
 

< 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Burnout in Municipalities 
Examining demographic differences in burnout and job 

satisfaction among municipal employees in Iceland 
 

 

 

 

 

Guðrún Harpa Jóhannsdóttir  

Rebekka Rós Björgvinsdóttir  

Sara Lind Sigurðardóttir  
 

Sálfræðideild 

Hug- og félagsvísindasvið 

Háskólinn á Akureyri 

2022 





 

 

 

 

 

 

 

Burnout in Municipalities 
Examining demographic differences in burnout and job 

satisfaction among municipal employees in Iceland 

 
 

 

 

 

 

 

Guðrún Harpa Jóhannsdóttir  

Rebekka Rós Björgvinsdóttir  

Sara Lind Sigurðardóttir  

 
 

12 eininga lokaverkefni  

 sem er hluti af 

Baccalaureus Artium-prófi í sálfræði 

 

 

 

 

Leiðsögukennari 

Hjördís Sigursteinsdóttir  

 

 

 

 
 

 

Sálfræðideild  

Hug- og félagsvísindasvið 

Háskólinn á Akureyri 

Akureyri, 16. maí 2022 
  



 

 

 

 

 

 

 

 

 

 

 

Titill: Burnout in Municipalities  

Stuttur titill: Examining demographic differences in burnout and job satisfaction 

among municipal employees in Iceland  

12 eininga bakkalárprófsverkefni sem er hluti af Baccalaureus Artium-prófi í 

sálfræði. 

 

Höfundarréttur © 2022 Guðrún Harpa Jóhannsdóttir, Rebekka Rós 

Björgvinsdóttir og Sara Lind Sigurðardóttir 

Öll réttindi áskilin 

 

 

Sálfræðideild 

Hug- og félagsvísindasvið 

Háskólinn á Akureyri 

Sólborg, Norðurslóð 2 

600 Akureyri 

 

Sími: 460 8000 

 

 

Skráningarupplýsingar: 

Guðrún Harpa Jóhannsdóttir, Rebekka Rós Björgvinsdóttir og Sara Lind 

Sigurðardóttir, 2022, bakkalárprófsverkefni, sálfræðideild, hug- og 

félagsvísindasvið, Háskólinn á Akureyri, 50 bls. 

 

Akureyri, 16. maí 2022 
 



 

 i 

Abstract 

Burnout and job satisfaction are important concepts that, both individually and together, affect 

employee wellbeing. The aim of this study was to investigate burnout and job satisfaction 

with emphasis on their relationship with gender and age and explore whether there is a 

correlation between burnout and job satisfaction. Six research questions were put forth: (1) 

How prevalent is burnout among municipal employees in Iceland? (2) Are there differences in 

burnout between genders? (3) Are there differences in burnout between age groups? (4) Are 

there differences in job satisfaction between genders? (5) Are there differences in job 

satisfaction between age groups? (6) Is there a correlation between burnout and job 

satisfaction? 

An email containing the questionnaire was sent to 2192 individuals, and 1194 (54.5%) 

answered it altogether or partly. Just over 83% of participants were female, and the average 

age was 47 years old. Independent-samples t-test was used to examine uncategorized burnout 

symptoms by gender and determine if there were any gender differences. One-way ANOVA 

and the Bonferroni post hoc test were used to examine age differences in burnout and job 

satisfaction. Chi-square was used to examine categorized burnout symptoms by gender, and 

job satisfaction by gender. Spearman’s rho was used to see if there were any correlations 

between burnout and job satisfaction.  

About 23% reported medium or large amounts of overall burnout symptoms. Males 

average burnout symptoms were higher compared to females average burnout levels. After 

categorizing burnout symptoms in relation to quantity, the chi-square test showed that women 

displayed higher burnout symptoms compared to men. There was a significant difference 

between age groups in all categories of burnout. There was a positive correlation between job 

satisfaction and burnout, indicating that as burnout increases, job satisfaction increases, as 

well. There was not a significant difference in job satisfaction between genders. 

These results demonstrate that burnout is prevalent among the municipality employees 

that participated in this study. Future research could compare different municipal occupations 

to examine in which occupations the prevalence of burnout is highest, along with 
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investigating the degree of job satisfaction among the employees working within those 

occupations. 

 

Keywords: Burnout, job satisfaction, municipal employees, gender 
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Útdráttur 

Kulnun og ánægja í starfi eru mikilvæg hugtök sem, hvort fyrir sig og saman, hafa áhrif á 

líðan starfsmanna. Markmið þessarar rannsóknar var að kanna kulnun og ánægju í starfi með 

áherslu á tengsl þeirra við kyn og aldur og kanna hvort fylgni sé á milli kulnunar og ánægju í 

starfi. Sex rannsóknarspurnignar voru settar fram: (1) Hversu ríkjandi er kulnun meðal 

starfsmanna sveitarfélaga á Íslandi? (2) Er munur á kulnun milli kynja? (3) Er munur á kulnun 

milli aldurshópa? (4) Er munur á ánægju í starfi milli kynja? (5) Er munur á ánægju í starfi 

milli aldurshópa? (6) Er fylgni á milli kulnunar og ánægju í starfi? 

Tölvupóstur með spurningalistanum var sendur til 2192 einstaklinga og svöruðu 1194 

(54,5%) honum að hluta eða öllu leyti. Rúmlega 83% þátttakenda voru konur og var 

meðalaldur 47 ár. T-próf óháðra hópa var notað til að skoða kulnun eftir kyni og athuga hvort 

það væri munur á kynjunum. Dreifigreining og Bonferroni eftirá próf var notað til að skoða 

kulnun og ánægju í starfi eftir aldri. Kí-kvaðrat próf var notað til að skoða kulnun og ánægju í 

starfi eftir kyni. Spearman’s rho var notað til að athuga hvort það væri tengsl á milli kulnunar 

og ánægju í starfi.  

Um 23% þátttakenda greindu frá miðlungs eða miklu magni af almennum 

kulnunareinkennum. Meðal einkenni kulnunar karla voru hærri samanborið við meðal 

kulnunar einkenni kvenna. Eftir að hafa flokkað kulnunareinkenni í tengslum við magn sýndi 

kí-kvaðrat prófið að konur sýndu meiri kulnunareinkenni samanborið við karla. Marktækur 

munur var á milli aldurshópa í öllum flokkum kulnunar. Jákvæði fylgni var á milli ánægju í 

starfi og kulnunar, sem bendir til þess að eftir því sem kulnun eykst, þá eykst ánægja í starfi 

líka. 

Þessar niðurstöður sýna að kulnun er algeng meðal starfsmanna sveitarfélagsins sem 

tóku þátt í þessari rannsókn. Framtíðarrannsóknir gætu borið saman mismunandi starfsstéttir 

innan sveitarfélaga til að kanna í hvaða starfsgreinum kulnun er hæst, ásamt því að kanna 

hversu mikil starfsánægja er meðal starfsmanna sem starfa innan þeirra starfsgreina.  

Lykilhugtök: Kulnun, ánægja í starfi, starfsmenn sveitarfélags, kyn 
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Introduction 

Burnout and job satisfaction are important concepts that, both individually and together, affect 

employee wellbeing. Thus, it is essential to educate people about these concepts. Not only is 

burnout more common than realized, but it also appears in different forms between different 

individuals. Herbert Freudenberger, a practicing American psychologist, coined the word 

“burnout” in the early 1970s for the first time in a therapeutic context (Schaufeli, 2017). 

