C Journal of Academic Value Studies (JAVStudies) mm
k:]AJ'AVS tudie ISSN:2149:8598 | Vol: 5, Issue: 5, pp. 861-879 S

cademic Value Studies

javstudies.com | javstudies@gmail.com

This article was checked by intihal.net This article licensed under a Creative Commons Attribution 4.0 @080

Makale gelis tarihi/Article arrival date: 09.09.2019 - Makale Kabul Tarihi/ The Published Rel. Date: 12.11.2019

BICKES, D. M., YILMAZ, C. (2019). “The Effect of Trust in Manager on Burnout at Schools: The Mediating Role of
Organizational Identification”, Journal of Academic Value Studies, Vol: 5, Issue: 5; pp: 861-879 (ISSN: 2149-8598).

THE EFFECT OF TRUST IN MANAGER ON BURNOUT AT SCHOOLS: THE
MEDIATING ROLE OF ORGANIZATIONAL IDENTIFICATION®

Okullarda Yéneticiye Giivenin Tiikenmiglik Uzerindeki Etkisi: Orgiitsel
Ozdeslesmenin Aracilik Rolii
Asst. Prof. Dr. Durdu Mehmet BiCKES

Faculty of Business Science, Nevsehir Haci Bektas Veli University, dmbickes@nevsehir.edu.tr,
Nevsehir, Turkey

Dr. Celal YILMAZ

School of Foreign Languages, Nevsehir Haci Bektas Veli University,
cyilmaz@nevsehir.edu.tr, Nevsehir, Turkey

ABSTRACT

This study aims to investigate the relationship between trust in manager and burnout and the
mediation role of organizational identification. Structural equation modelling (SEM) was used
to analyze data from 272 high school educators (teachers and principals) in Nevsehir/Turkey.
In terms of the findings, it is seen that the findings entirely support the research model. Trust

Anahtar Kelimeler

Duygusal Tiikenme,

Duyarsizlagma, in manager significantly affects organizational identification. The direct effect of trust in
K{slse_l Basar_l_, manager on burnout is also significant. The findings posit that the effect of trust in manager
Yéneticiye Given, on burnout is fully mediated by organizational identification. Futhermore, theoretical and
Ozdeslesme, managerial implications and future research directions are suggested with some limitations in
Keywords the study. For example, school attractiveness, well-clarified school identity, shared and

Emotional Exhaustion,
Depersonalization,
Personal Accomplishment,
Trust In Manager,

common objectives, integration with school can play an important role to reduce teachers’
burnout level. The value of the study is that it proposes a model, showing full mediation role
of organizational identification between trust in manager and burnout so it contributes to the
literature about these three variables as the mediation role of organizational identification on
the relationship between trust in manager and burnout has not been seen in the literature.

Identification,

0/

Bu ¢alismanin amaci, yoneticiye giiven ile tiikenmiglik arasindaki iliskiyi ve bu iliskide orgiitsel 6zdeslesmenin aracilik
roliinii arastirmaktir. Nevsehir/Tirkiye’deki liselerde gorev yapmakta olan 272 egitimciden (6gretmenler ve idareciler)
elde edilen veriler yapisal esitlik modeli (YEM) ile analize tabi tutulmustur. Calisma bulgularinin 6nerilen modeli tamamen
destekledigi tespit edilmistir. Bu dogrultuda yodneticiye giiven orgiitsel 6zdeslesmeyi anlaml bir sekilde etkilemektedir.
Yoneticiye glivenin tiikenmislik tizerindeki direk etkisi de anlamhdir. Bulgular orgiitsel 6zdeslesmenin, yoneticiye giiven ile
tlikenmislik arasindaki iliskide tam araci rol listlendigini gdstermektedir. Calismada teorik ve yonetsel ¢ikarimlarla birlikte
gelecek calismalara éneriler ve calismanin kisithliklarina da yer verilmistir. Ornegin, okulun cekiciligi, iyi belirlenmis okul
kimligi, paylasilan ortak amaglar ve okulla entegrasyon 6gretmenlerin tiilkenmislik diizeylerini azaltmada 6nemli rol
oynamaktadir. Calismanin katkis1 yoneticiye giiven ile tiikenmislik arasindaki iliskide orgiitsel 6zdeslesmenin tam aracilik
rolii iistlendigini gdsteren bir model sunmasidir. Orgiitsel 6zdeslesmenin s6z konusu degiskenler arasindaki iliskide aracilik
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roliine irdeleyen bir ¢calismaya rastlanmamis olmasi bu anlamda ¢alismanin literatiire katk: saglayacagina dair diisiincemizi
giiclendirmektedir.

1. INTRODUCTION

Burnout is one of the issues discussed in the organizational behavior literature owing to its effects on
individual and organizational life. The term, burnout, was first introduced in organizational behavior
literature in the 1970s by Freudenberger (1974) and Maslach (1976). Burnout refers to “continuous
and increasing energy loss, motivation disorder, and indifference to work up to the point of
exhaustion” (De Francisco et al, 2016, p. 240). Burnout is also defined by Maslach and Jackson (1981,
p. 99) as “emotional exhaustion, depersonalization and diminishing personal accomplishment
syndrome”, which occurs among employees due to overly demanding and stressful working conditions
that exceed an individual's coping capacity and results in failure of idealized expectations. This
syndrome hinders the realization of individual and organizational goals (Sirén et al, 2018).

Empirical studies show that burnout has many negative reflections to both individual and
organizational success (Shen et al, 2015; Rabasa et al, 2016; Salvagioni et al, 2017; Skaalvik and
Skaalvik, 2017). Burnout is a concern for nearly all employees, but is more common in individuals who
practise the vocations involving face-to-face interaction with people. One of these vocational areas is
teaching (Korunka et al, 2010, p. 14). Educational activities carried out by teachers have an
undeniable effect and importance on social life and economic activities (Haque, 2014). Thus, it is
crucial to identify and manage the factors that will affect the individual performance of teachers. And,
a number of measures should be taken to lessen or eliminate them.

