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ABSTRACT

The rapidity with which the concept of job burnout has been incorporated into everlitmés
astonishing. During the two decades, many organizational members had been experienced job
stresses. Because of chromic job stresses, they have fallen into job burnout. Generally speaking,
Job burnout is a prolonged response to chronic emotiandlinterpersonal stressors on the job,

and is defined by the three dimensions of emotional exhaustion, depersonalization, and reduced
personal accomplishment. But there are not enough studies about a profession outside human
service.In this point of viewthis study examines the effect of organizational member's job burnout
on job performance and what are the major antecedents of job burnout. Also the present study is
designedo test the moderating effect of supervisor's support, job discretion, arestsdim on
relationship between role overload and role conflict and members' job burndtite purposes of

this study are as follows;First of all, this study purposed to examine the factors which affect the
organizationalme mb gob $urnout. Secondly this study was to examine the effect of the
members' job burnout on job performandéirdly, this study aimed to test moderating effect of
supervisor's support, job discretion, and sedteem on relationship between role overload and
role conflict and the members' job burnoutFor the practical analysis,100 structured
guestionnaires were distributed to Korean employees in Korean employees in Busan, and
Gyeongnam, KorealOO questionnaires were distributed and 100 were returned. However, 3
guestionnaies out of those returned were considered to be statistically valueless for analysis since
some questions were left unanswered and some were clearly biased. Therefore, a total of 97
guestionnaires were used for analysis. The collected data has been argiyasidg SPSS 12.0

for windows. The statistical techniques used in this study were descriptive analysis, reliability test,
factor analysis, discriminate analysis, correlation analysis, multi regression analysis, and
hierarchical regression analysisThemajor finding of the study are as followsFirst of all, role
overload and role conflict are shown to be the major antecedents of job burnout, particularly of
the exhaustion and disengagement compon&etsondly, the disengagement of job burnout was
related to lower levels of job performanc&hirdly, moderating effect of supervisor's support on

the relationship between role overload and the members of exhaustion was statistically significant.
But moderating effect of job performance aaifesteem wasot signficant.

INTRODUCTION

L

burnout.

mb

job burnout, role overload and role conflict, job performance, supervisor's support, job discretion, self

ately, companies get faced with complex and unclear management atmosphere due to rapid change o
technique and severe competition. Hereupon, since retrenchment of management and teams were
brought in office, tasks became more complex and its scales have been enlarged. In this atmosphere of
office, it makes more tasks, responsibility, role conflietl anterpersonal troubles, and increases job stress and job
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Recently, a study on job burnout, which belongs to gtiess,is being performed in a field of
organizational behavior. Job burnout is a mental phenomenon, which is a form of clnessaeactions occurred
by accumulated and lortgrmnegative effects of job stre€¥in-wook, Lee. 2003)This kind of job burnout is found
from workers who engage in professional personal services such as mainly, teacher, doctor, nurse, lawyer, social
worker,police and fire public officia(Maslach C. 1982)

Lately, by rapid change in financial atmosphere, many companies have carried restructuring out to advance
efficiency and existing vertical structure is being changed into horizontal structuréice with introduction of
Korean own annual salary system.

As a result, structure members experience mental insecurity and job stress on their tasks continually.
Structure members experiencing extreme job stress are in an emotional exhausted statefhmeansad of task,
equivocalness of role and role conflict. In addition, a degree of job burnout in the structure is being increased by
continual job stress in an environmental atmospherarailind society, called ordinary restructuring. Hereupon, a
concern on job burnout phenomenon, which is a particular form of job stress, has been increased.

The rapidity with which the concept of job burnout has been incorporated into everyone's life is astonishing.
During the two decades, many organizational membad been experienced job stresses. Because of chromic job
stresses, they have fallen into job burnout. Generally speaking, Job burnout is a prolonged response to chronic
emotional and interpersonal stressors on the job, and is defined by the thresiatism@f emotional exhaustion,
depersonalization, and reduced personal accomplishment. But there are not enough studies about a profession
outside human service.

In this point of view, this study examines the effect of organizational member's job bwmgob
performance and what are the major antecedents of job burnout. Also the present sieglgniedto test the
moderating effect of supervisor's support, job discretion, angesedeém on relationship between role overload and
role conflict and mendrs' job burnout.

