly associated with self performance ratings as measured by 

MBI-GS (P = -.16, ns) or with the OLBI (P = -.17, ns); additionally, accomplishment 

striving was not significantly related to self performance ratings in the equations 

accounting for the MBI-GS (P = . 13, /w) and the OLBI (P = . 17. ns). These findings 

suggest that while emotional exhaustion is related to both accomplishment striving and 

self-ratings of performance, it does not fit a mediation pattern.

For the cynicism/disengagement component o f bumout, the results presented in 

the first step indicate that cynicism/disengagement was negatively related to 

accomplishment striving when measured by the MBI-GS (P = -.53,/? < .0001) and the 

OLBI (P = -.73,/? < .0001). The results from the second step indicate that 

cynicism/disengagement was negatively associated with self-performance ratings when 

measured by the MBI-GS (P = -.28,/? < .001) and the OLBI (P = -.26,/? < .01). The 

results from the third step indicate that when accomplishment striving is accounted for in 

the regression, cynicism/disengagement was significantly associated with self 

performance ratings as measured by MBI-GS (P = -.22, p < .001), but was not associated 

with performance when measured with the OLBI (P = -.11, ns); additionally, 

accomplishment striving was not significantly negatively related to self performance 

ratings in the equations accounting for the MBI-GS (P = .12. ns) and the OLBI (P = .21,
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/is). These findings suggest that while cynicism is related to both accomplishment 

striving and self-ratings o f performance, it does not fit a mediation pattern.

For the personal efficacy component o f bumout, the results presented in the first 

step indicate that personal efficacy was positively related to accomplishment striving (P = 

.55, p < .0001). The results from the second step indicate that personal efficacy was not 

associated with self-performance ratings (P = . 19, /is). The results from the third step 

indicated that when accomplishment striving is accounted for in the regression, personal 

efficacy was not significantly associated with self performance ratings (P = .04, /is); 

however, accomplishment striving remained significantly negatively related to self 

performance ratings (P = .27. p < .01). Because o f the non-significant relationship 

between personal efficacy and self-ratings, these findings do not suggest that the 

relationship between personal efficacy self-ratings is mediated by accomplishment 

striving. However, they are suggestive of a link between accomplishment striving and 

personal efficacy.

For the emotional exhaustion component o f bumout, the results presented in the 

first step indicate that emotional exhaustion was negatively related to status striving when 

measured by the MBI-GS (p = -.45, p  < .0001) and the OLBI (P = -.64, p  < .0001). The 

results from the second step indicate that emotional exhaustion was negatively associated 

with self-performance ratings when measured by the MBI-GS (P = -.23, p  < .001) and the 

OLBI (P = -.30, p  < .0001 ). The results from the third step show that when status striving 

is accounted for in the regression, emotional exhaustion was not significantly associated 

with self performance ratings as measured by MBI-GS (P = -.14, iis) or with the OLBI (P 

= -.15, /is); additionally, status striving was not significantly related to self performance
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ratings in the equations accounting for the MBI-GS (P = .19. ns), but was significantly 

related when measuring burnout with the OLBI (P = .22. p < .05). These findings suggest 

partial support for the mediation model, particularly when considering emotional 

exhaustion as measured by the OLBI.

For the cynicism/disengagement component of burnout, the results presented in 

the first step indicate that cynicism/disengagement was negatively related to status 

striving when measured by the MBI-GS (P = -.42, p < .0001 ) and the OLBI (P -  -.57, p < 

.0001). The results from the second step indicate that cynicism/disengagement was 

negatively associated with self-performance ratings when measured by the MBI-GS (P = 

-.28, p  < .001 ) and the OLBI (p = -.26, p  < .01). The results from the third step indicate 

that when status striving is accounted for in the regression, cynicism/disengagement was 

significantly associated with self performance ratings as measured by MBI-GS (P = -.21, 

p < .001), but was not associated with performance when measured with the OLBI (P -  

-.12, ns)\ additionally, status striving was not significantly negatively related to self 

performance ratings in the equations accounting for the MBI-GS (p = . 18. ns), but the 

relationship was significant when accounting for the OLBI (P = .25, ns). These findings 

suggest partial support for the mediation model, particularly when considering emotional 

exhaustion as measured by the OLBI.

For the personal efficacy component o f burnout, the results presented in the first 

step indicate that personal efficacy was positively related to status striving (P = .53, p  < 

.0001). The results from the second step indicate that personal efficacy was not 

associated with self-performance ratings (p = .19, ns). The results from the third step 

indicated that when status striving is accounted for in the regression, personal efficacy
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was not significantly associated with self performance ratings (P = .03, ns); however, 

status striving remained significantly negatively related to self performance ratings (p =

.31, /)<  .01 ). Because of the non-significant relationship between personal efficacy and 

self-ratings, these findings do not suggest that the relationship between personal efficacy 

self-ratings is mediated by status striving. However, they are suggestive of a link 

between status striving and personal efficacy.

Discussion

The findings of Study 4 offer support, in the context of supervisor ratings, for the 

hypotheses that burnout is negatively related to job performance and that the relationship 

between burnout and job performance is at least partially mediated by motivation. These 

findings did not hold up when considering self-ratings of performance.

The differences between supervisor and self-ratings of performance are 

noteworthy and can be better understood by considering the context of the organization. 

This study was conducted at the request of the organization to, in part, investigate the 

levels of stress and burnout among their employees and their effect on job performance. I 

found that many o f the employees did not think the performance appraisal system was 

fair and there were very high perceptions of politics in the appraisal and promotion 

system. As a result, many of the employees believed that their performance appraisals 

should be higher than they were. Given that there was some evidence for leniency biases 

(where scores all were in the “above average” range) and halo biases (where there is very 

little variance in the scores) in the supervisor performance ratings, employees inflating 

their appraisals led to a significant reduction in variance among self-ratings as well as 

something of a ceiling effect. This is evident when one considers the data regarding self­
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ratings in Table 10. Note that self-ratings had nearly half the standard deviation of 

super\'isor ratings, and moreover, a higher mean that was much closer to the maximum 

possible mean (which was nine). Taken together, the reduced variability and ceiling 

effect would make it much more difficult to discern meaningful relationships among 

variables.

