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ABSTRACT

The study aimed fo correlate between burnout and well-being of high
school faculty in public schools. This study used the non-experimental
quantitative research design utilizihg specifically the descriptive-
correlational method. The public secondary school teachers were the
respondents of this study. The respondents were selected using the
purposive sampling fechnique. The degree of burnout among Faculty
is low indicating that psychological exhaustion is still experience at
work. More particularly, the Faculty has low level of personal, work
and client burnout. The Faculty has high level of well-being particularly
higher in spiritual social and emotional. On the other hand, the faculty
only has moderate Physical well-being. There is a significant inverse
relationship between burnout and well-being. In other words, the
increase in burnout would likely decrease the well-being of Faculty;
while the decrease in burnout would likely increase the well-being of
Faculty. Only the client burnout significantly predicts the well-being of
Faculty, while physical and work burnout does not affect their well-
being.
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INTRODUCTION

Better performing organizations clearly understand the health and
work behavior equation. This is why bigger companies confinuously
monitor the well-being of their employees to ensure better
productivity at work (Meyer & Parton, 2011). Moreover, one way to
build competitive advantage for an organization is to improve the
health status and well-being of your employees, and developing



healthier employees will result in a more productive workforce.

However, due to demands in productivity, many managers put
certain amount of pressure of work to ensure that their people
perform befter and prepares them for challenges and actions. This
constant pressure and demand can often lead to work-related stress
(Huang, 2011), which then can cause psychological, emotional,
physical and behavioral problems among employees and affects
their overall well-being (Bupa’s Health Information Team, 2011).

Several studies provide emphasis on the problem about work related
stress. In fact, nearly three-quarters of American workers surveyed in
2007 reported experiencing physical sympfoms of stress due to work.
In particular, the starfling two-thirds of Americans say that work is a
main source of stress in their lives — up nearly 15 percent from those
who ranked work stress at the top just a year before. Roughly 30
percent of workers surveyed reported ‘“extreme” stress levels.
According to the American Psychologist Association, the main causes
of stress at work are low salaries (43 percent), heavy workloads (43
percent), lack of opportunity for growth and advancement (43
percent), unrealistic job expectations (40 percent), and job security
(34 percent). Additional on-the-job stressors include longer work hours,
lack of participation in decision-making, ineffective management
style and unpleasant work environments that includes disrupfive noise
levels (APA, 2008).

Moreover, a Japanese poll conducted by the Health and Welfare
Ministry in 2005 indicated that 45 percent of workers felt stress from
their jobs. According to Huang and Mujtaba (2009) extreme stress can
lead to decreased productivity and an overall negative impact fo the
organization itself. It is therefore important to recognize the causes of
stress and then explore ways in which the management can reduce
stress in themselves and their subordinates.

Teaching has been proven as a stressful job based on previous studies
(Shirley & Kathy, 2002, Sveinsdottir et al. 2007). Sveinsdottir et al. (2007)
reported that the working environment for teachers is highly stress-
provoking. Maslach and Jackson (1984) defined teacher stress as an
uncomfortable feeling, negative emotion such as anger, anxiety, and
pressure which originated from work. Teachers in Selangor and Kula
Lumper, Malaysia have been categorized as stressful teachers since
they have to spend 74 hours per week in teaching, as well as involved
in curriculum activities (Abdul, 2005). The outcomes of teachers’ work-
related stress are serious and may include burnout, depression, poor
performance, absenteeism, low



levels of job satisfaction, and eventually the decision to leave the
profession (Jepson & Forrest, 2006).

Nevertheless, there are only few studies have been conducted
that investigates the relationship between stress and well-being.
Among these are studies more specific among College Faculty
(Pugliesi, 1999; Ryland & Greenfield, 1991), while others focus on
healthcare providers (Balch et al., 2009; Goodman & Schorling,
2012). It is rare in the literature that is primarily focus on High School
Teachers in Public schools. With the recent change of the
educational system such as K-12, there is greater pressure and
demand among high school teachers particularly in the
workloads, paper works, and other documentary requirements to
comply with the new policies and standards. With this, it is fimely
that assessment of work stress and well-being will be conducted to
determine the work-health situation of the faculty which can be
used for policy formulation related to human resource
management in the Department of Education.

