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use APA style in all scientific documents as fraanuary 1999.
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ABSTRACT

Titlee Burnout and work engagement for different age gsoupxamining group-level

differences and predictors

Keywords: Job demands, job resources, burnout, work engagedenDemands-Resources
(JD-R) Model, sense of coherence (SOC), age

Age is often a factor which can have an effecttenwell-being levels of employees as well
as the profitability of organisations, but it is fortunately at times overlooked by
organisations. Many researchers have found thatogxegs can differ in their experiences of
well-being (burnout and work engagement) as a tesfilage and that there may be
differences in the job demands, job resources amdopal resources, which predict well-

being.

The objectives of this study were to determine hgtler there are significant differences
between young, middle-aged and older employees vetgards to their experiences of
burnout and work engagement, and 2) whether thdigtoes (job demands and job resources,
sense of coherence) of burnout and work engagediféert for young, middle age and older
employees. The South African Employee Health andindss survey (SAEHWS), a self-
report measure, was used to collect data fromuh®ij managersn(= 582) in the banking
sector across South Africa. The participants walsequently divided into three age groups,
namely young (18-30 years of age), middle-aged5@Years of age) and older employees
(51-65 years of age). MANOVA was used to determihé¢here were any significant
differences between well-being and age after whithANOVA was performed. The results
of the ANOVA analysis firstly showed that young amitdle-aged employees experienced
higher levels of exhaustion than their older calgss did. Cynicism however, did not differ
across the three groups. Even though there didewn to be overall significant differences
between age and work engagement, the post hocsaabvealed that older employees
seemed to experience significantly higher levels dedication compared to younger
employees. There were no differences between theamps found for vigour. Hierarchical
multiple regression analysis indicated that diffén@b demands and resources predict well-
being for the different age group with the exceptmf emotional load, which predicted

exhaustion for all three age groups. However, SG wonsistently significant across all
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three age groups with regards to predicting thaill-eing. SOC seemed to increase with

age as experience is obtained.

These findings contribute to the literature by hgltting the importance of age when
considering interventions to keep their employeesmf burnout and disengagement,
especially for South African organisations. Age iniefly seems to play a role in the
experiences of well-being according to the findiagsl also aid in the explanation of what
different job characteristics employees seemedataevacross their ages. Older employees
also seemed to use their personal resources nfarierdty as they get older in order to build

positive well-being.

The results of this study can assist organisatinrthe financial sector to create sufficient
interventions for ensuring high levels of well-bgiras the findings highlight specific job
demands and resources that can assist in thatMoedover, there is limited research on the
topic within a South African context, therefore tresults of this research also serves to
encourage South African organisations to act preglgtin the promotion of positive well-
being.

Recommendations were made for practice as wetirdsifure research.
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OPSOMMING

Titel: Uitbranding en werksbegeestering vir verskillenddeyxdoms groepe: Bestudering van

groep-vlak verskille en voorspellers

Sleutelterme: Werkseise, werkhulpbronne, uitbranding, werksbegeiag, Werkseise-

Hulpbronne model, sin vir koherensie, ouderdom

Ouderdom is dikwels 'n faktor wat 'n effek kan hg @ie welstand van werknemers, sowel as
organisasies se winsgewendheid, maar word dikwels @rganisasies oorgesien. Baie
navorsers het bevind dat werknemers kan verskiuinervarings van welstand (uitbranding
en werksbegeestering) as gevolg van ouderdom endaat moontlik verskille in die
werkseise, werk hulpbronne en persoonlike hulpbed@amn wees wat welstand voorspel.

Die doelwitte van hierdie studie was om vas te $jebf daar beduidende verskille tussen
jong, middeljarige ouderdom en ouer werknemers e$ Ibetrekking tot hulle ervarings van
uitbranding en werksbegeestering en 2) of die ymisrs (werkseise en werkhulpbronne,
sin vir koherensie) van uitbranding en werksbegeasgj verskil vir jong, middeljarige
ouderdom en ouer werknemers. Die ‘South African Byge Health and Wellness survey’
(SAEHWS), 'n self-invul vraelys, is gebruik om datan junior bestuurders € 582) in die
banksektor oor Suid-Afrika in te samel. Die deeleesns verdeel in drie ouderdomsgroepe,
naamlik jong (18-30 jaar oud), middeljarige (31i&@r oud) en ouer bestuurders (51-65 jaar
oud). MANOVA is gebruik om te bepaal of daar enippeluidende verskille tussen welstand
en ouderdom was, waarna 'n ANOVA uitgevoer is. 2gultate van die ANOVA-analise het
eerstens getoon dat jong en middeljarige bestusirdeér viakke van uitputting ervaar in
vergelyking met hul ouer kollegas. Sinisme het legie oor die drie groepe verskil nie. Selfs
al was daar nie algehele beduidende verskille tusaderdom en werksbegeestering nie, het
die post hoc-analise getoon dat ouer werknemersiadik hoér vlakke van toewyding
ervaar in vergelyking met jonger werknemers. Daas geen verskille gevind ten opsigte van
energie nie. Hiérargiese meervoudige regressiasanaét getoon dat verskillende werkseise
en hulpbronne welstand voorspel het vir die velskde ouderdoms groepe met die
uitsondering van emosionele las,wat vir al drieevddms groepe uitputting voorspel het. Sin
vir koherensie was deurgaans betekenisvol oorialarderdoms groepe in die voorspelling



van welstand. Sin vir koherensie blyk om te verhaoogt ouderdom soos wat ervaring

opgedoen word.

Die bevindinge lewer 'n bydrae tot die literatuwud die belangrikheid van ouderdom uit te
lig wanneer intervensies ontwikkel moet word om hutrknemers weg te hou van

uitbranding en ontkoppeling, veral vir die Suidikflanse organisasies. Ouderdom blyk
volgens die bevindinge om beslis 'n rol te spedaligmervaring van welstand en help ook met
die verduideliking van watter verskillende werkekappe werknemers van verskillende
ouderdomme as belangrik ag. Dit wil voorkom of oweerknemers hul persoonlike

hulpbronne meer doeltreffend gebruik namate hadler word in die opbouing van positiewe

welstand.

Die resultate van hierdie studie kan organisasiedie finansiéle sektor help om voldoende
intervensies te ontwikkel om ten einde te verseladrdaar hoé viakke van welstand is juis
omdat die bevindinge spesifieke werkseise en halple aantoon wat in die lig van hierdie
doel waarde kan toevoeg. Verder is daar min navgrepr die onderwerp binne 'n Suid-
Afrikaanse konteks beskikbaar, dus benadruk hiendieorsing ook dat Suid-Afrikaanse

organisasies pro-aktief moet optree in die bevamgeran positiewe welstand.

Aanbevelings word ten slotte gemaak vir die praldgwel as vir toekomstige navorsing.



CHAPTER 1

INTRODUCTION

This mini dissertation explores how age can plagi@in how young, middle aged and older
workers experience burnout and work engagementirwithe South African banking
industry. It also examines if there are differenaeghe predictors of burnout and work
engagement across the three age groups. The pmsdictiude job demands, job resources,

and sense of coherence as a personal resource.

In this chapter, the problem statement is discuasedell as the research objectives in terms
of the general and specific objectives. This chaplso includes the research design as well

as an overview of the chapters.

1.1 PROBLEM STATEMENT

Over the past few years, attention has shifted fiteertraditional view of psychology, mainly
focusing on ailments and disorders, for examplea tmore positive outlook concentrating
more on the strengths of the employees and théimapfunctioning when looking at well-
being (Schaufeli, Bakker & Salanova, 2006). Thigslso referred to agositive psychology
(Seligman & Csikszentmihalyi, 2000). Well-being carlay a significant role in
organisational performance. Having employees wigfh fevels of well-being can lead to an
increase in their commitment within the organisatiahich can ultimately exert an impact

on the bottom line of the company (Macey & Schneidé08).

Two concepts related to well-being widely reseadcheross literature are burnout and work
engagement (Bakker, Albrecht & Leiter, 2011; Sckhuteiter & Maslach, 2009). In recent
years both burnout and engagement research hagwedca great deal of attention from
researchers and the general public alike (BakkekaHen, Demerouti & Xanthopoulou,
2007; De Lange, De Witte & Notalaers, 2008; Dikkeransen, De Lange, Vinkenburg &
Koolij, 2010; Schaufeli et al., 2009). Research wdbards to burnout primarily focuses on
the identification of early signs thereof and tdt&eunderstand the course of action to be
taken when burnout does occur in the workplace ([@ths& Leiter, 2008). With regards to
work engagement, Bakker and Bal (2010) state thagagement is beneficial for

1



organisations as it is positively related to, faample, performance, client satisfaction, and

their employee’s business unit’s performance.

Maslach, Leiter and Schaufeli (2008) define burnast “a psychological syndrome in
response to chronic interpersonal stressors ojptiigp. 90). Burnout, therefore, is a work
related stress reaction within the employee, whliebelops as a reaction to stress when a gap
exists between the employee having a strong maiivabwards their job and an adverse
work setting (Bakker, Van Emmerik & Euwema, 2006js@vsson, Hallsten & Rudman,
2010). Burnout consists of three dimensions, nanelyaustion, cynicism, and reduced
personal efficacy (Maslach, Schaufeli & Leiter, 2D0Exhaustion is characterised by
feelings of strain, and more specifically chroniatijue as a result of overworking.
Exhaustion thus leads to employees being draineall aheir energy, which leads to them
being incapable of performing at their best. Cysntiis characterised by losing interest in
ones work and distancing oneself from ones wori as longer seems to have any meaning
(Maslach et al., 2001)astly, reduced personal efficacy is charactertsed reduced feeling
of being successful and reduced feelings of achieve within the job as well as in the
organisation (Maslach et al., 2001). Exhaustion@mdcism are viewed as the core concepts
of burnout whereas personal efficacy reflects mafra characteristic of one’s personality
(Cordes & Dougherty, 1993). Personal efficacy adppears to develop parallel and not
sequentially to the two core concepts (Leiter, 2993

Previous studies have indicated that burnout isetated with many negative aspects of the
job such as job dissatisfaction, low organisatioo@nmitment, absenteeism, intention to
leave the organisation and organisational turnddaslach & Leiter, 2008). Burnt out
individuals can suffer from fatigue, their behavionay change towards their organisation
and their clients, and these employees seem teveethat their performance has suffered
because they are burnt out (Bakker et al., 2006¢r&fore, the consequences of burnout can
be labelled as being potentially very serious amdlct result in negative consequences for
both the organisation and the individual (Ange2®03; Rothmann, 2003).

However, on the more positive side, work engagenuam be very beneficial for the
organisation. Schaufeli, Salanova, Gonzalez-Romd &akker (2002) define work
engagement as “a positive, fulfilling, work-relatsthte of mind that is characterised by

vigour, dedication, and absorption” (p. 74). Vigasrexperienced when an employee has

2



high levels of energy and mental resilience whéegqming their job, as well as eagerness to
put effort into their work regardless of any ob#&tac Dedication is described as having a
sense of “significance, enthusiasm, inspirationideorand challenge” within their work

environment (Schaufeli et al., 2002, p. 74). Fyalkbsorption is characterised by an
employee being immersed in their work to such ameréxthat they are not easily detached
from their work (Schaufeli et al., 2002). Similas burnout, vigour and dedication are
considered as the two core concepts of engagentelet absorption is a characteristic that is
“not the end point of some underlying continuumtltigufeli et al., 2002, p. 74). Having

engaged employees in an organisation can resatt energetic workforce that enjoys a more
effective connection with their jobs and thus dealsre efficiently with the demands

encountered (Schaufeli et al., 2002). According Gouman and Saks (2011), work

engagement has been referred to as the conceps tbia¢n the key to a company’s success
as well as its competitive advantage. McBain (208@}es that if employees are indeed
engaged it can increase the performance of theithdil employees and teams within the
organisation, and thus this would positively imp#og organisation’s performance as a

whole.

Studies have indicated that if organisations enslueeengagement of their employees this
would lead to a more positive working environmeortdll. For example, Salanova, Agut and
Peir6 (2005) found that having engaged employeesifsgally in the service sector can help
improve client loyalty and satisfaction, which urrt can lead to organisational profitability.
In a study done by Saks (2006), it was found thegaged employees appear to have a
relationship with their employer that is of muchgliner quality which results in those
employees having more positive attitudes, intestiomnd behaviours towards the
organisation and their work. Hakanen, Bakker antha8teli (2006) found in a study
conducted among teachers that when the teacheesemgaged in their work, it ultimately
led to organisational commitment. Hence, an engagepgloyee can yield positive results on

both an organisational and individual level.

A model that has been extensively used in resdareiiplain the process of employee well-
being is the Job Demands-Resources (JD-R) modé&hvid used to predict the outcomes of
engagement and burnout (Demerouti, Bakker, De Jalagessen & Schaufeli, 2001; Bakker,
Demerouti & Verbeke, 2004, Schaufeli, Bakker & \Rhenen, 2009). Even though in every
occupation there seems to be different charadat=isthich will be associated with burnout
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and engagement, these different characteristicsbeadivided into two broad categories,
namely job demands and job resources (Demeroudl.eP001; Bakker et al., 2004)ob
demandsrefer to those physical, social, or organisatioagpects that require sustained
physical or mental effort and are therefore assediawith certain physiological and
psychological costs (Bakker, Demerouti, De Boer éh&ufeli, 2003; Bakker, Demerouti &
Euwema, 2005; Bakker et al., 2004; Demerouti et2801). In turn, Bakker et al. (2005)
state thatjob resourcesrefer to those physical, psychological, social, onganisational
aspects of the job that (a) are functional in achgwork goals, (b) reduce job demands and
the associated physiological and psychologicalscast (c) stimulate personal growth and

development.