CONCEPTUAL BACKGROUND
1. Job demands

Demerouti, Bakker, Nachreiner & Schaufeli(20@kamined Job demands refer to those physical, social, or
organizational aspects of the job that require sustained physical or mental effort amerefierd associated with
certain physiological and psychological co&aplan, R. D. & Jones, K, W. (197&8%amined gantitative work load
refers to the amount of work a person is asked to complete in a given amount of time. Role ambiguity exists when a
person does not know what is expected of him or her for adequate performance of a role or taskibramsaid.R.
A. (1979)found that intellectuatesponsibility is treated as a measure of decision latitude and time pressure as a
measure of job demandslated to work load. Schaufeli 8akker @004) examinedit can be concluded that
particularly strong and consistent relationships exist between job demands and bRoteutverload and role
conflict are two potentially useful concepts that may promoteebahderstanding of the relation between multiple
roles and stress. Some of the inconsistent findings in
distinguish between the concepts. That is, role overload and conflict may afsstdifferently, and the conceptual
confusion surrounding these concepts may be masking important differences in their effect.

1) Role overload

Role overload refers to an imbalance between the role demands placed on the individual and the resources
athe personds disposal to meet those demands (French &
than they can do in the time available to them or require knowledge or skills that lie beyond their of role overload.
Quantitative overload (a large mber of tasks in given period of time) contrasts with quantitative overload (a
demand to perform at a level exceeding the resources available to the individual). An objective load can be measured
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objectively(for example, in terms of time), whereas a satiye load is experienced, perceived, and reported by the
individual (French & Caplan, 1973).

Likewise, Lease {999) found that role overload was a powerful predictor of many types of strain in
academic faculty and concluded that the appraisal of b@irgvhelmed was more important than an objective
measure of the number of roles and demands.

2) Role conflict

Morris, Steersand Koch(1979) examined before considering occupational differences, role conflict was
found to be significantly related teapr t i ci pati on in decision marking, organ
supervisory span of control and formalization). When occupational grouping information was added to the overall
regression for role conflict, a significant amount of addedawae was explained, apparently reflecting the
relatively wide differences in the levels of role conflict reported between groupings.

Often, role conflict is said to exist when persons (usually women) simultaneously fulfill multiple roles,
such as spoes parent, and paid worker. However, fulfilling several roles simultaneously actually is more indicative
of role overload. The latter term is defined as having too many role demands and too little time tthéuffill
(Baruch et al. 1985; Rapoport & Rapaopb 1976) . Role conflict, of the othe
person experiences pressures within onettdéisi ncompati bl e with the pressures t
(Kopelman et al. 1983, pp.201).

2. Job burnout

The earlyinvestigations ofiob burnout focused on people working in human services and health care.
Freudenberge(1975) labeled the emotional depletion and loss of motivatiojplasburnout Maslach(1978)
interviewed human services workers about the stressesf @adh job.

During the 1980s, research focused on assegsmpurnout Many different measures were developed;
however, the most widely used measure is the Maslach Burnout Inventory (MBI) developed by Maslach and
Jackson 1981). Maslach, Jackson, ahditer (L1986) also developed the MBluman Services Survey, which was
designed for use with employees in human service jobs; they developed tHedMi&itors Survey (Form ED) for
use with teacher. In expanding the studyjaid burnoutto occupations beyontluman services and education,
Maslach et al(1996) developed the MBBeneral Survey (MBGS).

Other studies ofob burnoutfocused on theliscriminatevalidity of thejob burnoutconstruct. Researchers
wondered ifjob burnoutwas different than depressiomr job satisfaction. Recently, the distinction betwgsn
burnoutand depression has beestablished by several studies using the MBI and other measures of depression
(Bakker et al., 2000)Iob burnout has been found to be specific to work contenteadeepression is multifaceted.

Job satisfaction and burnout have been found to have a negative correlation, ranging from 0.40 to 0.52. As
Maslach andeiter 1 997) st ated, iAlthough the correlation is not
actually identical, they are clearly I|Iinkedo. The caus
exists, has yet to be satisfactorily determined.

The general public has viewed the concept of job burnout in many different waysdé€angas that
ideal i stic workers experience job bur dedicated wolkbrewodkonc e pt
hardest toward their ideal, which leads to exhaustion and cynicism when their efforts do not bring their goals to
fruition. A second theory is that job burnout is the result of being exposed to various job stressors.

More recently, the phase model and the sequential model of job burnout have taken center stage in the
investigation of job burnout. The phase model of job burnoopgses that there are eight phases of burnout. The
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three dimensions of burnout, namely inefficacy, depersonalization, and exhaustion, are split into high and low scores.
This splitting of the phases into high and low scores results in eight differentr@iiohs or phases of jdiurnout
(Golembiewski & Munzenrider, 1988).

According to Leiter andlaslach 988), there is a sequential progression to the three phases of job burnout.
They argued that the first stage, exhaustion, leads to cynicism, whiain ileads to inefficacy.