One could argue that the nature in which I collected the supervisor performance 

appraisal information would result in inaccuracies in that information. Collecting the 

performance appraisal information directly from the employees’ personnel files (as 1 had 

done in Study 3) would be more ideal; however, a number o f constraints made such a 

data collection technique impossible. First, the organization I collected the data in refused 

to allow access to the personnel files. Second, I wanted to maintain the anonymity of the 

other parts o f the survey (particularly the burnout scales); using personnel files would 

have required that 1 determine some way to match survey data with an employee’s 

personnel file, thereby compromising the anonymity of the participants, which could 

have led to other biases in their self-reports.

To minimize the negative effects o f self-report supervisor ratings, I asked the 

employees to provide a self-rating. This was, of course, part of the study design as well, 

but helps to address the issue at hand. By allowing the participants the opportunity to 

report their self-rating (or how they believe they should have been rated), it reduces the 

need to inaccurately report the ratings given by the supervisor. Furthermore, given that 

the ratings were provided anonymously, there would have been reduced demand to 

inflate ratings that might be the case if I were able to link ratings to the participant.
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Finally, 1 am able to contrast the findings of Study 4 with the findings of Study 3, where 

actual performance appraisal information was collected directly from personnel Hies.

A secondary objective of this study was to investigate the psychometric properties 

o f the OLBI to help develop construct evidence for the scale. In general, the findings of 

this study support the use of the OLBI. The OLBI was internally consistent (a = .88 for 

the exhaustion scale and a  = .89 for the disengagement). Furthermore, the OLBI 

subscales correlated positively with their corresponding MBl subscales, with significantly 

lower correlations for the non-corresponding subscales. Finally, the OLBI demonstrated 

most of the same relationships with motivation and job performance than the MBI did, 

suggesting that the relationships with outside variables were highly consistent between 

the two burnout measures. The OLBI was created, in part, to address some of the 

psychometric concerns with the MBI (i.e., the use o f only negatively worded items in the 

emotional exhaustion and cynicism scales rather than mixing positively- and negatively- 

worded items; Demerouti et al., 2001). Given those improvements, and the evidence 

provided by the present study and Study 1,1 would suggest that the OLBI is a suitable 

measure for burnout.

Taken together. Study 3 and Study 4 suggest that the relationship between 

burnout and job performance is mediated by motivation. This is an important finding as 

it helps to clarify our understanding of how burnout is related to job performance in the 

context of theories o f job performance. Moreover, these findings were reasonably 

consistent across two measures of burnout (that included three components o f burnout) 

and two components o f motivation.
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STUDY 5

Study 5 was conducted to investigate the psychometric properties of the Utrecht 

Engagement Scale. As was noted in the introduction, the notion of engagement has 

become an important emerging construct in the burnout literature; however, there has 

been very little research on its measurement. This study seeks to fill that void by 

providing evidence for the factorial (see Hypothesis 8) and construct validity o f the 

Utrecht Engagement Scale vis-à-vis its counterpart in the measurement of burnout, the 

Maslach Burnout Inventory (see Hypothesis 9). Moreover, Study 5 provides this 

evidence across three samples o f varying occupational contexts (see Hypothesis 10).

Method

Participants and Procedure

Three diverse samples were utilized in the analyses: employed adult students, 

hairstylists, and the employees o f a federal fire department (both firefighters and 

management). A total of 405 employed students from introductory psychology and 

introductory management courses completed a survey that included measures o f 

engagement, burnout, and other organizational outcomes. For completing the survey, 

they were offered credit that partially fulfilled a course requirement to participate in 

research. The students completed the surveys in large group sessions.

Following the surv ey, some of the students were given a similar survey and asked 

to give it to their hairstylist to complete. The hairstylists returned the surveys directly to 

the researcher via a postage-paid envelope that was provided with the survey. Upon 

returning the survey, the students were given additional credit toward their research 

requirement and the hairstylists were entered in a drawing to win SI 00. Of the 265
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surv eys that were distributed to the hairstylists by students, 85 usable surveys were 

returned, for a response rate of 32 percent.

Surveys were distributed to the fire department staff in group sessions. O f the 91 

employees of the fire department, two declined to participate, resulting in a sample o f 89 

respondents. Eighty-five surveys were returned, for a response rate of 95 percent. The 

measures utilized for this study were part of a larger packet o f research measures that 

were utilized as part of a larger project with the fire department.

Measures

Engagement. Engagement was assessed using the current version of the Utrecht 

Engagement Scale (UES; Schaufeli et al., 2002). It contained 17 items designed to assess 

the three components of engagement: vigor, dedication, and absorption. Example items 

include “When I get up in the morning, I feel like going to work” (Vigor), “To me, my 

job is inspiring” (Dedication), and “When 1 am working, I forget everything else around 

me” (Absorption).

Burnout. To measure burnout, the Maslach Burnout Inventory-General Survey 

(MBI-GS; Maslach, Jackson. & Leiter, 1988) was utilized. The MBI-GS is a 16-item 

survey that measures burnout on three dimensions—emotional exhaustion, 

depersonalization, and personal accomplishment (reverse coded so that all three scales 

would be in the same direction). I chose the MBI-GS (over other forms of the MBI) 

because of its general nature. I wanted a scale that would apply to all three samples, and 

believed that the Human Services form of the MBI would not apply to all of the 

employed students or many of the employees of the fire department. Furthermore, there 

is ample evidence that the MBI-GS has similar factorial structure as the original forms of
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the MBI and that it is psychometrically sound (Demerouti & Nachreiner, 1996; Kantas & 

Vassilaki, 1999; Maslach, Jackson, & Leiter, 1996; Schutte, Toppinen, Kalimo, & 

Schaufeli, 2000; Taris, Schreurs, & Schaufeli, 1999).