Freudenberger (1977) described burnout as symptoms of cynicism, negativism, as well as a 

tendency to be uncompromising and nearly unyielding in thinking, which can lead to a closed 

mind when it comes to change or development. Christina Maslach, a social psychologist and 

academic researcher, expanded on the topic (Schaufeli, 2017). The definition we use in this 

paper is from Maslach (2003). She described the term “burnout” as a condition defined by 

emotional exhaustion, depersonalization, and reduced personal accomplishment. Burnout and 

job satisfaction are topics that are much researched, both separately and collectively. The 

concept of job satisfaction has been defined in multiple different ways. However, the 

definition used in this paper belongs to Edwin Locke. He defined it as “the pleasurable 

emotional state resulting from the appraisal of one's job as achieving or facilitating the 

achievement of one's job values” (Locke, 1969, p. 316).  

Since its emergence in the 1970s, the concept of burnout has piqued the interest of 

academics, clinicians, and the general population all around the world (Schaufeli et al., 2009). 

According to Maslach and Leiter (2016), burnout has been identified as a potential 

professional risk factor in a variety of people-oriented occupations, including human- and 

educational services. Such providers' therapeutic or service interactions with beneficiaries 

necessitate a continual and deep level of personal and emotional involvement. These kinds of 

interactions can be gratifying and stimulating, but they can also be stressful. (Maslach & 

Leiter, 2016). This paper will hopefully give more insight on the relationship between burnout 

and job satisfaction in municipal employees in Iceland, with hopes toward increasing the 

awareness of burnout and addressing the role that job satisfaction plays in minimizing the risk 

of burnout.  
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The aim of this paper is to examine the relationship between burnout and job satisfaction 

among 1194 municipal employees in Iceland. The data was gathered in the spring of 2021. 

Two questions were used to measure job satisfaction, and the Copenhagen Burnout Inventory 

(CBI) was used to measure burnout. The aim of this study was to investigate burnout and job 

satisfaction with emphasis on their relationship with gender and age and explore whether 

there is a correlation between burnout and job satisfaction. Six research questions were put 

forth: (1) How prevalent is burnout among municipal employees in Iceland? (2) Are there 

differences in burnout between genders? (3) Are there differences in burnout between age 

groups? (4) Are there differences in job satisfaction between genders? (5) Are there 

differences in job satisfaction between age groups? (6) Is there a correlation between burnout 

and job satisfaction? 

This paper begins with a theoretical background on burnout and job satisfaction, 

describing relevant research in these areas. Next, an overview of the methodology is provided, 

including the measurements used and the tests involved in analyzing the variables. Lastly, an 

overview of the findings is provided, concluded with a discussion of the results, where an 

overview is given regarding the limitations. Recommendations for future research are also 

provided, along with the general conclusions. 
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Theoretical Background  

Burnout  

Definition 

Throughout the years researchers have put out how they define burnout, for example Maslach 

(2003) said the term “burnout” refers to a condition characterized by emotional exhaustion, 

depersonalization, and reduced personal accomplishment among individuals who are engaged 

in any type of “people-work”. Salvagioni et al. (2017) describe burnout as a syndrome that 

results from chronic stress at work with several consequences to workers well-being and 

health. The condition is related to the acute emotional strain resulting from extensive 

interaction with others, particularly when they are experiencing difficulties or distress 

(Maslach, 2003). According to Leiter and Maslach (2005) burnout is a result of a combination 

of workload (too much work, not enough resources), control (micromanagement, lack of 

influence, accountability without power), reward (not enough pay, acknowledgment, or 

satisfaction), community (isolation, conflict, disrespect), fairness (discrimination, favoritism) 

and values (ethical conflicts, meaningless tasks). It is clear, despite the lack of consensus, that 

burnout is a negative response to stress on the job (Nápoles, 2022). 

Chronic stress at work characterized by overwhelming exhaustion, negative attitudes 

and/or a lack of commitment with clients and dissatisfaction with job performance, may lead 

to job burnout (Salvagioni et al., 2017). In order to be considered part of the job burnout 

spectrum, a person's relationship with their work must deteriorate, difficulties arise, and most 

of the time the relationship ends (Maslach et al., 2001). In high-performance work people’s 

behaviors may be experienced as highly rewarding and engaging but can also be very 

demanding and the source of considerable psychological strain (Bakker & de Vries, 2021). 

Burnout syndrome is characterized by an emotional overload and ensuing exhaustion. 

Individuals become overly involved emotionally, overextend themselves, and feel 

overwhelmed by the emotional demands imposed by others (Maslach, 2003). The individuals 

make it their goal to minimize their contact with people to the bare minimum, for them to 

accomplish tasks (Maslach, 2003). There have been researchers that have considered both 
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personal and organizational factors that contribute to burnout. There are elements of 

individuals that makes them susceptible to burnout (Nápoles, 2022). It has been suggested 

that internal qualities determine how someone handles external sources of emotional stress 

and that helps to explain why person A experiences burnout but not person B in a particular 

work setting (Nápoles, 2022). Individuals who experience burnout feel exploited and 

exhausted by doing the same job that they once felt enthusiastic about. When emotional 

overload and ensuing exhaustion get severe, the higher the risk of serious consequences 

(Bakker & de Vries, 2021). 

Maslach et al. (2001) found that there are three key dimensions of burnout; 

exhaustion, depersonalization or cynicism and reduced personal accomplishment or 

inefficacy. Exhaustion is characterised by feeling overextended, depleted of one’s emotional 

and physical resources. Most of the time when people report burnout, they are referring to 

exhaustion. Depersonalization or cynicism happens when people are exhausted and 

discouraged. People distance themselves from coworkers and clients. Reduced personal 

accomplishment or inefficacy appears to be some sort of function of either exhaustion, 

depersonalization or both. Both exhaustion and depersonalization can interfere with how 

effective people are. It is hard to gain accomplishments when people feel exhausted or when 

people distance themselves (Maslach et al., 2001). Each part of job burnout is linked to the 

other two, and one often leads to the other (Lubbadeh, 2020). 

Burnout Components 

Exhaustion is the most studied part of job burnout, and it indicates the stress characteristics of 

the job (Maslach et al., 2001). Emotional exhaustion is characterized by emotional depletion 

and loss of energy (Salvagioni et al., 2017). It is a condition in which individuals feel 

overextended and depleted of their emotional and physical resources (Maslach, 2005). It is 

characterized by extreme physical and emotional weariness, which impairs the employee's 

capacity to function effectively (Lubbadeh, 2020). Those affected feel used up and exhausted, 

and it is difficult for them to go on. The emotional resources of these individuals are depleted, 

and they have no way to replenish them. People feel physically and emotionally exhausted 

once they have reached a point where they are unable to give of themselves to others 

(Maslach, 2003). In the absence of any source of replenishment, employees feel exhausted 

and depleted. As a result, they lack sufficient energy to cope with the coming challenges 

(Maslach, 2005). Workload, overload, excessive demands, and time pressure have all been 
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linked to emotional exhaustion and have been found to lead to burnout (Cotter & 

McCormack, 2013). 

Depersonalization or cynicism is another symptom of the burnout syndrome that stems 

from this detached, callous, and even dehumanized response to the situation (Maslach, 2003; 

Salvagioni et al., 2017). Cynicism (also known as depersonalization) is a suspicious and chilly 

attitude toward customers, as well as a loss of the personal element in dealing with persons 

(Maslach, 2006; Maslach et al., 2001). Negativity, callousness, or excessive detachment 

regarding various aspects of a job are all definitions of cynicism person (Maslach, 2005). 

Overworked and overburdened individuals will begin to back off, to cut back, to reduce their 

workload. Detachment, however, can result in the loss of idealistic outlook as well as the 

dehumanization of other individuals (Maslach, 2005). Employees who are cynical tend to 

limit their time at the office and on the job site, as well as their level of dedication. Although 

they continue to perform, the quality of their performance is deteriorating as a result 

(Maslach, 2005). 

Professional inefficacy (or low personal accomplishment) refers to an employee's 

negative self-evaluation as well as a deep sense of ineffectiveness at work and in interactions 

with others (Cordes & Dougherty, 1993; Maslach et al., 1996, as cited in Lubbadeh, 2020). 