METHOD

This study used the non-experimental quantitative research design
utilizing specifically the descriptive-correlational method. Descriptive
research design is often used as a pre-cursor to quantitative research
designs, the general overview giving some valuable pointers as o
what variables are worth festing quantitatively (Shuttleworth, 2008).
Moreover, the correlation design is commonly used to fest the
relationship between two or more variables (Cresswell, 2003). In this
the study, the relationship between burnout and well-being of the
high school faculty in public schools was investigated.

The public secondary school teachers were the respondents of this
study. The respondents were selected using the purposive sampling
technique. This tfechnique is a form of non-probability sampling in
which decisions concerning the individuals fo be included in the
sample are taken by the researcher, based upon a variety of criteria
which may include specialist knowledge of the research issue, or
capacity and willingness fo participate in the research (Oliver, 2006).
Meanwhile, the selection of the respondents follows with criteria that
he/she must be a secondary school teacher and has worked at least
one year in the Department of Education.

Sets of survey questionnaires were used to gather data from the
respondents. The survey form is divided into two sections, namely:
work stress scale and well-being assessment tool. To ensure accuracy
of measurements, the questionnaires were subjected to content



validity and reliability analysis.

The Burnout Scale is a Likert type tool that is consists of three areas,
namely: personal, work, and client. This tool is adapted from Borritz
& Kristensen, (2004) having high reliability with a Cronbach’s alpha
of 0.87 for Personal Burnout, 0.87 for Work Burnout, and 0.85 for
Client Burnout. In evaluating the degree of burnout, the following
measurement standard is used:

The Well-being Assessment Tool measures the well-being of the
faculty in four areas, namely: physical, social, emotional, and
spiritual. The tool has very high internal consistency with an overall
Cronbach’s alpha value of .87. In evaluating the level of Well-
being, the following measure is used:

A written permission and endorsement were obtfained from the
Regional Director of Department of Education and the respective
Division Superintendents to conduct the study. After the approval,
a lefter was attached to the endorsements and then submitted to
the school heads of the selected schools.

The respondents of the study were informed ahead of the time before
the conduct of the administration of the survey to give them a leeway
at their convenient time. An informed consent was obtained from
each of the respondents and they were made aware about the study
and their rights to withdraw. The results were kept properly to ensure
restriction from the access of others and maintain strictest
confidentiality. As soon as the permission was granted, a schedule
was made for the distribution and retrieval of the survey forms. After
retrieval, the data were screened, encoded, tabulated, and
analyzed. This could be seen in Chapter 3.

The following statistical tools were used to analyze the data. Mean
and Standard Deviation was be used to measure the degree of
burnout and level of well-being of the faculty. Pearson product
moment correlation was employed to determine the relationship
between burnout and well-being of faculty Multiple Regression
analysis was used to determine the best predictor of faculty well-
being.

RESULTS AND DISCUSSIONS

Degree of Burnout

Table 1 shows the degree of burnout among Faculty in



the three aspects, namely: personal, work, and client. The degree is
represented by the mean scores and the observed standard
deviation which is less than one represents that the scores are not
widely spread. In terms of personal burnout, the Faculty exhibit higher
degree in the aspect of feeling of getting tired with a mean of 2.84,
described as Moderate. This is followed by their feeling of physical
exhaustion with a mean of 2.69. The lowest mean is 2.07 is the aspect
of thinking of not taking it anymore, described as Low. The sub-mean
is 2.45, described as low. This denotes that the Faculty sometimes
experience personal burnout which can be attributed to their mental
and physical efforts as part of their job being teachers. This further
suggests that the teachers experienced exhaustion both physical and
psychological but they were able to overwhelm most of it, but its
presence at some degree sftill affect their daily work. This is supported
by Thomas (2004) that even little personal burnout can provide
interference with work productivity of employees and lessen their drive
to give more and better output.

