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Abstract - This study attempts to determine the level of job burnout among supervisors in Kuwait public organizations and 
to examine the relationship between jobburnout, job satisfaction, and organizational commitment. Data were collected from 
512supervisors—371males and 141 females—in ten government agencies in Kuwait. Results indicate that seven out of ten 
supervisors suffer from job burnout. In addition, the data show statistically significant negativecorrelation between 
jobburnout, job satisfaction, and organizational commitment. Furthermore, supervisors who score high in job burnout scale 
were low in their commitment and showed signs of being dissatisfied. 

 

I. INTRODUCTION 

 

Governments of developed countries deal with many 

problems and negative phenomena affecting the work 

environment and obstructing administrative 

development.Governmental agencies in each country 

are responsible for achieving comprehensive 

development in economic, social, political, and 

culturaldimensions. 

 

In this context, it must be noted that thegovernment 

sector in Kuwait suffers from job burnout, intention 

to leave (Al-Otaibi, 2003), widespread frustration, job 

stress, psychosomatic disorders (Al-Otaibi, 1997, 

1998) and misuse of sick leave (Al-Otaibi, 1997) This 

study sheds light on a very crisis: job burnout,which 

is a fatal administrative phenomenon. Any 
organization suffering from this phenomenoncannot 

be expected towork efficiently, and the inability of 

those responsible to solve or overcome this problem 

worsens it. The results of previous studies have 

shown that job burnout may cause decreased 

performance, increased desire to quit, increased 

absenteeism, difficulty in concentration, social 

isolation, and other adversesymptoms such as sleep 

disturbance, headaches, drug and alcohol abuse, and 

anxiety (Acker, 1999; Burke &Deszca, 1986;Change 

et al., 2003;Demir et al. 2003; Happel etal., 2003;Lee 
&Ashforth, 1993). Low morale and life 

dissatisfaction (Hayes &Weathngton, 2007), 

insomnia, psychological depression, headaches, back 

pain, and intestinal infections are some other 

symptoms(Brewer &Clippard 2002). In this context, 

relatively few studies focus only on the Kuwait public 

administration employees. We hope that this study 

will fill this gap in this field, especially since this 

study focuses on the prevalence of burnout among the 

supervisors. 

This study will attempt to answer the following 
questions. 

1. What are the job burnout levels of the 

supervisory staff? 

2. Is there a statistically significant relationship 

between job burnout, job satisfaction and 

organizational commitment? 

3. Are there statistically significant differences 

between supervisors who score high and low on 

the job satisfaction scale in terms of job burnout? 
4. Are there statistically significant differences 

between supervisors who score high and low on 

the organizational commitment scale in terms of 

job burnout? 

 

II. EMPIRICAL BACKGROUND 

 

Job burnout has attracted researchers' attention for 

two reasons: First, it has a negative impact on 

employees, consequently leading to high labor costs, 

low productivity and intention to leave.The second is 

the organization's realization of the risk of job 
burnout in the workplace and its need forminimizing 

damage, wheneverpossible (Low, Gravens, Grant 

&Morrrief, 2001). 

 

In terms of job burnout, some researchers (Schaufeli, 

Leiter, &Maslach, 2008) consider its outlook in the 

21st century to be different. Job burnout has become 

a global phenomenon whose interpretation varies 

according to languages, environments and countries.  

 

The relationship between job burnout and job 

satisfaction 

 

Bilge (2006) conducted a study on 194faculty 

members and supporting staff at the Ankara State 

University in Turkey.The study found a negative 

relationship between satisfaction and job burnout. 

Ogresta, Russa, and Zorec(2008) found in their study 

on 174mental health clinicemployees in Croatia that 

there was an inverse relationship between these two 

variables. 

 

In this regard,Tsigilis, Koustelios and Togia 

(2004)conducted a study in Greece on 135 librarians. 
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The results revealed a strong and negative correlation 

(75. r) between these two variables.  
It should be noted that there is consistency in the 

results of previous studies in relation to this negative 

relationship between these two variables (Bilge, 

2006; Hakanen, Schaufeli, &Ahola, 2008;Kuruuzm, 

Anafarta&Irmak, 2007;Orcresta, Rusac, &Zorec, 

2008). 

 

The relationship between job burnout and 

organizational commitment 

Wright and Hobfoll (2004), who attempted a study in 

the United States on 75,with the hypothesis thatjob 

burnout has an inverse relationship with 
organizational commitment. The results of this study 

confirmed the validity of this hypothesis. 

A group of researchers (Lee&Ashforth, 1996; Rupp 

& Byrne, 2003; Wright &Cropanzano, 1998) claimed 

that job burnoutcan lead to a decrease in 

organizational commitment and an increase in the 

likelihood of workers leaving for another 

organization (Cropano et al., 2003;Hakanen etal., 

2008). 

 

The results of many previous studies have 

scientifically proven that job burnout would lead to 

decreased organizational commitment and increased 

desire to leave the organization (Hakanen, etal., 2008; 

Jackson & Brief, 1987). 

 

Hobfoll (2004) conducted a study in the United States 

on 75 social services employees and found that job 

burnout has negative relationship with organizational 

commitment. 
 

III. METHODS 

 

Participants and procedures  

Participants were selected from ten government 
agencies after approval was obtained from the 

undersecretary in each agency.A total of 700 

questionnaires were distributed, wherein 512 usable 

valid questionnaires were returned (rate for valid 

statistical analysis is 73%). 

The sample consisted of 512 supervisors—371 males 

and 141 females. Of the participants,76% were 

married and90% were aged 31 years and older. In the 

sample, 95% held undergraduate/graduate degrees. 