The term describes feelings of incompetence at work as well as a lack of accomplishment and 

productivity. The decline in self-efficacy has exacerbated by a lack of job resources, as well 

as an absence of social support and opportunity for professional development (Maslach, 

2005). Emotional hardening and inefficacy are described as feeling of personal or professional 

inadequacy as well as reduced productivity and coping skills (Salvagioni et al., 2017). 

Workers who feel ineffective may feel that they have made a mistake regarding their career 

choice and may dislike the kind of person that they consider themselves to be as a result. This 

results in them having a negative view of themselves, as well as others (Maslach, 2005). 

Prevalence 

A general overview of burnout prevalence in a population is difficult to obtain due to the lack 

of a defined syndrome, its multifactorial origins, and the vague and subjective diagnostic 

criteria (De Hert, 2020). De Hert (2020) estimated that about 20% of working population have 

severe burnout. Burnout varies worldwide as incidences that are reported show. For example, 

in Europe there is difference in burnout between countries in the European Union (10%) and 

countries in the non-European Union (17%) (De Hert, 2020). There is a difference in burnout 

between the genders. De Hert (2022) found that education and socio-economic status was 
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related to women, but marital status had a relation for men. Human service professionals, 

such as teachers, are particularly susceptible to occupational burnout (Alsalhe et al., 2021). A 

variety of factors have been identified as to contributing to burnout syndrome.  

Li et al. (2020) studied 1795 teachers of both genders from government and private 

preschools in China, a total of 1741 teachers responded to the questionnaire. The results show 

about 53.2% of preschool teachers are burned out. There was also evidence that 56.5% of 

preschool teachers were suffering from medium or high levels of emotional exhaustion, 

35.6% from a medium or high level of depersonalization, and 21.8% from a low level of 

professional achievement (Li et al., 2020). Alsalhe et al., (2021) included 56 studies in the 

systematic review and literature. Combining data from 7 studies and totaling 1,101 physical 

education teachers, there was a prevalence rate of 23.9% for overall burnout (Alsalhe et al., 

2021). For low personal achievement, an analysis of 12 studies and 2153 participants, the 

prevalence rate was 29.5%. An analysis on 11 studies and 2113 participants the prevalence 

rate was 14.5%. A compilation of 12 studies with 2153 participants found that 28.6% were 

experiencing high levels of emotional exhaustion (Alsalhe et al., 2021). 

Gender Differences in Burnout 

Studies examining gender differences in burnout have yielded mixed results. A meta-analysis 

conducted in 2010 investigated gender differences in burnout in the United States, Canada, 

Australia, and countries from the European Union (Puranova & Muros, 2010). Their sample 

included multiple occupations, including, but not limited to, school principals, sport coaches, 

teachers, social workers, and administrative workers (Puranova & Muros, 2010). Their results 

showed that men scored higher on depersonalization and lower on emotional exhaustion 

compared to women (Puranova & Muros, 2010). Another meta-analysis conducted in 2018 

investigating teacher burnout in Turkey came to a similar conclusion (Yorulmaz & Altinkurt, 

2018). The results showed that female teachers were more emotionally exhausted than males, 

while reduced personal accomplishment and depersonalization was higher among males 

compared to females (Yorulmaz & Altinkurt, 2018). On the other hand, Sak (2018) examined 

gender differences in burnout among early childhood teachers and found that males reported 

higher levels of all three components of burnout compared to females. In all of the 

aforementioned studies, the effect sizes for the variables measuring burnout were very small. 

This, and the fact that the results are quite inconclusive, emphasizes the need for more 



 

 7 

thorough studies with different research designs to aid in reporting more conclusive results on 

gender differences in burnout. 

Measurements for Burnout 

The Maslach Burnout Inventory (MBI) is the most commonly used instrument for measuring 

burnout (Fadare et al., 2021). However, it has been heavily criticized. Critics of the MBI 

argue that it was initially intended for professionals who deal with people, thus conveying the 

message that burnout affects workers in the human services sector and does not typically 

affect those in other sorts of occupations (Fiorilli et al., 2015). The theory underlying the MBI 

was also criticized: this instrument operationalizes burnout as a syndrome characterized by 

emotional exhaustion, depersonalization, and deterioration of personal achievement (Fiorilli 

et al., 2015). Another instrument to measure burnout was made in 1997 by the Copenhagen 

Burnout Inventory. Copenhagen Burnout Inventory (CBI) was developed to address some of 

the shortcomings of the MBI (Fadare et al., 2021). 

Copenhagen Burnout Inventory (CBI) was developed by the Danish researchers Tage 

S. Kristensen, Marianne Borritz, Ebbe Villadsen and Karl B. Christensen (Kristensen et al., 

2005). The Copenhagen Burnout Inventory was developed when the PUMA (Danish acronym 

for Project on Burnout, Motivation and Job Satisfaction) study was done in 1997 in Denmark, 

because none of the available instruments seemed to be satisfactory (Kristensen et al., 2005). 

In general, the CBI is premised on two major theoretical considerations. The first is 

the conceptualization of burnout as fatigue, and the second is the theory of causal attribution 

(Fadare et al., 2021). Fadare et al., (2021) said that there were three subscales included in the 

CBI that are designed to measure burnout based on three factors, i.e., levels of causal 

attribution. Personal burnout (PB) is one of the subscales that is intended to be generic and 

applicable regardless of the occupation. Additionally, there are two subscales, work-related 

burnout (WRB), which is a measure of fatigue or exhaustion that is attributed to one's work, 

and client-related burnout, which measures the fatigue or exhaustion an individual attributes 

to working directly with clients (Fadare et al., 2021). 

The CBI scales have high internal reliability and the non-response rates on the 

individual items are low (Kristensen et al., 2005, p. 204). The questions in CBI are easy to 

understand and to answer, and the scales have high face validity (Kristensen et al., 2005, p. 

204). A study made by Fiorilli et al., (2015) found that CBI was a reliable and valid 
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instrument for measuring burnout among Italian teachers, with satisfactory reliability and 

criterion-related validity. 

Causes of Job Burnout 

People rarely burn out as a result of a single stressful factor at work, but rather as a result of a 

combination of factors (Cotter & McCormack, 2013). In general, there is a widespread belief 

that burnout is caused by work issues and then by personality variables (Lubbadeh, 2020). 

According to research and consultancy work, burnout has strong and continuous roots that 

extend far beyond the individual and into the workplace (Cotter & McCormack, 2013). 

Perhaps more crucially, rather than the settings themselves, the characteristics of work 

environments are more likely to contribute to burnout (Yang & Hayes, 2020).  

Maslach et al. (2001) proposed six domains of work life that contain the major 

linkages with burnout: workload, control, reward, community, fairness, and values. 

Considering their strong interrelationships, each domain offers a unique viewpoint on how 

individuals engage with their work environments. The six domains of work life are combined 

into a model that addresses the key organizational causes of burnout. The model has brought 

order to a wide variety of situational correlations. Recurrent conflicts among people and their 

work environment, in some or all six categories, can cause burnout. Conflicts occur when 

crucial problems are left unresolved throughout the process of building a psychological 

contract, or when the working relationship shifts to something that an employee considers 

undesirable. The wider the gap, or conflict, between the individual and the job, the more 

likely the person will burnout; contrary, the greater the connection, the more likely the person 

will be engaged with their work (Maslach et al, 2001). 

Overall, research has found an inverse relationship between perceived job control and 

emotional exhaustion as well as diminished feelings of personal accomplishment (Rupert et 

al., 2009; Vilardaga et al., 2011; Yang & Hayes, 2020), implying that having autonomy or a 

sense of control may help to reduce and even prevent burnout. However, previous research on 

the effects of work control on depersonalization has yielded inconsistent results (Yang & 

Hayes, 2020). Research backs up the belief that more demanding professions lead to 

increased burnout (Yang & Hayes, 2020). Indeed, multiple studies have found a link between 

emotional exhaustion and employment demands (physical or psychological) (Yang & Hayes, 

2020).  