Results

The data analyses for this study involved two primary components: an analysis o f 

the measurement model o f the UES and an analysis o f the discriminant and convergent 

validity of the UES and MBI-GS using a multi-trait, multi-method framework. The 

descriptive statistics for the MBI-GS and UES for all three samples can be found in Table

15.

Engagement Factor Analysis

As a first step in establishing evidence for the validity o f the engagement 

measure, 1 tested the factorial validity o f the scale. When Schaufeli et al. (2002; Bakker 

& Schaufeli, 1999) developed the scale, they intended for it to assess three components o f 

engagement: vigor, dedication, and absorption. Their analyses supported this three-factor 

measurement model. 1 replicated their analysis in each sample, comparing the proposed 

three-factor model with two alternative models. The first alternative was a 

unidimensional model that assumed that all of the 17 items on the engagement scale 

would load onto one factor, presumably labeled engagement. The second alternative was 

a two-factor model. This model is derived from considering the burnout literature, which 

occasionally finds that burnout measures that are intended to assess three factors actually 

assess two factors—one core burnout factor that includes exhaustion and 

depersonalization and an additional personal efficacy factor. In the case of the 

engagement scale, the two-factor model would include a factor where all of the vigor and
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dedication items loaded onto one factor, and all o f the absorption factors loaded onto 

another factor.

Fit statistics for the three models across the three samples can be found in Table

16. The fit statistics were chosen to represent a wide variety o f the most commonly 

utilized fit statistics in organizational research, with the recognition that multiple fit 

statistics should be reported in an structural equation modeling (SEM) setting. I gave 

particular emphasis to fit indicators that allowed for comparison across the alternative 

models.

In relative terms, comparing the three models across the three samples provides 

ample evidence to suggest that the proposed three factor model is the best fitting model 

for these data. It tends to have the most favorable %" to degrees of freedom ratios; the 

lowest root mean squared error of approximations (RMSEA), Akaike’s Information 

Criterion (AIC), and Bayesian Information Criterion (BIC); and it tends to have the 

highest goodness o f fit index (GFI), comparative fit index (CFI) and Tucker-Lewis index 

(TLI) o f the three models. It appears to fit best among the employed student sample; 

however, this may be due to a significantly higher sample size in that sample. Overall, I 

conclude that the three-factor model proposed by Schaufeli et al. (2002) is the best fitting 

measurement model for the UES.

MTMM Analysis

The analysis strategy utilized to assess the convergent and discriminant validity of 

the UES was the multi-trait, multi-method framework (MTMM), similar to that proposed 

by Campbell and Fiske (1959). However, rather than comparing correlation coefficients 

to estimate the validities, I have conducted MTMM analysis using SEM because it allows
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for a more formal, empirical test of the convergence and divergence o f  the scales. 

Essentially, I tested three types of structural models: trait, method, and MTMM models.

Table 17 reports the fit statistics for the models tested in the MTMM analysis. 

They are broken down by model and sample. As was the case in the factor analysis 

above, the fit statistics were chosen to represent a wide variety of the most commonly 

utilized fit statistics in organizational research, with the recognition that multiple fit 

statistics should be reported in structural equation modeling (SEM) setting. I gave 

particular emphasis to fit indicators that allowed for comparison across the alternative 

models. Figure 3 visually displays the UES MTMM model.

The trait models are based on the traits that each instrument is designed to 

measure. These models are tested with the measures collapsed, that is, the individual 

items only load onto a trait and not a method. While the most intuitive trait model would 

be one with three factors (exhaustion/vigor, cynicism/dedication, and 

efficacy/absorption), Schaufeli et al. (2002) suggested that other trait models migltt fit 

better when comparing the MBI-GS and UES. As such, 1 also tested the three models 

they had tested. The first model 1 tested was the model suggested above, where the three 

traits are correlated (it is the right side of the MTMM model in Figure 3). The second 

model assumes there is one overall, “well-being” factor that accounts for the three latent 

traits. The final model that Schaufeli et al. (2002) tested was a cross between a trait and 

method model, where the positively worded traits (efficacy, vigor, dedication, and 

absorption) load onto one higher-order latent factor and the negatively worded traits 

(exhaustion and cynicism) load onto a second higher-order latent factor. O f the trait 

models, it is clear that the model proposed by Schaufeli et al. (2002) that divided the
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negative and positive traits onto two higher-order factors was the best fitting trait model 

across the three samples (see Table 17).

The method models are based on the assumption that the structure in the data can 

be best determined by the actual measures rather than the traits they are believed to 

measure. These models are tested with the traits collapsed, that is, the individual items 

only load onto a method and not a trait (the left side o f the MTMM model in Figure 2). 

The method model tested included correlated methods.

The final model, the MTMM model, assumes that each item is determined both 

by its trait and its method (see Figure 3). It combines the trait and method models, 

allowing the traits to correlate and the methods to correlate. Generally speaking, one 

would expect this model to offer the best fit if the measures offer convergence with 

regard to the traits but are also independent measures. To further test the discriminant 

validity of the measures, I tested the correlated method (unconstrained) MTMM model 

with one where the methods are correlated at 1.0 (constrained; c.f Bagozzi, 1993). The 

assumption is that if the measures are indeed independent, a model that allows them to 

correlate, but not perfectly, should fit better than the constrained model. In the case of 

this study, when running the unconstrained model, the correlation between the methods 

was .69, indicated that there was quiet a bit of shared variance, but not complete overlap.

Overall, I found that the unconstrained MTMM model offered the best fit among 

the trait and method models. It tends to have the most fa\ orable to degrees of freedom 

ratios; the lowest root mean squared error of approximations (RMSEA), Akaike’s 

Information Criterion (AIC), and Bayesian Information Criterion (BIC); and it tends to 

have the highest goodness of fit index (GFI), comparative fit index (CFI) and Tucker-
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Lewis index (TLI) o f the models. This finding offers support for the convergent and 

discriminant validity of the UES vis-à-vis the MBI-GS. The MTMM model suggests that 

while there is overlap in the traits that are measured by the two scales (as was predicted), 

there is acceptable divergence in the scales to suggest that they are uniquely measuring 

bumout and engagement.

