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ABSTRACT 
 

Title:  Analysis of Burnout among the Heads of Secondary Schools of KP   and 

Development of Burnout Coping Strategies” 

 
Pages:  125 
 
Researcher: Tahira Bibi 
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Supervisor:  Dr. Afshan Huma 
 
University: Allama Iqbal Open University, Islamabad Pakistan 
 
Year:   2020 
 
Discipline:  Educational Planning and Management (EPM) 
 
Degree: Doctor of Philosophy (Ph.D.) in Education 
  

Occupational burnout issue is an increasingly important phenomenon in Asian 

countries (Maryana et al, 2011). The purpose of this study was to analyze the prevalence of 

burnout among the heads of secondary schools in KP; identify the causes of burnout and to 

develop burnout coping strategies. This study further examines the relationship between 

burnout, emotional intelligence, organizational commitment, and demographic variables   

(i.e., gender, age, qualification, experience). The sample of the study comprised of 400 heads 

(200 males and 200 females) of   the secondary schools of KP. Stratified sampling technique 

with proportionate ratio was used to select the sample. The research instruments included 

demographic information sheet, Copenhagen burnout inventory, Wong and law emotional 

intelligence scale, Allen & Mayyer organizational commitment scale and lastly, a semi-

structured questionnaire followed by focus group discussions. Statistical analysis used in this 

study included percentage, t-test, ANOVA and correlation while thematic analysis was used 
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for qualitative analysis. Significant findings confirmed the prevalence of moderate level of 

burnout among the heads. The results also revealed that there is a correlation between 

burnout, emotional intelligence and organizational commitment. Gender, age and education 

were not found significant while education was found having significant effects on personal 

burnout of the respondents. Experience was found having significant effect on prevalence of 

burnout. The results identified workload, community and reward as the major stressors. In the 

light of findings, inclusion of stress management in the curriculum, pre-service and in-service 

training programs, establishment of guiding and counseling wing in education department, 

and decentralization were proposed to reduce stress and prevent burnout among the heads of 

secondary schools of KP. 
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CHAPTER 1 

INTRODUCTION 

 
The vitality of any organization is determined by the willingness of its personnel to 

work for the progress of the organization. Institutions providing educational facilities are one 

of the significant social institutions of a society. Their active and efficient functioning 

depends primarily on the excellence and commitment of human capital. The commitment of 

the heads of institutions and teachers play a pivotal role in the academic achievement of 

students.  Active leaders share vision and inspire personnel to move in the direction of the 

accomplishment of the vision. Likewise, effective educational leaders encourage joint vision 

and encourage members of the organizations to work for the achievement of the vision 

(Kouzes & Posner, 2010). This profession demands massive responsibilities from heads of 

school on one hand and causes confusion, stress and uneasiness on the other.  

Heads of schools are expected to provide major support to teachers and other 

supporting staff. Headship is thus a challenging position. Extended periods, mounting 

obligations, subsidizing difficulties, and increasing answerability are making what some 

describe as a means of stress for school heads (Boyland, 2011).  Moreover, heads of schools 

are often expected to manage activities like supervising, and arranging educational activities, 

catering the individual needs to motivate teachers, character building of students by their 

ethical and moral development. The human resources required to meet these varied 

expectations are often missing. Consequently, many heads cannot bear the job related 

pressure and experience burnout inadvertently. This study also centered on the analysis of 

burnout among the heads of secondary schools. 
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Stress, after a certain level, becomes a hurdle in professional performance. With the 

passage of time, long term stress in jobs drives people towards burnout (Khan et al., 2015).  

Professional stressors lead to organizational inefficiency, high staff revenue, reduced quality 

and quantity of observance, absence from work, inflated costs of health care and reduced job 

satisfaction. When there is a protracted experience of professional stress, it guides to 

professional burnout. One of the reactions to professional stress that can be seen generally in 

employees is the incident of burnout (Beausaert, 2016). “Emotional intelligence is viewed as 

a potential mediator in the stress process” (Barkley, 2013). Whereas, “Burnout typically is 

assumed as a predictor of organizational commitment” (Gemlik et al., 2010). The issue is 

principal burnout influences more than heads; it influences everything related with school, 

including heads health and retention. At the point when heads experience burnout. School 

profitability drops, which can cause pupils accomplishment and assurance to plunge (Wells, 

2013).Pakistan like many other developing countries maintains school education for a huge 

population of school age children. Head teachers in various parts of the country work and 

face challenges which are of diverse nature.  

1.1   Rationale of the Study 

           Khyber Pakhtunkhwa (KP) is one of the strategically important provinces of Pakistan 

which significantly contributes in the economy of Pakistan. Out of 26.62 million people,        

7 million are illiterate. Serious law and order situation in the last decade has posed 

development challenges for the government of KP (Mustafa, 2012) as the educational 

intuitions of KP have also been susceptible to terrorism (Abbas et al., 2016). Among all the 

departments of KP, department of elementary and secondary education is the largest 

department, as it comprises of about 55 percent of the total employees of KP which is more 

than 1, 68,000 employees. 28000 schools and more than 1, 19,000 are catering the 
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educational needs of 3.9 million students. (www.kpese.gov.pk)    

The 18th amendment in national constitution led to the devolution of education to 

provinces. Since education is now a provincial domain, KP government brought about certain 

educational reforms (Halai et al., 2018). In 2011, KP government has set up KP Education 

Support Program to improve the provision and quality of education. To refine it further 

through evidence based intervention, IMU (Independent Monitoring Unit) were founded to 

monitor and collect data on key school indicators on monthly basis (Habib, 2015). The 

today’s world of stakes testing and accountability possess many new and additional 

challenges to the principals. (Krzemienski 2012, p.4). Understanding of burnout in this 

context is needed for deeper understanding of the phenomenon as a whole in educational 

institutions and to minimize its negative effects on organizational commitment; emotional 

intelligence (EI) could be a moderator in preventing the development of burnout (Brand, 

2007).  

The research on burnout has predominantly been carried out in the western context. 

Comparative research studies confirm that burn out, when studied across different nations 

and cultures, differs noticeably. Besides, majority of the researches on burnout are carried out 

in the advanced nations while burnout is still an understudied phenomenon in developing 

countries (Khan &Zafar, 2013).  Also, unlike the researches carried out on other professions, 

there is a dearth of researches conducted on heads of educational institutions. “In the context 

of Pakistan, there is a dearth of research studies predominantly on psycho-social work 

surroundings and its consequences on educational environment’’ (Maqsood, 2011, p. 60). 

The review of literature endorses that few researches have been done on job burnout and 

demographic variables in Pakistan. The studies in Pakistan are mainly related to occupational 

stress (Khan et al., 2015). In line with this, the present study explored the relationship of 

burnout with the organizational commitment in addition to demographics in KP .With the aim 
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of understanding of burnout specifically in the context of Pakistani personnel. On the basis of 

these information the researcher assumed that School heads face extraordinary work stress 

which might lead to burnout. EI can help or hinder in coping with burnout. Burnout can 

affect organizational commitment while EI plays a moderating role. 

1.2  Statement of the Problem 

Many internal and external factors especially in the public sector organizations could 

raise the stress levels (Agarwal, 2015). Heads and teachers, particularly those employed in 

the public sector educational institutions, also have to face many challenges and situations 

that cause burnout. As a result of the increasing role demands, heads have to deal with stress 

and burnout more than ever before (Beausaert, 2016). Organizational abilities for dealing 

with stress and subsequently lessening the risks of being burnout are vital for educational 

staff as well as for people in our general public (Whitehead, 2001). Dolowitz and Higgs 

(2000) recommended that rigorous research is required to emphasize the value of emotional 

intelligence concept and organizational commitment in contexts whether private or public on  

organizational as well as  personal levels to prevent the occurrence of  burnout.  Burnout 

might be a significant mediating variable between organizational commitment and inter-

personal features of the work settings .No doubt that one of the key elements to increase the 

added value of the personnel to the organization is organizational commitment (Gemlik et 

al.2010). Analyzing burnout and its covariant i.e. emotional intelligence and organizational 

commitment has thus become essential to find out the causes and propose coping strategies. 

Effective implementation of education sector plans (2007-08 to 2014 -16) in KP has 

increased the responsibilities of heads of secondary school thereby causing stress to meet the 

set targets. In the context of KP, it was reported that head-teachers were facing challenges 

due to additional work requirements and continuous monitoring through IMU. Hence, there is 
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a dire need to identify the most happening variables in the organization to be the root cause of 

the employees’ stress and burnout leading to excessive hazardous situations in which they 

could not work freely and with motivation. Analyzing burnout and its covariates i.e. 

emotional intelligence and organizational commitment was thus found essential to investigate 

the causes and propose coping strategies. Therefore, this study intended to explore the 

burnout among secondary School heads of KP. 

1.3 Objectives of the Study 

The objectives of the study are:  

i. To examine the levels of prevalence of burnout among the Heads of secondary 

schools of KP. 

ii.  To identify the causes of burnout among the Heads of Secondary schools in KP. 

iii. To find out the relationship among the burnout and covariates of burnout 

(emotional intelligence and organizational commitment. 

          iv. To analyze the variability of burnout among demographic subgroups (by 

                  gender, age, qualification, year of experience). 

           v. To propose the burnout coping strategies for Heads of Secondary schools in KP. 

1.4 Research Questions 

Following research questions were formulated: 

RQ.1 How many head teachers are experiencing low, moderate or high burnout? 

RQ.2 What are the levels of personal burnout prevailing among head teachers? 

RQ.3 What are the levels of work related burnout prevailing among head teachers? 



6 
 

 

RQ.4 What are the levels of client related burnout prevailing among head teachers?  

RQ.5 What are the workplace related causes of burnout? 

RQ.6 What are the interpersonal causes of burnout? 

RQ.7 Which coping strategies can be adopted at personal level to counter burnout? 

RQ.8 Which coping strategies can be adopted at organizational level to counter 

burnout? 

1.5 Hypotheses 

 H01 There is no significant relationship between burnout and emotional 

intelligence. 

 H02 There is no significant relationship between burnout and organizational 

commitment. 

 H03 There is no significant relationship between emotional intelligence and 

organizational commitment. 

 H04 The relationship between burnout and organizational commitment is 

moderated by emotional intelligence. 

 H05.There is no significant difference between burnout of male and female head 

teachers. 

 H06 There is no significant difference between burnout of head teachers with 

regards to age. 

 H07 There is no significant difference between burnout of head teachers with 

regards to qualification. 
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 H08 There is no significant difference between burnout of head teachers with 

regards to years of experience. 

1.6 Significance of the Study 

This research study may offer awareness about burnout and burnout coping strategies 

besides improving understanding about the relationship of burnout with covariates i.e. 

organizational commitment (OC) and emotional intelligence (EI). The awareness about 

perceptions of heads of secondary schools of KP about the perceived causes of burnout, as 

the result of this study, may assist the planners and policy makers in professional 

development of the heads through identifying the causes of burnout and burnout coping 

strategies of heads of secondary schools. As there is scarcity of research studies on the 

burnout among the heads of secondary schools of KP, the findings of this study may be used 

for in-service management training programs. Another significant contribution of this study 

may be that the professional development institutes may review the findings of this study and 

identify the strategies to deal with the heads’ stress before it converts into burnout. Also, the 

findings of this study may serve as the foundation for launching a professional development 

program to address stress for the head teachers. Furthermore, there is no study conducted on 

the prevalence of burnout in headteachers of secondary schools in KP, Pakistan. Hence, the 

present research study may be a useful addition to literature of burnout and burnout coping 

strategies in the local context. 

1.7 Methodology 

1.7.1 Research Design 

This study was conducted with a mixed-methods approach as it embraced components 

of both of qualitative and quantitative data methodologies. Although the quantitative focus 

was dominant yet a quant-qual sequential explanatory design was adopted. 
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1.7.2 Population 

According to the education census, total secondary schools in KP were 1984 (District 

EMIS, 2014). All of the 1984 Heads of secondary schools of KP was included as target 

population. 

1.7.3 Sampling 

Stratified sampling technique was adopted to select the sample that comprised 400 

heads of secondary schools at the confidence level of 95% i.e. p = 0.5 (Glenn, 1992). Twelve 

participants were randomly selected for conducting two focus group discussions. 

1.7.4 Instrumentations 

Considering burnout as the key phenomena, further covariates identified through 

literature review were emotional intelligence and organizational commitment. Following 

were the parameters to study all three of them: 

1.  Burn out (kristensen et al., 2005) 

i. Personal burnout Personal burnout 

ii. Work related burnout 

iii. Client related burnout  

2.  Emotional intelligence (Wong & Law, 2002) 

i. Self –emotional appraisal 

ii. Others emotional appraisal 

iii. Use of emotions 

iv. Regulation of emotions 

3.  Organizational commitment (Allen & Meyer, 1990) 

i. Affective commitment 

ii. Continuance commitment 

iii. Normative Commitment 
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Following instruments were employed to gather data from the respondents: 

1. Copenhagen burnout inventory (CBI) (Kristensen, et al,2005) 

2. Wong and Law emotional intelligence scale (Wong & Law,2002) 

3. Allen &Meyer s Organizational commitment scale   (Allen & Meyer, 1990) 

4. Semi structure Questionnaire 

5. Focus Group Discussions 

1.7.5 Data Collection 

The data were collected from heads of secondary schools of KP by administering the 

instruments. Heads of secondary schools were briefed about how to rate the responses. Two 

focus group discussions were conducted for drafting the coping strategies. 