Some organizational factors may play a role in teacher burnout, such as adverse 

working conditions, work stress, inadequate social support, interpersonal conflict, school 
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type, administrative bureaucracy, and low salaries (Li et al., 2020). Burnout among teachers 

may have a negative effect on learning goals and educational environment, which may 

contribute to severe problems, according to the nature of the teacher's job and the context in 

which the professional activity takes place (Li et al., 2020). A significant portion of the time 

that teachers spend working can be spent under highly stressful conditions, resulting in 

burnout. Teaching involves constant confrontations with different stakeholders (students, 

parents, administrators) and is a highly demanding and challenging process (Alsalhe et al., 

2021). Students' inappropriate behavior, as well as poor working conditions (e.g., high 

workload, role conflict, time pressure, inadequate salary, and the perceived low status of the 

profession) can be considered as important stressors for those employed in the teaching 

profession (Alsalhe et al., 2021). 

In a study by Sakmela-Aro et al. (2019) teachers who reported higher levels of workload 

and increased class sizes owing to economic conditions were more likely to be allocated to the 

engaged-burnout group which is a group with teachers that were quite engaged at work but had 

symptoms of burnout, whereas teachers who claimed more control over their job and stronger 

resilience were more likely to be assigned to the highly engaged group, which has teachers who 

were more engaged at work and didn’t experience much burnout. Sense of meaning and 

resilience may help teachers cope with their profession without becoming cynical or feeling 

inadequate, even when faced with high challenges and a severe workload. However, the 

findings should be seen in a broader context: increased workload and class size are school-level 

issues that may cause teachers to lose control (or at least a feeling of control) over their own 

job. Given that the number of teachers in this study fell into the engaged-burnout group suggests 

that policymakers and municipalities should pay close attention to the working circumstances. 

(Sakmela-Aro et al., 2019). Longer work hours, a lack of professional supervision, and less than 

11 hours of daily rest were all statistically linked to greater levels of emotional exhaustion in a 

study by Jovanovic’ et al. (2016). 

Consequences of Job Burnout 

The importance of job burnout is defined by its link to a variety of negative organizational 

results, as well as a variety of health and mental issues (Lubbadeh, 2020). Headaches, 

persistent weariness, gastrointestinal issues, muscle tension, hypertension, cold/flu, and sleep 

disruptions are all common stress symptoms (Maslach & Leiter, 2016b). These physiological 

correlations are similar to those identified with other long-term stress markers (Maslach & 

Leiter, 2016b). Also, job burnout can even lead to death, which is regarded the ultimate 
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outcome of job burnout (Lubbadeh, 2020). Salvagioni et al. (2017) found that burnout was 

prospectively associated with sickness absence days and sickness absence spells. Workers 

who score higher on a burnout scale are more likely to be more absent from work on average, 

13.6 days per year, in comparison to those who score lower (5.4 days). Salvagioni et al. 

(2017) also found that an increase in burnout score predicted increases of 21% in sickness 

days and 9% in sickness absence spells, even after adjustments for sociodemographic, work 

and health conditions.  

According to Maslach & Leiter (2016a) in terms of psychological repercussions, 

burnout has been linked to a number of mental issues, including annoyance, depression, and 

anxiety. The link between burnout and mental health, as opposed to physical health, is more 

complicated. Burnout has been linked to increased anxiety, anger, and sadness, and there is 

some evidence that burnout can lead to mental disorders. However, another argument is that 

burnout is a type of mental disease in and of itself, rather than being a cause of it. Much of 

this debate has centered on depression and whether or not burnout is a separate issue. Burnout 

is job-related and situation-specific, in contrast to depression, which is broad and context-free 

(Maslach & Leiter, 2016a). 

Job burnout has a number of negative consequences for both the company and its 

personnel. Employee burnout has been connected to absenteeism, turnover, and poor work 

performance at the organizational level (Lubbadeh, 2020). Work overload contributes to 

burnout by reducing people's capacity to meet the job's demands (Maslach & Leiter, 2016b). 

There is little time to rest, recoup, and rebalance when this type of overload is a long-term job 

condition (Maslach & Leiter, 2016b). A manageable and sustainable workload, on the other 

hand, allows you to practice and improve your existing talents while also learning new ones 

(Maslach & Leiter, 2016b). People who are burned out might have a detrimental impact on 

their coworkers by producing more personal conflict and disturbing working responsibilities 

(Maslach & Leiter, 2016a). As a result, burnout can be contagious and spread through 

informal workplace contacts (González-Morales et al., 2012) 

Interventions 

The negative implications of job burnout have prompted calls for intervention programs 

aimed not just at improving employees' quality of life but also at reducing organizational 

losses due to employment turnover, desertion, and poor performance (Awa et al., 2010). Some 

people try to address burnout after it has happened, while others try to avoid it by encouraging 
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involvement (Maslach & Leiter, 2016b). Individuals, workgroups, and entire organizations 

may all benefit from interventions (Maslach & Leiter, 2016b).  

According to Lubbadeh (2020) the two main forms of burnout interventions are at the 

individual- and organizational level. Individual-level interventions are ways to improve a 

person's capacity to cope with job stress. Intervention solutions at the organizational level are 

aimed at enhancing the organization itself. Individual-level strategies are typically designed to 

reduce the signs of job burnout that are already showing up in the employee (Lubbadeh, 

2020). Individual recommendations for preventing job burnout were reported by Maslach and 

Goldberg (1998) and included changing job patterns (e.g., working less, taking more regular 

breaks); developing coping skills (e.g., time management); and securing social resources 

(from coworkers, supervisors, and family), which focuses on the employee's relationship with 

work. Integrating both organizational- and individual-level interventions can be an efficient 

method to minimize the risk of burnout (Maslach and Goldberg, 1998; Tetrick & Winslow, 

2015) 

According to Maslach (2017) there are three sorts of preventative tactics, each with its 

own objective. A primary preventive method involves taking actions to reduce the risk of 

burnout before it occurs by eliminating or adjusting workplace stressors. Preventing burnout 

is preferable to waiting until it becomes an issue to cure it. Burnout has significant personal, 

societal, and organizational costs in terms of physical health, psychological well-being, and 

job performance, thus it makes no sense to settle them before taking any type of preventative 

action. This is unmistakably a job-fixing technique. Secondary and tertiary prevention, on the 

other hand, are concerned with repairing the individuals. Secondary prevention aims to help 

people handle or deal with worksite stress factors in order to reduce the prevalence of job 

stress (or burnout), while tertiary prevention aims to treat people who have already been 

exposed to worksite stress factors in order to reduce the residual deficits that result from stress 

or burnout. The greatest way to avoid burnout is to increase involvement. People who are 

enthusiastic about their jobs are better equipped to deal with problems and are therefore more 

able to return from stress. Developing an engaged personnel before serious issues arise is also 

an excellent primary-prevention method. The last preventative tactic involves organizational 

interventions, which have the potential to be more effective than individual interventions. For 

example, if changes in employment circumstances that affect a large number of employees 

can be implemented, then such interventions will have a far greater impact.  Work-hour rules 

can also have a wide-ranging impact (Perlow & Porter, 2009, as cited in Maslach, 2017). 
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Workplace initiatives that particularly address relevant burnout concerns (rather than general 

health issues) appear to be effective (Maslach, 2017).  Also, interventions that are developed 

for the entire company, especially when they are implemented over a long period of time, are 

more likely to produce positive outcomes (Leiter & Maslach, 2014).  