Individual, organizational and environmental factors are effective on teachers' interactions with other
parties and individual performances in education world. These are leadership (Kauts and Sharma,
2017), management style (Hashemi and Kohestani, 2016), talent management (Wadhwa and Tripathi,
2018), organizational justice (Cohen and Eyal, 2015), psychological empowerment (Lee and Nie,
2017), stress (Richardsen and Burke, 1995), burnout (Maslach et al, 2001), organizational trust
(Edwards, 2006), cynicism, organizational commitment, organizational citizenship behavior (Ozan and
Ozdemir, 2013) and organizational identification (Mael and Ashforth, 1992; Karabey and Iscan, 2007).
Therefore, within the scope of this study, we focus on trust, identification and burnout.

One of the factors affecting burnout is organizational trust. Organizational trust involves the
acceptance of any risks about the issues related to vulnerability, uncertainty, interdependence needs
and trust problems. It emerges as a determining factor in achieving both individual and organizational
goals and composed of trust in colleagues, managers and ultimately the organization. Trust in manager
is expressed as a structure based on trustworthiness, justice, goodwill and benevolence of managers
(Dyer and Chu, 2003). The environment created by establishing trust in manager within the
organization reduces the burnout levels of employees and provides a more positive working
environment (Ceyanes, 2004, p. 129). Therefore, while the burnout level of employees with high trust
levels decreases (Van Maele and Van Houtte, 2015), information sharing, organizational support,
organizational identification and performance levels increase (Fulmer and Gelfand, 2012).

Another factor affecting burnout is organizational identification. According to Dutton et al, (1994)
organizational identification is the use of similar and shared expressions prefered by individuals in
defining both themselves and their organization. The findings of various studies show that
organizational identification has positive effects on increasing positive organizational behaviors and
decreasing negative organizational behaviors (0O'Neill and Gaither, 2007; Edwards and Peccei, 2010).
Through organizational identification, employees’ job satisfaction, organizational commitment,
occupational and group commitment, business entrepreneurship, organizational loyalty and extra role
behaviors increase, and their intentions to leave reduce (Riketta, 2005; Riketta and Van Dick, 2005). In
addition, individuals and groups with organizational identification are likely to make more efforts to
achieve group and organizational success (Levine et al, 2005). Besides, they are less likely to be
exposed to the effects of performance reducing factors such as burnout and cynicism (Maslach and
Leiter, 2008; Rode et al, 2012; Avanzi et al, 2015).

Organizational identification is one of the consequences of organizational trust. The relationship
between organizational trust, trust in manager, trust in leader and organizational identification have
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been studied in the literature (Lee, 2004; Edwards and Cable, 2009; Agarwal, 2013; Khattak et al,
2014). However, the mediation role of organizational identification in the relationship between trust
in manager and burnout has not been found in the literature review although organizational
identification have been examined as a mediator in various studies (Fu et al,, 2014; Morc¢in and Carikgi,
2016). So we argue that organizational identification may mediate the relationship between trust in
manager and burnout.

In the light of this information, this study aims to investigate the effect of trust in manager on burnout
and the mediating impact of organizational identification on the relationship between trust in manager
and burnout. For this purpose, firstly, the literature was reviewed and the variables of the study and
the relationships between these variables were searched within the framework of theoretical and
empirical studies in literature. Secondly, scales, sampling, data collection method and data analysis
techniques were given in the methodology section. Finally, the research findings, results and
suggestions are depicted in the last part.

2. THEORETICAL BACKGROUND

2. 1. Organizational Identification

Organizational identification, which is a specific form of social identification, shows how individuals
define themselves in terms of their membership of a particular organization (Mael and Ashfort, 1992;
Haslam, 2004, p. 217). Similarly, individuals with a high organizational identification use similar
expressions to define both themselves and their organizations (Dutton et al, 1994). Organizational
identification results in individual internalization of organizational policies, norms and values.
Through the organizational identification, the identity limit between the individual and the
organization becomes blurred. Individuals with organizational identity, as the microcosm of the
organization, exhibit attitudes and behaviors that benefit the organization, rather than focusing on
their personal interests (Lee et al, 2015). Organizational identification is based on three principles:
identification as belongingness, identification as loyalty and identification as shared characteristics.
Identitification as belongingness is the situation where the individual perceives his/her functions in
the organizational activities as necessary to meet his/her needs. This situation occurs as a result of the
match between organizational goals with the individual goals and prepares the grounds for individuals
to feel belongingness to their organizations. Identification as loyalty is the situation where the
individual adopts and supports organizational goals and exhibits attitudes and behaviors such as
feeling proud of the organization or defending the organization in the external environment.
Identitfication as shared characteristics refers to the similarities between the individual and the other
members in the organization. “Shared characteristics are composed of demographic, attitudinal and
organizational variables such as educational qualifications, experience, gender, race, age, tenure, type
of work” (Lee, 1971, pp. 214-215).

Organizational identification is the result of an individual's perception of himself/herself as united
with the organization, because of the feeling of organizational belongingness and defining
himself/herself within the context of organization as being a member of it. From this point of view,
organizational identification may be considered as a developed situation in terms of shared destiny
and meaning (Mael and Ashforth, 1992). In addition, it may be suggested that organizational
identification stems from a need to build social identity. The individual increasingly embarks on a
guest of meaningful organization membership when she/he needs a high level of organizational
identification. Thus, the need for organizational identification not only leads the individual to be a part
of the organization, but also supports the individual's self-esteem (Mignonac et al,, 2006).

