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Abstract 
 

 In this study, the main aim was to determine whether employee burnout differentiates 
according to manager’s gender. To this end, research was conducted particularly in hotels and 
service sector enterprises with 325 employees in the Turkish city of Kayseri, Izmir, Yalova, 
Nevşehir and Antalya, by using the convenience sampling method. Burnout is considered as 3 
dimensional; emotional exhaustion, diminished personal accomplishment and depersonalization. 
According to research results, it was determined that women working under female managers’ 
supervision significantly differed from men in terms of emotional exhaustion and 
depersonalization. In respect of these dimensions, women showed a higher level of burnout. The 
only difference between men and women under the supervision of a male manager emerged in 
the depersonalization dimension. Women again showed a higher level of depersonalization. On 
the other hand, in terms of burnout level generally, it was determined that women working under 
both female and male managers’ supervision showed a significantly high level of burnout. 
Moreover, it was determined in the study that burnout differs significantly in terms of some 
demographical characteristics.  
 Key words: Burnout, emotional exhaustion, diminished personal accomplishment, 
depersonalization, female managers.  

 
Introduction 

 
The first studies to be conducted on female managers were carried out in the 1970s. 

These studies, focused on the question “Is a female manager possible?”. Research regarding the 
application differences of female and male managers began to be conducted in the ensuing years. 
Researches made on female managers revealed that female managers had a people-oriented and 
supportive management approach while male managers were more authoritarian. Women 
employ a management method that displays fidelity and feelings of intimacy (Konrad and di ., 
1997:78); Ünsoy and Gürol, 2000:395). Moreover, females present more transformational 
leadership than men by ensuring the use of employees’ potential in the service of the 
organization (Rosener, 1990:121). While males are obliged to be seen as competitive, powerful, 
decision makers and to be in control, the emotional, supportive, collaborative characters of 
females makes them more interactive (Rosener, 1990:124). Organizations that are in the process 
of changing and improving need an adaptable and untraditional leadership that is observed more 
with female than with male oriented and command-control leadership (Rosener, 1990:120). 
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Naturally, being a woman has some advantages and disadvantages in terms of management. In 
this study, determination of the burnout level differences between males and females working 
under male and female managers was adopted as the main objective. In recent years, factors 
influencing burnout have become the most popular subject of research in organizational behavior 
literature. Factors influencing burnout are dealt with in the literature from various points of 
views. In this study, we did not focus on causality, but only on burnout differences examined in 
terms of manager gender. Burnout was evaluated with 3 dimensions. The major hypothesis of the 
study is that employees’ burnout rates vary according to managers’ genders. We consider that the 
study will fill a significant gap in the literature. 

Today’s modern organizations are facing increasing numbers of qualified, energetic, and 
productive employees who are becoming victims of burnout (Jackson & Schuler, 1983). In the 
framework of content, antecedents and outcomes, a myriad of studies have focused on burnout. 
Burnout is a response to chronic emotional and interpersonal stressors at work, and is defined by 
the three dimensions of emotional exhaustion, depersonalization and diminished personal 
accomplishment (Maslach, 1982; Maslach & Jackson, 1981; Pines & Maslach, 1980; Cordes & 
Dougherty, 1993). Emotional exhaustion is the central feature of burnout and the most obvious 
manifestation of this complex syndrome. Emotional exhaustion reflects the stress dimension of 
burnout, and it prompts actions to distance oneself emotionally and cognitively from one’s work, 
presumably as a way to cope with work overload (Maslach, Schaufeli & Leiter, 2001). The 
second dimension of burnout, depersonalization, is an attempt to put distance between oneself 
and service recipients by actively ignoring the qualities that make them unique and engaging 
people (Maslach, Schaufeli & Leiter, 2001). The context of the third dimension of burnout, a 
work situation with chronic, overwhelming demands that contributes to exhaustion or cynicism, 
is likely to erode one’s sense of effectiveness. In this kind of situation, it is difficult to gain a 
sense of accomplishment when feeling exhausted or when helping people toward whom one is 
indifferent (Leiter, 1993). In  the third dimension of burnout, individuals experience a decline in 
feelings of job competence and successful achievement in their work or interactions with people 
(Cordes & Dougherty, 1993).  