Table [. Degree of Bumout of Facully

Shd.

BURNOUT Mean Deviation Descriplion
PERSOMAL
1. How often do you feel tred? 284 077 Moderate
2. How often are you physicaly exhousted? 249 D37 Modercte
3. How offen are you emotionally exhausted? 246 D73 Low
AT think: " can't take i
4, How ofte -.?D you think: "l can’t take it 207 079 Low
anymone™ s
5. How often do yau feel waom out? 238 D.7& Low
4. How often do you feel weak and 5
C ou f s P 78 Lo
sceplible o lines:? 240 D.7e ik
Sub-Mean 245 0.41 LOW
WORK
1. Is your work emationally exhausting? 219 D.Bé& Levw
el bur i becou i y r - .
2 2:2'_'::.1 feel bumt out becouse of you 208 077 Low
3. Does your work frustrate you? 1.71 .79 Lavw
4 =t n out at o of th ;
Do you feel worn oui at the end of the 215 DRIl G
working day¥
5. Are you exhousted in the moming at the = .
theught of ancther day at work? 174 0.73 Low
&. Do you _lle-?l that every working hour is tiing 1.85 078 Lo
for youy
7. Do you have enough energy for family and 132 128 Modemte
friends during leisure finmes == E== e
Sub-Mean 218 0.40 LOW
CLIENT
1. Do you find it hard to work with clients? 207 DE3 Lo
2. Do you find it frusirating to work with | 89 0.B3 Low

clientss



4. Do you feel that you give more than yos

gel bock when 2,40 1.11 L
you work with clients?
5. Are you tired of working with clents® 1.85 D2 Low
4. Do you sometimas wonder how lang yo
will e abbe to continue working with 212 0¥ L
clientsd
Sub-Mean 2.04 o.M Low
OWVERALL 2.22 0.55 LOWwW

In the aspect of work burnout, the Faculty have experienced
low degree of work exhaustion as can be observed in the sub-mean
value of 2.18. In particular, the highest mean is 3.32 which show that
they seldom have enough energy for family and friends during leisure
time. On the other hand, the lowest mean is represented by the
feeling that every working hour is tiring with a value of 1.85. This
denoftes that the Faculty sometimes experience exhaustion at their
work. Moreover, the findings suggest that the litfle amount of work
burnout of teachers is aftributed to being used to the demands of
their profession and they can be able to acclimate to any work
related stress. It is evident in the study of Taniajura (2007) that school
environment factors such as workload and working conditions are
potential stressors of teachers which can lead to burnout.

In client burnout, the Faculty have experienced a low
degree in all items with a sub-mean value of 2.04. This means that
the Faculty sometimes experience exhaustion in dealing with their
clients. In particular, the highest mean is 2.12 in wondering how
long they would be able to continue working with clients, which is
described as low degree. On the other hand, the lowest mean is
1.85 in the feeling of firedness in dealing with clients. This low
degree of burnout with clients suggests that faculty are concerned
with their students and never considered that serving their students
would take a toll with them. Moreover, the results indicate that the
teachers are saftisfied with their clients which are part of their oath
of being in the teaching profession. This is supported by Broome et
al (2007) that better client engagement and satisfaction would
lead to lesser burnout at work.

In summary, the highest degree is personal burnout with a
value of 2.45, described as Low. It is followed by Work and Client with
the value of 2.18 and 2.04, respectively. On the other hand, the
overall degree of burnout among Faculty is low with a mean of 2.22.
This means that the Faculty sometimes experience physical and
psychological exhaustion at work. This further denotes that although
they sfill experience little degree of burnout, the results are not yet



in the distressing stage and the feachers still maintains
effectiveness in their work. This is supported by Schwarger and
Hallum (2008) that self-efficacy moderates the relationship
between stress and burnout, serving as a protfective buffer against
the negative effects of stress.