Exhaustion, the feeling of being overextended emotionally and physically, is the first reaction to job stress.
People who are exhausted feel drained @mable to unwind. Cynicism is the second reaction to job stress. People
take o a cold attitude toward work and their coworkers in order to protect themselves from exhaustion and
disappointmentlnefficacy is the feeling that one is inadequate. If one fells inadequate, accomplishments seem
trivial and projects seem overwhelming (N&h & Leiter, 1997).

Although each developmental theory is compelling in its own right, the debate over the phase model versus
the sequential model is beyond the scope of this article. However, more important for our purpesésctstiiat
the concepbf job burnout and its physical and emotional effects are almost universally accepted. As Golembiewski,

Boudreau, Munzenrider, and Luo (199 &gtunanomouws ¢hpropdsingd t r ut
such linkages of job burnout, howeveefined operationally, with various measures of emotional and physical
functioningagai n, whatever their operational definitionso.

Schaufeli, Maslach, anMarek (1993) looked at the various models of burnout and discovered many
elements of the syndromemmon to most conceptualizations. First, job burnout is characterized by dysphoric
symptoms. These symptoms areworlke | at ed and mani fest themselves in finor
a previous psychopathology. In most cases, mental and behayarptoms were more prevalent than physical
ones. Finally, negative attitudes and behaviors of individuals suffering from job burnout result in a decrease in
effectiveness and work performance.

While the most commonly employed job burnout measure hastheeMaslach Burnout Inventory (which
i s based on Mas| a«cdmpaenticerfcapization ab burnaut), desetrtherehave been troubled
by some of the psychometric limitations of that scale. The MBI focuses only on affective comporentgiohal
exhaustion. A variety of researchers (Pines, Aronson, & Kafry, 1981; Shinn, 1982) have suggested that the
exhaustion component should include other aspects of exhaustion, including cognitive and physical exhaustion in
order to more broadly captithe nature of exhaustion that is experienced as a result of chronic work stress.

To address the problems associated with the MBI, Demerouti, Bakker, Kantas, and Vardakou (2002) have
developed and offered initial construct validity evidence for the i@idey Burnout Inventory (OLBI). The OLBI is
based on a model similar to that of the MBI; however, it features only two scales, exhaustion and disengagement.
The most current version of the OLBI features questions that have balanced positive and wegditigeBakker,
Verbeke, & Demerouti, 2004). Furthermore, the Olf@tures questiondesigned to assess cognitive and physical
components of exhaustion, consistent with past suggestions in the job burnout literature (Pines et al., 1981; Shinn,
1982). Thismarks a significant advance of the OLBI above the MBI as it captures a broader conceptualization of
burnout that is simply missing from the MBI. The OLBI is similar to the Maslach Burnout InveGemgral
Survey (MBFGS; Schaufeli, Leiter, Maslach, & Jadn, 1996), in that both instruments are designed to reflect a
conceptualization of burnout that is not restricted to human service professions, with questions that apply to any
occupational group (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001).

3. Job performance

Katerberg and Blad (1983) stated that, at a more general level, successful job performance is important to
both individuals and organizations. Due to the r agment ed d n a tpwjeds, jabfperformameet r uct i
evaluation is more vitalo project management since employees play a crucial role in such project activities as
communication, coordination, problem solving, and project team cooperation (Cheng et al. 2000). This is consistent
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with Borman and Motowidlo (1997) who envisaged tmabre emphasis should be placed on understanding
contextual aspects of job performance (e.g., cooperation, interest) due to the synthesisbasézhorganizational
structure. Although employee performance is expected to directly affeganizational pdormance, job
performance evaluation, also known as performance appraisal (Woods et al. 1998), is surprisingly not a usual
practice of many construction companies. As revealed in a study conducted by Hanna and Brusoe (1997), only 31%
of the respondents ithe United States admitted that their companies had job performance evaluations and
companies with less income or smaller size are less willing to evaluate employee performance.

It has been food that exposure to a stressor, such as role conflict oanaléguity, has deleterious effects
on employee job performance (Fried, B2avid, Tiegs, Avital, & Yeverechyahu, 1998; Jackson & Schuler, 1985).
To put it simply, agdex (998) concluded, high stress reduces job performance.