Based on the fundamental premise that job burnout is exacerbated by a mismatch or 

imbalance between employees and six organizational elements, closing the gap between 

employees and the six areas of the job can aid in overcoming or minimizing burnout 

(Lubbadeh, 2020). It's also worth remembering that burnout almost often occurs in people 

who are otherwise hardworking and psychologically well (Kumar, 2018). Such populations 

may be reticent to disclose changes in their subjective well-being (Kumar, 2018). When it 

comes to monitoring burnout, external or organizational monitoring becomes necessary for 

these reasons (Kumar, 2018). Organizational initiatives to check for burnout may benefit from 

enlisted signs at the interpersonal level (Kumar, 2018). They divide such signals into three 

categories: affective, behavioral, and motivational, not included are physical signals since 

they can only be detected on an individual basis (Kumar, 2018). Raising public knowledge 

about burnout can help avoid and manage it (Kumar, 2018). Regular screening can be an 

important step in increasing awareness and providing prompt assistance to impacted 

employees (Kumar, 2018). 

Further, Maslach (2017) states that it's critical to remember that people rarely operate 

in complete isolation from others; rather, they're part of one or more social networks. This 

social environment has an impact on each individual, and each individual is likewise a 

component of the environment that has an impact on others. There is a lot of continuing social 

engagement and reciprocal trade, which may either contribute to a helpful and engaging work 

environment or to the creation of an uncivil and mean-spirited work community, which can 

lead to burnout (Leiter, 2012, as cited Maslach, 2017). Although several research have 

produced outstanding suggestions for interventions, the practicalities of financing, planning, 

implementing, and assessing these ideas remain the fundamental roadblocks to gaining a 

deeper understanding of the best burnout remedies (Maslach & Leiter, 2016b). 
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Job Satisfaction  

Definition 

Over the years, many individuals have provided different definitions of job satisfaction. 

Hoppock and Spiegler (1938, as cited in Raziq and Maulabakhsh, 2015, p. 718) defined job 

satisfaction as “the integrated set of psychological, physiological, and environmental 

conditions that encourage employees to admit that they are satisfied or happy with their jobs”. 

Fogarty (1994) stated that job satisfaction refers to how much pleasure employees derive from 

their work on behalf of the corporation. Spector (1997, as cited in Pilipiec et. al., 2020, p. 

240) defined job satisfaction as “how people feel about their jobs and different aspects of their 

jobs. It is the extent to which people like or dislike their jobs”. More recently, Maxwell 

(2007) described job satisfaction as an employee’s sense of achievement on the job. It 

involves performing tasks at work that are enjoyable, well executed, and receiving 

compensation for it. Job satisfaction also involves an individual’s passion for their profession 

(Maxwell, 2007).  

The most popular definition, which is the definition that will be used in this paper, 

belongs to Locke. He defined it as “the pleasurable emotional state resulting from the 

appraisal of one's job as achieving or facilitating the achievement of one's job values” (Locke, 

1969, p. 316).   

Research on Job Satisfaction 

An understanding of employees’ job satisfaction is crucial when it comes to understanding 

employees’ perspective of their work and building successful organizations (Hongying, 

2007). Job satisfaction has been found to have a negative correlation with job burnout 

(Yorulmaz, et al., 2017), job stress (Ahsan et al., 2009), turnover intention (Park and Johnson, 

2019), and work overload (Graham et al., 2011). Thus, as job satisfaction decreases, job 

burnout, turnover intentions, job stress, and work overload increase, and vice versa. On the 

other hand, job satisfaction has been reported to have a positive relationship with work 

environment (Raziq and Maulabakhsh, 2015; Sari et al., 2020), promotional opportunities, 

and compensation packages (Pandey and Asthana, 2017). Toropova et al. (2020) found that 

different working conditions that teachers are subjected to, such as teacher cooperation, 

school resources and the perception of workload, correlate positively with job satisfaction. 

They also found that professional development and teachers’ self-efficacy beliefs are 

positively correlated to job satisfaction (Toropova et al., 2020). Park and Johnson (2019) 
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found a positive relationship between work engagement and teacher job satisfaction. 

Wolomasi et al. (2019) found that job satisfaction was positively linked to job performance 

and productivity, indicating that satisfied teachers are more productive and more likely to do 

more than required in regards to their job. On the other hand, teachers’ productivity can 

decrease, and they become less likely to do more than required in their work if they are not 

satisfied with their job. Thus, more satisfaction leads to better performance, and vice versa 

(Wolomasi et al., 2019). This is in line with results from Duan et al. (2018). Factors such as 

job stress and exhaustion after the workday can have detrimental effects on employees such as 

kindergarten- and primary school teachers, and could eventually lead to burnout 

(Sigursteinsdóttir, 2018). 

Work Environment and Job Satisfaction 

A good working environment consists of multiple factors such as adequacy of instructional 

resources (Bahtilla & Hui, 2021), support from colleagues and supervisors (Aldridge & 

Fraser, 2015), collaboration (Toropova et al., 2020), and trust in colleagues (Yin et al., 2016). 

A stable and healthy work environment has been found to increase job satisfaction (Taheri et 

al., 2020), while a poor work environment increases attrition rates (Bahtilla, 2017). 

When inquiring about whether teachers were satisfied with their physical 

environment, Ekpoh (2018) found that office accommodations, amount of library books 

available, toilet- and electrical facilities, and availability of teaching aids and classroom 

spaces were major sources of dissatisfaction. Related to this, Kroupis et al. (2019) found that 

physical education teachers working in schools with satisfactory sport facilities were more 

satisfied compared to those working in schools with inadequate sport facilities. They 

concluded that teachers working in an environment which lacks the resources needed to keep 

their students engaged in their learning impacts both the teacher and his students, which can 

impact job satisfaction (Kroupis et al., 2019) 

When teacher perceive their work environment as supportive and psychologically 

fulfilling, they tend to use a larger range of teaching practices (Addimando, 2019). Aldridge 

& Fraser (2015) found that affiliation (the extent to which teachers can obtain assistance, 

advice and encouragement and feel accepted by colleagues) significantly influenced teachers’ 

job satisfaction, indicating that creating a supportive community in which teachers can work 

and share ideas and practices is beneficial for teachers’ job satisfaction. Further, they 

suggested that, by developing a positive school-level environment, leaders can foster more 
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positive feelings among teachers. This can be achieved by increasing supervisor support and 

affiliations among staff members (Aldridge & Fraser, 2015). Gülbahar (2020) found that 

perceived supervisor support significantly predicted job satisfaction, work engagement, and 

cynical attitudes towards the organization.  

Job Satisfaction in Municipalities 

When examining job satisfaction in municipalities in Iceland after the economic crisis of 

2008, Sigursteinsdóttir (2016) found that between 2011 and 2013, the job satisfaction of 

employees working in schools and retirement homes significantly decreased. Differences 

between workplaces regarding management satisfaction were also found. Employees working 

in administrations and social services were less satisfied with the workplace management 

compared to other workplaces. She concluded that, due to the fact that job satisfaction gives 

vital information regarding employees’ wellbeing in the workplace, the results regarding 

decreases in job satisfaction must be taken seriously (Sigursteinsdóttir, 2016) 

In 2020, Sigursteinsdóttir examined the relationship between job satisfaction, work 

engagement, and intention to leave the workplace. Job satisfaction was also higher among 

employees who reported high work engagement compared to those who reported low work 

engagement. She found a positive relationship between job satisfaction and work engagement. 

She also found a positive relationship between work engagement and intention to leave the 

workplace. She concluded that her results revealed that municipal employees do not find that 

their work environment contributes to their workplace wellbeing. Neither did they find that 

their job is perceived as important and rewarding. These factors are extremely important, 

which is why municipal supervisors must promote better working conditions for their 

employees. (Sigursteinsdóttir, 2020). 

Job Satisfaction and Burnout  

The relationship between job satisfaction and burnout has been extensively examined in a 

wide variety of professions, including medical personnel and school employees. Due to the 

fact that the study sample in this paper consists mostly of teachers working with children of 

different ages, ranging from 18 months old to 16 years old, the emphasis will be on the latter 

profession. In 2017, a meta-analysis examining the relationship between teachers’ job 

satisfaction and burnout found negative correlations between job satisfaction and all three 

dimensions of burnout (Yorulmaz et. al., 2017). The correlations between job satisfaction and 

emotional exhaustion and reduced personal accomplishment were moderate, and the 
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correlation between job satisfaction and depersonalization was low (Yorulmaz et. al., 2017). 