Level of Well-Being of Faculty

Table 2 shows the level of physical well-being of the
Faculty. The results show that the highest meanis 3.921 in the aspect
of seeking for professional advice when they feel something is
wrong with their body. On the other hand, the lowest mean is 2.77
in the area of doing exercises to strengthen their muscles and
joints. The sub-mean is 3.41 which can be described as moderate
level. This suggest that physical well-being of Faculty is seldom
manifested. This further suggests that the physical well-being of
faculty is at the borderline especially that the Faculty are not
maintaining their shape by doing only little exercise, which is
detrimental to their health. This is supported by Booth et al (2012)
that lack of exercise is the primary cause of chronic diseases which
would impede the performance of employees.

Table 2. Level of Physical Well-Being of Faculty

Stc
Meon Deviation  Description
PHYSICAL
1. | maintain ¢ desirable weight, 352 1.7 Hgh
2. | engage in vigorous exercises such as britk 286 03 Moderals
walking
3. | do exerc s designed lo strengthen my 277 1.00 Moderate
muscles and jonts.
4. | worm up and cool down by stretching before | _. "
o] Jp Q d Y Qb 285 1 Moderate
and after vigornous exerciie
5. | leel good about the condition of my body 384 085 Hagh
6.1 get 7-8 hours of sleep ecch night 3.42 104 Moderate
7. My Immune system s strong and | am able to g i
35 098 Han
avola most Infectious dlseases -
8. My bodh s ifsal uickly when ) or
8. ..4., body heolks ifself quickly when | get sick o 254 0.95 High
Injured =
9.1 have lots of energy and can get through the 3.56 099 Moh
day withou! being overly tired -
10 ictmr 10 Boachee =n the Is 1=t
0. | listen o my body: when there s something 291 190 High

wrong, | seek professiongl advice

Sub-Mean ia 0.45 Maoderate




It can be gleaned in Table 3 that the overall level of social well-
being of faculty is high with a value of 4.22. This means that the
social well-being of Faculty is oftentimes manifested. In particular,
the highest mean is 4.46 in the aspect of getting along with their
members of the family, while the lowest mean is 3.91 in their feeling
of good impression when meeting with people. This denotes that
the Faculty have good interpersonal relationships with people at
home and at work which could give positive results at work. This is
supported by Bryson et al (2014) that social well-being has better
impact fo employees’ job performance and safisfaction in their
work.

Table 3. Level of Social Wel-Being of Faculty

S0CIAL Mean 5D Description
1. When | mest people, | feel good about the - !
= 19 Hich
mipression | make on them 39 028 Tig
<. | arm cpen, hones!, and gel along wadl with 4 073 High
other peopile.
3. | participate in o wide variety of socio
achivities and enjoy being with people who 403 081 High

are different than ma
4. | try 1o be a Defier permon” and work on

behovions that hove coused problems in 429 079 High
my inferactions with others.
5 |‘i._'|<"| along wil with tha members of my 444 0.74 High
amily.
& 1 am a good listenes 433 0.46 High
r - Crass i liwi and
am open and accassible toa loving and 440 071 High
L e wly e rérl ity ] .
B. | have somaana | can talk to aboul my . _— )
bl o J 417 0.50 High
private feslings.
9 | cane A % s sl
| cansider the feelings of others and do no 42 080 High
act i hurthul or selfsh Wy
0. | consider how what | say, might be . — )
kg Y. IThg 414 n.s2 High
perceived by othens before | speak.
Sub-Mean
422 0.53 HIGH

Table 4 shows the level emotional well-being of the Faculty. The
results show that the highest mean is 4.43 in the aspect of avoiding
alcohol in forgetting problems. On the other hand, the lowest
mean is 3.09 of being a chronic worrier.