4. Supervisor's support

The major dimensions have emerged from leadership research to describe leader behaviors (House 1971).
The Dimension is supportive leader behavior (SLB), the degree to which the leader creates a facilitative
environment of psychotgical support, warmth, friefiiness, and helpfulness by doing such things as being
approachable, looking out for the personal welfare of the group, doing small favors for subordinates, and giving
advance notice of changes. A crucial function of a leader is to motivate subordindtes tanincrease their
satisfaction with the job. The objective of both types of leader behavior is thei danemhance the psychological
state of subordinates so they know their work/task objectives and how to achieve them.

5. Job discretion

The amant of discretion or autonomy present in a job can reflectpthtential for power within an
organization (Kanter, 1979¥he findings based on the objective ratings of job discretion are approximately the
same as those based on the workers' own repaatagkk, 1978a; see also Gardell, 19The amount of discretion
present on the job is expected to increase the quality of one's job performance. Job discretion or autonomy motivates
employees to expend high levels of effort (Hackman and Oldham, 197§)ravides opportunities to exercise
decisionmaking skills that can enhance the effectiveness of one's job performance.

6. Self-esteem

Most people feel that seffsteem is important. It is difficult, if not impossible, for people to remain
indifferent toinformation that bears on their own seteem, such as being told that they are incompetent, attractive,
untrustworthy, or lovable. Increases and decreases iresteddm generally bring strong emotional reactions.
Moreover, these fluctuations are ofteaincident with major successes and failures in life. Subjective experience
creates the impression that setiteem rises when one wins a contest, garners an award, solves a problem, or gains
acceptance to a social group, and that it falls with correspgrfdilures. This pervasive correlation may well
strengthen the i mpressteamtihatnonejfsst evieé odt ce@mé, but
successes and failures.

Selfesteem is literally defined by how much value peopkce on themselves. It is the evaluative
component of self knowledge. High sekteem refers to a highly favorable global evaluation of the self. Low self
esteem, by definition, refers to an unfavorable definition of the self. (Whether this signifiebsalutely
unfavorable or relatively unfavorable evaluation is a problematic distinction, which we discuss later in connection
with the distribution of selésteem scores.) Sadsteem does not carry any definitional requirement of accuracy
whatsoever. Thyshigh selfe st eem may refer to an accurat e, justified
person and oneds successes and competencies.
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HYPOTHESIS
Hypothesis 1

Hypothesis 1a
Hypothesis 1b
Hypothesis 1c
Hypothesis 1d
Hypothesis 2

Hypothesis 2a
Hypothesis 2b
Hypothesis 3

Hypothesis 3a
Hypothesis 3b
Hypothesis 3¢

Hypothesis 3d

Hypothesis 4

Hypothesis 4a
Hypothesis 4b
Hypothesis 4c¢

Hypothesis 4d

Job demands will be more
Rol e overload wil!/ be mor
Rol e conflict wi | | be mor
Role overload willbenor e positively
Rol e conflict wi | | be mor

Organi zational

Supervisor's supporill be moderate the relation between job demands amdgjanizational
me mber 6s
Supervisor's supporwvill be moderats the relation betweemole overloadand organizational

j

me mb exhdustion

Supervisor'ssupport will be moderats the relation betweenole conflict and organizational

me mb exhdustion

Supervisor's supporill be moderats the relation betweemole overloadand organizational

ob

me mb aise6gagement

Supervisor's supponwvill be moderats the relation betweenole conflict and organizational

me mb aise6gagement

Seltesteenwill be moderats the relation between job demandsand gani zati onal

burnout.

Seltesteemwill be moderate the relation betweernole overloadandor gani zat i onal

exhaustion

Seltesteemwill be moderats the relation betweenote conflictandor gani zati onal

exhaustion

Seltesteemwill be moderate the relation betweernole overloadandor gani zat i onal

disengagement

Seltesteemwill be moderats the relation betweenote conflictandor gani zati onal

disengagement

DATA AND METHODS

1. Sample and Data Collection

burnout.
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me mbmenre Begatiielpdsociated witkiobuperformantel
Or gani z at i oerhadstiormi# bra mere nggatively associated withb performance.
Organi zat i odisenfjagemeniiibbe modesnegatively associated witbb performance.
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me mb

me |

me |

me |

me |

For the practical analysis, 100 questionnaires were distributed and 100 were returned. However, 3
guestionnaires out of those returned were considered to be statistically valueless for analysis since some questions
were left unanswered and some were clearly biased. Therefore, a total of 97 questionnaires were used for analysis.
The collected data hdmeen analyzed by using SPSS 12.0 for windows. The statistical techniques used in this study
were descriptive analysis, reliability test, factor analydisgriminateanalysis, correlation analysis, multi regression
analysis, and hierarchical regressioalgsis.