There are two assumptions or processes explainéieh}D-R model. The first assumption is
that job demands are linked with health impairmdiitiealth) via the mediating role that
burnout plays (Korunka, Kubicek, Schaufeli & Hookek 2009). Thus high job demands
leads to burnout that can eventually cause ill thealhis process is referred to as the
energetic process (Hakanen, et al., 2006). The nseassumption is known as the
motivational process (Hakanen et al., 2006). Thiscgss assumes that available job
resources lead to engagement which in turn cantéeachanisational commitment (Korunka,
et al., 2009). Understanding the assumptions betiiiedmodel can help identify potential
problems in the organisation or help keep the epygds committed and engaged. To
summarise the JD-R model, job demands can be viasetie main initiators of burnout,
which ultimately leads to ill health (energetic pess), while sufficient job resources leads to

engagement, which could ensure commitment withenottganisation (motivational process).

Above and beyond job resources, personal resotendso also play a significant role in the
JD-R model. According to Hobfoll, Johnson, Ennisl @ackson (2003), personal resources
are characteristics of an individual which can &lated to their resiliency levels. In a study
conducted by Xanthopoulou, Bakker, Demerouti anda8teli (2007), they concluded that
personal resources do play a considerable rol@anJD-R model in view of the fact that
“together with job demands and job resources, tbaytribute in explaining variance in
exhaustion and work engagement” (p. 137). AccordingOginska-Bulik (2005), the
enhancement of personal resources is important wieseloping interventions aimed at

reducing stress in the workplace. One of thesestyple personal resources is sense of



coherence (SOC). SOC was first introduced by Antskg in the 1970s and can be defined

as a.

Global orientation that expresses the extent tccione has a pervasive, enduring
though dynamic feeling of confidence that (1) ttimsli, deriving from ones internal
and external environments in the course of livimg atructured, predictable and
explicable; (2) the resources are available totonaeet the demands posed by these
stimuli; and (3) these demands are challenges hwart investment and engagement
(Antonovsky, 1987, p. 19).

According to Kaiser, Mattsson, Marklund and Wim@@8), SOC indicates to be a personal
resource that comprises of three dimensions, namedaningfulness, comprehensibility and
manageability. Meaningfulness is “the extent of thelief that coping ‘makes sense’
emotionally, that one ‘wishes to cope’; comprehbitigy is ‘the extent of the belief that the
problem faced by the individual is clear’, and nmgeebility is ‘the extent of the belief that
not only does one understand the problem but tleessary resources to successfully cope
with the problem are available” (Richardson, Radketumbo, 2007, p. 681). These three
dimensions are assumed to be developed in the yeailg of a person’s life and seem to be
stable from young adulthood onwards. Love, Goh,di&pbson and Irani (2011) concluded
that SOC does act as a significant predictor ohbut. They further state that it is therefore
believed that an employee’s psychological evalmatibtheir work stressors is an important
step in the burnout process. Therefore, it is irtgedrto also consider what role personal

resources such as SOC can play within the JD-R mode

For organisations to fully utilise their human dapithey have to acknowledge the fact that
various factors could play a role in why employees well or not. One of those factors
considered to play a role in some aspects of thpl®mes’ well-being, more specifically
burnout and engagement, is age (e.g., Conway, 20y, McKay & Wilson, 2007; Kaur
& Sandhu, 2010; James, McKechnie, & Swanberg, 2@rBwer and Shapard (2004) stated
that research has revealed that age and yearspefience can be related to burnout. This
statement is supported by more recent publicatidr®. example, Ahola, Honkonen,
Virtanen, Aromaa and L6nnqgvist (2008) found thatnowt was much more prevalent in
young female workers in Finland, whilst it is alrho®nexistent in older female workers.

Randall (2007) also supports the previous staterasnte found that age was negatively
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correlated to exhaustion and depersonalisatiorhénninistry. Where SOC is concerned,
Antonovsky (1987) stated that SOC seems to be staf®de in the later stages of a person’s
life than in their early childhood years. Howevegme researcher’s findings seemed to
contradict Antonovsky’s original theory and statkdt SOC does not seem to be more stable
over time and that there did not seem to be mutfierdhnce between younger and older

employees regarding their SOC levels (Feldt, LeskikKinnunen & Ruoppila, 2003).

Many reasons exist in literature with regards tywbung employees may experience higher
levels of burnout such as “reality shock”, lackwadrk experience, new challenges within
their lives and transition shock (Ahola et al., 80@kkermans, Brenninkmeijer, Blonk &

Koppes, 2009; Ghorpade, Lackritz & Singh, 2007).ui@ employees just entering the
workforce may find it difficult adjusting to thisewv phase in their lives since they do not yet
possess the relevant experience (Laschinger, \@Hlo, & Greco, 2009). Young employees
may also face many challenges and changes durisditte of their lives and their well-

being can either flourish or suffer during thisipdr(Akkermans et al., 2009). This evidence

suggests that young employees are more prone hodiuthan older employees.

In a study carried out among starting teachers vetfards to their engagement, Bakker and
Bal (2010) found that on a weekly basis these eygel® experienced high levels of
autonomy, exchange with the supervisor, and oppibies for development, which were
positively related to their work engagement andseecntively related to their performance in
their job. They therefore found that when thesehees experienced a resourceful working
environment, it increased their engagement leals, consequently resulted in a positive

relationship with their performance in their job.

Antoniou, Polychroni and Vlachakis (2006) foundtthlthough young employees experience
elevated burnout levels, especially where emotierbhustion and disengagement from their
work were concerned, older employees on the othed lseem to experience more elevated
levels of stress in terms of the support they remkifrom their government. As a result,
younger and older employees seem to both experigsrtain levels of burnout but perceive
it in different ways. When considering engagemerat alder employees, Avery et al. (2007)
found that the satisfaction of older employees witleir co-workers seemed to relate
significantly to engagement and that older empleyseemed to show greater levels of

engagement when they were satisfied with theiraetsge co-workers. A more recent study
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conducted by James et al. (2011) also found tlter@mployees tend to experience higher
levels of work engagement than younger employeeshdbthat the job conditions which
predicted employee engagement between the ageggdidimot differ (with the exception of
career development and promotion, because it didce@®m to be as important to the older

employees than it did to the younger employees).

The knowledge of whether age plays a role in tlegligtion of engagement and burnout by
means of job demands and resources as well asyaéresources may assist employers to be
proactive in their handling of these concepts. Metsland Leiter (2008) state that having the
ability to identify problems in a proactive manmarly on can allow for timely preventative
solutions within the organisation. Changes relatedge such as psychological and cognitive
functioning could result in employees becoming lesslient and thus become less adept in
handling their job demands, which in turn coulddléa burnout and ill health (Hess, 2005;
Park et al., 2002). In a study done by Korunkd.e{(2009), based on the JD-R model, it was
found that although age seems to be invariant adios model, there can be differences
across the younger and older employees in whanatély leads to commitment and ill
health. According to Twenge and Campbell (2008yabse today’s younger employees are
indeed different from older employees, it seemsbé important to look at the young

employees in organisations today.

Today’s workforce is very diverse (especially iruBoAfrica) — people are different and they
will react differently in certain situations. Ingpigular, age differences with regards to well-
being are at times overlooked. It is therefore ing to investigate the role that age may
play in the experience of well-being and the prexigcthereof. James et al. (2011) stipulated
that the requirements of the younger employeegusteas important when considering the
well-being of the employees as older employees. é¥@n most of the literature focused
more on the well-being of older employees than tfayoung employees. Korunka et al.
(2009) state that, although research has beeredaotit on the effect of age differences on
certain concepts of well-being, little researclisitig age as a moderating effect between job
demands and job resources with regards to emplaygdebeing has been conducted in
previous research. This is especially true withie $outh African context. This study aimed
to address this gap by investigating whether tlagee significant differences between age
groups with regards to burnout and work engagenaadt,if the job demands, job resources
and personal resources predicting burnout and wngagement differ for age groups. This
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study covered a sample of junior managers in thaniiial sector. Employees in this sector
seem to experience high levels of burnout as dtrestheir work load and working hours
(Khattak, Khan, Haqg, Arif & Minhas, 2011). HoweveQt much research was found on work
engagement within the financial sector and no studould be found in the South African
context that investigate how burnout and work eegagnt differ between age groups or that
investigate if important predictors (including jatkemands, job resources and personal

resources) are the same for different age grouthgifinancial sector.

The following research questions can be formulabeded on the above mentioned

description of the research problem:

« What is the relationship between age, job charasties (job demands and job
resources), burnout and work engagement accorditiegtliterature?

« Are there significant differences between youngddtg-aged and older employees
with regards to their experiences of burnout andkvemgagement?

« Do the predictors (job demands and job resouresesof coherence) of burnout and
work engagement differ for young, middle-aged ali@ioemployees?

« What recommendations can be made for future reseagarding the predictors of

burnout and work engagement in younger, middle-agedolder employees?

1.2 RESEARCH OBJECTIVES

The research objectives are divided into a geradgjaictive and specific objectives.

1.2.1 General objective

The general objective of this study is to determinage groups differ in their levels of
burnout and work engagement and if predictors ahdut and work engagement differ
across the age groups of junior managers in tlamadial sector.

1.2.2 Specific objectives

* To determine the relationship between age, jobatitaristics (job demands and job

resources), burnout, and work engagement, accotditige literature.
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» To determine whether there are significant diffeemnbetween young, middle-aged,
and older employees with regards to their expeesnof burnout and work
engagement.

* To determine whether the predictors (job demands jab resources, sense of
coherence) of burnout and work engagement diffeyéaing, middle-aged, and older
employees.

* To make recommendations for future research regaitiie predictors of burnout and

work engagement in younger, middle-aged and olagri@yees.

1.3 RESEARCH DESIGN

1.3.1 Research approach

This study is of a quantitative nature, which candefined as a form of conclusive data that
spans over a large representative sample (Struwigtegad, 2001). This research is cross-
sectional, which implies that several groups oftipgrants were examined at one point in
time (Salkind, 2009).

1.3.2 Research method

The research method consists of a literature reed an empirical study. The results are

presented in the form of a research article.

1.3.3 Literaturereview

In phase one, a complete literature review wasezhwut with regards to the JD-R model,
job demands, job resources, burnout, work engagemeth age. The sources that were
consulted included EbscoHost, JStor, Emerald, $eiddirect and the Ferdinand Postma

Library (NWU Potchefstroom campus). Relevant aggalintil early 2012 were used.

1.3.4 Research participants

The participants consisted of an availability saangl 582 junior managers in the banking

industry within South Africa. Participants were idied into three groups, consisting of young
9



employees (18-30 years of age), middle-aged emeoyd81-50 years of age), and older
employees (51-65 years of age).

1.3.5 Measuring instruments

A biographical questionnaire was utilised to deiemthe biographical characteristics of the
participants. Characteristics such as gender, ageijtal status, qualification and home

language were measured with this questionnaire.

The South African Employee Health and Wellness &u6AEHWS) was administered to
collect the data. The SAEHWS is a self-report unsient based on the dual-process model of
work-related well-being (Rothmann & Rothmann, 20863 is rooted in the assumption that
the perceptions and experiences of employees mqrasperative information regarding the
wellness climate in the organisation. The SAEHWSyatid, reliable, and equivalent for
different ethnic groups and organisations andesatore culturally sensitive with no biasness
towards any cultural group (Rothmann & Rothmannm)&0 The SAEHWS was used to
measure the following dimensions namely job charatics, sense of coherence as well as

burnout and work engagement which are discussddtail below.

Job characteristics. Job pressuneas measured by three items (e.g. “Do you havertooch
work to do?”). Mental loadwas measured with three items, (e.g. “Do you haveive
continuous attention to your work?”) aedhotional load also measured by three items (e.g.
“Does your work put you in emotionally upsettingusitions?”).Perceived organisational
supportwas measured by utilising the sub-facets of thédtdefinition (colleague support
and supervisory relationships, role clarity, jofomrmation, participation and decision-
making). Supervisory supponvas measured by three items (e‘@.an you count on your
direct supervisor when you come across difficultiggscolleague supportvas measured by
three items (e.g.,“Can you count on your colleagwben you come across difficulties in
your work?”); role clarity was measured by three items (e'§¢ you know exactly what
your responsibilities are?; job informationwas measured by three items (e'®o you
receive sufficient information on the results oluyavork?”); andparticipation in decision
makingwas measured by three items (e.g., “Can you maatie in decisions about the nature
of your work?”), The overall reliability coefficiés are reported as follows (Rothmann &

Rothmann, 2006): Overload (consisting of job pressmental load and emotional load¥
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0,83; social support (consisting of supervisory aalleague supportp = 0,78; and
organisational suppod = 0,90. All demands and resources were measutied asLikert
scale ranging from 1 (never) to 4 (always).

Sense of Coheren&OC was measured by means of 13 items, using atltédeng response
of 0 (never) to 6 (always). A typical question wablde: “Do you have the feeling that you

don't really care about what goes on around youw?’@,78).

Burnout and work engagemeritour dimensions were used to measure work-relatdtd w
being, including exhaustion (five items, e.qg., €ef tired before | arrive at workg, = 0,83);
cynicism (five items, e.g. “I have become less asidistic about my work’a = 0,81), vigour
(five items, e.g., “I am full of energy in my workd = 0,80) and dedication (five items, e.g.,
“I am passionate about my job# = 0,86). The items were rated on a seven-poinentik

rating scale, ranging from O (never) to 6 (always).