1.7.6 Data Analysis  

The relationship among burnout, organizational commitment and emotional 

intelligence was measured by using correlation analysis. Analysis.ANOVA was applied to 

find out the association of burnout with demographic characteristics. Thematic analysis was 

employed to analyze the data collected from FGDs. 

1.8 Operational Definitions  

BURNOUT: 

Kristensen et al., (2005, p.197) described the burnout as the degree of mental and 

physical weariness and depletion experienced by the individual. 
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  WORKLOAD:  

It means the load of the work to be accomplished in the prescribed time. (Maslach & 

Lieter, 2000). 

CONTROL: 

It is the independence and autonomy enjoyed by the employ in the discharge of his 

job. It includes the freedom of decision making and problem solving for the fulfilment of 

one’s responsibilities. (Maslach & Lieter, 2000)  

REWARD: 

The social or financial recognitions given to an employee as an appreciation upon 

completion of his tasks in the job. (Maslach & Lieter, 2000). 

 COMMUNITY: 

The social circle, consisting of other employees, colleagues and supervisors, 

developed by an employee through his interaction on the job. (Maslach & Lieter, 2000). 

FAIRNESS: 

It is the measure of equity and equality adopted and promoted by an organization. It 

involves fair trail and fair decision making with due respect of the people involved. (Maslach 

& Lieter, 1996). 

VALUES: 

Values are the standards and the driven inspirations offered by an organization to its 

employees. It is the motivating as well as ethical connector between an employee and his 
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organization. The harmonious values always ensure and double the success for an 

organization and its employees. (Maslach & Lieter, 2000). 

STRESS: 

“The demanding and suppressing relationship of a person with surroundings that not 

only endanger his or her well-being but also exceed his or her resources.”  (Lazarus & 

Folkman, 1984, p. 19) 

 STRESSORS: 

Stress producing factors that may be psychological, environmental, Physical and/or 

social. (Lazarus & Folkman, 1984, p. 19). 

           BURNOUT COPING STRATEGIES: 

Both individual and organizational interventions have been suggested as strategies   

through which burnout can be managed ( Sutton, 2015). 
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CHAPTER 2 

REVIEW OF RELATED LITERATURE 

2.1  Burnout 

In the present era, the associations of people with their job facing many difficulties in 

addition to challenges arise in workplace have been realized as a significant phenomenon. “ 

Both the practioners and social commentators acknowledged the importance of burnout as a 

social problem long before it became a focus of systematic study by researchers”(Maslach et 

al. 2008) Several factors like work overload, job uncertainty, and more viable demands 

increased the stress. The key aspect of psychological experiences at workplace could 

decrease the effect of burnout but it is not the only factor that could increase the concept of 

organizational obligations but many internal and external factors could raise the stress levels 

(Kendall, et al, 2000) The condition of Burnout is a mindset, which occurs when personnel go 

through extreme conditions due to internal and external elements at workplace, which entails 

into less interest in job. Often, it appears that the individuals may compromise organizational 

goals or purpose of joining job in that particular organization. It is essential to ascertain the 

factors involved in the organization which causes burnout leading to intense conditions in 

which they could not work without command and with enthusiasm. 

2.1.1 History of burnout  

This term of burnout was initially used by Graham Greene in his novel “A Burnout 

Case” (1960).The concept of burnout have developed in two major phases (Maslach et al 

2001).  The first phase was called pioneering phase in which the term was conceptually 

studied by the researchers .When the concept of burnout was explored. The burnout problem 
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was defined for the first time by a psychiatrist Freudenberg in 1974 (Schaufeli.et al, 2009) 

.Later, a social psychologist Christina Maslach carried major research work on burnout. The 

concept of burnout became famous after the introduction of Maslach Burnout Inventory, by 

Christina Maslach and Susan Jackson and was published in 1981. Mostly used definition of 

burnout was given by Maslach who explained it as a multidimensional structure (Schaufeli, 

Maslach, & Mar, 2017).The term burnout is defined as “the condition of a person who has 

become very physically and emotionally tired after doing a difficult job for a long time” 

(Gandi, et al, 2011).In other words it may be defined as exhaustion of somatic or 

psychological resources generally as a consequence of persistent pressure. Depersonalization 

is employee’s coolness and feeling less responsive to an individual’s ambitiousness and 

accomplishment in his/her organization. So, Burnout is a disorder of overtiredness, 

depersonalization that happens most of the time among those persons who perform same kind 

of duties (Maslach, 1982). 

Maslach, Jackson, & Leiter, (1981) stated that burnout is “a syndrome of Emotional 

Exhaustion, Depersonalization and Personal Achievement that can occur among individuals 

who work with others in some capacity”. This definition includes three concepts:  

1. Emotional Exhaustion termed as the sense of being tired sensitively due to 

individual’s service; 

2. Depersonalization is an individual’s cool and senseless response to his/her 

recipients of concern, service, treatment or management.  

3. Reduced personal achievement is a sense of competitiveness and flourishing 

achievement in his/her work (Schaufeli, Maslach, & Mar, 2017). 

The second phase is known as pragmatic stage, contemplates on the analysis of 

impacts of burnout at work related factors, for example work fulfillment, work pressure, and 

relations with associates, customers, work desire and employment withdrawals (Khan, 
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2012).In this phase, relationship of burnout with the demographic variables was studied too. 

Since the start of this stage, theoretical development and empirical research on burnout have 

been increased. 

2.1.2 Theoretical models of burnout 

A conceptual framework comprises logical concepts that are organized in such a way 

which encompasses easy communication with others.  Many burnout models have been 

framed but according to Schaufeli & Bunk (2003), a detailed thematic frame work is still 

missing. 

Initially, the emphasis was on the three dimensional model of burnout. This model 

was based on sequential stages. Where it was assumed that due to overload and high 

demands, in the 1st stage exhaustion was developed. If this exhaustion persists it converts into 

detachment and undesirable responses to the job and people.  The second stage known as 

cynicism and if the second stage of depersonalization last long the third and final stage of 

burnout develops reduced personal accomplishment, where one has feelings of failures.  

In recent times, discrepancies in job stress resulting into strain which has been focus 

of burnout models. Transactional model (Cherniss, 1980) is acting as a channel between the 

sequential stages and discrepancy. Transactional model comprises three stages i.e. First one is 

job stressors, second is individual strain and third stage is defensive coping. 

Later, developmental models of Job Demands-Resources (JD-R) and Conservation of 

Resources model were presented by Bakker & Demerouti (2007) and Hobfoll & Freedy 

(1993 &2004) respectively. These two models of burnout have been based on the theories of 

demands-resources imbalance. The Job Demands-Resources model emphasizes on that the 

burnout occurs as a result of continuous job demands while having insufficient resources to 

meet those demands. The Conservation of Resources model focuses on the motivational 
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theory which assumes that burnout is the result of continuous threats to existing resources. 

Therefore, individual constantly have fear of losing the available resources and always 

struggle to retain those resources. 

         An imbalance model of burnout is the Areas of Work life model which was presented 

by Maslach & Leiter (1997).This model focuses on the job stressors and identifies six 

important areas, i.e. “workload, control, reward, community, fairness and values” (Leiter & 

Maslach, 2003).If these parts become imbalance, it would lead to burnout. As the imbalance 

increases between the individual and work, there is a greater chance of occurrence of burnout. 

2.1.3 Measurement of burnout 

 Measuring burnout not only for research purposes with a reliable and valid tool is 

significant but also important for individual valuation. However, “There is no consensus on 

the capacity of burnout” (Poghosyan, et al, 2009). 

• The Burnout Measure (BM) 

The first measuring tool of burnout was Tedium Burnout Measure created by Pines & 

Aronson (1988).  This later in 1998 converted into Burnout Measure (BM) which comprised 

on twenty one items to measure the single dimension (Schaufeli, Enzmann & Girault, 1993) 

this tool measures organizational factors along with personal elements. 

• The Maslach Burnout Inventory  

 Maslach Burnout Inventory (Maslach & Jackson, 1981) is the most frequently 

employed tool to measure of burnout. The Maslach burnout inventory is based on the three 

dimensional burnout’s model, that deals with three tiers of burnout i.e. Emotional Exhaustion, 

Depersonalization and reduced personal accomplishment. 

Maslach Burnout inventory has under gone a number of revision, specific versions for human 
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services occupation have been formed. Since, then it has dominated the field of research on 

burnout. 

Although MBI is a tool widely used for measuring burnout but later on several papers 

assessed and criticized the MBI regarding its constructs. There have been numerous 

methodical and theoretical issues identified concerning MBI. (Milfont et. al, 2007) In 2005, 

the journal “work and Stress” featured two new burnout measures that have different 

conceptualization of the construct than MBI” (Foster, 2015).  

• The Copenhagen Burnout Inventory (2005) 

Kristensen was one of the key researchers who developed a tool to measure burnout 

according to his perception of burnout. Kristensen et al, (2005) depicted burnout as disorder 

of weaknesses and weariness as its center, and characterizes burnout as a condition of 

delayed physical and mental depletion (Barror, 2014).Another, significant component is 

attribution of exhaustion and fatigue to particular areas in a person’s life. 

They were of the view that emotional exhaustion is fundamental concept of burnout. 

Therefore, they constructed three factors to measure only emotional exhaustion (Maroco, et 

al. 2012). These areas incorporate work, and a more particular area, customer work (Smit, 

2011). CBI comprised three subscales. i.e. “personal burnout, work related burnout and client 

related burnout” (Milfont et al, 2008).Copenhagen Burnout Inventory comprises nineteen 

items to measure these three subscales.  

• The Oldenburg Burnout Inventory (OLBI)  

Halbesleben & Demourti (2005), presented Oldenburg Burnout Inventory (OLBI), this 

inventory consists of two dimensions i.e. exhaustion & disengagement. In contrast to three 

dimensional Maslach Burnout inventory and one dimensional Copenhagen burnout inventory, 

Oldenburg Burnout Inventory (OLBI) is constructed to measure cognitive and physical 
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exhaustion. OLBI comprises sixteen items, eight items for measuring each dimension 

(Demeroutiet, et. al 2008). 

2.2 Emotional intelligence (EI) 

 Psychologist and researchers have been studying human intelligence for years. 

Researchers primarily emphasized on the cognitive parts like problem solving and memory, 

however, some of the researchers also realized the importance of the non-cognitive parts 

(Stowell, & Michael, 2017). Gardner is considered among the pioneers as he presented the 

theories of emotional intelligence (1983) in which he identified seven kinds of intelligence. In 

which inter and intra personal intelligences were included, which are alike to emotional 

intelligence (Thornqvist, 2011). Later on, Salovey& Mayer introduce and defined the term 

emotional intelligence. Initially the basic idea was that certain persons own the capability to 

comprehend and use their emotions to increase their cognitive abilities efficiently than others 

(Mayer, Salovey, &Carsuo, 2008) .The term EI was presented by Mayer &Slovey, who 

initially defined EI as “a set of interrelated abilities” (Mayer, Salovey, &Carsuo, 2008). 

These abilities assist individual in thinking of ideas and taking actions. Later on they refined 

the definition as termed it as:-  

Emotional intelligence (EI) includes the capacity to see, precisely assess and express 

emotions; the capacity to get to or potentially produce sentiments when they encourage 

musings; the capacity to comprehend emotions and learning ,the capacity to direct emotions 

;to advance enthusiastic and scholarly development (Mayer and Salovey,1997). 

Goleman (1998) also defined EI as “an overall awareness that an individual has over 

emotions, an ability to control reactions, and ability to critically evaluate situations” (Perdue, 

2016). Goleman described EI as emotional intelligence as capability of a person to recognize 

own emotions, others emotions, and manage these emotions in the best way for one’s own 
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self and in association with others as well (Goleman, 1998).  The idea of emotional 

intelligence as a kind of social intelligence, which includes the sense for individual’s self and 

others senses and to segregate them and to apply information to put forward the thoughts and 

actions. This idea was earlier portrayed by Gardner in accordance with inter and intra 

personal intelligence. Emotional intelligence includes materialistic ability based on emotional 

intelligence that results into significant performance in the working field Goleman (1998). 

Alternatively, the factor of emotional intelligence decides the potential sense for possessing 

practical skills. This model can explain differences in individual performance in the work 

place and that an emotional individual could sense and behave more severe than others 

(Ameriks et al. 2009).  

According to Goleman, emotional intelligence capabilities include as grasping ability 

based on EI that proceeded to major performance in working field. In other words, the value 

of EI shows the prospective skill for obtaining practical skills. In his view, this model can 

give details of individual differences in people's abilities in the work place, a sensational 

person could sense and or behave more extreme than others do sensational aptitude in an 

individual who defines senses and use them productively.   