2. Measures

Fifty-five completed questionnaires were considered valid for the purpose

1) Role overload

We assessed role overload using 6 items from the scale describeghbgvich & Matteson(1980Five
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point Likert scales wereused. Respse opti ons were 1(fAnever") to 5(fAal way
2) Role conflict

Role conflictwas measured with 3 items from Jong Mok Lee & Han Ki Park (19883ponse options
were 1(fAnever") to 5(fial wayso).

3) Job burnout

To measure employees' exhaustieused Stems developed bpemerouti et al.(2001). Response options

werel inever") to 5(fal wayso) .

To measure employees'sdngagementve used 5 items developed Bemerouti et al.(2001)Response
options were 1(fAinever") to 5(fial wayso).

4) Job performance

Jdb performancewas measured with 3 items frokirkman & Rosen(1999) Response options were
l1(fAinever") to 5(fial wayso).

5) Supervisor's support

Supervisor's supportwas measured with 3 items fronTimmerman, EmanuelBuurveen, &
Emmelkamp(2000)Response pt i ons wer e 1(fAnever") to 5(fAnal wayso).

6) Job discretion

Job discretionwas measured with 3 items froliedler(1993), Kyoung Ku Pakr(1999nd Young Hang
Wang (1993 Response options were 1(finever") to 5(fal wayso)

7) Self-esteem

Selfesteemwas neasured with 3 items frorRosenberg(1965) Response options wer e
5(Aal wayso) .
RESULTS

Table 1 shows the means, standard deviations, and correlations among study variables. The largest
correlation among predictor variables wag§8, and the radian and mean correlations webel7 and 0.06,
respectively. These magnitudes suggest that multicollinearity was not a serious problem in this study (Kennedy,
1980; Tsui, Ashford, St. Clair, & Xin,1995).

Tables 2 ~ 9 present the analytic resultext, we used multipleegression analysis to test each of our
hypotheses.

1. Hypothesis 1

Hypothesis 1 predicted that job demands would be positively relatedobitiurnout And, Hypothesis 1a
predicted, role overload would be positively related vegmaustionl b =0 . 18 4, p<0.05). Hypot he
role conflict would be positively related wittxkhaustion( b = 0. 6 1 3 , Howewe€ codtfary jo .hypothesis 1c
was negatively associated witisengagemen( =0.191,p < 0.1).Hypothesis 1d predicted, role mtict would be
positively related withdisengagemefitb =0 . 54 6, p<0.001). Thus, Hypothesis 1la
1lbis not supported. Therefore, Hypothesis 1 is partially supported.
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2. Hypothesis 2

Hypothesis 2 predicted that jddurnou would benegativelyrelated withjob performanceBut, Hypothesis
2a not p r-0e065, p>0.18. Hypéthresis 2b predictdidengagementvould benegativelyrelated withjob
performancd BG335, p<0.001). Thus, Hypothesis 2a is not supported, apdthysis 2b is supported. Therefore,
Hypothesis 2 is partially supported.

3. Hypothesis 3, 4, 5

To test hypothesis 3 which predicted that debate will moderate the effestiperivisor's support on job
demands and the job burnoind, Hypothesis 3a pdécted,supervisor's suppovtould moderate the effects related
onrole overloadand the exhaustion b =0. 182, p<0.1). But, Hypothesis 3b not

And, Hypot hesi s 3¢, 3.2007M p>0.1). prhus, dHypothesid3a s Buppbried, Z2id,
Hypothesis 3b, 3c, 3d is not supported. Therefore, Hypothesis 3a is only pattigiiyrted.

To test hypothesis 4 which predicted that debate will moderate the eff@obsdi$cretionon job demands
and the job burnoutAnd, Hypothesis 4a predicteghb discretionwould moderate the effects related role
overloadand the exhaustioh b =0 . 38 1, p<0.01). A | jshodjscretiopvmpoold rhodesategshe 4 b pr e
effects relate@nrole conflictand the exhaustiofp b-6:168, p<0.1).

Hypothesis 4c, 40172 124, p>0.1). Teerefone, dHypotlesig 4hspartially supd.

To test hypothesis 5 which predicted that debate will moderate the effesgf-esteem on job demands
and the job burnout Hy pot hesi s 5 a-0.09,0.006,p+0.1pr edi cted (b=

Hypot hesis 5c, -®089, 006G, p>p.1). ek, Hypathegisks #s not supported.
DISCUSSION
1. Conclusions

For the practical analysis, 100 questionnaires were distributed and 100 were returned. However, 3
guestionnaires out of those returned were considered to be statistically valueless 8is aivadg some questions
were left unanswered and some were clearly biased. Therefore, a total of 97 questionnaires were used for analysis.
The collected data has been analyzed by using SPSS 12.0 for windows. The statistical techniques used in this study
were descriptive analysis, reliability test, factor analysis, discriminate analysis, correlation analysis, multi regression
analysis, and hierarchical regression analysis.