Skaalvik (2020) found that job satisfaction was negatively correlated with emotional 

exhaustion in school principals in Norway. In a meta-analysis examining burnout, job 

satisfaction, and teachers’ intentions to quit, Madigan and Kim (2021) found medium sized 

negative correlations between job satisfaction and all three dimensions of burnout. The 

authors concluded that the concepts of burnout and job satisfaction are related but should not 

be viewed as the same constructs (Madigan and Kim, 2021). They also stated that satisfied 

teachers can experience burnout, just as unsatisfied teachers do not necessarily experience 

burnout (Madigan and Kim, 2021). Also, a study examining job satisfaction and burnout 

among visual arts teachers found that the three burnout dimensions correlate negatively with 

intrinsic-, extrinsic-, and general job satisfaction (Kara, 2020). When examining the 

relationships between turnover intention and job satisfaction, Scanlan & Still (2019) found a 

negative relationship between turnover intention and job satisfaction. A study examining the 

effect of work environment on job burnout and job satisfaction found that job satisfaction has 

a positive and significant relationship with work environment, but a negative and significant 

relationship with job burnout (Sari et al., 2020). In other words, job satisfaction can be 

increased with an adequate working environment, but job burnout can increase if the working 

environment is inadequate. 
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Methods 

Study Design  
The research method used in this study was a quantitative method, built on secondary data 

from employees working for two municipalities in Iceland, one in the capital area and the 

other one outside the capital area. Secondary data analysis is the examination of information 

gathered by someone else for another primary reason (Johnston, 2017). An entire population 

was examined, meaning that the questionnaire was sent to all of the employees in the two 

municipalities, rather than randomly selecting participants. The questions used were selected 

from a questionnaire used to measure health, wellbeing, and workplace attitude among 

municipal employees in Iceland. The questionnaire has been used since 2010, and the data 

used here was gathered in spring days of 2021. 

Participants 
Municipal human resource managers granted access to employees’ email addresses, through 

which the municipal employees received the questionnaire. In total, 2192 people got the 

questionnaire sent to them, and 1194 people (54.5%) answered the questionnaire altogether or 

to some degree after three reminders. The questionnaire was sent to all employees older than 

18 years old in a permanent position (50% or higher). A majority of the participants were 

women (83.2%). Participants’ age ranged from 19-69 years old (table 1). The average age of 

participants was 47 years old. The average age of male participants was 48 years old and the 

average age for female participants was 46 years old. There was a significance age difference 

between the genders (t(1124)= 2.79, p= 0.005). 
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Table 1 

Frequencies statistics for gender and age. 

Variables N % 

Gender 
  

 Female 994 83.2 

 Male 200 16.8 

Age 
  

 19-41 years old 348 29.1 

 42-52 years old 403 33.8 

 53-69 years old 375 31.4 

N = number of participants, % = percentage of participants. 

 

Measurements  
We used 14 questions in this study, 13 of which measured burnout, and 1 measured job 

satisfaction. The questionnaire used to measure burnout is Copenhagen Burnout Inventory 

(CBI) and was invented in 1997 by Tage S. Kristensen, Marianne Borrits, Ebbe Villadsen, 

and Karl B. Christensen. Burnout measurements relating to personal factors consisted of six 

questions: (a) “How often do you feel tired?”, (b) “How often are you physically exhausted?”, 

(c) “How often are you emotionally exhausted?”, (d) “How often do you think “I can't take it 

anymore”?”, (e) “How often do you feel worn out?”, (f) “How often do you feel weak and 

susceptible to illness?”. The answer possibilities were on a five-point Likert-scale, ranging 

from (1) “always” to (5) “never”. Seven statements were used to measure burnout relating to 

work factors. The first four questions were: (a) “Do you feel worn out at the end of the 

working day?”, (b) Are you exhausted in the morning at the thought of another day at work?” 

(c) “Do you feel that every working hour is tiring for you?” (d) “Do you have enough energy 

for family and friends during leisure time?” The answer possibilities were on the Likert-scale 

and ranged from (1) “always” to (5)” never”. The other three questions were: (a) “Is your 

work emotionally exhausting?”, (b) “Do you feel burnt out because of your work”? (c) “Does 

your work frustrate you?” The answer possibilities were on a Likert scale and ranged from 1 

“To a very high degree” to 5 “To a very low degree”. Cronbach’s Alpha for personal burnout 
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was 0.90 and the Cronbach Alpha for work related burnout was 0.68. Cronbach's Alpha for 

overall burnout was 0.89. 

Job satisfaction was measured with the statement: “On the whole, I am satisfied with my 

job”. The answer possibilities were on a five-point Likert-scale, ranging from (1) strongly 

agree to (5) strongly disagree. Independent variables were gender (male/female) and age (year 

of birth). 

Data Analysis 
The Statistical Package for the Social Sciences (SPSS) version 28 was used to analyze the 

data. Word and Excel were used to design tables and figures. Age was put into three groups, 

19-41 years old, 42-52 years old and 53-69 years old. At first, the plan was to have four age 

groups, 19-30 years old, 31-41 years old, 42-52 years old and 53-69 years old. The first two 

age groups were combined to reduce the danger of over-interpretation because of few 

respondents. Each answer option on the CBI scale gave a point, the first category gave 4 

points (always, to a very high degree and strongly agree), the second category gave 3 points 

(often, to a high degree and rather agree), the third category gave 2 points (sometimes, 

somewhat, neither agree or disagree), the fourth category gave 1 point (rarely, to a low degree 

and rather disagree), and the fifth category gave 0 points (never, to a very low degree and 

strongly disagree). Burnout was categorized into four groups of burnout symptoms, no 

burnout symptoms, small amount of burnout symptoms, medium amount of burnout 

symptoms and large amount of burnout symptoms (table 2). Two questions, “On the whole, I 

am satisfied with my job” and “Do you have enough energy for family and friends during 

leisure time?” were reverse coded so the values would be the same as for the other questions.  

Table 2 

Overview of points for grouped burnout. 
 

Personal 

burnout 

Work related 

burnout 

Overall 

burnout 

No burnout symptoms 0-5 points 0-6 points 0-12 points 

Small amount of burnout 

symptoms 
6-11 points 7-13 points 13-25 points 

Medium amount of burnout 

symptoms 
12-17 points 14-20 points 26-38 points 

Large amount of burnout 

symptoms 
18+ points 21+ points 39+ points 

 



 

 20 

Independent-samples t-test was used to examine burnout by gender to determine if 

there was a significant gender difference. Chi-square was used to examine categorized 

burnout by gender, and job satisfaction by gender. Statistical tests were conducted at a 5% 

level of significance. One-way Analysis of Variance (ANOVA) was conducted to determine 

if there were any differences between the burnout categories and job satisfaction in relation to 

age. The Bonferroni post hoc test was used to determine between which age groups there 

were significant differences. Spearman’s rho was used to see if there were any correlations 

between burnout and job satisfaction. The strength of the relationship was determined 

according to Cohen’s guidelines, where r = 0.10-0.29 is small, r = 0.30-0.49 is medium and r 

= 0.50-1.0 is large (Cohen, 1988). The number of participants varied slightly in the analysis 

because of some missing values for the predictor variables. 
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Results 

Burnout 
When examining work-related burnout, the results showed that 25% of participants reported 

they often or always feel worn out at the end of the working day. When asked if they felt 

exhausted at the thought of another working day, 72.1% said either that they rarely or never 

felt exhausted at the thought of another day. Also, 74% stated that they rarely or never felt 

that every working hour is tiring for them. Just over half (56.6%) of the participants stated 

that they often or always had enough energy for family and friends during leisure time (Figure 

1). 