1.3.6 Research procedure

Data was collected over the period of 2010-2011etfer was sent to participating banks
explaining the nature of the study. Permission grasited by all the general managers of the
respective banks after which the data was colleddeda was gathered by means of a self
report questionnaire which was completed onlinegisi secure website. Informed consent
was received from all the participants prior tontheompleting the questionnaires and before
they administered the tests, they were assuredtlieatests will be kept confidential. To
ensure that this project was conducted in an dthi@aner, ethical issues such as informed
consent, confidentiality and deception were consd€¢Struwig & Stead, 2001).

1.3.7 Statistical analysis

Statistical analysis was performed using the SR8 amme (SPSS Inc., 2011). Descriptive
statistics (means, standard deviations) were ermeglaythe analysis of the data. The Pearson
product-moment correlatiodPéarson J was used to determine the relationship between ag
burnout, work engagement, job demands and job resswas well as SOC. This correlation
is used to determine the variation of variablesveen two continuous variables (Struwig &
Stead, 2001).
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Multivariate analysis of variance (MANOVA) was uséd determine whether there were
differences between the age groups regarding theikbeing. MANOVA is a statistical
procedure used to determine whether there are aoypgdifferences (Salkind, 2009).
Analysis of variance (ANOVA) was subsequently useddetermine differences for each
dimension. If significant differences were foundvibeen the age groups, post-hoc analysis
was then used in order to establish what specifierdnces existed between age groups
Hierarchical multiple regression analysis was usedetermine which job demands and job

resources predict burnout and work engagementifierent age groups.

14 OVERVIEW OF CHAPTERS

This mini-dissertation is divided into three chapteln the first chapter, the problem
statement is established and the research desggpt @ut. The second chapter is in the form
of a research article containing the results arstusision of the study. Lastly, the third

chapter comprises of the conclusion, limitationd tommendations.

1.5 CHAPTER SUMMARY

In this chapter, the problem statement was discuasd the research objectives and research
design were made clear. An overview of the chapterm®llow was provided as well as a

summary of this chapter.
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Burnout and work engagement for different age groups:

Examining group-level differencesand predictors

ABSTRACT

Orientation: Many organisations seem to ignore the importatg tieat age can play in the well-
being levels of their employees. This is also tofighe banking industry, making it important to
examine the role of age in burnout and work engageraf junior managers in the financial sector.
Resear ch Purpose: To determine whether burnout and engagement lewelexperienced differently
by young, middle-aged and older workers and ifghedictors (job demands, job resources, sense of
coherence (SOC)) of burnout and work engagemefar@itross the three age groups.

Motivation for thisstudy: To indicate the role that age can play in the butmnd work engagement
levels of employees.

Resear ch design, approach and method: A cross sectional design method was used in tHeegag

of the data. The South African Employee, Health Afediness Survey (SAEHWS) was used to obtain
the data in order to identify the well-being levefghe employees across the three age groupslas we
as the predictors of well-being. The sample waawaiability sampler{ = 582) of junior managers in
the financial sector, which was used to determin¢hére was any group-level differences or
predictors across young, middle-aged or older eyegs.

Main findings: The main findings for this study indicated sigrdiit differences across the
exhaustion and dedication levels of employees. i€tmd varied between the three age groups,
although SOC was a consistently significant predifdr burnout and engagement in all three groups.
Practical/managerial implications: Organisations need to realise the importance tpatan play in
the determining and prediction of well-being inith@ganisations.

Contribution/Value add: The results contribute to both organisations awividuals as they reveal
the importance of looking at younger employees ali as older employees with regards to well-
being. The important role of SOC should be emplkedsss well as the fact that different job demands

and resources predict burnout and engagementfferetit age groups.

Keywords:Job demands, job resources, burnout, work engadedwn Demands-Resources (JD-R)

Model, age, sense of coherence (SOC)
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INTRODUCTION

Well-being is regarded as an important conceptoiwsider when investigating employees’
welfare (e.g. Akkermans, Brenninkmeijer, Blonk & pfzes, 2009; Cooper, 2005; Hansson,
Hilleras & Forsell, 2005). The well-being of empéms in the workplace ought to be seen as
a very important concept in any organisation. Kmmgyviwhether employees within an
organisation are well or not, can be the differehebveen having a successful or failing
business (Baptiste, 2008). In related literatungy toncepts of well-being that are widely
researched are burnout and work engagement (St¢haBfanova, Gonzalez-Roma &
Bakker, 2002).

Burnout is a term that uniformly has strong negatmonnotations in all occupations.
Burnout can be described as the end result of &alance that exists between job demands
and resources within the employees’ workplaces ithus a reaction to delayed stress that
develops over time as a result of that imbalancalif®o, Pahkin, Mutanen & Toppinen-
Tanner, 2003). Research has shown that when sigharoout are ignored, it can lead to
other negative outcomes, which can include, buthatdimited to, absenteeism, intention to
leave the organisation, job dissatisfaction, amdaver intention (Maslach & Leiter, 2008;
Visser & Rothmann, 2008). Burnout also has negatbresequences for the individual, which
can include, for example, depression as well asrebfatigue, which affects the individual’'s
performance as a result of prolonged burnout (Bakkan Emmerik & Euwema, 2006;
Hakanen, Shaufeli & Ahola, 2008). Many studies hala® identified that employees with
high levels of burnout tend to demonstrate negaitiéudes such as stereotyping, cynicism
or reduced empathy towards both clients and thamsgtion (Westman & Bakker, 2008). It
is therefore of importance to monitor burnout lsvels well as to determine important

predictors thereof within the organisation.

Work engagement is viewed as the positive antipofidournout. Having an engaged
workforce, could result in employees having relagioips of much higher quality with that
organisation. This ultimately leads to positivetattes, intentions and behaviours towards
their organisation (Saks, 2006). On an emotionadl|leemployees appear to be more attached
to the organisation when they experience high teeélengagement which in turn leads to

those employees performing their job with more jmasand thus ensuring greater success for
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that company as well (Markos & Sridevi, 2010). Aating to Bakker and Demerouti (2008),
an engaged employee within the organisation caerexce positive emotions such as joy,
happiness and enthusiasm as well as better h&aktly.can create their own job and personal
resources and ultimately transfer their engagemettt their colleagues. Consequently it can
be seen why research has indicated how engagemerant does have a positive outcome
on both an organisational as well as an individeakl (Bakker, Hakanen, Demerouti &
Xanthopoulou, 2007).

Many researchers emphasise the fact that thereeat@n demographic factors that can play
a role in the development of burnout or work engaga (e.g., Antoniou, Polychroni &
Vlachakis, 2006; Garner, Knight & Simpson, 2007 pr#®l specifically, age seems to play an
important role in burnout or engagement levels @&kkans et al. 2009; Garner et al, 2007).
Different studies have emerged in the past fewsyeahich have concluded that age does
play a role in the well-being of employees. Forrapke, older workers seem to experience
higher levels of engagement than younger workergJames, McKechnie & Swanberg,
2011), whereas the younger workforce seems to exmmer higher levels of burnout than
their older counterparts (e.g., Jackson & Rothma2005; Randall, 2007). Similarly,
literature also suggests that there may be diffgpesdictors that can have an influence on
burnout and work engagement in older and younggiayaes. These predictors include job
characteristics that is, job demands and resousresb,personal resources such as sense of
coherence (Kalimo et al., 2003; Korunka, Kubiceth&ufeli & Hoonakker, 2009). However,
age does not seem to facilitate the predictorsuphduut and engagement (Korunka et al.,
2009).

James et al. (2011) state that the well-being ainger employees is just as important to
consider as the well-being of older employees & fhajority of literature findings however
focus on the well-being of older employees, igngtine well-being of younger employees to
a large extent. This scenario also seems to extisinithe South African context. Employees
in the financial sector have been found to expegdngh levels of burnout as a result of their
demanding work due to a decline in their job resesirand an increase in their job demands
(Ten Brummelhuis, Ter Hoeven, Bakker & Peper, 20Mdre specifically, employees in the
banking sector seem to experience high levels afidut as a result of their work load and
working hours (Khattak, Khan, Haq, Arif & MinhasQ2l). However, little research was

found on work engagement within the financial secteew studies could be found that

21



investigate burnout and work engagement differermetsveen age groups in the South
African context, or that investigate if importantegictors (including job demands, job
resources and personal resources) are the sardigféoent age groups in the financial sector.
Based on the above discussion, this study aim$ tetermine if age groups in the financial
sector differ in their levels of burnout and workgagement; and 2) to determine if a
particular prediction model (including job demangdy resources and personal resources) is

different for different age groups.

LITERATURE REVIEW

Burnout and work engagement

Burnout can be defined as “a psychological syndrameesponse to chronic interpersonal
stressors on the job” (Maslach, Schaufeli, & Leit2001, p. 399). Burnout, as defined,
comprises of three dimensions, namely exhaustigmicism and reduced personal efficacy
(Maslach et al.,, 2001). These three dimensions lmanexplained as when employees
experiences extensive levels of exhaustion to sarthextent that they cannot function
optimally within their job (exhaustion), a detachmhdrom the job because of a lack of
meaning attached to the work (cynicism) and a redueeling of success or achievement
within the job (reduced personal efficacy) (Maslathal., 2001). Although literature does
confirm burnout to be a three-factor model, exhansand cynicism are regarded as the two
core concepts of burnout, while reduced persorfataefy is seen as a characteristic of a
person’s personality and seems to develop patallahd not sequentially to exhaustion and
cynicism (Cordes & Dougherty, 1993; Leiter, 19983. a result, many studies include only
exhaustion and cynicism when studying the effettsuonout (e.g. Patrick & Lavery, 2007).

Work engagement can be defined as “a positiveillfngf, work-related state of mind that is
characterised by vigour, dedication, and absorpt{Sohaufeli et al., 2002, p. 74). Vigour is
characterised by very high levels of energy expeed within the work place as well as an
enthusiasm within themselves to perform their job lbest way they know how, regardless of
any downfalls which may occur. When an employeeedepces a sense of “significance,
enthusiasm, inspiration, pride and challenge” wittheir job environment, it is known as
dedication; while absorption is characterised byeamployee’s motivation within their work
when they tend to be so absorbed in their jobtti&t may have a propensity to lose track of
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time and as a result do not detach easily fromr tjoda (Schaufeli et al., 2002, p. 74).
Similarly, as with burnout, many researchers alsiy mclude the two core concepts, namely
vigour and dedication, in their studies, leaving the third of absorption (Rothmann &
Joubert, 2007). According to Schaufeli et al. (20@bsorption as well as reduced personal
efficacy, are not end points on a continuum, btheaatwo very different facets. For this
reason, absorption and reduced personal efficattypeiexcluded from the current study as

well.

Age, burnout and work engagement

Employees of all ages are included in the workfas€erganisations and are therefore in
different phases of their careers, ranging fronrtyelgvel employees (young adulthood) to

employees that have reached retirement age (Janads 2011). Today’s workplace is very

diverse as it has changed a great deal over thidgvagyears and South African organisations
are no exception (Van der Walt & Du Plessis, 20BOhumber of studies have established
that age does seem to play a role in the burnaditeagagement levels of employees (e.g.,
Garner et al.,; James et al., 2011).

Research on burnout and age across a range of aimng (e.g., nursing and teaching
professions) all seem to yield the same resultkat is, that younger employees seem to
experience higher levels of burnout than their okctdleagues (e.g., Antoniou et al.,2006;
Brewer & Shapard, 2004). Randall (2007) found ieirttstudy among the Anglican clergy
that age was indeed negatively correlated to eximusnd cynicism when looking at
younger ministers. Patrick and Lavery (2007) atsanfl that older nurses’ levels of burnout
seemed to decrease as they got older. In SoutbaAfiackson and Rothmann (2005) reached
the same conclusion namely, that older workerséndducation profession exhibited lower
levels of burnout when compared to younger edusaurnout therefore appears to develop
in the early career stage of employees and consdyuseems to be more prevalent in

younger employees than in older employees.

Possible reasons for younger employees’ higherduirfevels seem to include a lack of
skills to deal with everyday problems arising i@ tlvorkplace, a “reality shock” when just
entering the workplace, a lack of coping skillsrasult of less experience in a working
environment and transitional shock (Ahola et &0& Duchscher, 2009; Ghorpade, Lackritz

& Singh, 2007; Patrick & Lavery, 2007). Based oa #bove argument, it is expected that in
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South Africa, young employees in the banking industill also display higher levels of

burnout than middle-aged or older employees. Thewitng hypothesis can be formulated:

Hi:  Young employees will experience higher leveldofnout compared to their

middle-aged or older counterparts.

Concerning the issue of work engagement, the ompasgems to be true. Studies have
concluded that older workers seem to be more likeljhave higher levels of engagement
than younger or middle aged employees (e.g., Jatak, 2011; Pitt-Catsouphes & Matz-

Costa, 2008). James et al. (2011) found that argelsample of employees in a retail setting,
older workers displayed much higher levels of eegagnt than their younger equivalents.
Schaufeli, Bakker and Salanova (2006) however fainatl engagement increases with age
only to a limited extent. Laschinger, Wilk, Cho aBdeco (2009) found in their research that
newly graduated employees entering the workforaamsenore likely to experience lower

levels of engagement as a result of their limitepegience, which can result in them having
less personal resources to deal with the demantiseovorkplace. It can therefore be said
that there is a great need for organisations tarenthey understand the importance of
considering younger employees when taking the taltg of their staff into account

(Akkermans et al., 2009). From literature, thersupport for the notion that older employees
will exhibit higher levels of engagement than ma&ldiged and younger workers. The

following hypothesis can therefore be formulateskda on the literature:

Hy: Older employees will experience higher levelseafjagement compared to
their middle-aged or younger counterparts.