The major findings of the study are as follows;

First of all, role overload and Ie conflict are shown to be the major antecedents of job burnout,
particularly of the exhaustion and disengagement components.

Secondly, the disengagement of job burnout was related to lower levels of job performance.

Thirdly, moderating effect of supésor's support on the relationship between role overload and the
members of exhaustion was statistically significant. But moderating effect of job performance @stiesstf was
not significant.

Lately, by rapid change in financial atmosphere, many emias have carried restructuring out to advance
efficiency and existing vertical structure is being changed into horizontal structure in office with introduction of
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Korean own annual salary system.
As a result, structure members experience mental insgemd job stress on their tasks continually.

Structure members experiencing extreme job stress are in an emotional exhausted state because of overload
of task, equivocalness of role and role conflict.

In addition, a degree of job burnout in the struetis being increased by continual job stress in an
environmental atmosphere-altound society, called ordinary restructuring.

Hereupon, a concern on job burnout phenomenon, which is a particular form of job stress, has been
increased.

In this study, tk effects on which job demands such as role overload and role conflict gives job burnout
and supervisor's support, job discretion and-estiéem give job burnout, were studied first.

Also, a study was progressed on how job burnout is involved in antampdehavior and job performance
of structure member.

In this study, multiregression analysis was carried out to find out relations between job demands and job
burnout, and between job burnout and job performance.

And in order to verify how supervisersupport, job discretion and seteem operate as effects for control
them, hierarchical regression analysis was applied.

The following are results summarized through these positive analyses.
Based on above results, a meaning of this study is asvfoll

First, existing studies on job burnout have been performed, working with workers that help people such as
teacher, nurse, social worker and fire official. However, a study on workers, who attend to general job, is not being
carried out a lot. Therefe, by examining how job burnout of those, who engage in general job influences job
performance, this study presents implications as to a concern and improvement regarding job burnout for continual
superiority in competition.

Secondly, results of this sty that supervisor's support and job discretion strengthen the effects that role
overload gives members of structure, and job discretion relieves the effects that role conflict gives members of
structure, imply that institutional devices are needed natake chronic job stress by controlling role overload or
role conflict with supervisor's support and job discretion to advance efficiency in company. Proper supports of
supervisor in time and proper sphere of discretion on task can strengthen job peormanc

2. A limitation of the study and its aim in the future
This study has several limits and they will need to improve in the next study.

First, limitations of the study are in selection of sample and its scale. That means, the samples were not
gottenenough for the study. Also, it suggests that a culture or element in a particular group could influence the
results, because samples were not collected from many groups. In other words, the most samples in this study were
come out of young people in BD generation, general office workers that have fewer careers than 5 years and
university graduates. Although, several variables of population statistics and group characteristics were regulated
and divided, biased samples could be reflected. Therefores imetkt study, sufficient samples have to be collected
and data of various groups need to be included.
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Secondly, there is a foundational limitation that this kind of study only obtains results from contents of
guestionnaire and answerer attitude relyingaoquestionnaire. In order to complement this point, multilateral
methods such as an interview and observation need to be applied to the study.

Thirdly, a study on buffing or control factor needs to be performed for the future to reduce job burnout of
workers occurred by current job demands, in addition to supervisor's support, job discretional -asteaeif
which this study has tried.
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<Tablel> Means, Standard Deviations, and correlations for All &riables