Discussion

The results o f this study offer further support for the construct validity of a 

measure of engagement. The factor analysis suggests that the proposed three-factor 

model o f engagement best fits the data from all three samples. Moreover, the MTMM 

analysis of the convergence with the MBI-GS suggests that the unconstrained MTMM 

model best fits the data across the three samples, offering evidence for the convergent 

and discriminant validity o f the UES. Taken together, this is further evidence of the 

construct validity of the UES as a measure of engagement.

This study offers some direction in the theoretical study of engagement. It 

underscores the need to look to bumout theory as a starting point for how engagement 

develops and erodes. Some research has already utilized this idea, particularly in the 

context o f the job-demands/job-resources theory (c f., Demerouti et al, 2001). This study 

suggests that such an approach is useful given the apparent measurement links between 

engagement and bumout. A useful starting point would be to examine models of stress 

and bumout (i.e.. Cordes & Dougherty, 1993; Golembiewski, 1989; Golembiewski & 

Munzenrider, 1988; Golembiewski, Munzenrider, & Stevenson, 1986; Karasek, 1979; 

Leiter, 1989) and link those models to the processes underlying engagement.
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With regard to methodology, it appears that the engagement scale developed by 

Schaufeli et al. (2002) is a psychometrically sound instrument for measuring engagement. 

This is important, particularly as psychology and organizational behavior increase 

emphasis on the more positive aspects of human experience. To better understand 

engagement and its implications, it will be important to both reliably and validly measure 

engagement.

In organizations, this study expands the constructs of bumout and engagement. 

The notion that bumout is the reduction or erosion of engagement leads to better 

solutions for eliminating bumout—specifically, by attempting to enhance engagement, 

one reduces bumout. Reviewing theoretical notions o f engagement along with 

techniques for the reduction of bumout (Maslach & Goldberg, 1998; Maslach & Leiter, 

1997) may improve the experience of employees.

In light of the findings presented, it is important that I address a number of 

limitations to this study. First, the use of cross-sectional data limits the ability to draw 

causal judgments based on the relationships among variables. Given the comparative and 

structural nature of the study, this is a modest concem.

We have noted that the models tested in this study generally did not fit. This is 

somewhat troubling, but perhaps not surprising given the number of variables included in 

the models (Gentler & Chou, 1987). While I could have tried to empirically develop 

models that would lead to a better fit (e.g., by using modification indices), I felt that such 

an approach would leave us on shaky theoretical ground, particularly given that 

modification indices based on local fit can be misleading and lead to incorrect 

respecification of models (Millsap, 2002). For that reason, I have focused on
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comparisons between alternative models with strong theoretical groundings. As my 

interest was in theoretical and measurement development, this was justified.

As this is one of only a handful of studies that have investigated engagement, 

there is much to learn about this construct. One potential area of study is investigating 

the interaction o f engagement with other organizational outcomes. There are a number of 

options here, from physiological symptoms (Shirom, Westman, Shamai, & Carrel, 1997) 

to organizational attitudes (Lee & Ash forth 1993a, 1993b, 1996; Leiter & Maslach, 1988) 

and from social comparison perceptions (Buunk & Schaufeli, 1993; Taris, Peeters, 

LeBlanc, Schreurs, & Schaufeli, 2001 ) to other important outcomes such as turnover and 

job performance (Chemiss, 1992; Keijsers, Schaufeli, LeBlanc, Zwerts, & Miranda,

1995; Westman & Etzion, 2001; Wright & Bonnett, 1997). As noted, there is a great deal 

of room for theoretical development with regard to engagement, and in particular, the 

processes by which one becomes engaged with his or her work and how one loses that 

engagement to become burned out.

GENERAL DISCUSSION

The purpose o f my dissertation was to investigate a number of unexplored issues 

with regard to the measurement and processes underlying bumout and engagement. 1 

found support for the use of the Oldenburg Bumout Inventory (OLBI) as a general 

measure of bumout. I also found that perceptions of politics influence bumout, and have 

suggested that future research explore their links to anxiety. I have found partial support 

for a model that suggests that bumout influences job performance through motivation. 

Finally, I have found support for the constmct validity of the Utrecht Engagement Scale 

(UES), which helps to advance our understanding of the construct of engagement.
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Implications fo r  Practice

The findings reported have a number of implications for practice in organizations. 

First, the results of Study 2 suggest that perceptions of politics serve as an antecedent of 

bumout. While more research is needed to elucidate the specific processes underlying 

the relationship between politics perceptions and bumout, this research offers a solid 

starting point. Particularly in the current business environment where politics are so 

pervasive and has such significant effects on employees, organizations need to 

understand how politics influences their employees. This study documents a tangible 

effect of politics: bumout. Given the consequences of bumout for employees and 

organizations (c.f.. Studies 3 and 4), politics may have serious, negative long-term effects 

on the functioning of both employees and organizations.

Study 3 and Study 4 clarify the relationship between bumout and job 

performance. In the past, organizations may have been less willing to address the issue 

of bumout in part because of inadequate evidence that it has a meaningful impact upon 

performance. The results of these studies offer further evidence that bumout has an 

important influence on performance and that its influence is at least partially related to 

the influence o f motivation.

There are two general implications of Study 3 and Study 4 for organizations.

First, if they want to improve job performance, they need to try to reduce bumout. This 

may be accomplished in any number o f ways; a complete review of the manner in which 

bumout can be reduced is beyond the scope of this dissertation. Reducing bumout has 

positive consequences that go well beyond increasing motivation and job performance. 

Bumout is also related to physiological symptoms that could increase lost time on the job
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and health-care-related organizational costs, turnover, absenteeism, and other important 

work-related consequences (Appels & Mulder, 1991; Chemiss, 1992, 1995; Melamed, 

Kushnir, & Shirom, 1992; Parker & Kulik, 1995; Shirom, Westman, Shamai, & Carel, 

1997).