The Job Demands-Resour ces model and per sonal resour ces

In order to explain how the process of employed-beihg (engagement and burnout) works,
the Job Demands-Resource (JD-R) model is regulesty to aid in the explanation. It is a
heuristic model that states how two processes amaitared by two working conditions,
namely job demands and job resources (Bakker, Dmitie Schaufeli, 2003). Bakker et al.
(2003) define job demands as “those physical, §amiarganisational aspects of the job that
require sustained physical and/or psychological,(icognitive or emotional) effort on the
part of the employee and are therefore associatgd wertain physiological and/or

psychological costs (e.g., exhaustion)” (p. 395 desources are therefore represented by
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any characteristic connected to the job that cae laanegative impact on the employee. Job
resources on the other hand, are defined as “tipbgmical, psychological, social, or
organisational aspects of the job that (a) aretfanal in achieving work goals, (b) reduce
job demands and the associated physiological agdhpbkgical costs, or (c) stimulate

personal growth and development” (Bakker, Demer&uEuwema, 2005, p. 170).

The JD-R model consists of two processes, namelgmiergetic process and the motivational
process. Briefly explained, the energetic procemsnects job demands via burnout with
health impairments, while the motivational procesanects job resources to organisational
commitment via work engagement (Shaufeli & Bakk&0Q04). Therefore, having
continuously high job demands such as high worksqanree and emotional demands
ultimately predicts or leads to burnout and exhanstver the long term (Bakker et al., 2003;
Bakker, Demerouti & Verbeke, 2004). On the otherdhansuring high job resources to meet
those demands such as autonomy, social suppornt|gaty and supervisory support, to name
just a few, can ultimately predict work engagemamd commitment within the organisation
(Bakker et al., 2006; James et al., 2011).

According to Hakanen, Bakker and Schaufeli (20@&¢jr results on a sample of teachers
specifically showed that job resources have a “dol@’, meaning that when employees are
able to utilise the job resources available to thermeet their demands, it might result in
them showing higher levels of vigour and dedicatiowards their organisation which can
result in higher organisational commitment. Haveudficient job resources will accordingly
assist employees in dealing with their job demamdse efficiently and effectively in order
to ultimately ensure commitment towards the orgatios. However, other than burnout and
engagement in itself, age does not appear to hawdfact on the predictors of burnout and
engagement in younger, middle-aged or older workerthe study conducted by Korunka et
al. (2009) regarding age and the JD-R model, fangde, age seemed to be invariant across
the model. James et al. (2011) supported this m@tsothey too found that although the well-
being of younger and older workers did differ asramge; with exception of career
development and promotion the predictors of welhedid not differ. As age seems to be
invariant across the predictors of burnout and gageent, the following hypothesis for the
South African context in the banking industry isnhed:
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Hsa  Job demands which predict burnout and work eexgemt will not differ for
the different age groups.

Hs,:  Job resources which predict burnout and workagagment will not differ for
the different age groups.

Bakker et al. (2008) stated in their review artiofework engagement, that engagement is
best predicted not only by job resources but als@drsonal resources. Personal resources
play a considerable role within the JD-R modelley/tappear to contribute to the variance
explained in exhaustion and engagement (Xanthopouakker Demerouti & Schaufel,
2007). Kalimo et al., (2003) found in their resématicat sense of coherence (SOC) seemed to
be the most important personal resource in thaotysbf burnout predictors. The concept of
SOC was first introduced by Antonovsky (1979, 198ho stated that this construct is a
“stress resistant resource”, which protects the leyae from the harmful effects that
negative stressors may have on their well-being w@tichately helps to improve that well-
being. In support of this, for example, Van derfCahd Rothmann (2009) found in their
study amongst registered nurses in South Africa thastrong SOC predicted work

engagement.

Where age and SOC are concerned, Antonovsky (19&®posed that in theory SOC will

develop over an individual's life span and will lstese by the age of 30, only changing if
circumstances of the individual's life changes da#ioally. However, Feldt, Leskinen,

Kinnunen and Ruoppila (2003) tested Antonovskysotly over a span of five years and
found that older employees did not differ in th&bility of SOC from younger employees.
Age, on the contrary, did not seem to be a factdhe “stability, level or mean changes” in
SOC (Feldt et al., 2003). Currently no research #amd on how SOC and age can be
correlated in South Africa and therefore the lagidthesis is formulated as follows for the

South African context:

Hs:  Junior managers in the banking industry will widfer in their SOC levels

across the different age groups.
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RESEARCH DESIGN

Resear ch approach

This nature of this study was quantitative, whielm e defined as a form of conclusive data
that spans a large representative sample (Struw#tefad, 2001). This research was cross-
sectional, which implies that several groups oftipgrants were examined at one point in
time (Salkind, 2009).

Resear ch method

Resear ch participants
The participants consisted of an availability samgl 582 junior managers in the banking

industry within South Africa. Participants were ided into three groups, which consisted of
young employees (18-30 years of age), middle-ageplayees (31-50 years of age) and
older employees (51-65 years of age). The charatitsr of the participants are indicated in
Table 1.
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Table 1

Characteristics of Participants

Item

Gender

Age

Marital Status

Qualification

Province

Home Language

Category

Male

Female

Young

Middle

old

Single

Engaged

Married

Divorced

Widow

Grade 9

Grade 10

Grade 11

Grade 12

3 Year Degree/Diploma
4 Year Degree/Diploma
51to 7 Year Degree
Master’'s Degree
Gauteng
Mpumalanga
North West Province
Limpopo

Free State
Northern Cape
Western Cape
Eastern Cape
Kwa-Zulu Natal
Afrikaans

English

Sepedi

Sesotho

Setswana

Siswati

Tshivenda

isiZulu

isiNdebele
isiXhosa

Xitsonga

Other

28

Frequency
259
323
134
280
168
152

13
336
69
12

15

225
177
100
26
29
448

14

54

12

38
193
315

Per centage (%)
44,50
55,50
23,00
48,10
28,90
26,10
2,20
57,70
11,90
2,10
0,50
2,60
1,20
38,70
30,40
17,20
4,50
5,00
77,00
1,40
0,90
0,20
2,40

0,30
9,30
2,10
6,50
33,20
54,10
1,40
2,20
2,90
0,50
0,20
2,70
0,30
1,40
0,50
0,50



The participants were a representation of all pirevinces and comprised mostly of female
participants (55,50%) who resided in the Gauterayipce (77.00%). The majority of the
participants were in the middle-aged, 31-50 yeddsgwoup (48,10%) and were married
(57,70%). With regard to formal qualifications, B8% of the participants obtained a Grade
12 qualification or a three-year Degree/Diploma,{86).

M easuring instruments

A biographical questionnaire was utilised to deiemthe biographical characteristics of the
participants. Characteristics such as gender, ageijtal status, qualification and home
language were measured with this questionnaire. Stngh African Employee Health and
Wellness Survey (SAEHWS) was administered to cotlee data regarding the well-being of
the employees. The SAEHWS is a self-report instntrbased on the dual-process model of
work-related well-being (Rothmann & Rothmann, 20863 is rooted in the assumption that
employees' perceptions and experiences represgugrative information regarding the
wellness climate in the organisation. The SAEHWSradid, reliable and equivalent for
different ethnic groups and organisations and ésetore culturally sensitive, displaying no
bias against any cultural group (Rothmann & Rothm&®06). The SAEHWS was used to
measure the following dimensions namely job charatics, sense of coherence as well as

burnout and work engagement which are discussddtail below.

Job characteristics. Job pressuneas measured by three items (e.g. “Do you havertooh
work to do?”). Mental loadwas measured with three items, (e.g. “Do you haveive
continuous attention to your work?”) amchotional loadalso by three items (e.g. “Does your
work put you in emotionally upsetting situationsPerceived organisational suppownas
measured by utilising the sub-facets of the stadedinition (colleague support, and
supervisory support, role clarity, job informatiomparticipation in decision-making):
Supervisory support was measured by three iteng“Can you count on your direct
supervisor when you come across difficulties?”)ji€amue support was measured by three
items (e.g. “Can you count on your colleagues whem come across difficulties in your
work?”); Role clarity was measured by three itemg.(“Do you know exactly what your
responsibilities are?”); Job information was meaduby three items (e.g. “Do you receive
sufficient information on the results of your wotk?and Participation in decision making
was measured by three items (e.g. “Can you paatieipn decisions about the nature of your

work?”),

29



The overall reliability coefficients are reported ®llows (Rothmann & Rothmann, 2006):
Overload (consisting of job pressure, mental load amotional loadun = 0,83; social

support (consisting of supervisory and colleaguppstt) o = 0,78; and organisational
supporta = 0,90. All demands and resources were measuithdawiikert scale ranging from

1 (never) to 4 (always).

Sense of Coherenc8OC was measured by means of 13 items, using at lrédkeng response
of 0 (never) to 6 (always). A typical question wibdde: “Do you have the feeling that you

don't really care about what goes on around youw?2’@,78).

Burnout and work engagemeritour dimensions were used to measure work-relatdtd w
being, including exhaustion (five items, e.g. “elf¢ired before | arrive at work’y = 0,83);
cynicism (five items, e.g. “I have become less asidistic about my work’a = 0,81), vigour
(five items, e.g. “I am full of energy in my workd,= 0,80) and dedication (five items, e.g. “I
am passionate about my joht';= 0,86).The items were rated on a seven-pointriLikaing
scale, ranging from O (never) to 6 (always).

Resear ch procedure

Data were collected over the period of 2010-2011etfer was sent to participating banks
explaining the nature of the study. Permission grasted by all the general managers from
the respective banks, after which the data wene tiodlected. Data were gathered by means
of a self report questionnaire which was complaieline using a secure website. Informed
consent was received from all the participantsrpi@othem completing the questionnaires
and before the tests were administered the paatitgpwas assured that the questionnaires
would be kept confidential. To ensure that thisjggbwas conducted in an ethical manner,
ethical issues such as informed consent, confidigtiand deception were considered
(Struwig & Stead, 2001).

Statistical analysis

Statistical analysis was done using the SPSS proge (SPSS Inc., 2011). Descriptive
statistics (means, standard deviations) were usdtia analysis of the data. The Pearson
product-moment correlatiofPéarson J which is used to determine the variation of Valea

between two continuous variables (Struwig & Ste2d01), was used to determine the
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relationship between age, burnout, work engagen@niilemands and job resources as well
as SOC.

Multivariate analysis of variance (MANOVA) was uséd determine whether there were
differences between the age groups regarding thelirbeing. MANOVA's is a statistical
procedure used to determine whether there are aoypgdifferences (Salkind, 2009).
Analysis of variance (ANOVA) was then used to deiliee differences for each dimension.
If significant differences were found between ageugs, post-hoc analysis was then used in
order to establish what specific differences exlistetween age groups. Hierarchical multiple
regression analysis was used to determine whichdgrbhands, job resources and personal

resources predict burnout and work engagementifierent age groups.

RESULTS

Descriptive statistics and reliability, as well the correlations between the dimensions are
reported in Table 2 below.
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Table 2

Descriptive Statistics, Cronbach Alpha Coefficiesftthe Measuring Instruments and Correlation Gogfhts

Item
. Job pressure
. Mental load

. Emotional load

. Role clarity

. Job information

© 00 N O 0o B~ W N P

10. Exhaustion
11. Cynicism
12. Vigour

13. Dedication

* Statistically significanti§ < 0,05)

. Supervisor support

. Colleague support

. Participation in decision making

. Sense of coherence

Mean SD
7,85 2,21
9,56 2,12
7,10 2,12
9,05 2,41
9,16 1,95
9,29 1,96
8,52 2,23
8,61 2,25
60,40 12,81
14,45 6,44
8,08 5,40
20,68 5,19
21,70 5,86

a
0,77
0,79
0,72
0,81
0,83
0,79
0,74

0/63

0741 0,41
-0,10 -0,04
-0,19-0,12
-0,04 0,07
-0,04 0,08

0,84 -0,07 0,01

0,76
0,89
0,86
0,84
0,88

" Correlation is practically significamt> 0,30 (medium effect)

™ Correlation is practically significamt> 0,50 (large effect)

0,190,127
0'39 0,32"
012 0,02
0,14 -0,04
0,08 011

3 4
-0,26
-0,27 0,51
-0,14 0,61
-0,120,65™
019 0,71
-0,33" 035"
045" -0,33"
0,31" -0,39”
-0,31" 042"
-0,18 041"
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*

0,39
0,40”
0,45"
0,31"
-0,32"
-0,34"
0,38"
0,32"

0,78"
0,61
0,33"
-0,23
-0,37"
0,31"
0,36"

0,66™
0,32"
-0,20
-0,34"
0,34"
0,38"

0,38"
-0,28"
-0,42"
0,42"
0,45"

-0,53™
-0,51™
0,54™

0,48"

10

0,52™
-0,59™
-0,35"

11 12
-0,67"
-0,73" 0,78"



Table 2 shows acceptable Cronbach Alpha coeffisitartall the dimensions — all the alpha’s
were higher than the proposed guidelineao® 0,70 (Nunnally & Bernstein, 1994). In
addition, Table 2 also provides the correlationshef variables being studied. Cynicism and
vigour were statistically significantly relatedjtib pressure. Exhaustion was statistically and
practically related, with a medium effect, to jotegsure and mental load. Dedication was
statistically significantly related to mental loaBxhaustion, cynicism and vigour were
statistically and practically related, with a madieffect, to emotional load, while dedication
was only statistically significantly related to etoal load. Exhaustion, cynicism, vigour
and dedication were all statistically and practicakelated, with a medium effect, to
supervisory support, colleague support, role clafivb information and participation in
decision making with the exception of exhaustiohjolr was only statistically significantly
related to role clarity, job information and paigietion in decision making. Exhaustion,
cynicism and vigour are statistically and practicatlated, to a large effect, to SOC, whereas

dedication is only statistically and practicallyated, to a medium effect, to SOC.