Variables means s.d. 1 2 3 4 L5} 6 T 8 9 10 11 1z 13 14 15
1. Role 2,83 0.628 1.000
overload
£ Bl 2,69 0721 | 0840w 1.000
conflict
3.Exhaustion 3.06 0,897 | 0.481se= 0710+ 1.000
4 Disengage- 2.04 0,979 0.092 0.42300s 045500+ 1.000
ment
5. Job 3.56 0.666 0.086 0,037 | —0.2324 | -0.371ees 1.000
performance
Sy s 2.98 0.736 0140 | —0.429=es | —0.285wes | —0.346+> 0.127 1.000
S support
7. Job 3.25 0.708 0.061 ~0.206+= ~0.114 | -0.221e= 0.225%= 0.337ees 1.000
discretion
8.Self-steem 4.04 0.482 0.038 0,141 -0.030 ~0.116 | 0.380we= —0.257+s | 0.323wwe 1.000
9. Gender 0.71 0,455 0148 ~0.056 ~0.139 -0.103 0.010 0.018 | 0.210 0.313% 1.000
10. Age 1.81 0,795 0.025 0.081 0.189+ 0166 | -0.174= -0.211+» 0.178+ 0.033 0397 1.000
1Al 0.63 0,486 -0.014 -0.087 -0.185~ -0.080 0.115 0.198+ -0.055 0.008 | -0.207= | —0.688+== 1.000
Status
12. Education 2.88 0,462 0.036 -0.148 —0.197+ —0.082 | -0.211e= ~0.057 | 0.285wws 0.028 0.175+ 0.107 ~0.021 1.000
1 erunatong 1.31 0.601 ~0.060 ~0.095 —0.252+ ~0.040 | 0.275wes 0.449es 0.119 -0.037 0083 | -0.227e 0.290%=+ | —0.198+ 1.000
1 categories
14.Job Position 1.85 0.950 —0.030 0.065 0.173+ 0,089 -0.112 ~0.299%s+ | 0.276e+s | 0.264wer 0.377we 0775w+ | —0.622e 0,146 | —0.316wws 1.000
15. Tenure 2,40 0,909 0.049 -0.066 0.237+ 0143 | -0.215e= ~0.183+ 0.154 -0.101 0.032 0.580%es | —0.579ees 0.020 | —0.420%s= | 0.688se~ 1.000
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<Table2>
Results ofMulti Regression Analyses Predictinghe relations between job demands and job burnout
Exhaustion Disengagement
Variables model 1 model2 model 1 model2
Beta t Beta t Beta t Beta t
Control Variables

Gender -0.178 -1.545 -0.059 -0.761 -0.175 -1.440 -0.130 -1.188

Age 0.181 1.075 0.108 0.953 0.339 1.901= 0.333 2.090%x

Marital Status -0.019 -0.138 0.039 0.425 0.129 0.883 0.185 1.424

Education -0.238 —2.347%x -0.129 -1.853* -0.078 -0.705 0.043 0.4385

Geodpational -0.224 | —2.035% -0.116 -1.563 0.007 0.062 0.094 0.893

categories
Job Position 0.048 0.283 -0.083 -0.670 -0.069 -0.357 -0.233 -1.335
Tenurs 0.008 0.031 0.242 2.27%*x 0.078 0.488 0.306 2.04 1=
Antecedents
ovi?llsa z 0.184 24705 -0.191 | -1.516
Role conflict 0.613 7.948wxx 0.546 5.00Gwx*
R2(adj. R2) 0.175(0.111) 0.643(0.608) 0.078(0.005) 0.287(0.213)
AR? 0.175 0.467 0.078 0.2089
F 2. 705wk 17.375xx 1.074 3.889w00k

Beta coefficients arstandardized * : p<0.1, ** : p<0.05, ***: p<0.01 N=97

<Table3>
Results ofMulti Regression Analyses Predictinghe relations betweerjob burnout and job performance
Job performance
Variables model 1 model2
Beta t Beta t
Control Variables
Gender 0.023 0.199 —0.047 —-0.420
Age -0.239 -1.391 -0.114 -0.693
Marital Status —0.057 —0.403 —0.015 -0.112
Education —0.185 —1.792% —0.226 —Z.267*x
Occupational categories 0.196 1.743% 0.184 1.697=
Job Position 0.257 1.3868 0.237 1.3683
Tenure —0.200 -1.298 —0.174 -1.202
Independent Variables
Exhaustion —0.085 —0.584
Disengagement —0.335 —3.168wwn
R2(adj. R?) 0.143(0.075) 0.266(0,.190)
AR? 0.143 0.123
F 2.117x 3.5035nm

Beta coefficients arstandardized * : p<0.1, **: p<0.05, *** : p<0.01, N=97
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<Table4>
Results ofHierarchical Regression Analyses Predictingnoderating effect of supervisor's support on the relationship
betweenjob demandsand the members of exhaustion