2.2.1 Theoretical models of emotional intelligence (EI) 

Since early 1990s ,EI has developed into little industry education, instruction 

,counseling and publications (Mayer et al,2008). After the introduction of concept of 

emotional intelligence by its pioneers Mayer &Salovey, EI has become a subject of empirical 

work.(Gutierrez-Sancho et, al.2017). which resulted into development of a number of EI 

models after Salovey & Mayer’s model of emotional intelligence (1990). 
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There have been different models of emotional intelligence. All of these models and 

theories of EI are based on three major approaches i.e. ability, trait and mixed approaches 

(Dhani& Sharma, 2016). Hence all models can be categorized into following three categories. 

• Ability based Models ( Mayer &Salovey, 1990) 

Mayer &Salovey analyzed the relevant data from earlier researches on emotions and 

intelligence then portrayed it into the first comprehensive model of Emotional intelligence. 

Mayer &Salovey model comprised three unique components: Assessment and appearance of 

emotions .Regulation of emotions and utilization of emotions, in the process of thinking and 

acting. Afterward, Mayer and Salovey refined their model (1990).which is described in a 

variety of their publications.  Mayer &Salovey, (1997); Mayer et al, (2000), concluded that 

they termed emotional intelligence as a person’s capabilities to process. Ability emotional 

model of Mayer and Salovey includes four sub-dimensions, which perceive emotions, 

associate the thoughts with emotions, comprehending and managing emotions.  Hence, this 

model features recognition of emotions, sustaining ideas with emotions, considering and 

managing emotions. To sum up, there are four branch model of emotional intelligence :          

(Brackett &Salovey, 2006): 

o Perceiving emotions 

o Utilization of emotions to facilitate thoughts 

o Comprehension of emotions 

o Management of emotions 

• Trait based Model (Bar-on 1997) 

The Bar-On model of the emotional intelligence includes interpersonal skills, 

interpersonal capabilities, flexibility, strain management and general sense magnitude.in 

other words it includes individual abilities, and flexibilities dimensions (Bar-On, 2006, Yan, 

2008). 
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• Mixed Models (Goleman, 1998) 

Daniel Goleman in his book “Emotional Intelligence” (1995) presented concept of 

emotional intelligence. Daniel Goleman defined EI as capabilities to spur one and endures 

disappointment; to control drive and postpone satisfaction; deal with one’s state of mind and 

shield trouble from overwhelming the capacity to think; to underscore and to trust  

(Goleman,1998). Further, Goleman presented the Competency Model comprises four sub- 

dimensions of EI:- 

o Self-awareness, 

o Self-management 

o Social awareness  

o relationship management 

2.2.2    Measuring emotional intelligence 

    Emotional intelligence and its constructs draw substantial attention of researchers 

but there has been a slow progress regarding the measurement of emotional intelligence.  

There is growing consensus among the researchers about the description of emotional 

intelligence as; an arrangement of capabilities concerning assessment and articulation of 

sentiments, utilization of emotions to encourage psychological activities, comprehension of 

emotions and to regulate emotions. But, there is disagreement on how best to measure EI 

(Salovey et, al.2001). 

Hence, measurement of EI is still in developing stage. Measures of emotional 

intelligence differ extensively in there method and content for appraisal (Conte, 2005).EI can 

be measured by using any of following three approaches (Dhani, & Sharma, 2016, Conte, 

2005). 

• Self-report measures 
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The measures of own beliefs regarding personal competencies are called self-

report measures. Some of these measures are:- 

a) Bar-On Emotional Quotient Inventory. 

This is a self-report measure of emotional intelligence. This model comprises 133 

items and measures five dimensions of Bar-on model and total emotional quotient. 

(http://www.reuvenbaron.org/wp/description-of-the-eq-i-eq-360-and-eq-iyv/) 

b) Work Profile Questionnaire Emotional Intelligence (WPQ EI) 

This is a self-report measure comprises 84 items. Those measures personal 

competencies of individual at work. 

c) Schutte Self-Report Emotional intelligence Test. 

 This is one of self-Report measure of emotional intelligence. It constitutes 33 items, 

using four sub scales; these items measure the original description of EI presented by Mayer 

&Salovey (Schutte et, al.1998). 

d) Wong &Law Emotional Intelligence Scale  

This scale was developed by  Wong &Law (2002).WLEIS is based on four branch 

model.WLEIS comprises following four sub- constructs. 

1. Self- emotions Appraisal 

2. Others-emotions appraisal 

3. Use of emotions 

4. Regulation of emotion (Wong & Law, 2002) 

• Informant measures 

These measures have informant approach which report perception of others about an 

individual. Emotional Competency Inventory developed by Boyatz(2000) to measure the 

emotional competencies and social behavior. This measure comprises four sections 

(Mutsaers, 2016). 
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• Ability measures 

This approach is based on the measurement of performance or ability to assess the 

emotional intelligence. Mayer-Salovey-Caruso Emotional intelligence Test (MSCEIT) is 

ability or performance based measure. This is used to measure the level of ability of each 

sub-construct of emotional intelligence (Brackett &Salovey, 2006) 

2.3 Organizational Commitment 

In the modern competitive world, organizations are facing core challenges like 

reorganization, reproduction and rationalization. The association between a worker and 

organization is described by organizational commitment that is one of the fundamental 

concepts (Wolwoska, 2014).Researchers have defined the organizational commitment in 

terms of the level at which an individual categorize and involves in an organization. Becker 

(1960) termed commitment as the inclination with involve in “consistent lines of activity”. 

Organizational Commitment denotes the relationship of a person with his/her organization. 

Organizational Commitment alludes to psychological connection of an employee with their 

organization Allen & Meyer, (1990); Becker et al. (1996).  In fact, Organizational 

commitment refers to commitment of personnel to his organization, described as a concrete 

devotion towards the recognition of an organization’s achievements; a motivation to exercise 

significant efforts for the organization; with the intention to stay as a part of the organization. 

Three important components related to the definitions of organizational commitment 

have been found in literature. These components are affective, continuance and normative 

commitments (Meyer& Allen, 1991).The attitude of personnel in organizational life is 

affected by many variables. Organizational commitment is also associated with the attitude of 

individuals towards his/her organization. An attitudinal definition was proposed by Solinger 
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et al.that organizational commitment is a disposition of personnel facing the organization,  

reflected in a mix of affect( emotional identification and connection).Cognizance (recognition 

of its objectives, standard and qualities),eagerness to serve and improve the 

organization(Solinger et, al. 2008) 

Behavioral commitment in actuality was eluded as the procedures by which personnel 

involved in a specific organization (Wong & Tong, 2014) 

2.3.1 Theoretical models of organizational commitment 

 Organizational commitment reflects the interest and attachment of a person with 

organization as a power that fixes an employee to the policy relevant to the targets(Meyer & 

Herskovits,2001 ).Organizational commitment is an individual relevant affiliation of himself 

with a specific organization and the value of contribution in that organizational commitment. 

This model "viably coordinated the methodologies by Becker (1960), watchman et al, 

(1974) and Mowday, Steers & Doorman (1979) by including the three segments; full of 

feeling responsibility, continuation duty, and regulating duty" (Wong &Tong, 2014 p.68) 

.The organizational commitment model that is widely known and multi-staged was developed 

by Meyer & Allen .This is three component model of organizational commitment is dominant 

for study of organizational commitment (Jars, 2007). This model includes elements of 

affective, normative, continuous commitments. This model incorporates the approaches by 

Becker (1960), porter et al, (1974) and Mowday, Steers & Porter (1979) (Wong &Tong, 

2014). 

2.3.2 Measurement of organizational commitment 

The quality of the measurement instrument plays significant role in the advancement 

of knowledge. 
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• Organizational Commitment Scale 

  Mowday, Steers & Porter developed this scale in1979s.It measures the affective 

commitment .It is considered one of widely used measurement tool of Organizational 

Commitment. Organizational commitment scale comprises 15 items (Kanning & Hill, 

2013).OCQ is used to measure the employees’ willingness to strive to achieve the 

organization’s goals.  

• Allen& Meyer ‘organizational Commitment Scale (1990) 

Allen & Meyer ‘organizational Commitment Scale (1990) is developed to measure 

multidimensional nature of organizational commitment. There were two major reasons 

behind the development of the three component model, it was developed because they wanted 

to contribute in the analysis of prevailing research practices in this field and provide a 

framework for future research. This model was developed on the basis of the argument that 

commitment comprises of three constituents corresponding to different emotional conditions 

(Meyer & Allen, 1991). This three component model (TCM) is leading the field of research 

on organizational model to date ( Solinger et al.,2008). This scale is based on the three 

components Model. Allen & Meyer s three components model organizational commitment 

scale comprises twenty two questions and three sub dimensions; Affective, commitment, 

normative commitments. Affective commitment alludes to the personnel s emotional 

connection to involvement and identification with the organization. Personnel having deep 

affective commitment proceed with work with their organization willingly. Second 

dimension alludes to the Continuance Commitment refers to consciousness regarding the 

price to pay in case of leaving the organization. Personnel whose basic connection with the 

organization depends on continuance commitment remain on the grounds that they have to do 

as such. Lastly, normative commitment mirrors a sense of responsibility to stay in the 
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organization. Personnel having strong normative commitment feel that they need to stay in 

the organization (Allen &Meyer, 1990). 

2.4 Coping Strategies 

In the field of social sciences, coping has been center of research since last three 

decades. Coping is defined as the feelings and attitudes that are utilized to manage stressors 

(Folkman & Markowitz, 2004) .Coping are characterized as continuously changing 

psychological and behavioral endeavors to oversee both internal and internal demands. That 

is assessed as burdening or  surpassing the assets of the person (Lazarus & Folkman,1984). 

This description depicts three majors elements of coping .first it shows coping as process 

oriented, which means that what and how  a person responses using his thoughts to act 

accordingly in a stressful state. Moreover, in what way this process of thinking and actions 

changes during this stressful situation. Second feature is that it is considered as contextual, 

meaning that coping is affected by individual’s ability of managing resources according to 

the demands of that stressful condition. The significance of context implies that coping is a 

combination of specific individual and condition. Third it focuses on the how an individual 

manage the demands regardless the efforts are fruitful or futile (Folkman et al, 1986). 

There have been two processes identified. First process is cognitive evaluation and 

second process is coping. Both of these processes are significant for a stressed individual’s 

relationship with the environment and their long and short-range outcomes (Folkman et al, 

1986). In other words coping caters two basic purposes first it transforms association between 

the environment and the person to change stressful conditions.  

Transactional theory of stress and coping was presented by Richard Lazarus (Lazarus 

& Folkman, 1984). This model has become the foundation for stress and coping research in 

numerous fields (Biggs et. al, 2017). Coping strategies have usually been categorized as 
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particular strategies or as indicated by the exact goals towards which they are directed. 

(Plana, 2003). Coping strategies affect the burnout. In other words, “adopting appropriate 

coping strategies can reduce the negative consequences of burnout and the burnout itself” 

(Akbari & Eghtesadi, 2017). 

Lazarus &Folkman (1984) categorized coping into two main categories; Emotion 

focused coping and problem focus coping (Ogden,2007). Managing emotions in response to 

stressful situation to reduce stress is referred to emotion focused coping Brannon et al. (2009) 

termed emotion based coping as one concerned with managing those emotions that 

accompanies the feelings of  stress . Emotion focused coping incorporates controlling own 

self, separation, positive assessment, acknowledge responsibilities or avoiding it (Baqutayan , 

2015).  While problem focused coping refers to managing or catering the problem which 

create stress. This coping style is based on the behavioral strategies (Folkman, 1982; Lazarus 

& Folkman, 1984). This is based on the cognitive strategies. Problem solving, includes 

confirmative coping, coping, looking for social help and design critical thinking. Weiten & 

Lloyd (2008), have categorized the coping strategies into four types: appraisal focused, 

emotion focused, problem focused and occupation focused coping. 

Despite numerous coping conceptualization proposals, there is no agreement as to the 

core coping strategies (Stanisławski, 2019). Usually, individuals use a combination of 

different coping strategies. Although ,these coping strategies are beneficial altogether, but 

some researchers state, that problem focused strategies are more effective than emotion based 

coping strategies, because it helps an individual in having control over their stress, while 

emotion based coping strategies at times reduce the perceived control (Taylor, 2016). 
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2.5 Role of Principals 

Effective educational leaders encourage joint vision and induce members of the 

organizations to work for the achievement of the vision. The principals of school are likely to 

perform numerous duties in order to provide services to pupils, parents and communities 

(Beasusaert et al,2016). The heads are thought to manage activities like managing academic 

and skill areas, provide enhancement activities, meet the individual desire with a variety of 

capabilities, and motivate teacher and student’s factual development (Leventis,et al. 2017).  

Principal’ s multiple roles is dynamic with the assimilation of administrative authority, 

instructive responsibilities of  educational management  and leadership, then adjusting  the 

personal abilities accordingly and giving over all initiatives for building a school into a 

learning group for all pupils (Konok,2006). 