High level of organizational identification breeds internalizing organizational goals, feeling of
organizational belongingness, identifying himself/herself in parallel with his/her organizational
identity, sharing the same or similar characteristics with other members of the organization,
establishing a similar destiny with the organization in terms of his/her own goals and exhibiting
behaviours to defend the organization against others (Bickes and Yilmaz, 2017). High level of
organizational identification results in higher job satisfaction, more organizational citizenship
behavior, more employee satisfaction and performance (Karabey and Iscan, 2007), higher business
inputs (Lee, 1971), and less intention to leave (Wegge et al.,, 2006).
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2. 2. Burnout

Burnout was introduced to the literature in the book ‘Staff Burnout’ by Freudenberger (1974). It is
more commonly observed in employees who perform their work interacting intensely with people
although it may be seen in all jobs (Maslach and Schaufeli, 2017, p. 12). Maslach and Jackson (1981)
express that it is emotional exhaustion and cynicism syndrome, which are frequently seen in
individuals who intensively interact with people. In another source, the concept is expressed as “the
feeling of exhaustion due to diminishing personal accomplishment or diminishing performance”
(Korunka et al, 2010, p. 7). Burnout, which causes various erosions on the individual's virtue, soul,
desire and self-esteem, is likened to a disorder that destroys the effectiveness of an individual in time
(Maslach and Leiter, 2008, p. 17).

Burnout is a syndrome that occurs as a result of reaction to various factors in a long time period
(Bickes and Yilmaz, 2017). Excessive workload and adverse working conditions are particularly
effective in the development of burnout. The energy and efficiency of the individuals working in such
environments decrease and the emotional exhaustion process develops. The individual gradually
starts to estrange himself from his work, his work environment and his colleagues. Following this
phase, the individual begins to feel depersonalized to the work and the service recipients. In the end,
the individual faces a worse process where personal accomplishment decreases or where inefficacy
emerges (Maslach and Leiter, 2017). It is understood from these statements that burnout is a
syndrome composed of several phases. These phases are the core areas that eventually reveal burnout
and are known as burnout dimensions. Maslach and Jackson (1981, p. 99) clarify these dimensions as
“emotional exhaustion, depersonalization and reduced personal accomplishment”.

Emotional exhaustion is a chronic emotional and physical exhaustion. Individuals who are emotionally
exhausted due to their work and chronic stressors feel themselves fatigue or exhausted (Baer et al,
2015, p. 1640). Depersonalization is defined as “loss of motivation against work, withdrawal and
cynicism” (Bianchi et al, 2015, p. 216). In this process, the employee starts to behave indifferently
against the service recipients, takes a cynical attitude and the constructive interaction with people
gradually fades away (Maslach et al, 2001, p. 403). In later phases, depersonalization has serious
effects on the individual’s psychological well-being and effectiveness (Maslach and Leiter, 2008, p. 18),
and his personal accomplishment begins to reduce. Individual is unable to respond to chronic
overwhelming work demands. Consequently, the individual's sense of self-activity melts and the
individual becomes inefficient at work (Maslach et al, 2001). Furthermore, colleagues lose their
confidence in his/her abilities in these phases (Maslach and Leiter, 2008, p. 18).

2. 3. Trust in Manager

Organizational trust is defined as being able to take rational decisions and exhibit strategic behaviors
in situations involving risk and vulnerability (Cohen and Dienhart, 2013: 1). Organizational trust,
therefore, requires broad relational vigilance, openness, commitment and respect (Dovey, 2009). In
the literature, organizational trust is divided into three dimensions as trust in manager, trust in
organization and trust in colleagues and also it is dimensioned as calculus-based, knowledge-based
and identification-based (Lewicki and Bunker, 1996, pp.119-124). This study focuses on trust in
managers from these dimensions. Trust in manager is the consent of the party to be vulnerable during
and after the work and relationship and the expectation of the party representing that the manager
will act in accordance with principles, resposibilities and common interests (Mayer et al, 1995;
Mishra, 1996; Rousseau et al., 1998).

Managers need to have a number of individual characteristics such as trustworthy intentions, fairness,
loyalty, openness, benevolence, competence and high foresight in order to establish trust in manager
(Mayer et al, 1995). In addition, managers should also exhibit positive behaviors such as consistency
and integrity in their behavior, sharing and distribution of control, true and open communication,
attention and care for employees (Tan and Tan, 2000; Dyer and Chu, 2003). Another point of trust in
the manager is that the manager should know the employees. It is suggested that it may be possible to
establish mutual trust through the use of knowledge about employees if the manager is able to obtain
information about their skills, needs, targets and interest areas. Trust in manager results in
satisfaction with the manager, performance, innovative behaviors and extra efforts for organizational
goals (Braun et al, 2013; Ozafsarhioglu Sakalli and Oriicii, 2017). Employees may be reluctant even to
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fulfill the minimum performance requirements when trust is low (Brower, et al., 2009).

2. 4. Relationship Between Trust in Manager, Burnout and Organizational
Identification: Hypotheses Development

2. 4. 1. Trust in Manager and Organizational Identification

Trust is the vulnerability of the party based on his/her positive expectations about the other party’s
intentions and behaviors in any relations (Mayer et al, 1995). Organizational identification, on the
other hand, emerges from the association of both the individual’s goals and organization’s goals
(Edwards, 2006). From this point of view, it is possible to argue that the main premise of the
realization of organizational goals is adoption of these objectives by employees. Therefore, it is also
possible to claim that organizational identification breeds from organizational trust. In the literature,
many studies examine the relationship between both variables (Connaughton and Daly, 2004;
Edwards and Cable, 2009; Agarwal, 2013; Tokg6z and Seymen, 2013). In these studies, there is a
significant and positive correlation between trust in manager and organizational identification
(Connaughton and Daly, 2004; De Cremer and van Knippenberg, 2005; Agarwal, 2013). Similarly,
studies show that there is a significant and positive relationship between cognitive-based and
emotional-based trust in manager and organizational identification (Tiiziin and Caglar, 2009; Ertiirk,
2010; Schaubroeck et al, 2013). In the light of these explanations, the following hypothesis is
developed.