The sub-mean is 3.83 which can be described as high level. This
suggests that the emotional well-being of Faculty is oftentimes
manifested. It can further denote that the Faculty are emotionally
healthy as they can address well their stressful work, personal
problems, and have positive outlook in life, and thus exhibit higher
social support from their co-workers. This is supported by Kivimaki
(2005) that strong social support can provide better emotional



stability fo a person and can improve its productivity at work.

Table 4. Level of Emofional Well-Being of Faculty

EMOTION AL Mean 5D Descriplion
1. | fincd It masy to laugh about things that

n - 4.15 0.80 High
happen in my e = '
2. | avoid us lcohol as meons i . .
2. | avoid using alcohol as meons of helping 443 04 High
e forget my problems
3. | con axpress my leelings without fealin . e '
i ¥ o g 3.81 0.96 High
4, When | om angry I rr‘_.' fo let ofhers know in
non- confrontatfional and non-huriful 3.55 0.98 High
Wiy,
E. | am a chronic worrier. 309 0.97 Higih

&. | recagnize when | am stredsed and take
steps fo relax fhrough exercie, quiet time 373 0.7 High
or other aclivifes,

7. | feal good about mytalf and balleve othen

likes e for whe | am 381 02 Highk
8. When | am upsel, | falk to others and 5 "
a9
octively iry to wark thraugh my problems . . High
2. | am 'Iem:..e and adapt or odjust fo change 407 084 High
N O pOSlive wWay :
10. My rrlr_e'ﬂ_h regard me as a stable, 408 088 High
emationally well-odjusted person.
Sub-Mean 183 0.45 HIGH

Table 5 shows the level of spiritual well-being of the Faculty. The
results show that the highest mean is 4.68 in the aspect of believing
life as precious gift that should be nurtured. On the other hand, the
lowest mean is 4.22 in their feeling confident of touching someone
else lives in a positive way. The sub-mean is 4.42 which can be
described as high level. This suggests that the spiritual well-being of
Faculty is oftentimes manifested. It can further denote that the
Faculty have beftter spiritual outlook of motivating others and
feeling of compassion especially to those who needed them. The
high level of spiritual well-being of Faculty indicates that they have
better subjective feeling of happiness; they affiirm of their self-
worth, they are able to manage an interpersonal relationship with
an open and accepting atfitude, and possessing an internal
positive energy (Yang, Yen, & Chen, 2010).



Table 5. Level of Spiritual Wel-Being of Faculty

SPIRITUAL Mean 30 Description
1. | balave lifa s a precious gift thal should be :
nurfured 4.468 072 Weary High
2. | take time to enjoy nature and the beauty
around me i e High
3. | take fime alone to think about what's
Important In life - who | am, what | value, 4,33 087 High
wihene 11t in, and whese I'rm going.
4.1 have belisf in the imporiance of things
bavond mysaslf. o . Hgh
5.1 engage In acts of carng and good wil
without expecting something in returm. 449 0z Hon
&. | feel somow for those who are suffedng and
fry to halp them through difficult fimas, 437 080 Hgh
7.1 feal confident fhat | have touched fhe
lives of others in a positive way. e aas Hon
8. | work for paace in my interpersonal
redationships, In my communlly, and In the 4,27 050 High
wiorld at large.
%1 am content with who | om. 4,51 081 Vary High
e 442 0.68 HIGH




Table 6 presents the summary of the level of well-being of Faculty.
It can be observed that the highest mean is 4.3% in the aspect of
spiritual well-being and is followed by social well-being and
emotional well-being with the mean of 4.22 and 3.83, respectively.
On the other hand, the lowest mean is 3.41 in the Physical aspect
which manifest a moderate level in that area. The overall mean for
well-being is 3.96, described as High. This means that the well-
being of faculty is oftentimes evident. It can be argued that the
physical well-being is only at moderate level since most of their
time is spent at school doing their job as teacher, which entails a
lot of physical efforts especially in giving lectures and activities for
their students. This can be explained by Wyn (2007) that despite
some examples of schools embracing a nofion of well-being,
many still fails to provide adequately for a holistic view of health
and wellbeing. As a matter of fact, many public schools in the
Philippines do not have facilities for rest and recreation for Faculty.