As Maslach et al. (2001) mentioned, burnout research can be separated into two phases: 
pioneering and empirical. In the pioneering phase, the initial articles about burnout appeared in 
the mid 1970s in the United States. The roots of these studies were in the care giving and service 
occupations, in which the core of the job was the relationship between provider and recipient 
(Maslach, Schaufeli & Leiter, 2001). When we look at the first studies, we can easily see that 
there are two main aspects of these researches: the clinical side which focused on symptoms of 
burnout, and the social side which tried to highlight the relationship between provider and 
recipient. On the other hand, the empirical phase started in the 1980s and reshaped burnout 
research in that it was more quantitative in nature, utilized questionnaires and survey 
methodology and studied larger subject populations.  

The antecedent factors associated with burnout syndrome have primarily treated burnout 
as an outcome of other communicative and psycho-social factors (Theodore et al., 2007). As 
organizational and individual factors, we can class these antecedents into two groups. However, 
individual factors are not as importance as clear antecedents like organizational factors. 
Organizational factors that can potentially cause burnout are: ‘lack of feedback and 
organizational social support’, ‘overload’, ‘experienced workload and time pressure’, ‘role 
conflict and role ambiguity’, ‘absence of job resources’, and ‘occupational characteristics which 
indicate intense contact with people’ (Jackson & Schuler, 1993; Maslach, Schaufeli & Leiter, 
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2001). In this context, we can easily see that organizational characteristics can have a persistent 
influence, particularly when they violate basic expectations of fairness and equity. On the other 
hand, there are some individual factors which potentially indicate the antecedents of burnout. 
One of them is individuals having unrealistically high expectations in the workplace. The other 
factor is individual characteristics. In this context it has been argued that a stress-prone 
individual profile (Semmer, 1996), which consists of low levels of hardiness, poor self-esteem, 
an external locus of control, and an avoidant coping style, can be related with burnout syndrome 
(Maslach, Schaufeli & Leiter, 2001).  

Burnout has been associated with various forms of job withdrawal, absenteeism, intention 
to leave the job, and actual turnover. However, for people who stay in the job, burnout leads to 
lower productivity and effectiveness at work (Jackson & Maslach, 1982; Leiter & Maslach, 
1988; Shirom, 1989; Cordes & Dougherty, 1993; Maslach, Schaufeli & Leiter, 200; Drake & 
Yadama, 1996). Consequently, it is associated with decreased job satisfaction (Garman, Corrigan 
& Morris, 2002) and a reduced commitment to the job or the organization. Moreover, people 
who experience burnout can have a negative impact on their colleagues, both by causing greater 
personal conflict and by disrupting job tasks. In this context, according to the Burke and 
Greenglass’ (2001) study, burnout has a negative ‘spillover’ effect on people’s home life. For 
this reason, burnout can be seen as ‘contagious’ and perpetuate itself through informal 
interactions at work.  

As Maslach et al. (2001) stated, ‘in accordance with the long history within psychology 
of trying to explain behavior in terms of the interaction of person and environment – in the 
framework of the concept of a psychological contract (Rousseau, 1995)- a model of job-person 
fit would seem to be an appropriate framework for understanding antecedents of burnout’.   

In this context Maslach and Leiter (1997) delineated the challenge by formulating a 
model that focuses on the degree of match, or mismatch, between the person and six domains of 
his or her job environment. These six domains consist of: ‘workload’, (which is generally 
defined as excessive overload, through the simple formula that too many demands exhaust an 
individual’s energy to the extent that recovery becomes impossible); ‘control’ (this kind of 
mismatch indicates that individuals have insufficient control over the resources needed to do 
their work or have insufficient authority to pursue the work in what they believe is the most 
effective manner); ‘reward’ (involves a lack of appropriate rewards for the work people do); 
‘community’ (losing a sense of positive connection with others in the workplace); ‘fairness’ 
(perceived fairness in the workplace); and ‘values’ (a conflict between individual and 
organizational values). In this context, the greater the gap, or mismatch, between the person and 
the job, points to the greater likelihood of burnout (Maslach, Schaufeli & Leiter, 2001). 