As a second general implication of this research for organizations, this research 

affirms the idea that motivation has a direct influence on job performance. Even in 

situations where bumout cannot be reduced, organizations may still influence job 

performance through motivation. Motivation theorists have suggested a multiplicity of 

mechanisms for increasing motivation, including increasing equity perceptions (Adams, 

1965), increasing linkages between ability perceptions, reward attainability, and the value 

o f the rewards (Vroom, 1964), or appropriate job design (Hackman & Oldham, 1976), 

among others.

As an extension to the bumout-motivation discussion, it would be interesting to 

explore the relationships between leadership and bumout. Motivation and leadership 

have long been linked in the literature (e.g., path-goal theory of leadership and 

expectancy theory o f motivation; substitutes for leadership theory and job design); to this 

point, the research linking bumout and leadership has been limited (see Becker & 

Halbesleben, 2003 and Seltzer & Numérof, 1988 for notable exceptions). One might 

expect that the role o f leadership in the bumout-performance relationship would be 

similar to that of motivation. While research is needed to substantiate such a claim, it 

provides an interesting new line of research that further ties the organization to bumout 

(c.f., Maslach & Leiter, 1997) with important implications for how organizations operate.
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Implications fo r  Burnout Theory ami Research

Taken together, these five studies make a number o f significant contributions to 

our understanding o f the measurement and process of bumout.

Measurement. Study I offers validation evidence for an alternative measure of 

bumout that is suitable across occupational groups, the Oldenburg Bumout Inventory 

(OLBI). For over 20 years, researchers have been utilizing the Maslach Bumout 

Inventory (MBI) as the primary operationalization of bumout despite potential problems 

with the psychometric properties o f the scale (e.g., a lack o f balance o f  positive and 

negative items). The OLBI addresses the limitations o f the MBI and offers independence 

of occupational context. My research found that the OLBI fits the two-factor structure 

proposed by its designers and offers reasonable construct validity vis-à-vis the MBI-GS.

Study 5 provides similar validation evidence for the sole measure of engagement, 

the Utrecht Engagement Scale (UES). This serves as an important contribution to the 

study of engagement, as it offers support for the operationalization o f engagement via the 

UES. A better understanding o f the psychometric properties of the UES will allow 

researchers to engage in more meaningful study of the process o f engagement in 

organizational settings.

Burnout Theory. Study 2 contributes to our understanding o f  bumout theory 

through its ties to perceptions o f politics. While the antecedents o f  bumout have been 

widely studied, research has not adequately addressed the role of politics perceptions in 

bumout. This is surprising, given the pervasiveness of both politics and bumout and their 

apparent theoretical links. Study 2 offers a starting point for this line o f research; more 

research is needed to fully elucidate the processes that underlie the perceptions of
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politics-bumout relationship, particularly research that ties them to anxiety and stress in 

the context of stressor-strain relationships.

Studies 3 and 4 significantly advance our understanding of the consequences of 

bumout by considering the bumout-job performance relationship in the context o f theory. 

In the past, this has not been the case, and has made it very difficult for researchers to 

fully understand how bumout and job performance are linked. These findings also 

underscore the need to consider bumout not as an end state, but as leading to other 

important organizational outcomes. In doing so, these studies emphasize the importance 

o f investigating burnout's relationship to other outcomes in the context of theories related 

to both bumout and the outcome under investigation.

Limitations

In considering the conclusions drawn from this research, it is important to 

recognize that there are limitations that temper one’s confidence in the conclusions. The 

use of concurrent data, particularly in Studies 2 and 5, limit my ability to draw causal 

conclusions. While the concurrent data appear to support the hypotheses, future research 

that tracks bumout, perceptions o f politics, motivation, and job performance over time 

would better substantiate the causal implications o f each o f those two studies. Future 

longitudinal research might also explore potential reciprocal relationships among the 

variables, for example, testing whether bumout leads to reduced job performance 

(through motivation), and whether that reduced job performance exacerbates bumout 

(and whether that relationship is mediated by motivation as well).

I further recognize that I have utilized performance ratings as a proxy for job 

performance in Studies 3 and 4, which restricts my ability to claim that bumout
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influences job performance through motivation. I believe that by using two different 

collection techniques for supervisor ratings and adding self-ratings to the second study, I 

can have some confidence that bumout is indeed related to job performance. While they 

are not direct, “objective” indicators of job performance, they are, at the very least, 

related to the latent variable of job performance and as such can speak to the relationship 

between bumout and performance.

My use of somewhat small samples (excluding the student sample) in the 

structural equations modeling in Study I and Study 5 limits my confidence in the fit o f 

the models tested. However, as I was interested primarily in model comparisons in both 

studies, this was less of an issue.

CONCLUDING REMARKS 

This dissertation has studied a number of important aspects of the measurement 

and processes of bumout and engagement in four different samples in varied occupational 

contexts. I found evidence for the construct and factorial validity of both the OLBI and 

UES. Moreover, I found that perceptions of politics are associated with bumout. Finally, 

I found that bumout is associated with lower motivation and job performance ratings.

Taken together, my findings extend the bumout and engagement literature, both 

in our understanding of the measurement of bumout and engagement and in our 

understanding of the processes underlying bumout. While addressing important 

questions with regard to bumout, it also opens the door for additional research that 

researchers of occupational health psychology (including bumout and engagement) have 

not yet considered. Bumout is a serious, pervasive concem for organizations. Additional 

research that helps to further our understanding of bumout with the end goal of
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improving the lives of employees and the functioning of organizations is a benefit not 

only to organization studies, but also to society more broadly.
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Table I.
Means, Standard Deviations, Internal Consistency Estimates (Cronbach’s Alpha), 

and Correlations for MBI-GS and OLBI for Study !