H1: There is a significant and positive relationship between trust in manager and organizational
identification.

2.4. 2. Trust in Manager and Burnout

Trust climate in the organization reduces the burnout levels of the employees and provides a more
positive working environment (Ceyanes, 2004, p. 129). Ellonen, et al (2008, s.163) argue that
interpersonal trust (trust between manager and employee) plays a crucial role on the well being of
employees. Burnout is a syndrome affecting employees’ well being, self esteem, soul and motivation
(Maslach and Leiter, 2008, p.17). Some studies’ findings also reveal the relationship between trust in
manager and burnout. For example, Harvey et al. (2003) report a negative relationship between trust
in management and burnout. In addition, employees showing low trust in managers in an organization
may experience higher levels of burnout (Ceyanes, 2004; Ozan and Ozdemir, 2013). Bobbio et al.
(2012) state that trust in leader and organizational trust negatively affect emotional exhaustion. Caglar
(2011) and Son et al. (2014) find a significant and negative relationship between trust in manager and
emotional exhaustion and depersonalization in their studies. However, it is seen that there is a positive
and significant relationship between trust in manager and personal accomplishment (Caglar, 2011).
Therefore, this leads to next hypothesis.

H2: Trust in manager affects negatively a) emotional exhaustion, and b) depersonalization but
positively c) personal accomplishment.

2. 4. 3. Organizational Identification and Burnout

There are two basic approaches on the relationship between identification and burnout. In the studies
that consider organizational identification as an antecedent of burnout, due to hard work and
overwhelming workload (Ashforth et al, 2008), it is suggested that individuals who experience high
levels of organizational identification may experience more burnout than individuals with low levels of
organizational identification (Maslach et al, 2001). From this point of view, it is possible to suggest
that it is necessary to keep the organizational identification level at an optimal point. On the other
hand, there are also some studies showing that organizational identification increases job satisfaction
(Wegge et al, 2006), provides more work inputs and diminishes intention to leave (Lee, 1971) and
reduces burnout (Maslach and Leiter, 2008: 17). In this study, organizational identification is regarded
as a variable that causes various positive organizational outcomes and that has negative effects on
burnout.

The studies focusing on the relationship between organizational identification and burnout show that
organizational identification negatively affects burnout (Rode et al, 2012), emotional exhaustion
(Avanzi et al, 2015; Kemp et al, 2013; Lammers et al, 2013) and depersonalization (Wegge et al,
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2006; Lammers et al,, 2013). On the other hand, there are differences in the findings of the relationship
between organizational identification and personal accomplishment because some studies deal with
personal accomplishment as reduced personal accomplishment. Therefore, the findings of these
studies show that there is a negative relationship between organizational identification and reduced
personal accomplishment (Avanzi et al, 2015). The other studies that consider it as personal
accomplishment suggest that organizational identification positively affects it (Wegge et al, 2006). So
the following hypothesis is developed based on these studies.

H3: Organizational identification affects negatively a) emotional exhaustion and b) depersonalization
but positively c) personal accomplishment.

2. 4. 4. Mediating Role of Organizational Identification

Within our literature review, no study has been found to address the mediating role of organizational
identification in the relationship between trust in manager and burnout. However, some studies focus
on the mediating role of organizational identification in the relationship between various variables
(Tokgoz and Seymen, 2013; Fu et al, 2014; He et al, 2014; Moriano et al, 2014; Morg¢in and Carikei,
2016). Burnout is one of the important factors that negatively affect the work resources (Blankertz
and Robinson, 1997). Besides, organizational trust perceptions have a negative effect on the level of
burnout (Fulmer and Gelfand, 2012). It is also certain that organizational identification decreases the
level of burnout (Maslach and Leiter, 2008, p. 17). Thus, it is possible to suggest that both trust in
manager and organizational identification will play a role in reducing the effects of burnout. In
addition, one of the consequences of trust in manager is organizational identification (Edwards and
Cable, 2009). Therefore, in this study, it is believed that organizationl identification will have a
mediating role in the relationship between trust in manager and burnout. Based on these
observations, the following hypothesis is developed:

H4: Organizational identification mediates the relationship between trust in manager and a) emotional
exhaustion, b) depersonalization and c) personal accomplishment.

3. METHODOLOGY

3. 1. Instrument

A questionnaire was created that contains three basic constructs relating to burnout, organizational
identification and trust in manager. Each of these constructs was measured using a five-point Likert-
type scale (1 = strongly disagree and 5 = strongly agree). To measure burnout, 22 items created by
Maslach and Jackson (1981) were used; nine items for emotional exhaustion, five for
depersonalization and eight for personal accomplishment. The items of burnout scale were translated
and adapted into Turkish and its validity and reliability were conducted by Ergin (1992). To measure
organizational identification, seven items created by Van Dick et al, (2004) were used. This scale was
used in various Turkish studies and its validity and reliability were analyzed (Karabey and Iscan,
2007; Yildiz, 2012). Finally, to measure trust in manager, eight items created by Nyhan and Marlowe
(1997) were used. The scale was adapted into Turkish by Demircan (2003) and used in various studies
in Turkish (Egriboyun, 2013; Esitti ve Akytiz, 2015).