 
Gender in Organizational Life 

 
In modern societies all institutions are gendered. All have internal gender regimes, all 

function in a wider context of gender relations, and all produce gender effects (Connel, 2008; 
Acker, 1990). Man and progress, feminist scholars and practitioners have built a substantial and 
legitimized knowledge about what it is to be a woman (Calas & Smircich, 1991; Hearn et al., 
1989; Meyerson & Kolb, 2000). Traditional organization theory may have neglected the gender 
issue for many years, but when you search with the tools of social science, gender regimes can 
be found in organizations across the board. They are complex structures involving gender 
divisions of labor, gender relations of power, gender patterns of emotional relations, and 
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gendered culture (Connel, 2008). In the framework of transformation of perceptions, gender 
debates were massively ignored in organization theory until the impact of the women’s liberation 
movement. During the 1970s, the feminist movement was institutionalized, within organizational 
life in the USA and around the world, by an “equal opportunity” and human rights agenda 
including anti-discrimination rules and various support programs for women and girls (Connel, 
2008). Moreover, the liberal feminist tradition has often relied on the principle of ‘equipping 
women’ and ‘creating equal opportunity’ (Meyerson & Kolb, 2000). In this context, as Connel 
(2008) determined, one of the most interesting texts on the subject was Michael Korda’s Male 
Chauvinism (1973). This was a journalistic but intelligent and detailed account of the sexual 
politics of New York office life, especially detailing middle-class men’s attempts to protect their 
prestige and power in the face of challenges from women. In spite of these changing movements, 
there are some concepts switch signal men’s situations in the workplace. In this context, concept 
of organizational masculinity reflects “male domination”. It is constructed and defended by 
processes of the exclusion of women (Collinson et al., 1990). In addition, in the literature we can 
clearly observe some theories which try to analyze gender in organizational life. One of them is 
the status characteristics theory which suggests that network members take each other’s gender 
into account regardless of their structural positions (Reskin, 2000; Ridgeway, 1997). Otherwise, 
according to the network theory, women receive fewer instrumental benefits than men do from 
their informal networks because of the positions they occupy, not simply because of their gender 
(McGuire, 2002). Regarding these theoretical approaches, an important point is that there has 
always been a kind of reciprocity between men and women in the context of achieving equal 
opportunities and trying to keep privileges. In this context, for instance, there is a near-absolute 
gender division of labor, with the men on a management career ladder, and women performing 
non-career service roles (Connel, 2008). From one side of the gender inequalities problem, most 
men work about a ten hour day, are focused on the demands and responsibilities of their work, 
and rely on having a wife to look after the children and keep the household going (Connel, 
2008). This perspective reflects the view of women in society in some respects. Another 
discussed concept is hegemonic masculinity. The concept was formulated to try to grasp the 
dynamics of patriarchal gender systems. It proposed a mechanism by which their contradictions 
were brought under control and gender inequality was stabilized (Connel, 2008). In gender 
research, another important approach is the ‘performative’ character of gender. An important 
point to mention is that this does not mean performance as on a stage, but the bringing into being 
of gender in the process of enactment, as in ‘performative utterances’ (Connel, 2008). According 
to this approach, during the historical period, gender inequalities were based on a performative 
point of view of the job which provided privileges for men.  

 
Literature Review 

 
Previous studies have examined the context of gender and burnout, and we can clearly 