Exhaustion
Variables modell model2 model3 modeld
Beta t Beta t Beta t Beta t
Gender —0.178 —1.545 —0.059 —0.761 —0.070 —0.913 —0.051 —0.690
Aga 0.181 1.075 0.108 0.953 0.110 0,983 0.162 1.403
Marital Status —0.013 —0.138 0.039 0.425 0.045 0.491 0.074 0.842
Education —0.238 —Z2.34Txx —0.129 —1.853% —0.127 —1.840% —0.218 —2.965xk*
Occupational categories —0.224 —2.035%x -0.1186 —1.563 —0.169 —Z.119%* —0.187 —Z.AZ3w*
Job FPosition 0.043 0.263 —-0.083 —0.870 —0.044 —0.357 —0.052 —0.425
Tenure 0.005 0.031 0.242 Z.Z2T 9w 0.225 Z. 132w 0.1ze 1.157
Role overload 0.184 Z.47 4 0.177 2.409%* 0.227 Z.964%xx
Role conflict 0.613 .94 8wwx 0.6687 B.083wwx 0.694 B.638wwx
supervisor's support 0.139 1.713» 0.094 1.085
Role
overloadszupervizor's 0.182 1.824x%
support
Role
conflictssupervisor's 0.088 0.889
support
R2(adi. R?) 0.175(0.111) 0.643(0.606) 0.654(0.614) 0.686(0.641)
AR2 0.175 0.487 0.01z 0.032
E .7 0Bk 17,37 5w 16,27 9wk 15, 3050w

Beta coefficients arstandardized * : p<0.1, **: p<0.05, *** : p<0.01, N=97

<Table5>
Results ofHierarchical Regression Analyses Predictingnoderating effect of supervisor's support on the relationship
between job demands and the members of disengagement

Disengagement
Variables model 1 model2 model3 modeld
Beta t Beta t Beta t Beta t
Gender —0.175 —1.440%xx —0.130 -1.188 —0.108 -1.018 -0.110 —-1.020
Age 0.339 1.901 0.333 2.090%x 0.329 2.113mx 0.322 2.048%%
Marital Status 0.128 0.883* 0.185 1.424 0.175 1.3786 0.173 1.354
Education 0.076 0.705 0.043 0.43% 0.039 0.401 0.047 0.439
Occupational categories 0.007 0.062 0.094 0.893 0.191 1.720= 0.201 1.801=
Job Position —0.069 =0.387 —-0.233 ~1.335 —0.305 —1.755% -0.347 —1.969%
Tenure 0.078 0.488 0.306 Z.041xx 0.337 2.295%x 0.399 2.5Z25%x
Role overload —0.191 —1.816% -0.178 —1.738* -0.234 —2.113%x
Role conflict 0.546 5.009%x* 0.446 3.876%xx 0.430 3.698%xx
supervisor's support -0.257 —2.27 A -0.315 —2.535%
-supl:;.;}is?:\;'ﬁsﬂg:;port 0.128 0.885
-supic\'llfsgr?gf}:l\i;port gl g
R2(adj. R?) 0.078(0.005) 0.287(0.213) 0.327(0.249) 0.344(0.250)
AR? 0.078 0.209 0.040 0.016
F 1.074 3.88 9w 4. 185w 3.B664

Beta coefficients arstandardized * : p<0.1, **: p<0.05, *** : p<0.01, N=97
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<Table6>
Results ofHierarchical Regression Analyses Predictigmoderating effect of job discretion on the relationship between
job demands and the members of exhaustion

Exhaustion
Variables modell modelZ model3 model4
Beta t Beta t Beta t Beta t
Gender -0.178 “LEAR ~0.059 -0.761 ~0.082 ~0.7986 -0.077 ~1.071=
Age 0.181 1.075 0.108 0.953 0.112 0.985 0.120 1.143
Marital Status -0.019 -0.138 0.039 0.425 0.035 0.373 0.069 0.795
Education 0.238 2.34Twx 0.129 1.863% 0.140 1.936% 0.183 2.562%k
Occupational categories —0.224 ~2.035%x -0.118 -1.663 -0.128 -1.6858 -0.133 ~1.868*
Job Position 0.048 0.263 -0.083 -0.670 -0.102 -0.795 -0.058 -0.477
Tenure 0.005 0.031 0.242 2.279%x 0.239 2.246%x 0.218 2.076%x
Role overload 0.184 PR YEE 0.175 2.300%* 0.174 2.317x
Role conflict 0.613 7.948wxx 0.624 7.84 7w 0.651 B.706%*x
job discretion 0.045 0.599 —0.100 -1.275
Hala puarload 0.381 3.983wn
»job discretion
R2(adj. R?) 0.175(0.111) 0.643(0.608) 0.644(0.603) 0.704(0.662)
AR? 0.175 0.487 0.001 0.060
F 2. 708 17.37 B 15,6680 1B. 682w

Beta coefficients arstandardized * : p<0.1, **: p<0.05, *** : p<0.01, N=97

<Table7>
Results ofHierarchical Regression Analyses Predictingnoderating effect of job discretion on the relationship between
job demands and the members afisengagement

Beta coefficients arstandardized * : p<0.1, **: p<0.05, *** : p<0.01, N=97
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