3. 2. Data Collection and Sample

The population of the study was composed of 1210 teachers and principals working in the high
schools in Nevsehir/Turkey in 2013-2014 education periods, based on the web site of Nevsehir
Provincial Directorate for National Education (Nevsehir Il Milli Egitim Miidiirliigii, 2014). The sample
size was determined through the formula, n=Nt2 pq/d? (N-1) +t? pq (Yazicioglu and Erdogan, 2004: 48).
It shows that the sample size is 124 (N=1210; p=0.9; g=0.1; t=1.96; sampling error=5%,
reliability=95%). About sample size adequacy, Hair et al (2013, p. 100) emphasize that “...the
minimum is to have at least five times as many observations as the number of variables to be analyzed,
and the more acceptable sample size would have a 10:1 ratio”. The scales of this study consist of 37
items. So, sample size should have at least 185 and more acceptable 370 cases. Convenience sampling
method was preferred in the study due to the situations such as teachers' rotation, daily lack of classes,
sickness or days off. Of the teachers encountered in the teachers' room, 290 participated in the study.
After excluding 18 inadequate and invalid questionnaires, a total of 272 provided usable
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questionnaires. Participant rate of the population is 22.47%. In addition, at least a 20% response rate
is recommended in studies where the population is large (Kitchenham and Pfleeger, 2002). As a result,
it is inferred that the sample size is adequate.

Of the 272 teachers and principals who participated in the study, 42.3% are women and 57.7% are
men. While 82% of the participants are married, 18% are single. In addition, most of the participants
(83.4%) fall into the age froup ranging from 26 to 45. In terms of work experience, the highest portion
(25%) is in 6-10 year experience-range. 86% of participants are teachers and 14% of them are
principals or vice principals. When their teaching branches are analyzed, it is seen that 48.9% of the
participants teach verbal, 28.3% maths/science, 19.1% vocational courses, and 3.7% fine arts. Finally,
in terms of school types where they are employed, majority of them (57.4%) work in vocational high
schools, 23.9% in Anatolian high schools, 10.3% general high schools, 4% science high schools and
4.4% in other high schools.

3. 3. Data Analysis

To test the hypotheses of this study, structural equation modeling (SEM) was used. Firstly, extreme
outliers were identified through Mahalanobis distance test. According to Hair et al. (2013, p. 65),
outliers of which ratio is over 3 or 4 may be removed from the analysis. In the first analysis, it was
found that the highest Mahalanobis distance ratio was less than 3 (Mahalanobis D> 99.634 / 37 = 2.69;
p <.001). Therefore, no outlier was removed in the data set. Then skewness and kurtosis tests were
conducted to test the multivariate normal distribution (Schumacker and Lomax, 2016, p. 35).
Skewness and kurtosis values should be between critical values between +-2.58; p <.01 and between
+-1.96; p <.05 (Hair et al, 2013, p. 71). According to this test, it was found that the skewness values
were between (-1.182 and 1.418; p<.01), the kurtosis values were between (2.535 and -1.059; p <.01).
So, it was decided that the data set was normally distributed (Kline, 2011, p. 160).

Trust in manager and organizational identification are one-dimensional scales. The common method
bias (CMB) was analyzed for burnout and it was seen that just a single factor did not occur and just a
single factor did not explain a large part of the total variance (Podsakoff and Organ, 1986). In order to
determine the relationship between variables of the study, a two-stage approach, the measurement
model and the structural model, were preferred (Anderson and Gerbing, 1988). Bootstrap confidence
intervals method was used for mediation test (Hayes, 2013, p. 197).

4. FINDINGS

4. 1. Measurement Model

It is possible to analyze the single and collective performance of the observed variables, the nature and
structure of the latent phenomena and the number of dimensions through confirmatory factor analysis
(CFA) (Bowen and Guo, 2011, p. 9-10). According to the two-stage SEM approach, firstly, CFA was
conducted (Anderson and Gerbing, 1988). Following the recommendations of Hair et al. (2013, p. 103),
items of which factor loading is less than 0.50 were severally removed from the analysis. Finally, four
organizational identification, one trust in manager and six burnout items were removed.

First of all, the measurement model, which is the first step of SEM, has been tested. Therefore, fit
indices and construct validity (discriminant and convergent validity) have been examined (Hair et al,
2013, p. 605). These findings are presented in Table 1.

Goodness-of-fit statistics, x2/df, IFI, CFI, GFI, RMSEA are reported based on studies by Byrne (2010, p.
126) and Kline (2016, p. 269). As seen in Table 1, the goodness-of-fit indices of the measurement
model (x2/df = 2.200; IFI=91; CFI=91; GFI=.85; RMSEA=.067) are within the acceptable limits
(Schermelleh-Engel et al, 2003). Convergent validity and discriminant validity were checked for
construct validity. So, factor loading values and AVE values were analyzed for convergent validity.
Accordingly, it is determined that the factor loadings and AVE values of the dimensions are all above
the recommended minimum value of 0.50. Construct reliability (CR) values are also higher than 0.70.
Consequently, these values ensure that there is adequate convergent validity (Diamantopoulos and
Siguaw, 2000, p. 90; Hair et al, 2013). Discriminant validity is based on correlation rates between
latent variables. In order to identify the discriminant validity, the AVE value of each latent variable
must exceed the square of the correlation value with another factor (Fornell and Larcker 1981, p. 46;
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Hair et al, 2013, p. 605). In other words, the OAV squareroot of each latent variable (cross-bold values
in Table 1) is higher than the correlation between two variables for the both relevant factors (Gaskin
and Lim, 2016). Therefore, it is ensured that there is adequate discriminant validity between the latent
variables.

Table 1. Measurement Model

First- t values
order ltems
Variables SFL

[ identify myself as a member of my school in every environment, 691 *

both at the school and in the external environment.