see that burnout studies focus on gender in terms of the victims. On the other hand, as quoted 
before, mainstream gender studies focus on inequalities. However, a study focusing on the 
relationship between supervisor and subordinates indicated that, among group of nurses, 
unpleasant supervisor contact was positively related to emotional exhaustion, whereas pleasant 
supervisor contact was negatively related to depersonalization, and pleasant co-worker contact 
was positively related to personal accomplishment (Cordes & Dougherty, 1993). Another point 
observed in research on burnout studies is demographic variables. In this context, as Cordes and 
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Dougherty (1993) quoted, according to research data, men and women often report differences in 
levels of the three burnout components, but there is mixed evidence concerning the pattern and 
complexity of relationships. Younger individuals consistently report higher levels of the burnout 
components, but one study found that more experienced employees reported lower levels of 
emotional exhaustion and depersonalization. In this context, some gender research has indicated 
that there are differences between male and female managers’ “management practices” (Eagly 
and Karau, 2002). In this context, Valentin et al. (2002) found that both men and women 
employees took less responsibility under the supervision of a female manager. However, 
according to Jeanquart and Sekaran’s (1994) study, women employees trust male managers more 
than female managers. Again, in the manager context, Williams and Locke’s (1999) study 
pointed out that female employees received less support regarding their job and a lower level of 
mentoring and coaching from female managers. According to Özdevecioğlu et al.’s (2009) study, 
female employees under the supervision of a female manager were less healthy in both a 
physical and mental health context. 
 

Methodology 
 
Sample 

The present study is conducted in accordance with the convenience sampling method 
within service sector employees. Service sector employees are working in hotels, banks, 
insurance companies and market agencies in Turkey. In the study, a total of 485 questionnaires 
were distributed; however, only 325 questionnaires were included in the evaluations. 
Questionnaires that were not included in the evaluation were either incomplete or blank.  

 
Procedure 

Questionnaires were delivered to employees by hand by going to the various enterprises. 
Permission was obtained from the managers of the corporations and then the objective of the 
research was briefly explained to employees. Questionnaires that were distributed by hand were 
collected in the next day. It was observed that interest in the study was at the desired level.    

 
Data Collection 

Data were obtained through a developed questionnaire. The questionnaire consisted of 
two parts. In the first part, there were eight questions intended to determine the demographic 
characteristics of research participants. In the second part, the burnout level of research 
participants was determined. Burnout was determined with the Maslach Burnout Scale that was 
developed by Christina Maslach and Susan Jackson and was translated into Turkish and 
examined to determine its validity and credibility by Canan Ergin. In total, the scale is composed 
of 22 items and a 5-point Likert Type was used for the responses. The burnout scale is composed 
of three sub-scales; emotional exhaustion, diminished personal accomplishment and 
depersonalization. Burnout was evaluated not with a single point, but with three different points 
that were taken from each of the sub-scales. In the study, the credibility of the scale was 
calculated as 0.92 in total.  
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Statistical Techniques  
Data were tested with a t-test and one-way ANOVA test to determine variations. 

Correlation analysis was made in order to determine the relations and trends of these relations 
and regression analysis was made for reason-result analysis.   

 
Results 

 
Findings regarding demographic characteristics of research participants 

The demographic characteristics of research participants are shown in full the table 
below.  
 
Table 1: Demographic background characteristics of sample 
 % n 
Position in the firm   
Worker 85.2 277 
Manager 14.8 48 
   
Total business life experience    
Less than 1 year 12.9 42 
1-5 years 38.5 125 
6-10 years 25.2 82 
11-15 years 11.0 36 
16-20 years 10.7 35 
21 years and above  1.7 5 
   
Employment in the same firm    
Less than 1 year 12.9 42 
1-5 years 51.4 167 
6-10 years 24.3 79 
11-15 years 8.0 26 
16-20 years 2.7 9 
21 years and above 0.7 2 
   
Gender   
Female 33.2 108 
Male 66.8 217 
   
Gender of manager    
Female 29.8 97 
Male 70.2 228 
   
Age   
Less than 20 8.6 28 
21-30 54.4 177 
31-40 32.0 104 
41 and above 5.0 16 
   
Marital Status   
Married 45.5 148 
Single 54.5 207 
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Average values of research variables 

Average values and standard deviation values of burnout and its sub-dimensions obtained 
from the research are as follows:  
                Mean          St. Dev. 
Emotional exhaustion    2.58  0.98 
Diminished personal accomplishment 2.15  0.65 
Depersonalization    2.98  0.59 
Total burnout     2.57  0.84 
 
Burnout activities according to demographic characteristics  

A test was carried out to determine burnout and its sub-dimensions according to 
demographical characteristics; the results of t-tests are as follows:   