Following this, MANOVASs were used to determine thiferences between age and burnout
(exhaustion and cynicism) and work engagement (rigmd dedication). The analysis of the
Wilks’ Lambda values showed that there were indsedistically significant differences
(F(8, 1152) = 2,09p = 0,03, with partial eta squared = 0,01) (diffexes are significant gt

< 0,05 level) between the age groups regarding luiraod work engagement. Specific
differences were analysed further using ANOVA. Aseault of the differing sizes of the
samples, the Games-Howell procedure was used ir doddetermine whether there were
any statistically significant differences betwebae fige groups. The results of the ANOVA

analysis are presented in Table 3 below.

Table 3
ANOVA - Differences in Burnout Based on Age

Variable Young Middle aged Older p Partial Eta
employees employees employees Squared
Exhaustion 15,75 14,97 12,95 0,00 0,02
Cynicism 8,70 8,20 7,38 0,09 0,01
Vigour 20,04 20,59 21,36 0,08 0,01
Dedication 20,79 21,73 22,38 0,06 0,01

" Statistically significant differencgr< 0,05; Means with different superscripts differéghgficantly atp < 0,05
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As illustrated by Table 3, the three age groupsesepced significantly different levels of
exhaustion § < 0,05), where young and middle-aged employees stémexperience the
highest levels of exhaustion and older employeeddWwest exhaustion levels. However, no
significant differences were found for cynicism. eféfore, Hypothesis 1 is partially
accepted. Furthermore, although ghealues for vigour and dedication weré,05, the post-
hoc analysis did show significant differences fadidation between young and older
employees, with younger employees experiencingif@gntly lower levels of dedication
compared to older employees. Partial support waetbre found for Hypothesis 2.

In order to establish which predictors (job demandé resources, SOC) significantly
predicted burnout and engagement across the thgee geoups, hierarchical multiple
regression analysis was used. The results of tiression analysis are illustrated in Tables 4,
5, 6 and 7 and a summary of all the significandifigs across the age groups is illustrated in
Table 8.
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Table 4

Hierarchical Multiple Regression Analysis with Existion as Dependent Variable

Standar dised

Standar dised

Standar dised

M odel 5 t p R?2 5 t p R?2 p; t p R2
Young Middle-aged Old

1 (Constant) 1,84 0,07 024 1,74  0,080,25 2,63 0,01 0,33
Job pressure 0,27 2,53 0,01 0,29 4,22 0,00 0,08 0,96 0,34
Mental load -0,07 -0,61 054 -0,06 -0,85 0,39 280, 3,59 0,00
Emotional load 0,36 4,10 0,00 0,34 596 0,00 0,34 4,62 0,00

2 (Constant) 389 0,00 0,32 430 000 031 1,440,15 0,40
Job pressure 0,24 2,27 0,03 0,28 419 0,00 0,06 071 0,48
Mental load -0,03 -0,27 0,79 -0,02 -0,23 0,82 300, 3,86 0,00
Emotional load 0,33 3,79 0,00 0,25 429 0,00 0,24 3,16 0,00
Supervisor support 0,04 0,32 0,75 -0,20 -2,35 20,0 -0,17 -1,65 0,10
Colleague support -0,14 -1,58 0,12 -0,04 -0,61 540, -0,21 2,70 0,01
Role Clarity -0,09 0,79 043 -0,10 -1,16 0,25 000 0,39 0,70
Job information -0,00 -0,02 0,99 0,13 1,39 017 -0,03 0,32 0,75
Participation in decision making -0,18 -1,67 0,10 -0,07 -0,83 0,41 0,06 0,66 0,51

3 (Constant) 515 0,00 0,37 718 0,00 0,41 4,500,00 0,55
Job pressure 0,21 2,10 0,04 0,27 425 0,00 0,05 0,75 0,46
Mental load -0,02 -0,22 0,83 -0,02 -0,28 0,78 300, 438 0,00
Emotional load 0,25 2,84 001 0,18 3,29 0,00 0,15 221 0,03

™ Statistically significanp < 0,01
" Statistically significanp < 0,05
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Table 4 continued

Hierarchical Multiple Regression Analysis with Existion as Dependent Variable

Modd Standar dised
B

3 Supervisor support 0,06
Colleague support -0,13
Role Clarity -0,12
Job information 0,04
Participation in decision making -0,11
SoC -0,27

" Statistically significanp < 0,01
" Statistically significanp < 0,05

Note: For the young group, Model E € 13,43:R = 0,49;4R?= 0,22); Model 2 £

Standar dised

p R? ; t p
Middle-aged
0,59 -0,17 -2,16 030,
0,13 -0,03 -0,48 630,
0,28 -0,04 -0,44 0,66
0,73 0,12 1,43 0,15
0,28 -0,02 -0,31 0,76
0,00 -0,36 -6,77 0,00

Standar dised
B

-0.23
-0.10
110
-0.04
0.18
-0.47

t p R?
old
2,55 0,01
-1,42 0,16
1,34 0,18
-0,46 0,65
2,11 004
-7,38 0,00

= 7,37;R = 0,57;4R’= 0,28); Model 3F = 8,21;R = 0,61;4R’= 0,33); For the middle

group, Model 1 = 30,06:R = 0,50;4R’= 0,24); Model 2 = 15,14;R = 0,56:4R?= 0,29); Model 3k = 20,77;R = 0,64;4R?= 0,39). For the older group, Model & €
26,51;R = 0,57;4R%= 0,31); Model 2 = 13,23;R = 0,63;4R?= 0,37); Model 3F = 21,77;R = 0,74;4AR?= 0,53).
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Table 4 summarises the regression analyses witldgmbands, job resources, and SOC as
predictors of exhaustion for young, middle-aged aliér employees. Entry of job pressure,
work load and emotional load at the first step loé tregression analysis and entry of
supervisor support, colleague support, role clagop information and participation in
decision making entered in the second step ofdbeession analysis, resulted in both models
producing a statistically significant model for ym) middle-aged and older employees. The
third step of the regression analysis producedatisstally significant model for young
employeesK o 124)= 8,21;p = 0,00;AR? = 0,33) which explained approximately 37% of the
variance; middle-aged employedSo(r0)= 20,77;p = 0,00; AR? = 0,39) which explained
approximately 41% of the variance; and older emgésyfE (g 158y= 21,77;p = 0,00;AR? =
0,53) which explained approximately 55% of the &ace. According to the results, it seems
that for young employees, job pressyte=(0,21;t = 2,10;p < 0,05), and emotional loag €
0,25;t = 2,84;p < 0,05) predicted exhaustion; for middle-aged engésy job pressurg €
0,27;t = 4,25;p < 0,05), emotional loags(= 0,18;t = 3,29;p < 0,05) and supervisory support
(#=-0,17;t = -2,16;p < 0,05) predict exhaustion; and for older employeasntal load £ =
0,30;t = 4,38;p < 0,05), emotional loags(= 0,15;t = 2,21;p < 0,05), supervisor suppop €
-0,23;t = -2,55;p < 0,05) and lack of participation in decision mak{fig- 0,18;t = 2,11;p <
0,05) seemed to predict exhaustion. Lower level$SOIC was a significant predictor of
exhaustion for younger employe¢s<-0,27;t = -3,23;p < 0,05); middle-aged employeégs (
=-0,36;t =-6,77;p < 0,05); as well as older employe$s<{-0,47;t = -7,38;p < 0,05).
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Table 5
Hierarchical Multiple Regression Analysis with Cgism as Dependent Variable
Standar dised

Standar dised Standar dised

M odel 5 t p R? 5 t p R?2 5 t p R?
Young Middle-aged old

1 (Constant) 259 0,01 011 4,02 0,000,11 0,48 0,63 0,14
Job pressure 0,06 0,55 0,58 0,18 2,44 70,02 -0,07 -0,74 0,46
Mental load -0,20 -1,69 0,09 -0,28 -3,68 (0,00 0,02 0,20 0,84
Emotional load 0,37 3,92 0,00 0,30 4,72 0,00 0,40 4,77 0,00

2 (Constant) 559 0,00 0,33 7,52 0,00 0,26 5,01 0,00 0,30
Job pressure 0,02 0,15 0,88 0,16 2,32 "0,02 -0,14 -1,62 0,11
Mental load -0,13 -1,17 0,24 -0,21 -2,96 0,00 0,08 0,99 0,32
Emotional load 0,31 3,59 0,00 0,18 2,90 0,00 0,24 3,02 0,00
Supervisor support -0,00 -0,01 0,99 -0,13 -1,410,16 -0,02 -0,15 0,88
Colleague support -0,08 -0,96 0,34 -0,07 -1,19 ,230 -0,25 -2,95 O,Gb
Role Clarity -0,18 -1,57 0,12 -0,13 -1,40 0,16 -0,14 -1,31 0,19
Job information 0,06 0,53 0,60 0,10 0,98 0,33 0,10 -0,88 0,38
Participation in decision making -0,35 -3,33 (00 -0,22 257 0,01 -0,04 -0,36 0,72

3 (Constant) 7,02 0,00 0,40 9,90 0,00 0,35 7,10 0,00 0,41
Job pressure -0,01 -0,14 0,89 0,15 2,22 "0,03 -0,14 -1,81 0,07
Mental load -0,12 -1,15 0,25 -0,21 -3,18 (0,00 0,08 1,01 0,32
Emotional load 0,22 2,53 0,01 0,11 1,91 0,06 0,17 2,22 0,03

" Statistically significanp < 0,01
" Statistically significanp < 0,05
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Table 5 continued
Hierarchical Multiple Regression Analysis with Cgism as Dependent Variable

Modd Standar dised t D R?2 Standar dised t D R2 Standar dised ¢ D R?
B p B
Young Middle-aged Old
Supervisor support 0,02 0,24 0,81 -0,10 -1,17 250, -0,06 -0,63 0,53
Colleague support -0,07 -0,86 0,39 -0,07 -1,11 ,270 -0,15 -1,94 0,(55
Role Clarity -0,21 -1,97 0,05 -0,07 -0,75 0,45 -0,07 -0,76 0,45
Job information 0,11 098 0,33 0,09 0,98 0,33 0,11 -1,02 0,31
Participation in decision making -0,28 2,72 @01 -0,18 -2,20 0,03 0,06 0,59 0,55
socC 0,31 -3,83 0,00 -0,34 6,11 0,00 -0,39 531 0,00

" Statistically significanp < 0,01
" Statistically significanp < 0,05

Note: For the young group, Model E € 5,50;R = 0,34;4R?= 0,09); Model 2k = 7,54;R = 0,57;4R’= 0,28); Model 3 = 9,06;R = 0,63;4R*= 0,35); For the middle
group, Model 1 = 11,60;R = 0,34;4R’= 0,10); Model 2k = 11,72;R = 0,51;4R’= 0,24); Model 3k = 15,96;R = 0,59;4R?= 0,33). For the older group, Model & £
9,01;R = 0,38;4R’= 0,13); Model 2k = 8,66;R = 0,55;4R?= 0,27); Model 3F = 12,14;R = 0,64;4R’= 0,38).
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Table 5 summarises the regression analyses witldgmbands, job resources, and SOC as
predictors of cynicism for young, middle-aged anhdeo employees. Entry of job pressure,
work load and emotional load at the first step lnd regression analysis and supervisor
support, colleague support, role clarity, job imf@tion and participation in decision making
entered in the second step of the regression asabah produced a statistically significant
model for young employees, middle-aged employeédsodster employees. The third step of
the regression analysis produced a statisticaiyiscant model for young employedsd 124

= 9,06;p = 0,00;AR? = 0,35) which explained approximately 40% of ttagiance; middle-
aged employees-(y270)= 15,96;p = 0,00;AR? = 0,33) which explained approximately 35%
of the variance; and older employe€g (ss= 12,14;p = 0,00:AR? = 0,38) which explained
approximately 41% of the variance. According to tlesults, it seems that for younger
employees emotional loag € 0,22;t = 2,53;p < 0,05), role clarity £ = -0,21;t = -1,97;p <
0,05) and a lack of inclusion in decision makigg=-0,28;t = -2,72;p < 0,05) predicted
cynicism, for middle-aged employees job pressgdre 0,15;t = 2,22;p < 0,05), mental load
(#=-0,21;t =-3,18;p < 0,05) and a lack of participation in decision nmak{ = -0,18;t = -
2,20;p < 0,05) and for older employees only emotional I¢ad 0,17;t = 2,22;p < 0,05) and
colleague supportp(= -0,15;t = -1,94;p < 0,05). Lower levels of SOC seem to be a
significant predictor of cynicism for younger emyées f = -0,31;t = -3,83;p < 0,05);
middle-aged employeeg € -0,34;t = -6,11;p < 0,05) and for older employees £ -0,39;t
=-5,31;p<0,05).
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Table 6
Hierarchical Multiple Regression Analysis with Vigas Dependent Variable

Standar dised

Mode Standar dised t D R2 ¢ D R2 Standar dised ¢ D R2
B B B
Young Middle-aged Old

1 (Constant) 3,07 0,00 0,30 563 0,00 0,24 446 000 0,20
Supervisor support 0,22 2,05 0,04 0,23 2,66 0,01 0,07 0,56 0,57
Colleague support 0,14 157 012 0,19 3,06 0,00 0,27 3,16 0,00
Role Clarity 0,01 0,05 0,97 0,04 0,38 0,70 50,1 -1,37 0,17
Job information 0,01 0,08 0,94 -0,08 -0,78 0,44 0,24 2,03 0,04
Participation in decision making 0,29 2,74 0,01 0,20 2,29 0,02 0,08 0,77 0,44