Figure 1 

Frequencies for work related burnout questions. 

 

The questions listed in Figure 2 also measure work-related burnout, but they were 

separated because the answer options were different. When asked if they felt their work was 

emotionally exhausting, 36.1% of participants answered either to a very high degree or to a 

high degree. Around 79% stated that they did not feel burnt out due to their work. Also, about 

79% stated that they did not feel frustrated because of their work.  

Figure 2 

Frequencies for work related burnout questions. 

 

As seen in Figure 3 about 40% of the participants answered that they feel always or 

often tired and about 75% said that they rarely or never feel weak or susceptible for illness. 
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About 15% of the participants said they always or often feel physically exhausted and about 

22% said they always or often feel emotionally exhausted. About 24% stated that they often 

or sometimes think that they can’t do this anymore, and 25% reported that they often or 

sometimes felt worn out.  

Figure 3 

Frequencies for personal burnout questions. 

 
 

The average burnout frequency among all participants was 46.57. There was a 

significance difference between personal burnout and gender (t(1030)= 4.333, p = 0.001), where 

male participants  (M= 23.20, SD= 4.374) measured higher on the personal burnout symptoms 

list than female participants (M= 21.49, SD= 4.856). There was a significance difference 

between work related burnout and gender (t(1038)=3.113, p= 0.002), where male participants 

(M= 25.615, SD= 3.953) measured higher on the work related burnout symptoms list than 

female participants (M= 24.596, SD= 4.021). There was a significance difference between 

overall burnout and gender (t(1025)= 3.821, p = 0.001), where male participants (M= 48.743, 

SD= 7.804) measured higher on the overall burnout symptoms list than female participants 

(M= 46.117, SD= 8.463). 

Frequency results show that, after categorizing personal burnout into four groups, 

19.7% of the participants reported no symptoms of burnout (male: 30%: female: 70%), 42.9% 

reported small amount of burnout symptoms (male: 15%; female: 85%), 27.7% reported 

medium amount of burnout symptoms (male: 17%; female: 83%), and 9.7% reported large 

amount of burnout symptoms (male: 2%; female: 98%). For categorized work-related 

burnout, 38.4% reported no burnout symptoms (male: 21%; female: 79%), 46.5% reported 

small amount of burnout symptoms (male: 17%; female: 83%), 13.5% reported medium 

amount of burnout symptoms (male: 7%; female: 93%), and 1.6% reported large amount of 

burnout symptoms (male: 35%; female: 65%). For categorized overall burnout, 38.1% 

reported no burnout symptoms (male: 22%; female: 78%), 38.8% reported small amount of 

burnout symptoms (male: 17%; female: 83%), 18.9% reported medium amount of burnout 
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symptoms (male: 11%; female: 89%), and 4.3% reported large amount of burnout symptoms 

(male: 14%; female: 86%). 

Table 3 

Crosstabs for personal, work related and overall burnout and gender. 
 

No symptoms 

of burnout 

Small amount of 

burnout 

symptoms 

Medium amount 

of burnout 

symptoms 

Large amount of 

burnout 

symptoms 

Personal 

burnout 
    

   Female 16.6% 44.0% 27.9% 11.5% 

   Male 34.1% 38.0% 26.8% 1.1% 

Work 

related 

burnout 

    

   Female 36.8% 46.7% 15.2% 1.3% 

   Male 45.6% 45.6% 5.5% 3.3% 

Overall 

burnout 
    

   Female 36.0% 39.2% 20.4% 4.3% 

   Male 48.0% 36.9% 11.7% 3.4% 

 

 

There was a significant difference between categorized personal burnout and gender 

(X2(3) = 40.57, p= 0.001). More male participants (72.1%) show no or small amount of 

personal burnout symptoms than female participants (60.6%). There are more female 

participants (11.5%) that report large amount of personal burnout symptoms than male 

participants (1.1%). There was a significant difference between work related burnout and 

gender (X2(3) = 17.185, p= 0.001). About 91.2% male participants show no or small amount 

symptoms of work-related burnout symptoms but only 83.5% female participants. There are 

more female participants (15.2%) that report medium amount of work-related burnout 

symptoms than male participants (5.5%). There was a significant difference between overall 

burnout and gender (X2(3) = 12.18, p= 0.007). About 85% male participants show no or small 

amount of overall burnout symptoms, but only 75.2% female participants. There are more 

female participants (20.4%) that report medium amount of overall burnout symptoms than 

male participants (11.7%) (table 3). 

There was a significant difference between categorized personal burnout and age 

(X2=27.000, p=0.001). More participants aged 19-41 (45.5%) reported medium or large 

amount of personal burnout symptoms, than participants aged 42-52 (42.2%) and participants 
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aged 53-69 (28.4%). About 54.6% of the participants aged 19-42, 57.6% aged 42-52 and 

71.6% aged 53-69, reported no or small amount of personal burnout symptoms. There was a 

significant difference between categorized work-related burnout and age (X2=37.776, 

p=0.001). More participants aged 53-69 (91.4%) reported no or small amount of work-related 

burnout symptoms, than participants aged 19-41 (79.7%) and participants aged 42-52 

(82.8%). About 20.4% of the participants aged 19-41, 17.2% aged 42-52 and 8.6% aged 53-

69 reported medium or large amount of work-related burnout symptoms. There was a 

significant difference between categorized overall burnout and age (X2=20.260, p=0.002). 

More participants aged 53-69 (81.0%) reported no or small amount of overall burnout 

symptoms, than participants aged 19-41 (74.6%) and participants aged 42-52 (73.5%). About 

25.4% of the participants aged 19-41, 26.6% aged 42-52 and 19.0% aged 53-69 reported 

medium or large amount of overall burnout symptoms. 

Results from the ANOVA test revealed a statistically significant difference between 

age groups in personal (F(3,981) = 4.907, p = 0.008), work-related (F(3,988) = 8.913, p = 0.001), 

and overall burnout (F(3,976) = 5.295, p = 0.005). Results from the post hoc test showed a 

significant difference in personal burnout and work-related burnout between participants aged 

from 19-41 years old and 53-69 years old and between participants aged from 42-52 years old 

and 53-69 years old. There was also a statistically significant difference in overall burnout 

between participants aged from 19-41 years old and 53-69 years old (Table 4). 
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Table 4 

Post hoc test for personal, work related, and overall burnout and age. 

    Personal 

burnout 

Work related 

burnout 

Overall 

burnout 

19-41 years old         

  42-52 years old       

  53-69 years old .011* .001* .005* 

42-52 years old         

  19-41 years old       

  53-69 years old .048* .007* 
 

53-69 years old         

  19-41 years old .011* .001* .005* 

  42-52 years old .048* .007* 
 

*. The mean difference is significant at the .05 level. 

 

 

Job Satisfaction  
The frequencies showed that about 90% of the participants were overall satisfied with their 

job. As seen in Figure 4, 42% strongly agreed and 48.2% rather agreed. Only 5.5% neither 

agreed nor disagreed, while around 3% rather disagreed and just over 1% strongly disagreed. 

Figure 4 

Frequencies for job satisfaction. 

 

 

The chi-square test was also conducted for job satisfaction and gender. There was not 

a significant difference between job satisfaction and gender (X2(4) = 7.364, p= 0.118), 
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meaning there is no or a small difference between the genders. In the results 4.5% female 

participants said they are not satisfied with their overall job, but only 3.2% male participants. 

Just under 6% male participants said they are neither satisfied or dissatisfied with their overall 

job, but only 5.5% female participants. About 91% male participants said they are satisfied 

with their overall job, but 90% female participants. 