 
Table 2: T-test regarding burnout differences in terms of demographic characteristics  
   t Sig. 
Gender Female  Male   
Emotional exhaustion   2.85 2.45 -3.496 0.01 
Diminished personal accomplishment 2.18 2.16 -0.813 0.417 
Depersonalization 3.39 2.78 -6.586 0.01 
Total burnout 2.80 2.46 -3.128 0.01 
     
Position in the firm Worker Manager t Sig.  
Emotional exhaustion   2.57 2.65 0.895 0.325 
Diminished personal accomplishment  2.10 2.17 0.789 0.356 
Depersonalization 2.54 2.76 -2.478 0.056 
Total burnout 2.40 2.53 -1.422 0.102 

Observing variations in terms of gender, it can be seen that females generally experience 
higher levels of burnout. No significant difference is observed between the two groups in terms 
of diminished personal accomplishment. However, women in the other two sub-dimensions 
experience higher levels of burnout.  

On the other hand, there is a significant variation only in the depersonalization sub-
dimension in terms of position in the firm.  

According to the results of one-way ANOVA analysis to determine the variations of 
burnout and its sub-dimensions in terms of demographic characteristics, variations were 
determined in business life experience and age. The results are as follows:  

 
Table 3: ANOVA analysis regarding burnout variations in terms of total business life experience  
 < 1 

year 
1-5 6-10 11-15 16-20 > 21 

years 
F Sig. 

EE 1.99 2.54 2.36 3.25 3.24 3.01 5.907 0.01 
DPA 1.99 2.13 2.15 2.14 2.36 2.60 2.356 0.03 
D 2.45 2.98 2.90 3.54 3.25 3.35 4.668 0.01 
B 2.14 2.55 2.47 2.98 2.95 2.99 2.554 0.02 
EE: Emotional exhaustion, DPA: Diminished personal accomplishment, D: Depersonalization; B: Burnout 
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Table 4: ANOVA analysis regarding burnout variations in terms of age  
 <20 years 

old  
21-30 31-40 > 41 

years old 
F Sig. 

EE 2.45 2.37 2.89 3.21 6.879 0.01 
DPA 1.78 2.01 2.45 2.54 7.558 0.01 
D 2.65 2.75 3.47 3.02 4.887 0.01 
B 2.29 2.38 2.93 2.92 5.774 0.01 
EE: Emotional exhaustion, DPA: Diminished personal accomplishment, D: Depersonalization; B: Burnout 
 

From the tables we can see that there are significant differences between all burnout sub-
dimensions in terms of both business life experience and age. As it can be seen, burnout level is 
high in individuals older who have been in business life for more than 16 years. Moreover, it is 
observed that the burnout level of older employees is also high.  

 
Burnout variations in terms of manager gender 
 Analyses regarding burnout variations according to managers’ gender are categorized into 
two groups. In the first group, the burnout level of males and females working under the 
supervision of a female manager were observed; in the second group, the burnout level of males 
and females working under the supervision of a male manager were observed. Analysis results 
are indicated in the tables below.  
  
Table 5: T-test results regarding burnout variations of females and males working under the 
supervision of a female manager 
 EE DPA D B 
Female 3.02 2.15 3.48 2.88 
Male 2.55 2.17 3.01 2.58 
t -4.558 0.325 -4.559 -3.887 
Sig.  0.01 0.475 0.01 0.01 
EE: Emotional exhaustion, DPA: Diminished personal accomplishment, D: Depersonalization; B: Burnout 
 

It is observed in Table 5 that females working under the supervision of a female manager 
have higher emotional and exhaustion levels. In addition, it is also observed that total burnout 
level is higher for females. From this we can understand that the burnout level of females 
working under the supervision of female managers is higher.  
 
Table 6: T-test results regarding burnout variations of females and males working under the 
supervision of a male manager  
 EE DPA D B 
Female 2.55 2.21 3.30 2.68 
Male 2.65 2.15 2.55 2.45 
t -0.969 -0.399 -7.273 -2.230 
Sig.  0.150 0.510 0.01 0.01 
EE: Emotional exhaustion, DPA: Diminished personal accomplishment, D: Depersonalization; B: Burnout 
 

We can see from Table 6 that females working under the supervision of male managers 
are differentiated only in terms of depersonalization. There is no significant change in terms of 
the other two dimensions. There is no significant change in terms of total burnout level. The 
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burnout levels of females working under the supervision of male managers are higher than those 
of men.  
 