The school head's proficient world is described by consuming duties, data 

perplexities, and enthusiastic uneasiness (Friedman, 2002).Consequently, many heads are 

agonizing by the job related pressure and experience stress. The stress level experienced by 

principal matters (Lazarus, 1990) as it effects the betterment of staff and school in one way and 

on the other hand if, it persists the principal experienced burnout. Many causes of stress have 

been found by the researchers. Professional stressors identified are depleting resources, 

student’s poor performance, discipline problems, and poor public perception regarding the 

role of principal (Combs et al.,2009). When there is a protracted experience of professional 

stress, it guides to professional burnout. One of the main employment issues between 

employees that generally can be seen in the nature of reaction to professional stress is the 

incident of burnout.   “Despite the impact burnout has on school principals and their work 

performance, relatively few recent empirical studies have been conducted on the subject” 

https://journals.sagepub.com/doi/10.1177/2158244019829549
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(Krzemienski, 2012,p.43). In the educational prospects, studies of professional stress and 

burnout have found data that fold and justify the necessity to continue research. 

2.6 Research   Studies  on  Burnout 

Gains (2011) conducted a study titled, “Perceived Principal support and Middle 

school teachers”. The study analyzed the relationship between principal support and teacher 

burnout. The sample of the study constituted of 282 teachers from nine schools. Burnout and 

principal behaviors were analyzed. The study found that the relationship between burnout, 

gender and higher qualification correlation were significant .Restrictive Principal’s restrictive 

behavior was found significant. 

White, (2006), conducted a study on “Perceived Stressors, Coping Strategies and 

Burnout pertaining to Psychiatric Nurse Working on Locked Psychiatric Units”. The study 

aimed at the description of Burnout, Stressors and Coping strategies. The findings revealed 

that the participants were having moderate and low level of burnout. Staffing issues were 

identified as a significant stressor. 

 Tomic and Tomic (2008) carried out a research study on “Existential fulfillment and 

Burnout among principals and teachers”. The study examined the level of prevalence of 

burnout in 215 primary teachers and 514 principals. A significant relationship was found 

between existential fulfillment and burnout.  

Abdullah (2011) carried out a research study on: “Evaluation of Allen and Meyer 

Organizational Commitment Scale: A Cross Cultural Application In Pakistan”. This study 

aimed to evaluate the internal and construct validity of Allen& Meyer Organizational  

commitments scale(1996) .The result  validated the scale and  concluded that the scale can be 

used in Pakistani culture too. 
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Maqsood (2011) conducted a research study on “Work environment, burnout 

organizational commitment and role of personal variable as moderators “the study examined 

the relationship between the environment of work and its consequences in the educational s 

setting in Pakistan. The result of the study revealed that emotional intelligence may have an 

insignificant part in preventing burnout 

Farmer (2004) carried out a study on “The Relationship of Emotional Intelligence, 

Burnout and Job Satisfaction among Nurses in Early Nursing Practice”. 235 nurses 

participated in the study. The study revealed that emotional intelligence may have an 

insignificant part in the avoidance or enhancement of burnout: the findings additionally 

validate the persistent nature of stress and its pertinence to nursing. 

Khattak et al, (2010) conducted a research study on “Occupational stress and burnout 

in Pakistan banking sector”. 237 bank personnel of various bank took part in the study. The 

study identified all stressors such as organization, job environment, and relationships at 

workplace are meaningfully correlated to burnout. These stressors considerably forecast 

burnout in banking sector. 

Abbas .et al, (2018 ) carried out a research study on “ Impact of Job Burnout on 

Organizational Commitment of Universities in Lahore, Pakistan”.  The sample of the study 

comprised of 300 faculty members of both private and public universities. The study found a 

negative relationship between the job burnout and EI. 

  Jan and Ali (2014), Conducted a study “An Examination of The Relationship 

Between Psychological Capital and Job Burnout among Doctors of KP And Punjab 

Provinces. Pakistan by Using Confirmatory Analysis” 324 doctors participated in the study. 

The study showed a  significant but negative  relationship between job burnout and 

Psychological capital. 
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 Aftab .et al, (2012) conducted a research study “Relationship of self-efficacy and 

burnout among physicians.” 80 Physicians of different hospitals of Taxila and Rawalpindi 

participated in the study. The results demonstrated a significant negative relationship between 

self-efficacy and burnout. The results also showed that male physicians experienced less 

burnout than the female physicians. 

 Ahmad  & Afgan  (2016), carried out a study “The relationship of Job stress and 

turnover intentions in commercial Banks of Pakistan by assessing the mediating role of 

Burnout. The  study showed a significant but positive relationship between the job burnout 

and turnover intention.  

Malik et al (2010) conducted a study, “ Developing and Testing a Model of Burnout 

at work and Turnover intensions among Doctors in Pakistan. The sample size comprised 175 

doctors. The results of the study revealed that there is no significant effect of burnout at work 

life balance and conflict. While the results demonstrated a significant effect of burnout  on 

the work life conflict and job satisfaction. The study shows a significant effect of job 

satisfaction on turnover intensions. 

Iqbal & Abbasi,(2013), conducted a research study, “  Relationship Between 

Emotional Intelligence And Job Burnout Among University Professors”.100 Professors 

participated in the   study. The results of the study demonstrated a negative but significant 

relationship between job  burnout and emotional intelligence. 

Khan & Zafar (2013), carried out a research study “Exploring the causes and 

consequences of job burnout in a developing country” .The results identified the cultural 

differences. The result also indicated that lower level employees are  most likely to be  

burnout as opposed to top managers .while the study also showed that community has least 

effect on self-efficacy and emotional exhaustion.  
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Muzzafar et. al (2015), conducted a study on “Burnout and its Associated Factors in 

Medical students of Lahore, Pakistan”. 777 medical students participated in the study. The 

results showed that female students were experiencing high levels of  burnout . The results 

showed that burnout is significantly related to age, gender, doctor parents, and no supportive 

resources. 

Naz et al,( 2016), conducted a research on “ Burnout and quality of life in nurses of 

tertiary care hospital in Pakistan”. The study comprised 120 nurses. The results identified that 

106 were experiencing high level of burnout. The studies showed that nurses working on the 

nightshift and longer working hours experienced high level of burnout and lower on quality 

of life. 

Khan et al, (2014), carried out a research on “Job Burnout and Professional 

Development among Universities Academicians”. 160 academicians working in universities 

in Pakistan participated in the study. The results of study revealed a positive relationship 

between the burnout and the attitude towards professional development. 

Jamal (2010) , conducted a research on “ Burnout among Canadian, Chinese, 

Malaysians and Pakistani Employees: An Empirical Examination .” 535 Canadian, 685 

Chinese, Malayasian 305  and  321 Pakistani full time employees participated in the study. 

The results of the study showed that burnout is related to  overall job stress and the four job 

stressors. The results also support the convergence perspective in contrast to divergence 

perspective in cross cultural management research. 

Gardazi et al, ,( 2016) carried out a qualitative study on the “Causes of Stress and 

Burnout among Working Mothers in Pakistan”,12 working mothers from Rawalpindi and 

Islamabad participated in this qualitative study. Work health factor, work overload ,work 

environment, work family conflict were identified as major themes .The results of the 
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interview revealed  that the participants that same level of stress is experienced by the 

participants. 

Haque  & Aslam  (2011), carried out a study “The influence of Demographics on Job 

Burnout.” 406 bankers participated in the study. The results of the study showed that different 

demographical groups experienced same level of burnout. 

Khan et al.(2015), conducted a research study “ Do Demographics make a Difference 

to Job Burnout among university academicians 265 university  academicians participated in 

the study .The results of the study indicated that high level of burnout was experienced by 

young academicians  and Burnout  has a significant relationship with age, designation and 

experience whereas, gender and marital status have no significant relationship with burnout. 

To sum up, the researches yielded that there is a significant relationship between burn 

out and demographic factors like gender, educational qualification, designation, experience, 

etc. In addition, demographic factors like demographical groups, etc. have not   correlation to 

burnout. Likewise, all the stressors like work health factor, work load, work environment, 

work family conflict, job environment, relationships at workplace, etc. are significantly 

related to job satisfaction, organizational commitment and burn out. Organizational 

commitment is negatively related to burnout. Moreover, emotional intelligence and self-

efficacy are significant but negatively correlated to burn out.   
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CHAPTER 3 

RESEARCH   METHODOLOGY 

The current study was conducted to analyze the prevalence of burnout among the 

heads of secondary schools in KP along with its covariates and to draft burnout coping 

strategies. The analysis included examining the levels of prevalence of burnout among the 

heads of secondary schools in KP and finding out the relationship among the burnout and its 

covariates  i.e. emotional intelligence and organizational commitment. The study also 

identified the perceived causes of the burnout among the heads and proposed the burnout 

coping strategies for the heads of secondary schools in KP. The variability of burnout among 

demographic subgroups (by gender, age, qualification, year of experience) of secondary 

schools in KP was also examined. This chapter presents the method, procedures employed for 

collection, analysis and interpretation of the data. 

3.1 Research   Design 

The study was conducted under mix methods approach as it embraced features of both 

quantitative and qualitative methodologies. Although the quantitative focus was dominant but 

quant-qual-sequential explanatory design was adopted. This design was used to collect data 

in two or more phases for the purpose of explanation of the results and methodological 

triangulation (Ivankova et al., 2006). Major data source for testing the hypotheses remained 

quantitative survey tools that were adapted and self-administered by the researcher. Also, an 

open ended questionnaire and focus group discussion were administered in the second phase 

which helped in unpacking the results with more clarity and depth.  
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3.2 Population 

According to the education census, total secondary schools in KP were 1984 

(DISTRICT EMIS, 2014).All of the 1984 Heads of secondary schools of KP was included as 

target population.  

Table 3.1 

Number of school district and gender wise secondary school of KP 

S. No. KP Secondary Schools 
        Distrcts Boys Girls Total 

1 Abbotabad 66 38 104 
2 Bannu 55 38 93 
3 Chitral 50 16 66 
4 Charsada 63 34 97 
5 D.I.Khan 74 40 114 

6 Dir Payyan 69 36 105 
7 Karak 57 25 82 
8 Kohat 47 25 72 
9 Kohistan 26 1 27 
10 Mansehra 84 46 130 
11 Mardan 77 54 131 
12 Malakand  43 27 70 
13 Nowshera 63 29 92 
14 Peshawar 78 44 122 
15 Swat 78 29 107 
16 Swabi 77 47 124 
17 Bunner           49 19 68 
18 Haripur 65 46 111 
19 Lakki 55 19 74 
20 Tank 24 9 33 
21 Battagram 31 7 38 
22 Dir Bala 38 9 47 
23 Hangu 22 6 28 
24 Shangla 36 3 39 
25 Torghar 4 0 4 

Source: DISTRICT  EMIS  2013-2014 
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3.3  Sample 

Stratified sampling technique was adopted to select the sample that comprised 400 

heads of secondary schools. Sample size of 20 percent in a population of 1984, as 

recommended for precision level, was selected through proportionate number within all strata 

made on the basis of district and gender. According to Glenn (1992), sample size of 20 

percent in population of 2000 is recommended for precision level of +_5% where confidence 

level is 95%. Thus the heads of 400 secondary schools of 24 districts were selected as 

respondents. 

Table  3.2  

Number of district and gender wise sample secondary school of KP 

 
S. 
No. 

KP Sample 

Districts Boys Girls Total 
    

1 Abbotabad 11 11 22 
2 Bannu 9 9 18 
3 Chitral 7 7 14 
4 Charsada 10 10 20 
5 D.I.Khan 12 12 24 
6 Dir Payyan 11 11 22 
7 Karak 8 8 16 
8 Kohat 7 7 14 
9 Kohistan 01 01 2 
9 Mansehra 13 13 26 
10 Mardan 13 13 26 
11 Malakand 7 7 14 
12 Nowshera 10 10 20 
13 Peshawar 13 13 26 
14 Swat 11 11 22 
15 Swabi 13 13 26 
17 Bunner 6 6 12 
18 Haripur 12 12 24 
19 Lakki 7 7 14 
20 Tank 3 3 6 
21 Battagram 4 4 8 
22 Dir Bala 5 5 10 
23 Hangu 4 4 8 
24 Shangla 2 2 6 
25 Torghar ----- ------ ___ 
 Total 200 200 400 
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3.4 Instrumentation 

Three research instruments were adopted for measuring the three variables i.e. 

Burnout, Emotional Intelligence and Organizational Commitment. The Copenhagen Burnout 

Inventory (CBI) was used to measure burnout; Wong & Law Emotional Intelligence Scale 

(WLEIS) was used to measure emotional intelligence; and Allen & Meyer Organizational 

commitment scale was used to measure organizational commitment. A semi structured 

questionnaire was developed to identify the causes of burnout in the qualitative part of the 

study. Lastly, the protocol for conducting focus group discussion was developed to come up 

with the coping strategies. Experts’ opinion were consulted while selection of scale and 

development of qualitative tools. 