There was a significant difference between job satisfaction and age (X2(8) = 23.896, p= 

0.002). Small part of the participants reported being dissatisfied with their overall job, 3.6% 

aged 19-41, 6.7% aged 42-52 and 2.4% aged 53-69. More younger participants aged 19-41 

(6.2%) reported they were neither satisfied or dissatisfied with their overall job, participants 

aged 42-52 reported 5.3% and participants aged 53-69 reported 5.4%. About 90.3% of 

participants, aged 19-41, reported they were satisfied with their overall job, 87.9% aged 42-

52, and 92.1% aged 53-69. 

Burnout and Job Satisfaction  
As seen in Table 5, the correlation between overall burnout and job satisfaction was (r = 

0.389), there is a moderate positive correlation between overall burnout and job satisfaction, 

indicating that as overall burnout increases, job satisfaction increases, as well. Correlation 

between job satisfaction and personal burnout was (r = 0.345), there is a moderate positive 

correlation between job satisfaction and personal burnout, indicating that as personal burnout 

increases, job satisfaction increases, as well. Correlation between job satisfaction and work 

related burnout was (r = 0.394), there is a moderate positive correlation between job 

satisfaction and work related burnout, meaning that as work-related burnout increases, job 

satisfaction increases, as well.  
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Table 5 

The Spearman’s rho for grouped overall burnout, job satisfaction, personal and work related 

burnout. 

Variables Overall burnout Personal burnout Work burnout Job Satisfaction 

Overall burnout - - - - 

Personal burnout .961** - - - 

Work burnout .932** .802** - - 

Job Satisfaction .389** .345** .394** - 

***. Correlation is significant at the 0.01 level (2-tailed). 
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Discussion 

 

Our research questions were (1) How prevalent is burnout among municipal employees in 

Iceland? (2) Are there differences in burnout between genders? (3) Are there differences in 

burnout between age groups? (4) Are there differences in job satisfaction between genders? 

(5) Are there differences in job satisfaction between age groups? (6) Is there a correlation 

between burnout and job satisfaction? 

More than half of the participants reported burnout symptoms, either small, medium or 

large for overall, personal and work related burnout. These results are in line with Li et al. 

(2020), who also found out that more than half of the participants in their study, were burned 

out.  

There was a significant difference between the genders in burnout. Females report 

more symptoms than males for overall, personal and work related burnout. These results 

contradict the findings from Sak (2018), who found that male participants were more burned 

out than females. In our study, 98 women reported a large amount of personal burnout 

symptoms, but only 2 men. Symptoms of work-related burnout were reported by 11 women 

and just 6 men. Only 6 men reported a large amount of overall burnout symptoms, compared 

to 38 women. However, women also more frequently reported no symptoms of personal- 

work-related- and overall burnout. This variance is likely because the majority of participants 

were women.  

There was a significant difference between the age groups in burnout. Participants 

aged 19-41 more frequently reported medium or large amounts of personal burnout symptoms 

compared to older participants. They also more frequently reported medium or large amounts 

of work-related burnout symptoms than older participants. However, participants aged 42-52 

more frequently reported medium or large amounts of overall burnout symptoms compared to 

participants aged 19-41 years old and 53-69 years old. These results are in line with findings 

from Li et al. (2020), who found that the younger participants in his study exhibited higher 

amounts of burnout symptoms. Kara (2020), on the other hand, found no significant 

differences in average burnout scores between age groups. 

Kara (2020) and Sigursteinsdóttir (2020) found a significant difference in job 

satisfaction between genders. However, there was not a significant difference between job 

satisfaction and gender in our study, meaning there could be a very little or no difference. 
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However, even though Sigursteinsdóttir (2020) found a significant gender difference, she 

found that, on average, job satisfaction of females was higher than that of males, and Kara 

(2020) found that job satisfaction was higher among male participants compared to female 

participants. These contradictions may reflect a possible third factor that affects job 

satisfaction, such as relationships with coworkers, or work environment differences.  

There was a significant difference between age groups in job satisfaction, meaning 

there is a difference between the age groups. The oldest participants reported the highest job 

satisfaction, while participants aged between 42-52 were more dissatisfied than participants 

both older and younger than them. These results are in line with Sigursteinsdóttir (2020), she 

found that the average job satisfaction level was higher among participants aged 51-60+ years 

old. However, our results contradict with Kara (2020), as she found there was no significant 

differences in average job satisfaction scores aged from 20-60. 

There was a moderate positive correlation between overall burnout and job 

satisfaction, indicating that as overall burnout increases, job satisfaction increases, as well. 

These results contradict with Kara (2020), Madigan and Kim (2021) and Yorulmaz (2017) 

who all found a negative correlation between burnout and job satisfaction. There is a 

possibility that a third variable, such as work environment, has an effect on job satisfaction. 

There was a moderate positive correlation between personal burnout and job satisfaction, 

indicating that as personal burnout increases, job satisfaction increases, as well. There was a 

moderate positive correlation between work related burnout and job satisfaction, indicating 

that as work related burnout increases, job satisfaction increases, as well. This was the most 

surprising finding of this study. The positive relationship observed here may be due to the 

large number of participants who reported being satisfied with their job (90%). Despite these 

results, job satisfaction is still an important factor of individuals’ perspective of their work.  

Organizational factors that may contribute to burnout include poor working 

conditions, work stress, low salaries and inadequate social support (Li et al., 2020). Maslach 

et al. (2001) suggests that there are six domains of work life that are connected to burnout. 

They are: workload, control, reward, community, fairness, and values. Each of these domains 

provides a unique view on how employees engage with the environment in which they work 

(Maslach et al., 2001).  

The onset of burnout can be due to conflicts between the individual and their job. The 

likelihood of burnout increases when this conflict becomes greater (Maslach, et al., 2001). 

Research upholds the belief that more demanding professions lead to an increased likelihood 



 

 30 

of burnout (Yang & Hayes, 2020). The consequences of burnout are negative, both for the 

employee and for the company. Physical symptoms include headaches, weariness, and 

hypertension among other things (Maslach & Leiter, 2016b). Burnout can also result in 

absenteeism and turnover (Lubbadeh, 2020). 

According to Maslach & Leiter (2016a), burnout has been linked to various mental 

problems, including anxiety, depression, and other mental disorders. However, researchers 

have argued that, instead of being a cause of mental disorders, burnout itself is a mental 

disorder (Maslach & Leiter, 2016a). Whichever is the case, it is clear that burnout poses a 

threat to the mental health of individuals who suffer from it.  

The most surprising finding of this study was the positive correlation between all 

burnout categories and job satisfaction, indicating that as burnout increases, job satisfaction 

increases as well. These results do not correlate with findings from other studies. The positive 

relationship observed here may be due to the large number of participants who reported being 

satisfied with their job (90%).  

The main limitation of this research is that, because the population consists only of 

employees from two municipalities, it’s not possible to transfer the results of this study on to 

other municipalities. What is also needed to bear in mind is that the working conditions within 

municipalities are various, meaning that employees may work in different environments, with 

different supervisors and colleagues, which may affect their perceptions of burnout and job 

satisfaction. Another limitation is that our data is cross-sectional which means that the 

measurements were only conducted once and do not reveal any causal relationships between 

burnout and job satisfaction. The main strength of this study is that it examines an entire 

population. The answer ratio was 54.5% which means that we can safely conclude that the 

results presented can be generalized to all the employees working in the two municipalities 

which received the questionnaire. This generalization would not be possible if only a 

randomly selected sample of the population would have answered the questionnaire. 

These results demonstrate that burnout is prevalent among the municipality employees 

that participated in this study. For future research it would be beneficial to conduct a 

longitudinal analysis to increase the validity of the findings and could contribute to providing 

further evidence for the relationship between burnout and job satisfaction. It would also be 

interesting to look at this in context with social support, work environment and health factors. 

Examining the relationship between job satisfaction and burnout and comparing it with the 
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different professions available in municipalities would be beneficial in order to determine 

which professions are more prone to cause burnout than others.
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