S Being a member of my school reflects my personality well in 813 11.022
terms of its culture, values and goals.
I like working at my school. 794 10.892
At our school, the principals are technically competent at the 794 "
critical elements of their jobs. )
At our schogl, the principals will make well thought out decisions 782 12.579
about their jobs.
[ feel high level of confidence that the principlas have an 822 13.233
acceptable level of understanding of their job. ' '

= I fe_el hlgh level of confidence that the principlas will be able to do 776 12.480

= their job in an acceplable manner.
When the principals tell me something, I have no doubt about 703 11.269
what they tell me.
I feel high level of confidence that the principlas do the job

: . .836 13.459

without causing other problems.
I feel high le\{el of confidence that the principlas will follow 799 12.853
through on assignments.
[ feel emotionally drained from my work. .641 *
[ feel used up at the end of the workday. 770 10.667
[ feel fatigued Whe.n [ get up in the morning and have to face 767 10630
another day on the job.

[S4]

M Working with students all day is really a strain for me. .749 10.439
[ feel burned out from my work. .857 11.532
[ feel frustrated by my job. .696 9.853
Working with students directly puts too much stress on me. 701 9.905
[ feel I treat some students as if they were impersonal ‘objects’. .620 *

& I've become more callous toward students since I took this job. .895 10.830
[ worry that this job is hardening me emotionally. .869 10.807
[ feel I'm positively influencing students’ lives through my work.  .732 *

< [ feel very energetic. .709 11.115

A~ In my work, I deal with emotional problems very calmly. .570 8.904
[ can easily create a relaxed atmosphere with my students .829 12.931
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[ feel exhilarated after working closely with my students. .793 12.411
[ have accomplished many worthwhile things in this job. .644 10.074

Discriminant and convergent validity and correlations

CR AVE 0l ™ EE DP PA

Ol 0.811 0.589 0.768

T™ 0.915 0.606 0.589**  0.779

EE 0.895 0.552 -0.420**  -0.277**  0.743

DP 0.843 0.647 -0.280** -0.170*  0.516**  0.804

PA 0.863 0.515 0.486**  0.367**  -0.377** -0.362** 0.718

Goodness- of- fit statistics: x2/df = 2.200; IF1=.91; CFI=.91; GFI=.85; RMSEA=.067. * Parameter fixed
at1.0 Cross bold values represent squareroot of AVE. Correlation (r): **p<.001; *p<.05. CR: Construct
reliability, AVE: Avarage varience extracted, OI: Organizational identification, TM: Trust in manager,
EE: Emotional exhaustion, DP: Depersonalization, PA: Personal accomplishment

4. 2. Structural Model

SEM is used to test the model and hypotheses developed within the scope of research after the
measurement model analysis. The results of the SEM are depicted in Figure 1 and presented in details
in Table 2. It is found that goodness-of-fit statistic values meet the acceptable limits (x2/df= 2.373; IFI
=.90; CFI1 =.90; GFI = .84; RMSEA =.071).

Table 2. Structural Model Results

Hypotheses Relations Std. factor t values R2 Result
Loadings(5)

H1 TM->0I 599 7.891 36 Supported
HZa TM->EE .015 .187 Not supported
H2b TM->DP .062 714 Not supported
HZc TM->PA .081 .988 Not supported
H3a OI2>EE -487** -4.900 23 Supported
H3b OI->DP -.377** -3.815 12 Supported
H3c OI>PA ATTH 4997 .28 Supported

Goodness- of- fit statistics: x2/df=2.373; IFI=.90; CFI=.90; GFI=.84; RMSEA=.071. Ol
Organizational identification, TM: Trust in manager, EE: Emotional exhaustion, DP:
Depersonalization, PA: Personal accomplishment **p<.001.

Trust in manager positively and significantly affects organizational identification as seen in Table 2
(B=.599; t=7.891; p<.001). Therefore, this finding supports Hypothesis 1. On the other hand, when
organizational identification was included in the model, it was seen that the effect of trust in manager
on burnout was not significant and Hypotheses 2a, 2b and 2c were not supported. Here, it is concluded
that trust in manager is not effective in reducing the negative effect of emotional exhaustion and
depersonalization on the employees. Moreover, trust in manager does not have a significant effect in
increasing personal accomplishment. Organizational identification negatively affects emotional
exhaustion and depersonalization (f=-.487; t=-4.900; p<.001; B=-377; t=-3.815; p<.001).
Furthermore, it is seen that organizational identification has a positive and significant effect on
personal accomplishment (=.477; t=4.997; p<.001). These findings confirm that Hypotheses 3a, 3b
and 3c are supported. As seen in Figure 1, trust in manager and organizational identification
reasonably explain the dependent variables; emotional exhaustion (23%), depersonalization (12%)
and personal accomplishment (28%), respectively. Organizational identification is highly explained by
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trust in manager (36%).

R2=.23

R?=.36

Goodness- of- fit statistics: x2/df= 2.373; IFI =.90; CFI = .90; GFI = .84; RMSEA =.07, OI: Organizational
identification, TM: Trust in manager, EE: Emotional exhaustion, DP: Depersonalization, PA: Personal
accomplishment.