Subscale Mean SD a  EX CY PE OLBIEX OLBIDE

Noi-ror-Prafit H um an Services Employees (X = 33)

EX 3.29 1.01 .90 — .60 -40 .85 .57

CY 3 64 0.86 .93 — -.69 .53 .83

PE 2.17 0.99 .84 — -41 -.72

OLBIEX 3.25 0.74 .84 — 59

OLBIDE 3.42 0.67 .79 —

Employed Students (X = 405)

EX 2.87 0.87 .82 — .49 - 16 .69 .50

CY 2.71 0.74 .73 — -.42 .51 .69

PE 3.91 0.53 .71 — -.31 -.44

OLBIEX 2.74 0.58 .75 — .49

OLBIDE 3.04 0.61 .74 —

Hairstylists (X = 84)

EX 2.69 0.86 .83 — .52 -.35 .64 .39

CY 2.47 0.73 .72 — -.45 .64 .66

PE 4.18 0.49 .73 — -.43 -.48

OLBIEX 2.63 0.54 .71 — 66

OLBIDE 2.49 057 .73 —

Fire Department Employees (X «  83)

EX 3.12 I.I6 .92 ~ .78 -.37 .86 .79

CY 3.12 1.06 .87 — -.38 .74 .83

PE 3.97 0.74 .80 — -.50 -.52

OLBIEX 2.78 0.85 89 — .84

OLBIDE 2.94 0.86 .88 —

Note. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS Personal EfTicacy; OLBIEX = 

OLBI Exhaustion; OLBIDE = OLBI Disengagement
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Table 2.

Fit Statistics for OLBI Measurement Model Comparisons for Study 1

Sam ple Model d f  GFI CFI TLI A !C  BIG RM SEA RM SFA 90%  C l

kJ

Em ployed Students

Unidim ensional model 

Tw o-trait model 

Hairstylists

Unidim ensional model 

Tw o-trait model 

Fire Departm ent Em ployees

Unidim ensional model 

Two trait model

733.1 104 ,75 .62 .56 525.1 109.4 .120

622.3 103 .81 .69 .64 416.3 -98.3 .110

217.9 104 .74 .70 .65 9.9 -242.9 .115

217.7 103 .74 .70 .65 11.7 -238.7 .116

257.3 104 .72 .81 .79 49.2 -201.0 .135

253.2 103 .72 .82 .79 47.2 -200.7 .134

.114.131 

.103 .121

.093 .136 

.094- 137

.114-156

.113-155



Table 3.
Fit Statistics for OLBI/MBI-GS Measurement Comparisons for Study 1

Sample Model df GFI CFI TLI AlC DIG RMSEA RMSEA ‘Jü% Cl

'Jw

Employed StudcnU

Trait Model 

Method Model 

MTMM Model 

Unconstrained 

Constrained 

ilairstylisfs

Trait Model 

Method Mode! 

MTMM Model 

Unconstrained 

Constrained 

Fire Dcpartmcnl Employees 

Trait Model 

Method Model 

MTMM Model 

Unconstrained 

Constrained

1892.1

2515.1

1329.3

1340.0

938.2

975.6

733.7 

7704

1000.8

1148.8

801.4

838.8

461

463

428

429

461

463

428

429

461

463

428

429

.74

.62

.82

.81

.61

.57

69

.67

.55

.49

.63

.60

.70

.56

.81
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Table 4.

Means, Standard Deviations, Internal Consistency Estimates (Cronbach’s Alpha) 

and Correlations for Studv 2 Instruments

Instrument Mean SD a EX CY PE POPS PPA TAPS

Student Sample

EX 2.87 0.87 .82 .49 -.16 .35 .19 .096

CY 2.71 0.74 .73 - — -.42 .46 .23 .20

PE 3.91 0.53 .71 — -.26 -.14 - . 1 1

POPS 2.79 0.57 .82 — .50 .42

PPA 2.81 0.53 .92 — .60

TAPS 2.71 0.40 .75 —

Hairstylists

EX 2.69 0.86 .83 — .52 -.35 .37

CY 2.47 0.73 .72 — -.45 .42

PE 4.18 0.49 .73 — -.19

POPS 2.74 0.63 .88

Fire Department Employees

EX 3.12 1.16

i

.92 .78 -.37 .70 .53 .45

CY 3.12 1.06 .87 — -.38 .77 .53 .54

PE 3.97 0.74 .80 — -.31 -.15 -.30

POPS 3.48 1.06 .91 — .66 .54

PPA 2.99 0.68 .74 — .72

TAPS 2.77 0.52 .95 —

Note. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS 

Personal Efficacy; VI = UES Vigor; DE = UES Dedication; AB = UES Absorption
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Table 5.

Study 2 Initial Multiple Regression Results

EX

Predictor P SB P P

CY

SE P p

PE

SE P

Student Sample {N = 404)

POPS .53 .083 <0001 .59 .067 <0001 -.24 .052 <0001

TAPS -.22 .13 .089 .0046 .10 .96 .023 .082 .78

PPA .131 .102 .200 .0098 .083 .91 -.027 .065 .68

Fire Department Sample (.V =

POPS .67 .12

80)

<0001 .74 09 <0001 -.23 .099 .021

TAPS .15 .52 .88 .44 .21 .036 -.51 .22 .023

PPA .14 .23 .53 -.16 .18 .35 .34 .19 .065

Hairstylist Sample {JV=82)

POPS .51 .14 .0005 .49 .12 <0001 -.14 .086 .093
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Table 6.

Perceptions of Politics Mediated Multiple Regression Results from Study 2

Student Sample Fire Department Sample

Emotional Exhaustion
Step 1: Criterion: POPS

PPA 1.03***

Step 2: Criterion: EX

PPA -.32*** .92***

Step 3: Criterion: EX

POPS -.51*** .68***

PPA .044 .21

Cynicism
Step 1: Criterion: POPS

PPA .54**** 1.03***

Step 2: Criterion: CY

PPA -.33*** .83***

Step 3: Criterion: CY

POPS -.59*** .77***

PPA .011 .05

Personal Efficacy
Step 1: Criterion: POPS

PPA .54**** 1.03***

Step 2: Criterion: PE

PPA -.14** -.17

Step 3: Criterion: PE

POPS -.23*** -.26**

PPA .018 .10

Note. Entries are standardized betas. POPS = Perceptions of Politics; PPA = Perceptions of 

Politics in Performance Appraisal; EX = MBI-GS Emotional Exhaustion; CY = MBI-GS 

Cynicism; PE = MBI-GS Personal Efficacy; *p < .05; **p < .01, ***p < .001.
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Table 7.