      The survey tool for this study included following six sections:  

3.4.1 Consent sheet 

 The first section was a consent sheet which was drafted to obtain permission from the 

respondents about their participation in the study. The respondents were informed about 

study and they were assured about the privacy and confidentiality of their identity. 

3.4.2 Demographic information sheet 

The second section was demographic form which contained information about 

gender, age, experience and education of the respondents. These were the major demographic 

parameters to be considered for further analysis. 

3.4.3 Copenhagen burnout inventory 

Third section was the Copenhagen Burnout Inventory, a scale developed by 

Kristensen et al, (2005). This scale comprises of three sections to measure the affective 
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dimensions of burnout: 6 items to measure Personal Burnout, 7 items to measure work-

Related burnout and 6 items to measure the client related burnout. 

Several psychometric analyses have revealed that CBI as a measuring instrument of 

burnout possesses high validity and reliability. Project on Burnout, Motivation and work 

related (PUMA) analyzed the reliability and validity of Copenhagen Burnout inventory. The 

results showed significant reliability. The Chronbach alphas for internal reliability of three 

subscales were very high (.85-.87). The alpha co efficient of CBI for this study was 0.861. 

Kristensen et al, 2005. Madsen et al 2014 categorized burnout  into three levels .The CBI data 

were re-coded at the nominal level as low burnout (<  25), moderate (value of 25 -50), and 

high burnout (50-100). The Copenhagen Burnout inventory was selected to use in this study 

because as compared to Maslach Burnout inventory (which is a well-established burnout 

inventory), CBI has simpler burnout conceptualization, shows excellent psychometric 

properties and “worthy of further investigation in other studies” (Winwood & Winefield, 

2004, p.10).  

3.4.4 Wong & Law emotional intelligence scale (WLEIS) 

Fourth section comprised Wong &Law Emotional Intelligence Scale (WLEIS). This 

scale was employed to measure emotional intelligence. WLEIS comprises 16 statements 

measuring four factors of emotional intelligence; Self-Emotions Appraisal (4 items), Others-

Emotions Appraisal (4 items), Use of Emotion (4 items), Regulation of Emotion                    

(4 items).This is a 7 point Likert scale ranging from 1 (Totally disagree) to 7(Totally agree). 

The WLEIS data were re-coded at the nominal level as low EI (value of ≤ 3.4), 

neutral EI (value of 3.5-4.4), and high EI (value ≥ 4.5). Psychometric properties of Wong and 

Law (2002) were measured by Karim, (2010) showed a significant alpha coefficient of 0.94. 

Karim, (2010) studied the construct validity and factor structure of WLEIS in South Asian 
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context. The results of the study showed sufficient internal consistency and reliability at full 

scale, subscale and item level. The overall alpha value for WLEIS was 0.86 (Karim, 2010). 

For this study, the alpha co-efficient of WLEIS was 0.834..The study at hand was conducted 

in general population sample of Pakistan. Wong &Law Emotional Intelligence Scale was 

used in the present study because among the self-reported scales based on Salovey and Mayer 

(1990) model, the WLEIS seems to be more promising. Secondly, Wong &Law Emotional 

Intelligence Scale has the property to more precisely measure emotional intelligence (Webb, 

2005). 

3.4.5 Allen & Meyer organizational commitment scale 

Fifth section consisted of Allen& Meyer’s three component model organizational 

commitment scale is comprised twenty two questions and three sub constructs; affective 

commitment, continuance commitment and normative commitment. This is a five point 

Likert scale that is ranging from 1 (strongly disagree) to 5 (strongly agree). Reverse coding 

was applied for negative statements. Abdullah, (2011) evaluated the internal reliability and 

construct validity for this scale in Pakistan and validated that this scale can be applied in 

Pakistani culture. He also found out the psychometric properties of this scale. The results 

showed that alpha coefficient for this scale was 0.84. It was found high (α=.83) for affective 

commitment, moderate (α=.61) for continuance commitment, and (α=.64) normative 

commitment. Lastly, the alpha co efficient of Allen & Meyer Organizational commitment 

scale for this study was 0.731. This questionnaire was used in the present study because it 

provides a complete overview of the theoretical background of the three component model. 

Therefore, it is the most widely used scale in the field of organizational commitment research 

(Jaros, 2007).  
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3.4.6  Semi structured questionnaire 

  A semi structured questionnaire was prepared to identify the causes of burnout 

among the heads of secondary schools of KP. The questionnaire comprised three questions. 

In the first question, the respondents were asked to select three major stressors from the given 

list which were identified through literature review. Also, there was an option given to 

identify any other stressors (if any) that could be added too. The second open ended question 

asked the respondents to identify the specific stressor that caused them the most stress in 

performing their official duties. In the third open ended item, they were asked to describe the 

stress coping strategy which they adopt to cope the stress. The instrument was examined by 

professional experts. Necessary changes were made after getting their suggestions. The data 

from semi structured questionnaire was first analyzed quantitatively (using percentage) while 

descriptive analysis was used to analyze the responses of open ended questions.  

3.4.7 Focus group discussion (FGD) 

Focus group discussion (FGD) is a more participatory method than other research 

methods. FGDs utilize group communications to generate data and perceptions. Likewise, 

FGDs also provide an opportunity of achieving understanding that often stays undiscovered 

by more structured methodologies (Harrison, 2013). 

The main requirement for this method is to have an open ended questionnaire and 

interpretive analysis. Two focus group discussions comprising 12 participants were 

conducted with the heads of secondary schools of KP. The purpose of conducting the focus 

group discussions was to get insight about the causes of burnout among the heads of 

secondary schools of KP and identify burnout coping strategies. 

The randomly selected participants of first focus group discussion were six male and 

six female heads of secondary schools. The focus group discussions were held in the 
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Provincial Institute of Teachers Education (PITE), Peshawar, KP. Data from the focus group 

discussion were coded, categorized and clustered into different themes. 

3.4.8 Pilot testing 

A pilot study was conducted after the validation of research instruments. Existing 

literature proposes that pilot study sample ought to be 10 % of the sample estimated for the 

main study (Connelly, 2008). Thirty five heads of secondary schools of KP were included in 

the sample of the study. The pilot study was aimed to assess the understandability and 

reliability of the items. 

Copenhagen burnout inventory, Wong and law emotional intelligence inventory and 

organizational commitment questionnaire have been used widely and have high validity and 

reliability. However, it was essential to assess the understandability of the respondents in KP. 

The instrument was in the English language .Although the instrument was translated into 

Urdu by the professional translators but the respondents preferred the English version of the 

instrument .which showed that the respondents understood the questionnaires very well. 

Hence, there was no need to use Urdu version for the main study. The heads were also asked 

to identify the vague and confusing items. All the items of the instruments were understood 

well by respondents; therefore, this instrument was used for this study. 

3.5 Data Collection 

Data had to be collected from 400 (200 male and 200 female) heads of secondary 

schools of KP. Therefore, formal permission was obtained from Elementary and Secondary 

Education Department of Government of Khyber Pakhtunkhwa to collect data from heads of 

secondary schools of KP. The researcher distributed and collected questionnaires from the 

respondents in most of the districts personally and in some of the regions, it was done via 
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post due to travel restrictions. 400 questionnaires were distributed. 336 responses were found 

complete in all respect. The response rate was 84 percent. 

3.6 Data Analysis  and  Interpretation 

  After the collection of data through research instruments, properly filled 

questionnaires were sorted out. Then questionnaire were arranged and analyzed. After 

cleaning the data, it was tabulated and presented for further inferential process. Correlation 

analysis was performed to measure the relationship between burnout, organizational 

commitment and emotional intelligence. Furthermore, the effect of burnout on organizational 

commitment taking emotional intelligence as a moderator was analyzed by Path Analysis 

using Partial least square method with the SMART PLS software. ANOVA was applied to 

analyze the association of burnout with demographic characteristics. The open ended 

responses were converted into frequency tables showing occurrence of different responses. It 

helped in developing further questions for focus group discussion. Data collected from FGD 

were analyzed by using thematic analysis. Thematic analysis is used to analyze data 

qualitatively through open coding. It is a method to identify, organize and finally provide 

insight into the themes across the data being studied (Braun & Clarke, 2006). Braun & Clarke 

suggested six phase approach thematic analysis. These phases included data familiarization, 

produce preliminary codes, explore initial themes, review themes, define and name these 

themes and lastly, the production of report. The proposed coping strategies were validated by 

five experts (psychologist and psychiatrist). 
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CHAPTER 4 

DATA ANALYSIS AND INTERPRETATION 

The statistical analyses of data and its interpretation are presented in this chapter. The 

aim of the study was to investigate the level of burnout, and causes of burnout among the 

heads of secondary schools of KP. The study examined the relationship among the burnout, 

organizational commitment, emotional intelligence and demographic factors. The study also 

explored burnout coping strategies. The sample was consisted of 400 heads of secondary 

schools of KP. Research instrument was constituted of five parts; the data was analyzed by 

using SPSS 21.0.This chapter comprises three sections. The first section comprises the 

statistical analyses of the prevalence of levels of burnout, and the relationships among 

burnout, emotional intelligence and organizational commitment while the analysis of 

relationship between the burnout and demographic data of the respondents is presented in the 

second section. The third section presents the descriptive analysis of the semi-structure 

questionnaire and thematic analysis of focus Group Discussions to identify the causes of 

burnout among the heads of secondary schools of KP and proposing burnout coping 

strategies. 

4.1 SECTION  1 

OBJECTIVE 1 : To  examine  the  levels  of  prevalence  of  burnout  among  the  Heads  of  

secondary  Schools of KP.     

Mean and standard deviations were calculated to assess the level of prevalence of 

burnout. Descriptive Analysis for Burnout Levels 
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Table 4.1 

Levels of Burnout 

Group PB0  WRBO CRBO          BO 

Low  200 261 198               234        

Moderate  135 072 131               102 

High 001 003 007               000 

 

Note. BO=Burnout   PBO=Personal Burnout   WRBO=Burnout CRBO= Client related 

Burnout 

Table 4.1 shows the levels of three dimensions of burnout. The aggregate scores on 

Copenhagen burnout inventory were divided into three levels using cut-off points ; low, 

moderate and high levels.200 heads of secondary schools were identified as having low level 

of Personal Burnout, 135 heads were having moderate level of Personal Burnout, one head 

was having high level of Personal Burnout.261 heads of secondary schools were identified 

having low level of Work related burnout. 72 heads of secondary schools were having 

moderate level of Work related burnout. Three heads of secondary schools were found having 

high work-related burnout level. 198 heads of secondary schools was having low level of 

client related burnout. Moderate level of client related burnout was identified among 131 

heads of secondary schools .Seven heads of secondary schools were identified having high 

work-related burnout level. 234 heads were experiencing low level of Burnout, 102 heads 

were having moderate level of Burnout, and while no head was having high level of Burnout. 

The Table-3.1 concludes that heads of secondary schools of KP have various levels (low, 

moderate, high) of burnout. 
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Figure 1: Levels of burnout among the heads of secondary schools of KP. 

 

Figure 2: District Wise Prevalence of  burnout among the heads of secondary schools of KP. 
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Table 4.2 

  Descriptive Statistics –Burnout Levels 

 PBO                       WRBO                      CRBO 

Mean 30.1 24.8 28.7 

Standard Error 0.8 01.0 01.0 

Median 25.0              25.0 25.0 

Mode 25.0 25.0 25.0 

Standard Deviation 14.6 17.5 18.6 

Sample Variance 213.2 307.8 346.0 

Kurtosis -0.2 -0.5 -0.1 

Skewness 0.0 0.2 0.2 

Range 75.0 75.0 100.0 

Minimum 0.0 0.0 0.0 

Maximum 75.0 75.0 100.0 

Sum 10112.5 8325.0 9637.5 

Count 336.0 336.0 336.0 

 

Note. BO=Burnout   PBO=Personal Burnout   WRBO=Burnout CRBO= Client related 

Burnout 

 Table 4.2 indicates the descriptive statistics of levels of burnout. The mean, standard 

deviation, Range, skewness and kurtosis .Skewness and kurtosis values shows a normal 

distribution as the values are lying between -1 and 1. 