Figure 1. Structural Model Results
4. 3. Mediating Effect of Organizational Identification

Bootstrap confidence intervals method was used to test the mediation effect (Hayes, 2013, p. 197).
Firstly, a model where organizational identification is excluded was created to test the direct effect of
trust in manager on burnout. As shown in Table 3, trust in manager negatively and significantly affects
the variables of burnout, emotional exhaustion and depersonalization, while it positively and
significantly affects personal accomplishment (8 = -. 292; t = -4.237; p <.001; B =-. 177; t =- 2.634; p
<.01; B = .378; t = 5.499; p <.001). Then, the mediation role of organizational identification was
analyzed through the bootstrap method. Because the bootstrap method provides the strongest and
most reasonable reliability limits for certain indirect effects under many conditions (Preacher and
Hayes, 2008). Thus, bias-corrected (BC) bootstrap method was carried out as it is one of the commonly
used and mostly recommended methods (Hayes, 2009; MacKinnon et al, 2004; Lederman and Macho,
2009; Williams and MacKinnon, 2008). The BC bootstrap method requires a certain number of sub-
samples. So, 1000 sub-samples were determined following the recommendations in the literature
(Cheung and Lau, 2008) and the method was conducted. The results of the mediation role of
organizational identification are depicted in Table 3.
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Table 3. Standardized Indirect and Total Effects

Without With organizational
Hypotheses  Relations organizational identific%tion (8) Result
identification ()
H4a TM->EE -.292%%* 015
Fully mediated
H4b TM->DP -177** 062
Supported
H4c TM->PA 378%** .081
Confidence intervals of the mediation
TM->EE TM->DP TM->PA
Lower bound -478 -.405 .145
Confidence ;0 pound  -170 -101 443
intervals
Indirect effect  -.292** -226** 285%*

*#*p<.001; **p<.01 OI: Organizational identification, TM: Trust in manager, EE: Emotional exhaustion,
DP: Depersonalization, PA: Personal accomplishment

Organizational identification fully mediates the relationship between trust in manager and burnout
variables, emotional exhaustion, depersonalization and personal accomplishment. The indirect effect
of organizational identification on the relationship between trust in manager and emotional
exhaustion and depersonalization is below zero and between the lower and upper bounds. Besides its
indirect effect on the relationship between trust in manager and personal accomplishment is over zero
and between the boundaries (see Table 3). Furthermore, the fact that indirect effect of organizational
identification on the relationship between trust in manager and the dimensions of burnout
significantly confirms the mediating role of organizational identification, respectively (B = -. 292; p
<.01; B = -. 226; p <.01; B = .285; p <.01). Therefore, the findings support Hypotheses 4a, 4b and 4c.
Depending on these findings, it is inferred that when organizational identification is involved, it plays a
critical role to reduce emotional exhaustion and depersonalization levels of the employees. Moreover,
it is also possible to suggest that it plays a decisive role in personal accomplishment.

5. DISCUSSION AND IMPLICATIONS

In this study, 272 educators working in the state high schools in Nevsehir province were taken as
sample, and trust in manager, organizational identification and burnout variables in the developed
model were empirically examined based on the theoretical foundations. The findings prove that
goodness-of-fit indices of the model were within acceptable limits and the construct validity
(discriminant and convergent validity) of the model was also provided. So we have reliable grounds to
suggest some theoretical and practical implications relying on the findings.

5. 1. Theoretical Implications

This study has some theoretical implications. First, the positive relationship between trust in manager
and organizational identification coincide with the findings of many theoretical and empirical studies
in the literature. Trust in manager is considered as one of the dimensions of organizational trust
(Agarwal, 2013; Tokgoz and Seymen, 2013). However, it is also seen that trust in manager is handled
with different titles such as trust in leader, pioneer principals. In these studies, it is argued there is a
positive and significant relationship between trust in manager and organizational identification
(Connaughton and Daly, 2004; De Cremer and van Knippenberg, 2005; Agarwal, 2013). In addition,
there are studies, which address trust in manager with a cognitive-based and emotion-based trust in
leader. In these studies, the findings also provide a positive and significant relationship between trust
in leader and organizational identification (Erttrk, 2010; Schaubroeck et al, 2013). It is stated that
organizational identification decreases the effect of negative organizational outputs such as intention
to leave and burnout, and increases positive organizational outcomes such as job satisfaction,
organizational citizenship and performance (Wegge et al, 2006; Riketta and Van Dick, 2005).
Therefore, it is possible to suggest that trust in manager will contribute to the positive effects of
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organizational identification on organizational performance.

Secondly, the research findings indicate that trust in manager negatively affects emotional exhaustion
and depersonalization, whereas personal accomplishment is positively affected. In parallel with this
finding, Caglar (2011) and Son et al. (2014) argue that there is a negative and significant relationship
between trust in manager and emotional exhaustion and depersonalization in their studies. Van Maele
and Van Houtte (2015) report a negative relationship between trust in school principal and emotional
exhaustion, depersonalization and reduced personal accomplishment. Moreover, it is reported that
trust in leader negatively affects perceived burnout (Harvey et al, 2003; Mo and Shi, 2017). In
addition, it is stated that there is a significant relationship between trust in manager/principal and
burnout and the employees with low level of trust may experience a higher level of burnout (Ceyanes,
2004). However, structural model results show that when organizational identification is included in
the model, the effect of trust in manager is not significant. Therefore, it is possible to interpret the
finding that trust in manager is not effective in reducing the negative effect of emotional exhaustion
and depersonalization on workers. In addition, trust in manager does not increase personal
accomplishment when it comes to organizational identification. So, organizational identification plays
a decisive role in reducing or eliminating the impact of emotional exhaustion and depersonalization on
teachers, but it increases their personal accomplishment

Theoretically, the third contribution of this study is the examination of the relationship between
organizational identification and burnout. It affects negatively emotional exhaustion and
depersonalization but positively personal accopmlishment. In parallel with this finding, Rode et al
(2012) argue that there is a negative and significant relationship between organizational identification
and burnout. Avanzi et al. (2015) report that organizational identification negatively affects emotional
exhaustion and reduced personal accomplishment. In addition, Kemp et al. (2013) have found a
negative and significant relationship between organizational identification and emotional exhaustion,
and Wegge et al. (2006) and Lammers et al. (2013) verify that organizational identification negatively
and significantly affects emotional exhaustion and depersonalization. In addition, Wegge et al. (2006)
clarify the positive relationship between organizational identification and personal accomplishment. It
is seen that these findings in the literature correspond to the findings of this study. Thus, it is
concluded that organizational identification will play an important role in reducing burnout, which has
many negative personal, social and organizational outputs (Maslach and Leiter, 2017). In other words,
the negative organizational outputs such as the amount of absenteeism wish, intention to leave, low
service quality and performance and the number of occupational accidents can be minimized through
the reduction of burnout level (Maslach and Leiter, 2008).