Means, Standard Deviations, Internal Consistency Estimates (Cronbach s Alpha), 

and Correlations for Study 3 Instruments

Instrument Mean SD a EX CY PE MOI-AS MOI-SS Ratings

EX 3.21 1.07 .92 — .60 -.45 -.60 -.44 -.54

CY 3.62 0.90 .87 - - - -.74 -.62 -.31 -.51

PE 2.22 1.03 .93 ------ .54 .20 .21

MOI-AS 2.62 0.88 .93 ------- .74 .61

MOI-SS 2.82 0.83 .93 ------ .78

Performance 3.87 0.63 — - -

Ratings

Note. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS 

Personal EfTicacy; MOI-AS = Motivation Orientation Inventory-Accompiishment 

Striving Scale; MOI-SS = Motivation Orientation Inventory-Status Striving Scale.
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Tables.

Motivation (Accomplishment Striving) and Performance Ratings Mediated Multiple

Regression Results from Study 3

EX CY PE

Step I: Criterion: MOI-AS

Bumout Subscale -.54*** -.66*** .50***

Step 2: Criterion: Supervisor Ratings

Bumout Subscale -.33*** -.38** .14

Step 3: Criterion: Supervisor Ratings

Bumout Subscale -.15 -.17 -.09

Accomplishment Striving .28* -.30* .43***

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI- 

GS Cynicism; PE = MBI-GS Personal Efficacy; *p < .05; **p < .01, ***p < .001.
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Table 9.

Motivation (Status Striving) and Performance Ratings Mediated Multiple 

Regression Results from Study 3

EX CY PE

Step 1 : Criterion: MOI-SS

Bumout Subscale -.35** -.30* .17

Step 2: Criterion: Supervisor Ratings

Bumout Subscale -.33** -.39** .14

Step 3: Criterion: Supervisor Ratings

Bumout Subscale -.09 -.21* .02

Status Striving .48*** .48*** .54***

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI- 

GS Cynicism; PE = MBI-GS Personal Efficacy; *p < .05; **p < .01, ***p < .001.
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Table 10.
Means, Standard Deviations, internal Consistency Estimates (Cronbach’s Alpha), and Correlations for Study 4 instruments

Instrument Mean SD a EX CY PE OLBIEX OLBIDE MOI-AS MOI-SS MOI-CS Supervisor Self

EX 3.12 1.16 .92 .60 -.40 .85 .57 -.76 -.64 -.46 - 59 -.40

CY 3.12 1.06 .87 --- -.69 .53 .83 -.64 -.54 -.42 -.60 -.45

PE 3.97 0.74 .80 --- -.41 -.72 .46 .47 .29 .28 .21

OLBIEX 2.76 0.85 .88 .59 -.73 -.59 -.46 -.52 -.34

OLBIDE 2.94 0.86 .89 --- -.72 -.65 -.44 -.54 -.37

MOI-AS 3.27 0.88 .92 --- .80 .68 .57 .38

MOI-SS 3.34 0.83 .95 --- .69 .53 .40

MOI-CS 3.23 0.83 .92 --- .39 .24

Supervisor
Ratings

7.66 I.IO .94 --- .85

S elf Ratings 8.29 0.68 .98 ---

Note. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS Personal Efficacy; OLBIEX = OLBI 
Exhaustion; OLBIDE = OLBI Disengagement; MOI-AS = Motivation Orientation Inventory-Accompiishment Striving Scale; MOI- 

SS = Motivation Orientation Inventory-Status Striving Scale; MOI-CS = Motivation Orientation Inventory-Communion Striving Scale



Table 11.
Motivation (Accomplishment Striving) and Supervisor Ratings Mediated Multiple Regression Results from Study 4

EX CY PE OLBIEX OLBIDE

OO

Step 1; Criterion: MOI-AS

Bumout Subscale -.57

Step 2: Criterion; Supervisor Ratings

Bumout Subscale -.55

Step 3: Criterion: Supervisor Ratings

Bumout Subscalc -.34*^

Accomplishment Striving .37*

* * *

-.53***

-.62* * *

-.41 **

.40*'

.55

.42*

.02

.71

-.75***

-.69***

-.33

.48*'

-.73***

- .66* * *

-.28

.52*4>

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS Personal

Efficacy; OLBIEX = OLBI Exhaustion; OLBIDE = OLBI Disengagement. *p < .05; **p < .01, ***/> < .001.
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Table 12.

Motivation (Status Striving) and Supervisor Ratings Mediated Multiple Regression Results from Study 4

EX CY PE OLBIEX OLBIDE

Step 1 : Criterion; MOI-SS 

Bumout Subscale -.45*** -.42*** .53*** -.64*** -.57***

Step 2: Criterion; Supervisor Ratings 

Bumout Subscale -.55*** -.62*** .42* -.69*** -.66***

Step 3; Criterion; Supervisor Ratings 

Bumout Subscale -.39** -.45*** .06 -.42** -.40**

Status Striving .35* .39** .69*** .43** .46**

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS Personal

Efficacy; OLBIEX = OLBI Exhaustion; OLBIDE = OLBI Disengagement. *p < .05; **p < .01, ***/) < .001.



Table 13.

Motivation (Accomplishment Striving) and Self Ratings Mediated Multiple Regression Results from Study 4

EX CY PE OLBIEX OLBIDE

OO
W

Step 1 : Criterion: MOI-AS 

Bumout Subscale 

Step 2: Criterion: Self-Ratings 

Bumout Subscale 

Step 3 Criterion: Self-Ratings 

Bumout Subscale 

Accomplishment Striving

-.57*

-.23***

-.16

.13

.53***

-.28***

.22 * '

.12

.55***

.19

.04

.27**

-.75***

-.30**

-.17

.17

-.73

-.26*'

. 1 1

.21

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS Personal

Efficacy; OLBIEX = OLBI Exhaustion; OLBIDE = OLBI Disengagement. *p < .05; **p < .01, ***/> < .001.
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Tahic 14.