2 (Constant) 3,87 0,00 0,38 545 0,00 0,30 435 000 0,23
Supervisor support 0,18 1,74 0,08 0,16 1,80 0,07 0,04 0,38 0,71
Colleague support 0,12 1,44 0,15 0,16 2,61 0,01 0,23 2,62 0,01
Role Clarity -0,01 -0,05 0,96 0,03 0,31 0,76 ,150 -1,35 0,18
Job information 0,06 0,52 0,60 -0,07 -0,69 0,49 0,28 2,31 0,02
Participation in decision making 0,26 2,51 (01 0,22 2,56 0,01 0,05 0,51 0,61
Job pressure -0,14 -1,40 0,16 -0,12 -1,81 0,07 0,08 0,88 0,38
Mental load 0,19 1,88 0,06 0,20 2,92 §,00 -0,12 -1,30 0,19
Emotional load -0,29 -3,50 0,00 -0,22 -3,63 0,00 -0,13 -1,57 0,12

3 (Constant) 1,51 0,13 042 1,94 005 042 1,90 0,06 0,38
Supervisor support 0,16 1,60 0,11 0,12 1,56 0,12 0,10 0,98 0,33
Colleague support 0,11 1,36 0,18 0,15 2,67 0,01 0,12 1,46 0,15
Role Clarity 0,02 021 0,83 -0,05 -0,58 0,57 230 -2,26 0,03

" Statistically significanp < 0,01
" Statistically significanp < 0,05
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Table 6 continued

Hierarchical Multiple Regression Analysis with Vigas Dependent Variable

Mode Standar dised t D R2 Standar dised ¢ D R2 Standar dised ¢ D R2
B B B
Young Middle-aged Old
Job information 0,02 0,19 0,85 -0,06 0,68 0,50 0,28 2,65 0,01
Participation in decision making 0,20 1,97 0,05 0,17 2,15 0,03 -0,06 -0,60 0,55
Job pressure -0,12 -1,21 0,23 -0,10 -1,68 0,09 0,09 1,05 0,30
Mental load 0,19 1,88 0,06 0,20 3,25 (0,00 0,11 -1,38 0,17
Emotional load -0,21 -2,58 0,01 -0,14 2,50 0,01 -0,04 -0,54 0,59
soC 0,25 3,10 0,00 0,40 7,67 0,00 0,47 6,30 0,00

" Statistically significanp < 0,01
" Statistically significanp < 0,05

Note: For the young group, Model & € 10,86:R = 0,55;4R’= 0,27); Model 2 = 9,43;R = 0,61;4R’= 0,34); Model 3F = 10,02;R = 0,65;4R*= 0,38); For the middle

group, Model 1 = 17,65;R = 0,50;4R’= 0,23); Model 2 = 14,20;R = 0,54;4R’= 0,28); Model 3k = 21,84;R = 0,65;4R?= 0,40). For the older group, Model & £
8,15;R = 0,45;4R?= 0,18); Model 2 = 5,86;R = 0,48;4R*= 0,19); Model 3k = 10,88;R = 0,62;4R’= 0,35).
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Table 6 summarises the regression analyses witldgobands, job resources and SOC as
being predictors of vigour for young, middle-agex alder employees. Entry of supervisor
support, colleague support, role clarity, job imf@tion and participation in decision making
in the first step of the regression analysis arxgeoessure, work load, and emotional load
entered in the second step of the regression asalysoduced a statistically significant
model for young, middle-aged and older employeé&e final step in the regression analysis
also produced a statistically significant modelyoung employeeds 124y= 10,02;p = 0,00;
AR? = 0,38) which explained approximately 42% of theiance; middle-aged employees
(F(9,270)= 21,84;p = 0,00; AR? = 0,40) which explained approximately 42% of ttagiance;
and older employee$ g 158= 10,88;p = 0,00; AR? = 0,35) which explained approximately
38% of the variance. According to the resultse#ras that for young employees emotional
load (¢ = -0,21;t = -2,58;p < 0,05) and inclusion in the decision making prodgss 0,20;t
=1,97;p < 0,05) seemed to predict vigour; for middle-agegleryees colleague suppoft £
0,15;t = 2,67;p < 0,05), sufficient participation in decision maki@y= 0,17;t = 2,15;p <
0,05), mental loads(= 0,20;t = 3,25;p < 0,05) and emotional loag € -0,14;t = -2,50;p <
0,05) seems to predict vigour and for older emptsymle clarity £ = -0,23;t = -2,26;p <
0,05) and job informationg(= 0,28;t = 2,65;p < 0,05) seems to be sufficient predictors of
vigour. Further, higher levels of SOC seems to bsigaificant predictor of vigour for
younger employeeg = 0,25;t = 3,10;p < 0,05); middle-aged employegs<£ 0,40;t = 7,67;

p < 0,05); as well as older workeyg £ 0,47;t = 6,30;p < 0,05).
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Table 7

Hierarchical Multiple Regression Analysis with Dealion as Dependent Variable

M odéel

1

(Constant)

Supervisor support

Colleague support

Role Clarity

Job information

Participation in decision making
(Constant)

Supervisor support

Colleague support

Role Clarity

Job information

Participation in decision making
Job pressure

Mental load

Emotional load

(Constant)

Supervisor support

Colleague support

Role Clarity

" Statistically significanp < 0,01

" Statistically significanp < 0,05

Standar dised

B

0,12

0,06
0,06
-0,05

0,48

0,13
0,08
0,08
-0,04
0,42
0,19
0,08
-0,26

0,11
0,07
0,11

Young
2,22

1,18
0,75
0,59
-0,41
4,78
1,32
1,29
1,00
0,80
-0,33
4,35
1,96
0,84
-3,34
-0,52
1,14
0,91
1,06

0,03
0,24
0,46

0,56

0,68
¢,00

0,19
0,20
0,32

0,43

0,74
0,00
d,05

0,40

0,00

0,61
0,26
0,37

0,29

R? 5
0,36
0,11
0,11
0,07
0,02
0,23
0,43
0,07
0,11
0,04
0,04
0,25
0,04
0,17
-0,15
0,47
0,04
0,10
-0,03
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Standar dised

t
Middle-aged
4,69 0,00
1,28 0,20
1,75 0,08
0,75 045
0,25 0,80
2,65 0,01
2,77 0,01
082 041
1,79 0,07
0,39 0,70
037 0,71
2,84 0,01
0,61 0,55
241 0,02
2,46 0,02
-0,22 0,83
0,53 0,60
1,75 0,08
-0,35 0,73

RZ

0,22

0,25

0,35

Standar dised

B

0,07
0,14
0,01
0,24
0,08

0,01
0,18
0,06
0,22
0,09
0,29
-0,07
-0,08

0,07
0,07
,020

t p R2
old
4,170,00 0,19
0,58 0,56
1,63 0,11
0,06 0,95
1,99 0,05
0,72 047
1,790,08 0,24
0,09 093
2,09 0,04
051 0,61
1,87 0,06
0,89 037
3,19 000
-0,75 045
0,95 0,34
820, 0,41 0,41
0,68 0,50
0,84 0,40
-0,23 0,82



Table 7 continued

Hierarchical Multiple Regression Analysis with Dealion as Dependent Variable

Mode Standar dised t D R2 Standar dised ¢ D R2 Standar dised ¢ D R2
p B B
Young Middle-aged old
Job information -0,07 -0,66 0,04 0,46 0,64 0,23 2,19 0,03
Participation in decision making 0,37 3,85 0,20 2,48 o,0f -0,02 -0,23 0,82
Job pressure 0,21 2,23 0,06 0,91 0,37 0,29 3,66 0,00
Mental load 0,08 0,81 0,17 2,61 do1 -0,06 -0,77 0,44
Emotional load -0,20 -2,47 -0,08 -1,40 0,16 0,01 0,19 0,85
soC 0,22 2,86 0,35 6,42 0,00 0,48 6,60 0,00

" Statistically significanp < 0,01
" Statistically significanp < 0,05

Note: For the young group, Model E € 14,45:R = 0,60;4R?*= 0,34); Model 2 € = 11,80;R = 0,66;4R?= 0,40); Model 3 = 11,99;R = 0,68;4R’= 0,43); For the middle

group, Model 1 = 14,99:R = 0,46;4R’= 0,20); Model 2k = 11,36;R = 0,50;4R’= 0,23); Model 3k = 16,17;R = 0,59;4R?= 0,33). For the older group, Model & £
7,62R = 0,44;AR?= 0,17); Model 2 = 6,36;R = 0,49:4R*= 0,20); Model 3 = 12,00;R = 0,64;4R?= 0,37).

45



Table 7 summarises the regression analyses witldgmbands, job resources, and SOC as
predictors of dedication for young, middle-aged ahder employees. Entry of supervisor
support, colleague support, role clarity, job imf@tion and participation in decision making
in the first step of the regression analysis artdyesf job pressure, work load, and emotional
load in the second step of the regression analyglgyroduce a statistically significant model
for young, middle-aged employees and older empky&ée third step of the regression
analysis also produced a statistically significaatdel for young employee&§ 124y= 11,99;

p = 0,00; AR? = 0,43) which explained approximately 47% of theiance; middle-aged
employeesK 9 270= 16,17;p = 0,00;AR? = 0,33), which explained approximately 35% of the
variance; and older employeeSis = 12,00;p = 0,00; AR’ = 0,37) which explained
approximately 41% of the variance. More specificalbr younger employees, participation
in decision making4 = 0,37;t = 3,85;p < 0,05), job pressurgf(= 0,21;t = 2,23;p < 0,05)
and emotional loads(= -0,20;t = -2,47;p < 0,05) seems to predict dedication, for middle
aged employees participation in decision makijfg (0,20;t = 2,61;p < 0,05) and mental
load ¢ =0,17;t = 2,61;p < 0,05) and for older workers job informatigh% 0,23;t = 2,19;p

< 0,05) and job pressurg € 0,29;t = 2,19;p < 0,05). According to the results, it seems that
a higher SOC seems to be a significant predictatedfication for younger employegs %
0,22;t = 2,86;p < 0,05); middle-aged employees £ 0,35;t = 6,42;p < 0,05); as well as
older workers £ = 0,48;t = 6,60;p < 0,05). Based on the above results no support ewaxif
for the hypotheses stated above and therefore Hgpist 3a is partially accepted and

Hypotheses 3b and 4 are rejected.
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Table 8

Summary of Significant Predictors of Well-beingass the three age groups

YOUNG

R =37%
SOC
Emotional load

Job pressure

RZ =40%

SoC

Participation in decision making
Emotional load

Role clarity

" Statistically significanp < 0,01
" Statistically significanp < 0,05

-0,27
0,25
0,21

-0,31
-0,28

0,22

-0,21

MIDDLE-AGED

EXHAUSTION
t p
R =41%
-3,23 0,00 soc
2,84 0,01 Emotional load
2,10 0,04 Job pressure
- - Supervisor support
CYNICISM
t p
RZ =35%
-3,83 0,00 soc
-2,72 (0,01 Participation in decision making
2,53 0,01
-1,97 0,05
- - Mental load

Job pressure

47

OoLD
B t p B t p
R? =55%
-0,36 -6,77 0,00 socC -047 -7,38 0,00
0,18 3,29 0,00 Emotional load 015 221 003
0,27 4,25 0,00 - - -
-0,17 -2,16 0,03 Supervisor support -0,23 -255 0,01
- - - Mental load 0,30 4238 0,00
- - - Participation in decision making 0,18 2,11 0,04
B t p B t p
R =41%
-0,34 -611 0,00 socC 039 -531 0,00
0,18 -2,20 0,03 - . .
- - - Emotional load 017 2,22 0,03
0,21 -3,18 0,00 - . .
015 2,22 0,03 - - -
- - - Colleague support -0,15 -1,94 0,05



Table 8 continued

Summary of Significant Predictors of Well-beingass the three age groups

YOUNG

R? =42%
SOC
Participation in decision making

Emotional load

RC=47%

SOC

Participation in decision making
Job pressure

Emotional load

" Statistically significanp < 0,01
" Statistically significanp < 0,05

MIDDLE-AGED

VIGOUR
B t p
RZ =42%
025 3,10 0,00 SsocC
0,20 1,97 0,05 Participation in decision making

-0,21 -2,58 0,01 Emotional load
- - - Colleague support
- - - Mental load
DEDICATION
B t p
R? =35%
022 28 0,01 SOC
0,37 3,85 0,00 Participation in decision making
021 223 0,03
-0,20 -2,47 0,02
- - - Mental load

48

0,40
0,17
-0,14

0,15
0,20

0,35
0,20

0,17

t p
R? =38%
7,67 0,00 socC
2,15 0,03
-250 0,01
- i Role clarity
- i Job information
2,67 001
3,25 0,00
t p
R =41%
6,42 0,00 socC
2,48 0,01
- - Job pressure
261 0,01

- - Job information

OLD

0,47

-0,23
0,28

0,48

0,29

0,23

6,30

-2,26
2,65

6,60

3,66

2,19

0,00

0,03
0,01

0,00

d.00



Table 8 constitutes a summary of all the signifidardings across the three age groups. The
most significant finding of the study was that S@€els consistently predict all four well-
being dimensions for all three age groups. The mapoe of this resource influencing
burnout and work engagement seems to increaseeasgh of the employees increase.
Further emotional load was the only job charadierithat seemed to be a significant
predictor of exhaustion for all three age groupst ffounger employees, an increase in
emotional load seemed to predict exhaustion andcisyn, while a decrease seemed to
predict vigour and dedication. An increase in eowwl load only predicted exhaustion for
middle-aged employees, while a decrease predictgainy whereas an increase in emotional
load only predicted exhaustion and cynicism foreoldmployees. An increase in job pressure
seemed to predict exhaustion and cynicism for ret@djed employees whilst only predicting
exhaustion for younger employees. An increase npoessure, however, also seems to
predict dedication for young and older employersufficient supervisor support seemed to
predict exhaustion in middle-aged and older emmeyand the need for supervisor support

seemed to be higher for older employees than fddimiaged employees.