The final theoretical contribution of this study is that it examines the mediating role of organizational
identification on the relationship between trust in manager and burnout. They are fully mediated by
organizational identification. We expected that organizational identification would act as a mediator
between trust in manager and burnout because trust in manager increases the level of organizational
identification (Connaughton and Daly, 2004; De Cremer and van Knippenberg, 2005; Agarwal, 2013).
Organizational identification leads to job satisfaction (Wegge et al, 2006), provides more work inputs,
decreases the intention to leave (Lee, 1971) and decreases burnout (Maslach et al, 2001). We found
that it fully mediated the relationship between trust in manager and burnout. So, teachers’ perception
of organizational identification plays a serious role in reducing their emotional exhaustion and
depersonalization levels. It also plays a decisive role in their personal achievement in this equation.
This mediating role of organizational identification between trust in manager and burnout will not
only reduce the negative outcomes of burnout but also it will contribute to teacher satisfaction,
performance, and extra efforts for school goals.

5. 2. Practical Implications

One of the most important inputs of educational organizations is human resources as they are service-
based institutions. Teachers and principals are the practitioners of the strategies and tactics that
schools set for the goals. This study offers some suggestions to these practitioners. The results of the
study show that there is a positive relationship between trust in manager and organizational
identification. It is a prerequisite for teachers to trust their principals to strengthen their level of
organizational identification. The following recommendations are made to ensure this prerequisite.
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First, awareness can be created so that the school skills - teachers’ abilities, the number of the students
who are placed in a faculty at a university, social and sports facilities and success and so forth- are
sufficient to sustain school development. So, training, conferences, seminars, etc. can be held to
develop and continuously improve both educators and school skills. At this stage, the phenomena of
principals and teachers’ taking responsibility for the problems, mistakes and violations can play an
important role in the levels of organizational identification. Second, it may be useful to see the skills
and values in educators and give importance to the work inputs that they provide and they should be
meaningfully awarded. Third, the establishment of easy accessibility and use of information along with
the understanding of transparency and openness at schools, and allowing the educators to express
their thoughts freely during the decision stage can contribute to the level of organizational
identification. In addition, it can be effective to establish a clear and healthy communication network
and provide feedback on problem solving initiatives and sort out the situations that would lead to a
breach of trust. Fourth, deployment of the factors such as security, protection, assurance and tolerance
in school policies can help to create organizational identification. In this process, it will be appropriate
that the pricipals show attitudes and behaviors that their welfare and interests will be protected. Fifth,
the establishment of equality and justice at schools, the implementation of fair policies, and the
consistency between principals’ practices and words can help to strengthen organizational
identification. Finally, taking measures to prevent potential deviations in job responsibilities and
jurisdictions can also contribute the organizational identification. It is also necessary to eliminate the
attitudes, which underestimate teachers’ potentials and skills. Furthermore, utmost attention should
be paid to system and process changes that may lead to trust breaches and it is also required to
eliminate structural deficiencies, which may be effective in increasing and maintaining organizational
identification.

The results of the study suggest that schools and principals should pay attention to organizational
identification to lessen burnout and its full mediation role between trust in manager and burnout. In
this sense, in order to reduce burnout, the following managerial implications can be suggested within
the scope of organizational identification. First, school goals and teachers’ goals should be harmonized.
Organizational attractiveness can be increased by having teachers to feel loyalty to the school. For this
purpose, firstly, shared features can be created by emphasizing the similarity of the qualifications
between teachers within the organization. By setting shared and common objectives, teachers can be
supported to contribute to the goals, to be proud of their membership and to tend to defend the school
against the internal and external environment. Secondly, integration with the school can be ensured by
the adoption of common norms and values, thus it will be possible to create an emotional commitment
to the school. It is possible to form solidarity and unity through these ties and so, teachers may start to
feel that they are the members of a special structure. In addition, organizational identity should be
characterized and well clarified from other social identities. Thus, it can be ensured that school
employees define themselves in line with school characteristics. Finally, practitioners should also pay
attention to the hazard of negative stereotyping about the internal group and the external group and
particularly internal group favoritism because they lead to polarization. From this point of view,
organizational identification should be created in a strong and distinct manner. It can be stated that
the burnout levels of teachers, which lead many negative personal, social and organizational results,
can be overcome.

5. 3. Limitation and Future Research

This study also has some limitations like nearly in all studies. It only considers the state high schools in
Nevsehir. The educators working in primary schools, kindergartens and private schools are not
included. Therefore, research findings cannot be generalized for all schools, educational institutions
and regions. The other limitation is that the study is based on a cross sectional design. The data set
represents the perception of participants at a given period and so, the findings refer to those
perceptions. In addition, Karazsia and Berlin (2018) state that time plays a critical role to decide the
third variable as a moderator or a mediator. In cross-sectional studies, it is very difficult to verify the
tests of mediation models because mediation tests require multible timepoints because mediators are
both criterions and casual predictors (Karazsia and Berlin, 2018). So, this is an other shortcoming of
the study. Future studies should be performed in a longitudinal design. Another limitation is the
likelihood of social desirability. It may play a role especially when the variables are considered.
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Common method variance may occur when various variables are evaluated in the same period by the
same respondents. Therefore, it should not be ignored that the variance of common method may
influence the strength of relationship between the variables. To avaoid the negative reflections of this
method, data can be collected from different sources in future studies. New studies on these variables
will contribute to the literature. Also, it may be suggested to include the group or team trust and team
identification dimensions in the sample where group or team work is done.
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