Objective 3 

To find out the relationship among the burnout and covariates  of burnout.  H. There 

is no significant relationship between organizational commitment and burnout. 
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Table 4.3 

Levels of Emotional Intelligence among the respondents 

Group ASEAQ AOEAQ AUAQ AROEQ TEI  

Low  5 9 7 10 8  

Moderate  26 24 23 39 17  

High 305 303 306 287 309  
 

Note. SEA=Self-Emotions Appraisal OEA= Others-Emotions Appraisal UOE= Use of 

Emotion ROE= Regulation of Emotion 

Table 4.3 indicates the levels of four dimensions of Emotional Intelligence as low, 

moderate and high. The total scores on Wong and Law Emotional Intelligence Scale 

(WLEIS) were split into three levels by using cut-off points. 5  heads of secondary schools 

were identified as having low level of Self-Emotions Appraisal (SEA), 26 heads were having 

moderate level Self-Emotions Appraisal while 305 heads were identified  having high level 

of Self-Emotions Appraisal .Low level of Others-Emotions Appraisal  was found among nine 

heads of secondary schools. 24 heads  were identified  having moderate level of Others-

Emotions Appraisal. while 303 heads of secondary schools were identified having high level 

of Others-Emotions Appraisal . Seven heads of secondary schools were found having low 

level of Use of Emotion. 23 heads of secondary schools was having moderate level of  “use 

of emotions”. High level of Use of Emotion was identified among 306 heads of secondary 

schools .Ten heads of secondary schools were identified having low level of Regulation of 

Emotion. 39 heads were having moderate level of Regulation of Emotion while high level of 

Regulation of Emotion was found among 287 heads. Eight heads of secondary schools were 

found having low level of total emotional intelligence. 17 heads of secondary schools were 

having moderate level of total emotional intelligence.  High level of total emotional 

intelligence was identified among 309 heads of secondary schools. 
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Figure 3:  Levels of emotional intelligence. 

Table 4.4  

Descriptive Statistics -Emotional Intelligence Levels  

 SEA OEA UOE ROE 
Mean 5.8 5.8 5.8 5.6 
Standard Error 0.0 0.1 0.0 0.1 
Median 6.0 6.0 6.0 6.0 
Mode 6.0 6.0 6.0 6.0 
Standard Deviation 0.8 0.9 0.9 1.0 
Sample Variance 0.7 0.9 0.8 1.0 
Kurtosis 2.7 4.2 2.4 2.3 
Skewness -1.3 -1.7 -1.3 -1.3 
Range 5.0 6.0 5.3 6.0 
Minimum 2.0 1.0 1.8 1.0 
Maximum 7.0 7.0 7.0 7.0 
Sum 1955.0 1941.0 1942.8 1889.5 
Count 336.0 336.0 336.0 336.0 

 

Note. SEA=Self-Emotions Appraisal OEA= Others-Emotions Appraisal UOE= Use of 

Emotion ROE= Regulation of Emotion 

Table 4.4 indicates the descriptive statistics of levels of emotional intelligence. The 

mean, standard deviation, Range, Skewness and Kurtosis. 
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Table 4.5 

Levels of Organizational Commitment among the respondents. 

Group AACQ ACCQ ANCQ TOC 

Low  16 93 45 0 

Moderate  214 216 255 27 

High 106 27 36 309 

  

Note.AC=Affective commitment, CC=Continuance commitment NC= Normative 

commitment. TOC =Total organizational commitment 

Table 4.5 indicates the levels of three dimensions of organizational commitment as 

low, moderate and high. Cut-off points were used to divide the total score of Allen &Meyer 

Organizational commitment scale into three levels.16 heads of secondary schools were 

identified as having low level of Affective commitment, 214 heads were having moderate 

level of Affective commitment, 106 heads was having high level of Affective commitment. 

93 heads of secondary schools were identified having low level of Continuance commitment. 

216 heads of secondary schools were having moderate level of Continuance commitment.   

27 heads of secondary schools were found having high level of Continuance commitment.   

45 heads of secondary schools was having low level of normative commitment. Moderate 

level of normative commitment was identified among 255 heads of secondary schools.        

36 heads of secondary schools were identified having high level of normative commitment. 

None of heads of secondary schools was having low level of organizational commitment. 

Moderate level of organizational commitment was identified among 27 heads of secondary 

schools. 309 heads of secondary schools were identified having high level of organizational 

commitment.  
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Figure 4: Levels of organizational commitment of the respondents. 

Table 4.6 

  Descriptive statistics- Organizational Commitment 

 AACQ ACCQ ANCQ 
Mean 4.3 3.8 3.9 
Standard Error 0.0 0.0 0.0 
Median 4.0 4.0 4.0 
Mode 4.0 4.0 4.0 
Standard Deviation 0.6 0.6 0.6 
Sample Variance 0.3 0.4 0.4 
Kurtosis 2.8 0.6 1.0 
Skewness -0.5 -0.4 -0.6 
Range 4.0 3.0 3.0 
Minimum 1.0 2.0 2.0 
Maximum 5.0 5.0 5.0 
Sum 1431.0 1270.0 1325.5 
Count 336.0 336.0 336.0 

 

Table 4.6 indicates the descriptive statistics of levels of organizational commitment. 

The mean, standard deviation, Range, Skewness and Kurtosis. 
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Table 4.7   
 
  Correlation between the levels of burnout and emotional intelligence 

 
 BURNOUT EMOTIONAL 

INTELLIGENCE 

BO 
Pearson Correlation 1 -.328** 
Sig. (2-tailed)  .000 
N 336 336 

EILEVELS 
Pearson Correlation -.328** 1 
Sig. (2-tailed) .000  
N 336 336 

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

Note.  BO= Burnout, EI=Emotional intelligence 

Table 4.7 indicates the result of Pearson correlation coefficient .The correlation was 

calculated to investigate the relationship between the burnout and emotional intelligence.     

[r= - 328, n =.336p < .01] the results indicates that a moderate, but significant negative 

relationship exist between the burnout and emotional intelligence. 

Table 4.8 

  Descriptive Statistics of the dimensions of Burnout and emotional intelligence 

 Mean Std. Deviation N 

BURNOUT 28.4461 11.79274 336 

PBO 30.0347 12.61230 336 

WRBO 25.7653 14.05541 336 

CRBO 29.9851 15.77371 336 

EILEVELS 5.7407 .75264 336 
  

Table 4.8 shows the descriptive statistics of the dimensions of burnout and emotional 

intelligence. The mean and standard deviation values indicate that there is less variation in 

the data set of N 336. 
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Table 4.9 

  Correlation between the levels of burnout and emotional intelligence 

 BURNOUT PBO WRBO CRBO EILEVELS 

BO LEVELS 

Pearson 
Correlation 

1 .772** .878** .837** -.328** 

Sig. (2-tailed)  .000 .000 .000 .000 
N 336 336 336 336 336 

PBO 

Pearson 
Correlation 

.772** 1 .553** .454** -.324** 

Sig. (2-tailed) .000  .000 .000 .000 
N 336 336 336 336 336 

WRBO 

Pearson 
Correlation 

.878** .553** 1 .596** -.260** 

Sig. (2-tailed) .000 .000  .000 .000 
N 336 336 336 336 336 

CRBO 

Pearson 
Correlation 

.837** .454** .596** 1 -.246** 

Sig. (2-tailed) .000 .000 .000  .000 
N 336 336 336 336 336 

EILEVELS 

Pearson 
Correlation 

-.328** -
.324** 

-.260** -.246** 1 

Sig. (2-tailed) .000 .000 .000 .000  
N 336 336 336 336 336 

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

Note.   BO =Burnout, PBO= Personal Burnout, WRBO= Work related burnout, 

CRBO= Client related burnout, EI=Emotional Intelligence  

Table 4.9 indicates the results of Pearson correlation coefficient the correlations were 

calculated to investigate the relationships between the levels of burnout and emotional 

intelligence. [r= - 328, n =.336p < .01].The results indicates that a moderate, but significant 

negative relationship exist between the total burnout and emotional intelligence. The result    

[r = - 324, n =.336p < .01] shows that there is a moderate, but significant negative 

relationship existing between the personal burnout and emotional intelligence. The result        

[r = - .260, n =.336p < .01] indicates that there is a moderate, but significant negative 

relationship exists between the work-related burnout and emotional intelligence. The result     

[r = - 246, n =.336p < .01] shows that there is a moderate, but significant negative 

relationship exist between the client related burnout and emotional intelligence. 
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Table 4.10 
 

Descriptive Statistics of the dimensions of Burnout and organizational commitment 
 

 Mean Std. Deviation N 
BURNOUT 28.4461 11.79274 336 
PBO 30.0347 12.61230 336 
WRBO 25.7653 14.05541 336 
CRBO 29.9851 15.77371 336 
OCSLEVELS 3.8734 .36143 336 

 

  Table 4.10 shows the descriptive statistics of the dimensions of burnout and 

Organizational commitment. The mean and standard deviation values indicate that there is 

less variation in the data set of  N 336. 

Table 4.11 

  Correlation between the levels of burnout and organizational commitment 

     CBILEVEL
S 

PBO WRBO CRBO OCSLEVELS 

CBILEVELS 
Pearson Correlation 1 .772** .878** .837** -.334** 
Sig. (2-tailed)  .000 .000 .000 .000 
N 336 336 336 336 336 

PBO 
Pearson Correlation .772** 1 .553** .454** -.277** 
Sig. (2-tailed) .000  .000 .000 .000 
N 336 336 336 336 336 

WRBO 
Pearson Correlation .878** .553** 1 .596** -.298** 
Sig. (2-tailed)` .000 .000  .000 .000 
N 336 336 336 336 336 

CRBO 
Pearson Correlation .837** .454** .596** 1 -.259** 
Sig. (2-tailed) .000 .000 .000  .000 
N 336 336 336 336 336 

OCSLEVE 
LS 

Pearson Correlation -.334** -.277** -.298** -.259** 1 
Sig. (2-tailed) .000 .000 .000 .000  
N 336 336 336 336 336 

Correlation is significant at the 0.01 level (2-tailed). 
 
Note.BO =Burnout ,PBO= Personal  Burnout ,WRBO= Work related burnout, CRBO= 
Client related burnout, OC=Organizational commitment 

 

Table 4.11 shows the results of Pearson correlation coefficient The correlations were 

calculated to investigate the relationships between the levels of burnout and organizational 

commitment. [r = -.334, n =.336 p < .01]. The results indicates that a moderate, and negative 

but significant  relationship exist amid the total burnout and organizational commitment. The 
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result [r = -277, n =.336 p <.01] indicates a moderate and negative but significant relationship 

exists amid the  organizational commitment and burnout. The result [r = - .298, n =.336 p < 

.01] indicates a moderate and negative but negative relationship exist between the work 

related burnout and organizational commitment .The result [r = -259, n =.336 p < .01] shows 

a moderate and negative , but significant relationship exists amid  client’s related burnout and 

organizational commitment. 

Table 4.12  

Correlation between emotional intelligence and organizational commitment 

 EILEVELS OCSLEVELS 

EILEVELS 

Pearson Correlation 1 .296** 

Sig. (2-tailed)  .000 

N 336 336 

OC LEVELS 

Pearson Correlation .296** 1 

Sig. (2-tailed) .000  

N 336 336 

 

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

 

Table 4.12 the Pearson correlation was calculated to investigate the relationship 

between the emotional intelligence and organizational commitment. [r= .296, n =336 p < .01] 

the result indicates that there is weak relationship exists between the  organizational 

commitment and  emotional intelligence . 
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Table 4.13 

  Correlation between emotional intelligence and organizational commitment 

 
 CBILEVELS EILEVELS OCSLEVELS 

CBILEVEL

S 

Pearson 

Correlation 

1 -.328** -.334** 

Sig. (2-tailed)  .000 .000 

N 336 336 336 

Seilevels 

Pearson 

Correlation 

-.328** 1 .296** 

Sig. (2-tailed) .000  .000 

N 336 336 336 

OCSLEVE

LS 

Pearson 

Correlation 

-.334** .296** 1 

Sig. (2-tailed) .000 .000  

N 336 336 336 

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

 
Table 4.13 indicates that there was a negative and moderate but significant correlation 

between burnout and emotional intelligence. [r= -.328, n =336 p < .01]. There was a negative 

but significant correlation between burnout and organizational commitment. [r =. -.334, n 

=336 p < .01]. There was a weak but significant correlation between emotional intelligence 

and organizational commitment. [r= .296, n =336 p < .01] 
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Table 4.14 

Correlation between the constructs of burnout, emotional intelligence and 

organizational commitment 

Correlations 
 PBO WRBO CRBO SEAL

. 
OEAL. UOEL. ROEL. CC NC AC 

PBO 
Pearson Correlation 1 .553** .454** -.135* -.256** -.235** -.318** -.202** -.221** -.220** 
Sig. (2-tailed)  .000 .000 .013 .000 .000 .000 .000 .000 .000 
N 336 336 336 336 336 336 336 336 336 336 

WRBO 
Pearson Correlation .553** 1 .596** -.209** -.256** -.253** -.187** -.178** -.137* -.349** 
Sig. (2-tailed) .000  .000 .000 .000 .000 .001 .001 .012 .000 
N 336 336 336 336 336 336 336 336 336 336 

CRBO 
Pearson Correlation .454** .596** 1 -.220** -.317** -.249** -.121* -.171** -.125* -.284** 
Sig. (2-tailed) .000 .000  .000 .000 .000 .027 .002 .022 .000 
N 336 336 336 336 336 336 336 336 336 336 

SEAL. 
Pearson Correlation -.135* -.209** -.220** 1 .246** .260** .165** .223** .283** .736** 
Sig. (2-tailed) .013 .000 .000  .000 .000 .002 .000 .000 .000 
N 336 336 336 336 336 336 336 336 336 336 