Tabke &, Surnmary of the Level of Wel-g= ing of Faculty
Well-Being Mean Description
"fyica d41 Moderate
ST 422 High
Emational 383 High
Spirtual A &7 High
Owerall 3.B4 HIGH

Relationship Between Burnout and Well-Being of Faculty

Table 7 shows the relationship between burnout and well-
being of Faculty. The results show that the p-value is .000, with a
negative Pearson product coefficient of -.295. This implies that
there is a significant inverse relationship between burnout and
well-being (p<.05). In other words, the increase in burnout would
likely decrease the well-being of Faculty; while the decrease in
burnout would likely increase the well-being of Faculty.



This result is supported by the findings of Burke et al (2010) that
burnout has negative contribution to the well-being of employees,
and specifically associated with poor mental health and job
dissatisfaction. Moreover, the results also supported the findings of
Pillay et al (2014) that there is a negative association between burnout
and well-being in a sample of Australian teachers.

Table 7 Relationship Between Bumout and Well-Being of Faculty

INDEPENDENT VARIABLE WELL-BEING
R p-value Remarks
Burnout -.295 000 Significant

Predictors of Well-Being of Faculty

Table 4 shows the predictors of well-being of Faculty. The
results indicate that only the client burnout significantly predict the
well-being of Faculty as shown in the p-value that is less than .05,
with beta value of -.260. This means that for every unit increase in
the value of client burnout, there is a corresponding decrease in
the well-being by .260. In other words, the burnout with clients
contributes to the decrease in well-being of Faculty. On the other
hand, the physical and work burnout indicators do not predict the
overall well-being of faculty as shown in the p-value that is above
.05. This means that physical and work burnout do not contribute

to their well-being.

Meanwhile, the amount of variance that can be explained
by the model is 10.3 %. This means that 89.7% can be explained by
other factors other than the independent variables.

This result is supported by Bakker and Costa (2014) that
burnout with clients and customers are commonly experienced by
workers and negatively influence their well-being. In particular,
being burnout weakens the gains cycle of daily job demands and
self-undermining particularly the gain cycle of daily job resources
and job crafting.

Table &. Predictors of Well-Being of Foculty

Mode Unstandardized
Coalficienis

B Std. Errcr Bala
(Constant) 4,458 122 346.305 000
1 Parsonal 000 64 000 Q05 P75
Waork -.057 70 -075 -.805 421
Climmt =170 052 =TT =3 293 001

Mole: R= 320, R-square= 103, F= 8724, P<.05



CONCLUSION

Based on the findings, the following conclusions were
drawn. The degree of burnout among Faculty is low indicating that
psychological exhaustion is sfill experience at work. More
particularly, the Faculty has low level of personal, work and client
burnout. The Faculty has high level of well-being particularly higher
in spiritual social and emotional. On the other hand, the faculty
only has moderate Physical well-being. There is a significant inverse
relationship between burnout and well-being. In other words, the
increase in burnout would likely decrease the well-being of
Faculty; while the decrease in burnout would likely increase the
well-being of Faculty. Only the client burnout significantly predicts
the well-being of Faculty, while physical and work burnout do not
affect their well-being.

RECOMMENDATIONS

Based on the findings and conclusions of the study, the
following recommendations were offered. Since the Faculty sfill
experience burnout even at low degree, there shall be programs
in the school to be organized by administrators to lessen the
psychological exhaustion of its Faculty members. Since the Faculty
only has moderate physical well-being, it is suggested that DepEd
shall provide facilities for the teachers to do exercises and workout,
or conduct a program that shall facilitate development of the
physical aspects of their employees. Since client burnout is @
significant predictor of well-being, it is highly recommended that
certain processes needs to be improve especially in the aspect of
Faculty-client transactions, such as scheduling of consultation
time, and support systems such as guidance counseling office to
divide the workloads of tfeachers in dealing with students.
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