Motivation (Status Striving) and Self-Ratings Mediated Multiple Regression Results from Study 4

EX CY PE OLBIEX OLBIDE

Step 1 : Criterion: MOI-SS 

Bumout Subscale -.45*** -.42*** .53*** -.64*** -.57***

Step 2; Criterion: Self-Ratings 

Bumout Subscale -.23*** -.28*** .19 -.30** -.26**

Step 3: Criterion: Self-Ratings 

Bumout Subscale -.14 -.21** .03 -.15 -.12

Status Striving .19 -.18 .31** .22* .25*

Note. Entries are standardized betas. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; I’E = MBI-GS Personal

Efficacy; OLBIEX = OLBI Exhaustion; OLBIDE = OLBI Disengagement. *p < .05; **p < .01, ***/; < .001.



Table 15.

IVleans, Standard Deviations, Cronbach’s Alphas, and Correlations for MBI-GS and
UES for Study 5

Instrument Mean SD a EX CY PE VI DE AB

Employed Students

EX 2.87 0.87 .82 .49 -.16 -.34 -.27 .16

CY 2.71 0.74 .73 — -.42 -.44 -.50 -.31

PE 3.91 0.53 .71 — .44 .44 .29

VI 3.21 0.57 .71 — .57 .56

DE 3.21 0.92 .89 — .65

AB 2.79 0.72 .80 —

Hairstylists

EX 2.69 0.86 .83 — .52 -.35 -.14 -.18 -.08

CY 2.47 0.73 .72 — -.45 -.28 -.46 -.05

PE 4.18 0.49 .73 — .49 .47 .17

VI 3.65 0.58 .79 — .64 .36

DE 3.94 0.64 .83 — .53

AB 3.41 0.69 .77 —

Fire Department Employees

EX 3.12 1.16 .92 — .78 -.37 -.66 -.67 -.55

CY 3.12 1.06 .87 — -.38 -.67 -.70 -.62

PE 3.97 0.74 .80 — .62 .49 .51

VI 3.43 0.97 .85 — .75 .67

DE 3.51 0.96 .88 — .69

AB 2.88 0.86 .83 —

Note. EX = MBI-GS Emotional Exhaustion; CY = MBI-GS Cynicism; PE = MBI-GS 

Personal Efficacy; VI = UES Vigor; DE = UES Dedication; AB = UES Absorption
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Table 16.

Fit Statistics for Engagement Measurement Model Comparisons for Study S

Sam ple Model x ' d f GFI CFI TLI AlC BIC RM SEA RM SEA 90%  C l

Em ployed Students

U nidim ensional model 594.1 119 .82 .82 .80 356.1 -119.2 .10 .092-11

Tw o-trait model 456.8 118 .86 .87 .86 220.8 -250.5 .085 .077-093

Proposed model 360.0 116 .90 .91 .90 128.0 -335.3 .072 .064-081

Hairstylists

U nidim ensional model 280.4 119 .70 .68 .64 42.4 -245.5 .129 .109-148

Tw o trait model 234.8 118 .74 .77 .74 -1.2 -286.7 .110 .0 8 9 .1 3 0

Proposed model 219.0 116 .76 .80 .76 -12.7 -293.2 .104 .083-125

Fire D epartm ent Employees

Unidim ensional model 308.0 119 .69 .80 .77 70.0 -214.9 .141 .122 .1 6 0

T w o-trait model 287.0 118 .70 .82 .80 51.0 -231.6 .133 .114-154

Proposed model 249.4 116 .73 .86 .84 17.4 -260.4 .119 .099-140
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Table 17.

Fit Statistics for Engagement/Burnout Measurement Comparisons for Study 5

Sample Model df GFI CFI TLI AIC BIC RMSEA RMSEA 90% Cl

Employed Students

Trait Models

Three Trait Model 2301.9 492 .67 .65 .63 I3I7.9-1I37.9 .096 .092.100

1 “well-being” factor 1468.6 479 .80 .81 .79 510.6 -1401.3 .072 .068-076

Schaufeli (2002) model 1431.1 482 .80 .82 .80 467.1 -1456.8 .070 .066-075

Method Model 2206.4 494 .70 .67 .65 1218.4 -753.4 .093 .089.097

MTMM Model

Unconstrained 1369.2 459 .81 .83 .80 451.2 -1380.9 .070 .066-075

Constrained 1444.5 460 .80 .81 .78 524.5 -1311.6 .073 .069-077

Hairstylists

Trait Models

Three Trait Model 1167.9 492 .50 .45 .41 183.2 -1006.9 .129 .120-139

1 “well-being” factor 905.7 479 .64 .65 .62 -52.28 -1210.9 .104 .094- 115
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Schaufeli (2002) model 909.2 482 .63 .65 .62 -54.8 -1220.6 .104 .094 .114

Method Model 905.7 528 .64 .65 .62 -58.3 -1224.1 .103 .093- 114

MTMM Model

Unconstrained 820.8 459 .66 .70 .66 -97.2 -1207.9 .098 .087-. 109

Constrained 880.4 460 .63 .66 .61 -39.6 -1152.2 .106 .095- 116

Fire Department Employees

Trait Models

Three Trait Model 1136.9 492 .51 .69 .67 152.6 -1025.5 .128 .118-138

1 “well-being” factor 872.1 479 .60 .81 .79 -85.8 -1232.8 .101 .091-112

Schaufeli (2002) model 863.8 482 .60 .82 .80 -100.1 -1254.3 .099 .089- 110

Method Model 872.1 482 .60 .81 .79 -91.89 -1246.0 .101 .089 .111

MTMM Model

Unconstrained 792.9 459 .64 .84 .69 -125.0 -1224.1 .095 .084- 106

Constrained 838.8 460 .62 .82 .68 -81.2 -1182.6 .102 .091-112



Figure 1.

Theoretical Relationships Between Bumout and Job Performance
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Figure 2.
OLBI Mulli'trait, tVIulti>me(hod Model
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Figure 3.
L ES Muili-lrail, Mulli-mcthod Model
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