Discussion and Future Researches 
 

Every day, female workers and managers are being increasingly seen in various sectors. 
The share of the female workforce in the total workforce has increased to 24%. The rate in 
managerial positions is approximately 10%. Consequently, although there is no difference in 
female and male managers, the specific methods of female managers is remarkable. The 
feminine characteristics of female managers are especially effective in application. The 
interaction that occurs during application sometimes results in favor of females, sometimes 
against them. 

Naturally, there are countless factors affecting employees’ burnout levels. Many studies 
have been conducted, and continue to be conducted, to determine these factors. However, the 
number of gender-based studies is highly limited. This study presented the underlying 
differences rather than reason-result. The main objective of the study was to determine burnout 
variation in terms of manager gender. According to research results, the significance of 
managers’ gender in terms of burnout level was determined.  

The first main finding of the study was that there was a significant difference between 
male and females working under the supervision of female managers in terms of exhaustion and 
depersonalization. Females showed higher levels of burnout in terms of both dimensions. One of 
the main reasons for this is that females prefer males as managers. Females do not want female 
managers. Consequently, the exhaustion level of females tends to be higher.  

The second finding was that variations between females and males working under the 
supervision of male managers only occur in terms of depersonalization. Similar to the above 
example, females felt higher levels of depersonalization. We can explain this situation as the 
result of difficulties females experience in their working lives. Difficulties that women 
employees experience in their work lives cause negative results in terms of depersonalization 
even if the manager is male.  

The third finding was that the burnout level of females working under the supervision of 
both male and female managers was generally higher than males. We know that females get 
exhausted in their work lives, have problems, try to balance work and family life, face role 
conflicts and fight against a glass ceiling. In this respect, we think that these results have to be 
seen as normal.  

The fourth finding was that females under the supervision of female managers felt a 
higher level of burnout than under the supervision of male managers. When results were 
examined, it was observed that female employees working under the supervision of female 
managers felt general burnout at an approximate level of 2.88, while they felt general burnout 
under male managers at a level of 2.68. This situation can be interpreted as disadvantageous for 
females.    

The fifth finding was that the male burnout level was higher under the supervision of 
female managers. Males do not want to be managed by a female manager, either. There is male 
dominance in Turkish culture. Leadership and management is considered to belong to men. 
Although it is not true, this is the perception. Accordingly, males feel exhausted when they work 
under the supervision of female managers, although this happens less than in the female 
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experiences. Working under the supervision of a male manager is an acceptable situation for 
both genders. Therefore, acceptance and tolerance militate in favor of male managers.  

In the study, it was also determined that burnout levels varied in terms of demographic 
characteristics. The fifth finding was that managers were more likely to feel depersonalization. 
Employees working at top management take risky decisions, they work under high stress, there is 
a challenge in reaching service quality since the sector is a service sector, and therefore, it is 
possible to argue that managers are more likely to become emotionally exhausted.  

The sixth finding was that burnout variations were significant in terms of age. 
Dimensions where there are differences in terms of age are emotional exhaustion and 
depersonalization. Increasing emotional exhaustion in older employees must be accepted as 
normal. Employees may become intolerant at a certain age. Actually, it is expected that they will 
get used to difficulties in their working life, however, in this study, it was observed that they 
were unable to do so and so became emotionally exhausted.  

It has already been stated that employing female managers has some advantages and 
disadvantages. The study indicates that working with female managers was disadvantageous for 
employees in terms of burnout. However, this does not mean that female managers are to be 
regarded negatively in every aspect. It has been shown in the literature that female management 
causes and will cause positive results in terms of different variables.  

Further research could be conducted in other studies by using different burnout scales. 
This can be realized by changing the sector or by comparing sectors. Thus, the results of this 
study could be compared. In addition, the reason why females working under the supervision of 
female managers are more emotionally exhausted than males might be discovered.   
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