When older managers tend to experience high l@fatsental load it leads to higher levels of
exhaustion while for middle-aged employees a deserea mental load seems to predict
cynicism. Furthermore an increase of middle-agefleyees’ mental load seemed to predict
both vigour and dedication. Exclusion in the dewismaking process seemed to predict
lower exhaustion levels for older employees whoeryger and middle-aged junior managers
seem to welcome the idea of being a part of thesai@cmaking process as this seems to lead
to higher levels of vigour and dedication. Youngpéogees also seemed to prefer clear
guidelines for their role in the organisation othkise they tend to experience higher levels of
cynicism while older employees seem to prefer teksclarity as this seems to lead to higher
vigour levels. Middle-aged and older employees s&eivoth value colleague support, as it
seems to lead to higher levels of dedication ameitdevels of cynicism respectively. Finally
it seemed that older employees were the only gnebmh valued job information as a
sufficient job resource as it seemed to lead tddridevels of vigour and dedication. This
model explained approximately 37% (young employe€tYo (middle-aged employees) and

55% (older employees) of the variance respectively.
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DISCUSSION

The aims of this study were to firstly to determihage groups in the financial sector differ
in their levels of burnout and work engagement aadondly to determine if a particular
prediction model (including job demands, job researand personal resources) is different
for different age groups. In order to reach these dbjectives, a sample of junior managers
in the financial sector was divided into three a@geups: young employees (18-30 years),

middle-aged employees (31-50 years) and older grapk(51-65 years).

The first objective was to establish whether theege any significant differences between
the three age groups with regard to burnout ank wogagement. With regards to burnout,
significant differences were found for exhaustiomhere younger and middle-aged
employees experienced significantly higher leveisexhaustion compared to their older
colleagues. This result led to the partial confiiora of Hypothesis 1 as there were
significant differences found between young, miellied and older workers. However, no
differences were found for cynicism. This findirsgsupported by Brewer and Shapard (2004)
in that they also found that younger employees eepeed higher levels of exhaustion than
their older colleagues. These results also partiadincide with Jackson and Rothmann’s
(2005) findings on educators in South Africa, whichind that exhaustion levels seems to be
higher for younger employees than middle-aged derokemployees. However, they also
found significant differences on the cynicism dirsien in educators which was not the case
for this sample of the junior banking managers.o&gible reason for these young managers
experiencing higher levels of exhaustion can befdbethey are yet to develop coping skills
as they are just entering the workforce and ddhagt the necessary experience to deal with
the challenges posed by their new job (Brewer & aind, 2004).

Hypothesis 2 was also partially confirmed. Althoutjle results did not reveal significant
differences between age groups for engagementesiudts of the post-hoc analysis indicated
that there were significant differences betweenngen and older employees regarding their
dedication levels, with older employees experiegdiigher levels of dedication than their
younger counterparts. These results yielded simdamults when compared with other
findings, that is, older employees seemed to eklhigher levels of engagement than the

younger employees (Pitt-Catsouphes & Matz-Cost@82&chaufeli, Bakker & Salanova,
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2006). Young junior managers may experience loveslightion levels than those of their

older counterparts as they are just entering trgianisation and may not have had sufficient
time to create a meaningful relationship with tingamisation yet. Peeters and Van Emmerik
(2008) assert in their review article, that oldempdoyees seem to be more satisfied with their
work, which can also be a reason why they tendetanbre dedicated to their organisation

than the young junior managers.

The second objective was to determine if the ptedsdjob demands, job resources) differed
across the three age groups. The results indidatgty that all the job demands which
predict burnout and work engagement seemed tor didfethe three age groups, except for
emotional load. Emotional load was the only job dathwhich predicted exhaustion levels
for all three age groups. The level of emotionadonhich led to exhaustion was much
higher for younger than older employees. This cgaira be linked back to the young
employees’ lack of experience to enable them tec#ffely handle emotional stressors at
work, having recently entered the work force (Lasghr et al., 2009). Middle-aged and
older employees would be able to more easily drawthe coping skills that they have
acquired and developed over the years. De Langk €010) concluded from literature that
older workers may be able to control their emotibester and therefore these employees
might be more likely to “use passive, intrapersagralotion-focused forms of coping skills
instead of active problem-focused behaviour” (p9)92ypothesis 3a is therefore partially
confirmed as emotional load was similar acrosshafle age groups. It was further found that
the job demand which predicted exhaustion for yoand middle-aged employees were job
pressure, whereas it predicted dedication for addeployees, and an increase in mental load,
which seemed to predict vigour and a decreasenitisyn for middle-aged employees, while

an increase of the same predicted exhaustion wdsrgun older employees.

It was interesting to find that some job demands,(mental load and job pressure) led to
positive well-being. This result is supported byttRoann and Jordaan’s (2006) results which
also found that amongst South African higher intth educators job demands such as
overload (including mental load) was positively reteited to the dedication dimension of
engagement. Lepine, Podsakoff and Lepine (2005)aexphis notion by highlighting two

types of stressors, namely challenge and hindratregsors. At times, certain job demands
may tend to lead to negative outcomes (“hindratessors”) while at other times employees

may regard these demands as a challenge (“challsinggsors”) in achieving their goals
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(Lepine et al., 2005). In this study it appearedat for young as well as older junior managers,
an experience of high job pressure led to higheel$e of dedication and middle-aged
employees seemed to perceive that an increasentahiead was a significant predictor for
their work engagement, while a decrease was afisigni predictor of their cynicism levels.
Lorente, Salanova, Martinez and Schaufeli (200®psett the result across their population
of secondary school teachers’ well-being, wherg tband that the teachers (average age of
40) also perceived mental load as a challenge,hwitamately seemed to yield higher levels
of vigour over time. This is an important findin§ the present study of junior managers as
organisations in South Africa can recognise thatage job demands could aid as challenges
for the employees and consequently could resulhigher levels of work engagement
although this might not be true for all occupati@msl sectors. However, it is important to
note that although employees seem to thrive wheereéncing higher levels of job demands
it will only yield positive results when they hattee sufficient job resources to meet those
demands (Bakker, Van Veldhoven & Xanthopoulou, 3010

The findings secondly revealed that the job resssirahich predict burnout and work
engagement seem to differ for all three age grotjypothesis 3b is therefore rejected.
Perceived organisational support (i.e., colleagugpert, role clarity, job information, and
participation in decision-making) seemed to beisugffit predictors of engagement across all
three age groups, a finding which is supported bthRann and Jordaan (2006), who also
found that organisational support is positivelyatetl to engagement in their population
sample of academic staff from tertiary institutiomsterestingly, participation in decision
making seemed to be of much more importance inptlediction of work engagement for
young and middle-aged employees, whilst it seemedetd to exhaustion for older
employees. Being included in the decision makiracess also seems to predict a resulting
reduction in cynicism for young and middle aged kypes. Markos and Sridevi (2010)
emphasise that including young and middle-aged eyepls in the decision making process
will make them feel a sense of importance and lggimnand ultimately may positively
influence their engagement levels. These youngnaiddle-aged managers may thrive when
they feel a sense of belonging in the organisakoowing that they mean something in the
organisation, while older employees might feel they at the end of their time in office and
thus might no longer wish to be part of the decisimaking process.
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The results showed that job information was valogednly older employees and it seemed to
ultimately lead to work engagement. Role claritgraed to be negatively related to vigour in
older employees and to cynicism in younger emplsydeor middle-aged employees,
colleague support seemed to significantly predigowr, while a lack thereof seemed to
significantly predict cynicism in older employeesdaa lack of supervisor support seems to
lead to high exhaustion levels in both middle-aged older workers. James et al. (2011)
contradict this finding however, as they found tkapervisor support was a significant
predictor for younger and older employees. Youragaployees nevertheless did not seem to
value colleague or supervisor support in the ptauicof their well-being. This finding is
also supported by Karatepe and Olugbade (2009)hat their research indicated that
supervisor support did not have any effect on wesrgagement. This is an important finding
as previous studies have found that ensuring tingla/ees who perceive sufficient support
from their colleagues and supervisors as impogeedictors get that support which can lead
to higher job satisfaction (Cambré, Kippers, VandVieven & De Witte, 2012). Overlooking
the importance of providing colleague and supenssgpport to those who value it can lead
to those employees experiencing burnout (Kalimal.e2003).

The third objective was to determine whether SOG@ isignificant predictor for young,
middle-aged and older employees. The results iteticthat SOC levels consistently predict
all four well-being dimensions for all three ageowps. The importance of this resource
influencing burnout and engagement seems to ineraashe age of the employee increases.
As a result of this finding, Hypothesis 4 is reggtt Across all four dimensions of well-being
it seemed that the older the employee, the moredbem to draw on their personal resources
such as SOC, to reduce their burnout levels andreehtheir work engagement levels.
Consequently, it seems that when employees haveS@L it supports them in the selection
of adequate strategies to deal with any work stretbeey may encounter, which could result
in an increase of their levels of well-being (Vaar €olff & Rothmann, 2009). It is therefore
suggested that an increase in age appears to resuihior managers being equipped in
dealing more effectively with their job demanddlasy gain valuable experience within their
job. Being more experienced in a job can make ifferdnce between effectively handling
stressors and not coping, potentially leading m to burnout (Love, Goh, Hogg, Robson &
Irani, 2011)). As the results consistently illugtih SOC which increases with age, is a strong
predictor of burnout and work engagement, thesatsegive even more reason to study this

concept further in order to determine whether tesate similar across a range of other
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occupations. The results however contradict liteggtwhich theorised and found that SOC
levels seem to not differ across age groups (Antskyy 1987; Feldt et al.,2003). Having a
strong SOC (such as the older, junior managers astipienables the worker to evaluate
potential stressors as benign or irrelevant and thwpports problem-solving in stressful

situations, which prevents mental breakdown at W€klimo, 2003, p.119).

In conclusion, the following main findings for tipeesent study were produced. Young and
middle-aged employees seemed to differ from old@apleyees in their experience of
exhaustion as they presented higher levels of estiveu The post-hoc analysis on work
engagement revealed that older employees seemuwel nwore dedicated than their younger
counterparts. However, there were no significaffedinces found across the three groups
regarding cynicism and vigour. It was also foundttdifferent job demands and resources
seemed to predict burnout and work engagementthélexception of emotional load which
was a significant predictor for exhaustion acrdsshaee age groups. An important finding
for South African literature, individuals and orggations, was that SOC across the three age
groups was a significant predictor of burnout aratknengagement. SOC levels seemed to
increase with age, which could be a result of éepee gained from having been in the
workplace longer. The present study yielded impurtasults that can be very beneficial for
organisations to take into consideration when expdo well-being further in other
occupations as well as for the junior managerbenbtanking industry.

Limitations

The main limitation of the study is that it made ws$ cross sectional design when collecting
the data whereas a longitudinal study could hawsveha causal relationship regarding age
and its implications. The second limitation is tealf report measures were used. The use of
self report measures is often stated to lead tonfnon method variance problems”, although
consensus has not yet been reached on whethertothisois problematic (Podsakoff,
MacKenzie, Lee & Podsakoff, 2003; Spector 2006nbkay & Messervey, 2011). A larger
sample may have also yielded more significant tesag the results would be more reliable
when generalised. A final limitation is that thisidy only focused junior bank managers.

Consequently, this study is not able to be gersadlacross different occupations or sectors.
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Recommendations

The present study yielded important findings ashibws organisations the importance of
constantly monitoring their employees’ well-beirayels, as the results illustrate that well-
being is differently perceived across age. Alsoifgemployees with high levels of well-
being can lead to the success of the organisaBamilar to previous research findings
(Antoniou et al., 2006; Brewer & Shapard, 2004 riekt& Lavery, 2007; Randall, 2007), the
results showed that young and middle-aged emplogees to experience higher levels of
exhaustion, a point which should raise concern withanisations to explore this notion
further as to why this might be the case and tloeeethe importance of focusing on the well-
being of younger employees (Akkermans et al., 2008js research highlighted certain job
demands and resources that predict burnout and evagggement for the junior managers as
it can assist organisations in the developmenntdrventions for well-being based on the
results of the important role that certain job dedsand resources specifically play in this
process. Although these results are specificalpliegble to junior managers in the financial
sector in South Africa, additionally it can be uséal advocate other occupational
organisations to explore this notion of age diffees as every employment position has its
own respective job demands and resources requredmplete tasks. It is also worthwhile
for organisations to explore the value of perseasburces further as the results of the study

consistently indicated that the older the employlee higher their SOC levels.