The majority of respondents, that is 78%,had a 

seniority range between 11 years and above. 
 

IV. MEASURES 

 

Burnout 

Burnout was measured by using the Maslach Burnout 

Inventory (MBI)(Maslach&Leiter, 1996)that consists 

of 22 items. Respondents were asked to rate their 

feeling about their job on a six-point Likert scale 

ranging from 0 (never) to 6 (Every day).The median 

score (3.5) was used to differentiate between high 

andlow individuals in job burnout. The Cronbach's 
alpha score of this measure was 93. 

 

Job satisfaction 

Job satisfaction was measured by using the Job 

Satisfaction Scale (Alotaibi, 1991).This measure 

consists of 19 items.Respondents were asked to rate 

their feelings on asix-point Likert scale (from 

―extremely dissatisfied‖ to―extremely satisfied‖) 

about job components such as satisfaction with 

salary, promotions and rewards systems and work 

conditions. The median score (3.5) was used to 

differentiate between satisfied anddissatisfied 
individuals. The Cronbach's alpha score of this 

measure was 91.  

 

Organizational commitment 

Organizational commitment was measured by the 

scale proposed by Porter, Steers and Boulian (1974), 

whichconsists of 15 statements. Respondents were 

asked to give theiropinion on each statement 

according to a five-point Likert scale (―strongly 

disagree‖ to ―strongly agree‖). The median score (3) 

was used to differentiate between high- and low-
commitment individuals. The Cronbach's alpha score 

for this measure was 90.  

 

V. RESULTS 

 

Burnout among supervisors 

The results in table 1 indicate that the majority of 

supervisors (73%) suffered from job burnout while 

27% reported low level of burnout; the differences 
were significantat 0.001. 

 

Insert Table 1 here 

 

The relationship between job burnout, job 

satisfaction& organizational commitment 

 

Table 2 suggeststhat there is a negative correlation 
between job burnout, jobsatisfaction (r = -0.418) (p= 

0.05) and organizational commitment (r =- 0.356) (p= 

0.05).Therefore, it can be inferred that the greater the 

sense of job burnout among supervisors, the lower 

their satisfaction and organizational commitment. 
 

Insert Table 2 here 

 

Differences between high and low job satisfaction 

with respect to job burnout 

 
To identify differences between supervisors with high 

and low job satisfaction on the job burnout scale, we 

used the t-test, as shown in table 3. 

Insert Table 3 here  

Table 3showsthat supervisors with higher job 

satisfaction are less likely to suffer from job burnout 
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(Mean= 2.633) than their low-satisfaction 

counterparts (Mean =4.670) at a significance of 0.05. 

 

Differences between high andlow organizational 

commitments with respect to job burnout 

 

To identify differences between supervisors with high 

and low organizational commitment on the job 

burnout scale, we used the t-test, as shown in table 4 

Insert Table 4 here 

 
Table 4 indicatesthat supervisors with high 

organizational commitment have a lower score of job 

burnout (Mean = 2.822), while those with low 

organizational commitment have higher score of job 

burnout (Mean= 5.066) at 0.05 significance. 

 

DISCUSSION 

 
The results of this study suggested that 7 out of 10 

supervisors suffer from job burnout in the public 

sector. This finding is in line with Alotaibi’s(2003) 

studythat found Kuwaiti employees scored high in 

allthreesub-MBI scales. Itis worth noting that this 
study acted as a whistleblower,indicating the harm 

that this phenomenon may cause among employees in 

Kuwait’s public sector. 

 

The results in table 2 show that the higher the 

incidence of job burnout, the less likely that the 

individual would feel job satisfaction. A number of 

researchers have considered dissatisfaction as one of 
the most influential factors in the context of job 

burnout. Ogelsta (2008) asserted the negative 

correlation between these two variables along with 

Kuruuzumet al., (2008), Ogresta et al., (2008), and 

Tisgilis et al., (2006). 
The results of this study, as shown in table 3, revealed 

a negative correlation between job burnout and 

organizational commitment. This result appears to be 

consistent with the results of previous studies 

conducted by Crohnzano et al. (2003), Wright 

andHobfoll, (2004), and Sethi, Barrier and King, 

(1999). 

 

There is no doubt that individualssuffering from job 

burnout will be less committed to the organization 

they work for and will take any opportunity to leave 

and join another organization. Al-Otaibi(2003), in his 

study on a sample of workers in the Kuwait public 

sector, indicated that the higher the rate of job 

burnout, the more likely they are willing to leave their 
organization. In this regard, Lee and 

Ashforth(1996)and Wright andCroupanzano(1998) 

have asserted that workers with high rates of job 

burnout tend to be less committed to their 

organization and aremore likely to look for work in 

other places. 
 

LIMITATIONS 

 
Our findings cannot be generalized due to several 

limitations: First, our sample is a convenience sample 

because of time and labor constraints. Second, this 

study is a self-reported survey. Even though we 

assume that participants responded accurately,there is 

still a possibility of a common method bias. Third, 

our study has a cross-sectional design, and no casual 

inferences can be drawn. 
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Appendix 

 
Table 1 

Differences between low and high job burnout among supervisors 

 
Statistically significant at p<0.001 
 

Table 2 - Pearson (r) correlations for all variables among supervisors 

  Statistically significant correlations at p<0.05. 

 
Table 3 - High versus Low job satisfaction on job burnout 

 
Statistically significant at p< 0.05. 

Table 4 
High versus low organizational commitment on job burnout 

 

Statistically significant at p<0.05. 

 
 

Sig t value Low Organizational Commitment 

Mean            SD 

 

High Organizational Commitment 

Mean          SD 

 

0.05 4.613 9.635 5.066 13.222 2.822 