OEAL. 
Pearson Correlation -.256** -.256** -.317** .246** 1 .671** .512** .171** .226** .280** 
Sig. (2-tailed) .000 .000 .000 .000  .000 .000 .002 .000 .000 
N 336 336 336 336 336 336 336 336 336 336 

UOEL. 
Pearson Correlation -.235** -.253** -.249** .260** .671** 1 .613** .203** .143** .256** 
Sig. (2-tailed) .000 .000 .000 .000 .000  .000 .000 .009 .000 
N 336 336 336 336 336 336 336 336 336 336 

ROEL. 
Pearson Correlation -.318** -.187** -.121* .165** .512** .613** 1 .139* .154** .171** 
Sig. (2-tailed) .000 .001 .027 .002 .000 .000  .011 .005 .002 
N 336 336 336 336 336 336 336 336 336 336 

CCQ 
Pearson Correlation -.202** -.178** -.171** .223** .171** .203** .139* 1 .475** .317** 
Sig. (2-tailed) .000 .001 .002 .000 .002 .000 .011  .000 .000 
N 336 336 336 336 336 336 336 336 336 336 

NCQ 
Pearson Correlation -.221** -.137* -.125* .283** .226** .143** .154** .475** 1 .413** 
Sig. (2-tailed) .000 .012 .022 .000 .000 .009 .005 .000  .000 
N 336 336 336 336 336 336 336 336 336 336 

ACQ 
Pearson Correlation -.220** -.349** -.284** .736** .280** .256** .171** .317** .413** 1 
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .002 .000 .000  
N 336 336 336 336 336 336 336 336 336 336 

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

*. Correlation is significant at the 0.05 level (2-tailed 

Table 4.14 shows that there was a strong and significant correlation between personal 

burnout and work related burnout. [r= .553, n =336 p < .01]. The correlation between 

personal burnout and client related burnout was moderate but significant. [r = .454, n =336 p 

< .01]. The correlation between personal burnout and Self Emotional Appraisal was weak but 

significant. [r= -.135, n =336 p < .01, The correlation between personal burnout and Others 

Emotional Appraisal was weak but significant. [r= -.256, n =336 p < .01]. The correlation 

between personal burnout and use of Emotions was weak but significant. [r= -.235, n =336 p 

< .01]. The correlation between personal burnout and regulations of Emotions was moderate 

and significant. [r= -.318, n =336 p < .01].The correlation between personal burnout and 
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continuous commitment was negative and weak but significant. [r= -.202, n =336 p < .01]. 

There was a negative and weak correlation but significant between personal burnout and 

normative commitment. [r= -.221, n =336 p < .01]. The correlation between personal burnout 

and affective commitment was negative and weak but significant c. [r= -.220, n =336 p < 

.01].The correlation between work related burnout and client related burnout was strong and 

significant [r= .596, n =336 p < .01]. The correlation between works related burnout and Self 

Emotional Appraisal was negative and weak but significant. [r= -.209, n =336 p < .01.The 

correlation between work related burnout and Others Emotional Appraisal was negative and 

weak but significant. [r= -.256, n =336 p < .01]. The correlation between works related 

burnout and use of Emotions was negative and weak but significant. [r= -.253, n =336 p < 

.01]. The correlation between works related burnout and regulations of Emotions was 

negative and weak but significant. [r= -.187, n =336 p < .01]The correlation between works 

related burnout and continuous commitment was negative and weak but significant. [r= -.178, 

n =336 p < .01]. The correlation between works related burnout and normative commitment 

was negative and weak but significant. [r= -.125, n =336 p < .01]. The correlation between 

works related burnout and affective commitment was negative and weak but significant.       

[r = -.284, n =336 p < .01].The correlation between client’s related burnout and Self 

Emotional Appraisal was negative and weak but significant. [r= -.220, n =336 p < .01.The 

correlation between client related burnout and Others Emotional Appraisal was  negative and 

moderate but significant. [r= -.317, n =336 p < .01]. The correlation between client’s related 

burnout and use of Emotions was negative and weak but significant. [r= -.249, n =336           

p < .01]. The correlation between client’s related burnout and regulations of Emotions was 

negative and weak but significant. [r= -.121, n =336 p < .01].The correlation between client’s 

related burnout and continuous commitment was a negative and weak but significant.          

[r= -.171, n =336 p < .01]. The correlation between client’s related burnout and continuous 
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commitment was a negative and weak but significant. [r= -.125, n =336 p < .01]. The 

correlation between client burnout and continuous commitment was a negative and weak but 

significant. [r = -.284, n =336 p < .01].There was a weak but significant correlation between 

Self Emotional Appraisal and Others Emotional Appraisal. [r= .246, n =336 p < .01]. There 

was a weak but significant correlation between Self Emotional Appraisal and use of 

Emotions. [r= .260, n =336 p < .01]. There was a weak but significant correlation between 

Self Emotional Appraisal and regulations of Emotions. [r= .165, n =336 p < .01].The 

correlation between Self Emotional Appraisal and continuous commitment was a negative 

and weak but significant. [r= -.223 n =336 p < .01]. The correlation between Self Emotional 

Appraisal and normative commitment was weak but significant . [r= 283, n =336 p < .01]. 

The correlation between Self Emotional Appraisal and affective commitment was strong and 

significant. [r = .736, n =336 p < .01].The correlation between others Emotional Appraisal 

and use of Emotions was strong and significant. [r= .671, n =336 p < .01]. The correlation 

between others Emotional Appraisal and regulations of Emotions was a strong and 

significant. [r= .512, n =336 p < .01].The correlation between others Emotional Appraisal and 

continuous commitment was weak but significant. [r= .171 n =336 p < .01]. The correlation 

between others Emotional Appraisal and normative commitment was weak but significant. 

[r= .226, n =336 p < .01]. The correlation between others Emotional Appraisal and affective 

commitment was weak but significant [r = .280, n =336 p < .01].The correlation between use 

of emotions and regulations of Emotions was a strong and significant. [r= .613, n =336 p < 

.01].The correlation between use of emotions and continuous commitment was a weak but 

significant. [r= .203 n =336 p < .01]. The correlation between use of emotions and normative 

commitment was a weak but significant. [r= .143, n =336 p < .01]. There correlation between 

use of emotions and affective commitment was a weak but significant. [r = .256, n =336 p < 

.01]. The correlation between regulation of emotions and continuous commitment was a weak 
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but significant. [r= .139 n =336 p < .01]. The correlation between regulation of emotions and 

normative commitment was a weak but significant. [r= .154, n =336 p < .01]. The correlation 

between regulation of emotions and affective commitment was a weak but significant.           

[r = .171, n =336 p < .01].The correlation between continuance commitment and normative 

commitment was a strong and significant. [r= .475, n =336 p < .01]. There correlation 

between continuance commitment and affective commitment was a moderate and significant 

c. [r = .317, n =336 p < .01].The correlation between continuance commitment and affective 

commitment was a moderate and significant c. [r = .413, n =336 p < .01]. 

 

Figure 5 :Relationship between burnout, organizational commitment and emotional 
intelligence. 

  

For the endogenous variable organizational commitment R-Square value is 0.371, 

meaning that about 37 % of the variance in organizational commitment is explained by the 

model. (That is jointly burnout and emotional intelligence latent variable are the path 

coefficient for the inner model. The path from emotional intelligence to organizational 

commitment has a coefficient of positive 0.547(ß=0.547, t =13.14, p<.01).The path from 
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Burnout to organizational commitment has a coefficient of negative- 0.161(ß=- 0.161, t=0.02, 

p<.05).given standardization from -1 to +1 .weight closest to 0 indicates the weakest paths. 

About the path weight of 0.547 shows that emotional intelligence has a positive effect on the 

organizational commitment. While burnout at -0.161, has a negative effect on organizational 

commitment. Which indicates that burnout is negatively co-related with the organizational 

commitment.  

Table 4.15 

      Analysis of Moderating  Effect  

  Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P 
Value

s 
      

BO -> OC -0.161 -0.165 0.051 3.135 0.002 

EI -> OC 0.547 0.551 0.042 13.143 0.000 

Moderating 

Effect 1 -> OC 
-0.034 -0.035 0.039 0.876 0.381 

 

 Table 4.15 shows that the moderating effect of emotional intelligent between burnout 

and organizational commitment has a coefficient of -0.034.the p value is 0.381 for this 

moderating effect. This is not statistically significant. Emotional intelligence did not 

moderate the relationship between burnout and organizational commitment (ß=-0.034,             

t =0.876, p>.05) 
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SECTION 2 

OBJECTIVE 4:  To analyze the variability of burnout among demographic subgroups 

( gender, age, qualification, year of experience). Whether there is relationship between 

demographic variables, gender, age,   

 

Figure 6 .X-axes-- Gender, Age, and graph of BO at different level of Experiences. 

4.2.1  Gender 

Gender of the respondents is presented in the following table. 

Table 4.16 

Percentage of male and female respondents. 

S. No. GENDER PERCENTAGE 

1 MALE 168 ( 50% ) 
2 FEMALE 168 ( 50% ) 

TOTAL 336  
 

Table 4.16 shows that 168 male and 168 female respondents were included in the 

sample of the present study. 
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Table 4.17 

Descriptive Statistics of -gender and burnout 

 Gender N Mean Std. Deviation Std. Error 
Mean 

BOLEVELS Male 168 27.9057 11.30772 .87241 
Female 168 28.9865 12.26858 .94654 

PBO Male 168 28.2490 12.45773 .96113 
Female 168 31.8204 12.54918 .96819 

WRBO Male 168 25.2976 13.12324 1.01248 
Female 168 26.2330 14.95435 1.15375 

CRBO Male 168 30.6052 15.42255 1.18988 
Female 168 29.3651 16.13942 1.24518 

 
Table 4.18   

  Comparison between the dimensions of burnout of school teachers on the basis 
of gender 

 
 
 

 

Levene's Test 
for Equality 
of Variances 

t-test for Equality of Means 

F Sig. T Df Sig. (2-
tailed) 

Mean 
Difference 

Std. Error 
Difference 

95% Confidence Interval 
of the Difference 

 Lower Upper 

BOL. 

Equal 
variances 
assumed 

1.193 .276 -.840 334 .402 -1.08083 1.28726 -3.61299 
 

1.45133 

Equal 
variances not 
assumed 

  -.840 331.803 .402 -1.08083 1.28726 -3.61305 1.45139 

PBO 

Equal 
variances 
assumed 

.071 .789 -2.618 334 .009 -3.57143 1.36425 -6.25503 -.88783 

Equal 
variances not 
assumed 

  -2.618 333.982 .009 -3.57143 1.36425 -6.25503 -.88783 

WRBO 

Equal 
variances 
assumed 

2.499 .115 -.609 334 .543 -.93537 1.53501 -3.95488 2.08414 

Equal 
variances not 
assumed 

  -.609 328.459 .543 -.93537 1.53501 -3.95507 2.08432 

CRBO 

Equal 
variances 
assumed 

1.023 .313 .720 334 .472 1.24008 1.72229 -2.14783 4.62798 

Equal 
variances not 
assumed 

  .720 333.313 .472 1.24008 1.72229 -2.14785 4.62801 

 
Table 4.18 shows that “An independent-samples t-test was conducted to compare 

burnout and gender. There was no significant difference in scores for male and (M=27.9, 

SD=11.30) and female and (M= 28.9, SD=12.26), t (334) = -.840, p=.40 



62 
 

 
 

An independent-samples t-test was conducted to compare personal burnout and 

gender. There was a significant difference in scores of personal burnout for male (M=28.24, 

SD=12.45) and female and (M= 31.8, SD=12.54), t (334) = 2.6, p=.009 

  An independent-samples t-test was conducted to compare work related burnout and 

gender. There was no significant difference in scores for male and (M=27.29, SD=11.30) and 

female and (M= 26.23, SD=12.26), t (334) = -.609, p=.543 

An independent-samples t-test was conducted to compare client related burnout and 

gender. There was no significant difference in scores for male and (M=30.6, SD=15.42) and 

female and (M= 29.6, SD=16.13), t (334), p=.47 

4.2.2 Age 

The following table indicates the age groups of respondents of this study 

Table 4.19 

  Age group wise percentage of the respondents 

S. No. AGE GROUP N PERCENTAGE 

1 21-30 6 ( 1.8% ) 

2 31-40 51 (15.2 % ) 

3 41-50 145 ( 43.15% ) 

4 51-60 134 ( 39.9% ) 

 TOTAL 336  

 

Table 4.19 shows the age wise percentage of the heads of the secondary schools of 

KP. The respondents were categorized into four age groups. 
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Table 4.20 

   Descriptive statistics in one –way analysis of variance to compare mean scores of 
four age groups for burnout 

 Sum of 
Squares 

Df Mean 
Square 

F Sig. 