As the results illustrated, personal resources,i$h&OC, was a significant predictor for well-
being across young, middle-aged and older junionagars with the importance of SOC
seemingly increasing with age. Younger junior mamsagan take initiative by developing
and learning relevant coping styles as these cgnthem with the everyday problems they
might face as they do not always possess the malessgerience to draw on that older
employees might have. It is now possible for thesgor managers to see that there are
differences in how other age groups perceive welidp as well as what other groups value
in terms of job demands and resources. Individshtild consequently start looking at age
as a “new diversity issue” as this can assist tlemaffectively working together in the
organisation (James et al., 2011). Employees fribrages can take this into account when
interacting with each other; this might also enfsacemmunication between the different age

groups.
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Future researchers can duplicate this study ovenger period of time as a longitudinal
study may vyield other significant results as thange from one age group into another age
group might practically show how certain experienaad perceptions of well-being may or
may not have changed. Qualitative designs couldskee in combination with the self report
measures, which could control for the state of miaidhe employee at the time of data
gathering. A larger sample may also yield more ifant results. It is recommended that
further studies are conducted in this regard intl@drican organisations as there currently
seem to be very limited studies on age in the SAtfriban context. Literature regarding age
across different occupations and sectors are phatlg needed for South African
organisations as the present study focused on ctigational sector only. Lastly, as every
occupation has its own set of job demands andgsburces which can predict the well-being
of employees, future research can also focus orspaeific demands and resources. This
study has highlighted the importance of job demaats$ resources in predicting employee
well-being for junior managers; similarly, othercapations can benefit from knowing what
job demands and resources and personal resouate®léheir employees’ well-being across
the range of their different ages.
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CHAPTER 3

CONCLUSIONS, LIMITATIONSAND RECOMMENDATIONS

This chapter concludes the mini-dissertation by reanmsing the results in terms of the
general and the specific objectives. Limitationghe research will be discussed and lastly

recommendations are made for future research,ithdils as well as organisations.

3.1 CONCLUSIONS

The aim of this study was to determine whether grgeips (young, middle-aged and older
employees) differed in their levels of burnout amatk engagement and if certain predictors
(job demands, job resources, sense of coherenda)robut and work engagement differed
across the three age groups of junior manageftseiriimancial sector. As little research was
found on the topic in a South African context, tsisdy contributes to the fact that in South
Africa, age does seem to play a role in the burramat work engagement levels of junior
managers and therefore it is important for orgditiea to take into account age differences
in their organisations as well as the differencethe predictors of well-being across age. In
the previous chapter, the results were discussddaaoordingly the following conclusions

can be drawn.

The first objective was to determine the relatiopshetween age, burnout and work
engagement, job characteristics (job demands dncegources), and sense of coherence as a
personal resource, according to literature. Wheuendut and work engagement were
concerned, literature accentuated the importancguafying these two concepts in order to
aid in the assurance of a successful organisatitaving burnt out employees in the
organisation can lead to many negative resultsbfith the organisation as well as the
individual. The organisation could suffer from ewmy#es experiencing job dissatisfaction,
and exhibiting low levels of organisational commam, absenteeism, and intention to leave
the organisation (Maslach & Leiter, 2008). On adividual level, employees could suffer
from chronic fatigue that hinders optimal perforroamnd their behaviour might also change
negatively towards the company as well as the tdias a result of experiencing high levels

of burnout (Bakker, Van Emmerik & Euwema, 2006).n€equently, the importance of
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having an engaged workforce can be stressed. Tématiire regarding work engagement
even state that having an engaged work force iskéyeto the success and competitive
advantage of any organisation and that performaviltancrease with engaged employees
(Gruman & Saks, 2011; McBain, 2006). Employees akem to demonstrate higher quality
relationships with the organisation as well as &rgbrganisational commitment when they
are engaged (Saks, 2006; Hakanen, Bakker & Scha20€6).

Various authors suggest that certain factors sschge can play a role in the burnout and
work engagement levels of employees (Garner, Kr8gBimpson, 2007; James, McKechnie
& Swanberg, 2011). Numerous studies were foundrdmbkurnout and its two core concepts
(exhaustion and cynicism) to age and all the stuglielded the same results that younger
employees demonstrated higher levels of burnout thair older colleagues (Antoniou,
Polychroni & Vlachakis, 2006; Brewer & Shapard, 20@atrick & Lavery, 2007; Randall,
2007). Even in South Africa this seemed to be the&eqsee Jackson & Rothmann, 2005).
Research also revealed that burnout seemed toilpreeae among younger employees
regardless of their occupation as evident in varistwdies across different occupations (e.g.
the Anglican Clergy, nursing and education profass) (Jackson & Rothmann, 2005;
Patrick & Lavery, 2007; Randall, 2007). Reasonsths result included a lack of coping
skills to deal with everyday problems as a restifi ack of experience, a reality shock from
having just entered the workforce for the firsteinand transition shock (Ahola et al., 2006;
Duchscher, 2009; Ghorpade, Lackritz & Singh, 2@@&trick & Lavery, 2007). Therefore, it
can be concluded that younger workers appear terexmge higher levels of burnout than
their middle aged or older colleagues. Work engagdron the other hand seemed to yield
results to the contrary as studies found that oédeployees seemed to experience higher
levels of engagement than their younger countespdid (James et al., 2011; Laschinger,
Wilk, Cho & Greco, 2009; Pitt-Catsouphes & Matz-@ps2008; Shaufeli, Bakker &
Salanova, 2006). Based on the findings in the esleliterature, it can therefore be stated that
older employees seem to experience higher levelsnghgement than their younger or

middle aged counterparts.

The Job Demands-Resources (JD-R) model is usedsmarch to explain the process of
burnout and work engagement and how it is predi@@eanerouti, Bakker, De Jonge, Janssen
& Schaufeli, 2001; Bakker, Demerouti & Verbeke, 20&chaufeli, Bakker & Van Rhenen,

2009). The two processes explained by the JD-R hadethe energetic (high job demands
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leads to ill health via burnout) and motivationalfficient job resources to deal with job
demands lead to organisational commitment via ezrgagt) processes (Schaufeli & Bakker,
2004). Many studies have concluded that the JD-Rainaredicts that when an employee has
sufficient job resources, it assists employeesutficgently and effectively deal with their job
demands (Bakker, Demerouti & Schaufeli, 2003; Baldteal., 2004; Hakanen et al., 2006).
Research on age and the JD-R model concluded geaseemed to be invariant across the
model and therefore there does not seem to beralitfejob demands and resources
explaining the different levels of burnout and werlgagement (James et al., 2011; Korunka,
Kubicek, Schaufeli & Hoonakker, 2009). James e{2011), however, did find that career
development and promotion did differ across agiagob demands and job resources which
predicted burnout and work engagement. In conahysibere does not appear to be any
difference across the age groups with regards &t wiedicts burnout and work engagement.

Apart from job demands and job resources, anotfper of resource (i.e. personal resource)
also seems to play a role in the model. Accordm¥anthopoulou, Bakker, Demerouti and
Schaufeli (2007), sense of coherence (SOC) is sopal resource that plays an important
role in the explanation of the JD-R model. Certa@igearchers label SOC as being the most
important personal resource (Kalimo, Pahkin, Muta&eToppinen-Tanner, 2003). Limited
research found that SOC was linked with age. Thikefaof SOC, Antonovsky (1987),
however, theorised that SOC would stabilise byate of 30 and therefore stop developing
unless there major change occurred during a peyddaetime. However, Feldt, Leskinen,
Kinnunen, and Ruoppila (2003), in their study oaespan of five years, found that there
seemed to be no difference among younger and etdptoyees with regards to their age and
SOC levels and concluded that age therefore seémado be invariant across SOC levels.

SOC therefore also seems not to differ across egeg.

The second objective was to determine whether thesee any significant differences
between young, middle-aged, and older employeeh vagards to their experience of
burnout and work engagement. The results indidae young and middle-aged employees
seemed to experience higher levels of exhaustian their older colleagues. Cynicism did
not differ across the age groups. This result tethe partial confirmation of Hypothesis 1
and confirmed the conclusions drawn by researcibshad carried out studies on age and
burnout differences (Patrick & Lavery, 2007; Jack€oRothmann, 2005). Specifically, the

current findings confirm those of Brewer and Shdg@004) as they also found a significant
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relationship between age and exhaustion. Reasotisisdinding can be the nature of a bank
managers job (constantly having to work hard assalt of a high workload) and therefore
they can become easily exhausted as they ar@eilin the workplace and are still learning
the culture of the organisation and developing rgkills (Ghorpade et al., 2007; Khattak,
Khan, Haq, Arif & Minhas, 2011). There were no diffnces found across the age groups
and work engagement, however, in the post-hoc aisalgignificant differences were found
between young and older employees regarding tleglicdtion levels. This result coincided
with previous research findings (Pitt-Catsouphedl&z-Costa, 2008; Schaufeli et al., 2006).
This finding led to the partial confirmation of Hyflvesis 2 as there did not seem to be

differences in age with regards to the vigour disiem.

The third objective was to determine if job demaiagisl resources differ across the age
groups. Hierarchical multiple regression analysigerled that the predictors of well-being
across the three age groups differed with the dimemf emotional load, which was a
significant predictor of exhaustion across all éhage groups. These results lead to the partial
confirmation of Hypothesis 3a and the rejectionHyfpothesis 3b. However, this finding
contradicted other findings that concluded thatdttd not seem to be a difference in the job
demand and resources, which predicted burnout am#t engagement (see James et al.,
2011; Korunka et al., 2009). Interestingly, it abgopears that certain job demands lead to
higher work engagement levels across the threegemes. A result which is explained by
Lepine, Podsakoff and Lepine (2005) in their stirdwhich it was found that employees can
at times thrive on job demands and thus view thobedemands as challenges. However,
sufficient job resources must be available for thenmeet the job demands (Bakker, Van
Veldhoven & Xanthopoulou, 2010).

The regression analysis further indicates thaSB€ levels of young, middle-aged and older
junior managers differed significantly across theeé age groups. The results indicate that
the older the employee the greater their reliancé¢heir SOC levels to reduce their burnout
levels and enhance their work engagement levelss filding leads to the rejection of
Hypothesis 4 as there were differences found inlé¢vels of SOC across the three age
groups. The findings of the present study howevmrose other theories and findings in
literature (Antonovsky, 1987; Feldt et al., 200B)aintaining SOC levels high will assist
employees in effectively recognising and dealinghwvork stressors optimally (Kalimo et
al., 2003).
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32LIMITATIONS

The main limitation of the study is that it madeeusf a cross sectional design when
collecting the data. In the case of a cross sealtidasign, no causal relationships can be
established whereas with longitudinal studies, wsahrelationship can be examined further,
for example, age and its implications.

The second limitation is the fact that self repogasures were used. The use of self report
measures is often considered to lead to “commornodetariance problems” (Tremblay &
Messervey, 2011). However, consensus has not yet teached in literature on whether or
not it should be considered a problem (e.g. PodgakiacKenzie, Lee & Podsakoff, 2003;
Spector 2006). A larger sample may also have yietdere significant results as the results

would be more reliable when generalised.

A final limitation is that this study focused onlprone population, namely, junior bank
managers. Consequently, these results might napplkcable to other sectors or occupations

as the observed tendencies found in this studydatitfer across other occupations.

3.3RECOMMENDATIONS

Despite the limitations mentioned above, this redealoes yield further insight into the
important role that age plays in the determinatdrihe experience of burnout and work

engagement in organisations.

3.3.1 Recommendations for the organisation

The present study vyielded important findings forgaomsations. It demonstrates the
importance of constantly monitoring the levels olvbeing of their employees as the

present study clearly indicated that well-beingiféerently perceived across the age groups.
Similar to previous research findings (Antoniou at, 2006; Brewer & Shapard, 2004,

Patrick & Lavery, 2007; Randall, 2007), the resultso indicated that young and middle-

aged employees appear to experience higher lefelshaustion which should raise concern
with organisations to explore this notion furtherta why this might be the case. Therefore,

the importance for organisations to focus on youregeployees within the organisation is
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again accentuated as the results clearly revedl ithes the younger employees who
experience higher levels of exhaustion (AkkermaBenninkmeijer, Blonk & Koppes,
2009). This research highlighted certain job dermsaamt resources that predict burnout and
work engagement among the junior managers. Thiernmdtion can be used in the
development of interventions to promote well-beinghe financial sector as the important
role that certain job demands and resources spaiyfiplay are reported. Although these
results are applicable to only junior managersaftnancial sector in South Africa, it could
encourage other organisations to also explore ribieon of age differences across other
occupations as every job has its own relevant grhahds and resources needed to complete
a task. It is also noteworthy for organisationgxplore the importance of personal resources
further as the results consistently indicated thatolder the employee the higher their SOC

levels.

3.3.2 Recommendationsfor theindividual

As the results illustrated, personal resources, @®C) was a significant predictor for well-

being across young, middle-aged, and older junianagers. However, the importance of
SOC seems to increase with age. Younger junior gesacan take the initiative by

developing or learning relevant coping styles tiphieem with everyday problems that they
might face, as they might not always possess tlewaet experience that older employees
might do. This study offers junior managers in Hanking sector further knowledge with

regards to the differences in how other age grqgpseive well-being as well as what they
value in terms of job demands and resources. Toreréfidividuals should begin to consider
age as a “new diversity issue” as this can assesttin effectively working together in the

organisation (James, McKechnie & Swanberg, 201d)plByees from all ages can take this
into account when interacting with each other @s itlight enhance communication between

the different age groups.

3.3.3 Recommendations for futureresearch

Future researchers can duplicate this study odenger period. A longitudinal study may

yield other significant results as the progressitom one age group to another might
practically reveal how certain experiences and gqarons of well-being may or may not

have changed. Moreover, qualitative designs co@dused in combination with the self

report measures in order to yield concrete resagtshe researcher might also be able to

control for the state of mind of the employee & time of data gathering. A larger sample

67



might also yield more significant results. In peutar, in order to contribute to the body of
knowledge in South African literature, it is recoemded that further studies be conducted in
South African organisations, because currentlyrettappears to be very limited studies on
age in the South African context. In particulartiier studies regarding age across different
occupations and sectors are needed for South Afrarganisations as the present study
focused only on junior managers in the banking stigu Lastly, as every occupation has its
own set of job demands and job resources, whichpecadict the well-being of employees,
future research can also focus on job specific delmaand resources. As this study
highlighted the importance of job demands and nessupredicting employee well-being for
junior managers, other occupations could also htefirem knowing what job demands and

resources lead to the well-being of their employeesoss the different age groups.
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