BOLEVELS 
Between Groups 749.235 3 249.745 1.809 .145 
Within Groups 45838.781 332 138.069   
Total 46588.016 335    

PBO 
Between Groups 667.677 3 222.559 1.404 .241 
Within Groups 52620.807 332 158.496   
Total 53288.484 335    

WRBO 
Between Groups 655.334 3 218.445 1.107 .346 
Within Groups 65525.424 332 197.366   
Total 66180.758 335    

CRBO 
Between Groups 1497.270 3 499.090 2.024 .110 
Within Groups 81854.044 332 246.548   
Total 83351.314 335    

 
Table 4.20 shows that an analysis of variance showed that the effect of age on total 

burnout levels was not significant(3,332) = 1.809,p.145.The effect of age on  personal 

burnout levels was not significant ,F(3,332) = 1,404,p.241, and the effect of age on  work 

related  burnout  was not significant ,F(3,332) = 1,107,p.346, An analysis of variance showed 

that the effect of age on  client related burnout levels was not significant F(3,332) = 

2,024,p.110.F (3,332) = 1.809, p .145, 

4.2.3 Qualification 

Academic and professional qualification of heads is imperative for performing their 

duties the respondents of this study were possessing following qualification 

Table 4.21 

  Educational qualification wise percentage of the respondents 

S # Education N Percentage 
1 B.A/B.Sc. 10 ( 2.8% ) 
2 M.A/M.Sc.  296 ( 88% ) 
3 M.Phil. 25 ( 7.4% ) 
4 Ph.D. 05 ( 1.9% ) 
 TOTAL 336  

 

Table 4.21 shows the percentage of educational qualification of the heads of the 

secondary schools of KP. The respondents were categorized into four groups of qualification.
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Table 4.22 

 Descriptive statistics in one –way analysis of variance to compare mean scores of 
qualifications groups for burnout 

 Sum of 
Squares 

Df Mean 
Square 

F Sig. 

CBILEVELS 
Between Groups 311.840 3 103.947 .746 .525 
Within Groups 46276.176 332 139.386   
Total 46588.016 335    

PBO 
Between Groups 1319.349 3 439.783 2.810 .040 
Within Groups 51969.135 332 156.534   
Total 53288.484 335    

WRBO 
Between Groups 560.302 3 186.767 .945 .419 
Within Groups 65620.456 332 197.652   
Total 66180.758 335    

CRBO 
Between Groups 568.741 3 189.580 .760 .517 
Within Groups 82782.573 332 249.345   
Total 83351.314 335    

 
Table 4.22 shows an analysis of variance that the effect of qualification  on  total 

burnout levels was not significant(3,332) = .746.,p .525.The effect of qualification on  

personal burnout levels was significant ,F(3,332) = 2.810 ,p .040, and the effect of 

qualification on  work related  burnout  was not significant ,F(3,332) = 945,p.419 , An 

analysis of variance showed that the effect of qualification on  client related burnout levels 

was not significant F(3,332) = .760,p .517 

4.2.4 Experience 

The following table shows the experience of the respondents of the present study 

Table 4.23 

  Experience wise percentage of the respondents 

S # Experience N PERCENTAGE 
1 1-6 years 16 ( 4.8% ) 
2 7-12 years 31 ( 9.2% ) 
3 13-18 years 42 (12.5 % ) 
4 19-24 years 96 (28.6 % ) 
5 25 & above 151 (44.9 % ) 

 Total 336 (100 % ) 
 

Table 4.23 shows the experience wise percentage of the heads of secondary schools of 

KP. The respondents were categorized into five groups of experience. 
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Table 4.24 
 
  Descriptive statistics in one –way analysis of variance to compare mean scores of 

experience and burnout 
 

 Sum of Squares df Mean Square F Sig. 

CBILEVELS 
Between Groups 1110.529 4 277.632 2.021 .091 

Within Groups 45477.487 331 137.394   
Total 46588.016 335    

PBO 
Between Groups 2199.416 4 549.854 3.562 .007 
Within Groups 51089.068 331 154.348   
Total 53288.484 335    

WRBO 
Between Groups 1326.204 4 331.551 1.692 .151 

Within Groups 64854.554 331 195.935   
Total 66180.758 335    

CRBO 
 

Between Groups 848.705 4 212.176 .851 .494 
Within Groups 82502.610 331 249.253   
Total 83351.314 335    

 
Table 4.24  shows an analysis of variance  that the effect of experience  on  total 

burnout levels was not significant(4,331) = 0.2.02.,p 0 .91.The effect of qualification on  

personal burnout levels was significant F(4,331) = 3.56 ,p 0 .007, and the effect of 

qualification on  work related  burnout  was not significant ,F (4,331) = ‘1.69 ,p..151 , An 

analysis of variance showed that the effect of qualification on  client related burnout levels 

was not significant F F(4,331) = .851,p .494 

4.3 SECTION  3 

 OBJECTIVE 2: To identify the causes of burnout among the Heads of Secondary schools 

in KP.   

4.3.1   Semi structure Questionnaire 

The following six perceived stressors were selected from the Areas of Work life 

Survey (Maslach & Loiter, 1997) .The AWS identified six significant areas of environment to 

work which if managed properly play an important role in creating a conducive work 

environment. These factors also affect the burnout as these are also sources of stress for the 

employee in the place of work.  
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Q: 1 The respondents of this study were asked to identify the three most significant factors 

from the above mentioned factors or any other factor contributing to their feelings of burnout. 

Table 4.25 
 

Frequency and Percentage of Perceived Stressors of heads having low level of 
burnout 
 

S.No Perceived Stressors Frequency Percentage 

1 Workload  154 (66% ) 

2 Lack of Control  97 (41 % ) 

3 Lack of Reward 130 56 % ) 

4 Community 131 (56 % ) 

5 Lack of Fairness 94 (54% ) 

6 Values 86 (37% ) 

7 Other 17 (7% ) 

 
 

Table 4.25 shows the frequency and percentage of perceived stressors of the heads of 

secondary schools of KP with low burnout level. 

Table 4.26 

Frequency and Percentage of Perceived Stressors of heads having moderate level of 
burnout 

S.No Perceived Stressors Frequency Percentage 

1 Workload  78 (76% ) 

2 Lack of Control  44 (43 % ) 

3 Lack of Reward 59 (58 % ) 

4 Community 52 (51 % ) 

5 Lack of Fairness 33 (32% ) 

6 Values 31 (30% ) 

7 Other 9 (9% ) 

 

Table 4.26 shows the frequency and percentage of perceived stressors of the heads of 

secondary schools of KP with moderate level of burnout . 
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Objective 5: To  propose  the  burnout  coping  strategies  among  Heads  of  Secondary  

schools in KP  

4.4   FOCUS GROUP DISCUSSION 
  

Following key points were discussed in these two Focus group discussions. 

4.4.1  Understanding burnout 

The participants of the FGDs were asked to explain what did they understand by the 

term ‘burnout’? The participants defined the burnout as prolonged stress which creates 

tension in the work environment. Sometimes this stress also causes illness. Most of the 

participants referred to burnout as the work related stress. 

4.4.2   Perceived stressors 

The analysis of the focus group discussions revealed the difference of opinion 

regarding the stressors existed among the male and female participants. 

4.4.2.1 Financial management 

Female participants unanimously considered financial management as a major source 

of prolonged stress as the heads were responsible for managing the projects (for example 

construction etc.) and for expenditures on the projects in their respective schools in particular. 

Being female, dealing with contractors and keeping the follow ups   was quite stressful. The 

female participants gave the examples of solar panels, constructions of rooms in the schools 

in this regard. One female respondent said: 

 “I had to contact 50 people when we were asked to install solar panels. Being a 

female, it was a hard task .we were given five lac for installation but had no experience or 

training for purchasing such things. It was a constant source of stress for me…..” 

Another respondent brought up the similar sentiment. She said: 

 “Heads are responsible for construction of rooms in school. Being a woman, it is very 

difficult for me to manage construction work in my school. I feel frustrated…” 
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4.4.2.2 Time management 

One female participant considered managing time for balancing both personal and 

professional liabilities as a source of continuous stress. She shared:  

“For me, managing balance between personal and professional life is a challenge. I 

wake up at 5 am and sleep late at night. This routine exhausts me completely…” 

4.4.2.3  Community  

Community also plays the role of key stressor as the poverty and lack of interests of 

parents resulted into poor academic performance of the students. Both male and female 

respondents agreed that community is a major stressor for them. As the repute of a school 

depends on the perception of high academic standards, school heads are expected not to fail 

too many and to keep the standards high too. In present scenario where there is a prevailing 

concept of “education for all”, education reforms and free education, Heads of secondary 

schools get stressed due to unrealistic demands and expectations from the government and 

parents. For instance, it is expected from heads to ensure that all the students perform 

brilliantly for excellent result overall. One respondent shared his opinion: 

“Unless political interference is not stopped, quality of education cannot be improved 

Both male and female heads of secondary schools considered the non-cooperative 

attitude of parents and community as the major stressor. They shared that large numbers of 

parents are illiterate and show non cooperative attitudes towards the education of their 

children. One respondent told: 

“I called more than ninety parents in a month for a meeting but less than ten came for 

meeting. Then, how can we improve the performance of their kids when parents are not co-

operative…” 
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4.4.2.4  Workload 

Although heads try their best to meet the expectations, government and community 

keep adding to the demands of quality education. Hence, the heads are always under pressure 

to meet the challenges. Heads explained that weak educational foundation of students is the 

result of poor primary schooling of students. It increases the workload double fold. Because, 

when these students get enrolled in secondary schools, this weak educational foundation 

creates problems in their academic achievement. One respondent shared his disappointment 

as: 

“When a student comes from primary school, he is even unable to read a sentence 

properly. It makes me tense when I see that after spending six hours in school, students do 

not perform well. This causes me stress.…” 

Another respondent said: 

“Multi-grade system is the major cause of poor performance of primary school 

students.”  

The male participants of FGD considered work load and handling of overcrowded 

classes as a major stressor for them. Daily long distance travelling to the workplace was also 

a stressor as majority of the participants were posted far from their residence. A male 

respondent expressed his distress: 

“I have to travel thirty five km daily and it takes lot of time. The stress starts as soon 

as I leave home because I don’t know what will happen on the way and I want to reach 

school on time….” 

Sudden tasking directives by the education department especially regarding co-

curricular activities along with the unprofessional attitude of teachers were considered a 

stressor by the male participants. One respondent discussed about the sudden tasking: 
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“I was informed about speech contest only a day before the competition. I had to write 

the speech myself and help the contestant in preparation myself. This kind of sudden tasking 

frustrates me because of lack of time and resources….” 

Multi grade systems in schools where many classes are combined in one class room is 

making the scenario even worse and create a constant source of stress at the workplace. To 

sum up, both male and female participants were of the view that overcrowded multi graded 

classrooms, political interference, students’ absenteeism, poor educational back ground of 

students, lack of interest of parents regarding the education of their children, inability of 

teachers to handle workload properly and pressure to show good results were stressors for the 

heads of secondary schools.  

4.4.2.5 Lack of control  

Centralization of power was a great concern. All the respondents agreed that they 

don’t have enough power to exercise to achieve the goals set by the government. A 

respondent expressed his views: 

“For decision making, mostly I need permission of my high ups. A teacher has to go 

to high ups even for sanctioning a leave …” 

Another respondent added: 

“Community does not play its role in achieving these goals like education for All etc. 

Political interference also results in lack of administrative control.” 

Two male participants and almost all female participants mentioned that dealing with 

clerical staff as the most stressful factor. One female participant mentioned the annoying 

behavior of her clerk as: 

“Initially the clerk of my school would place the file in front of me to get the papers 

signed and turned the pages himself so that I may not be able to read it thoroughly…..” 
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4.4.2.6 Law and order situation 

Two heads mentioned that they feel insecure in school premises due to security 

threats and inadequate security measures because of lack of trained guards, security gadgets 

etc. A female respondent expressed her distress on law and order situation as: 

“I could not sleep for weeks after APS incident as I was not only worried about my 

safety but about the safety of my students too. We don’t have properly trained security 

guards. Once some people attacked my school, the local residents saved us. This feeling of 

insecurity is a constant source of tension for me…….” 

4.2.3   Coping Strategies 

  Analysis of focus group data disclosed that various coping strategies were being 

utilized by the participants in order to lessen the stress caused by the workplace stressors 

mentioned above. Both male and female heads were of the view that they keep changing 

strategies according to the situation to reduce the stress level and to improve the 

organizational performance. The coping strategies were categorized into two major 

categories: emotion focused and problem focused coping strategies. 

  Problem focused coping strategies included problem solving techniques used by male 

and female participants. These were delegations of responsibilities to utilize the full potential 

of the teachers; by creating conducive environment for the teamwork; to reduce the workload 

and develop good relationships with their teachers; conducting parent teacher meetings and 

hiring competent internees. One respondent shared his way of coping as: 

“I call staff meeting and discuss my concerns ….” 

One of the heads used following strategy to restrict students’ habits of taking short leave and 

making them regular: 
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           “I started to mark them absent on taking short leave for the second half of the school 

time. The monthly stipends depend on students’ attendance which succeeded me to make 

them regular…..” 

 Majority of heads were using problem solving approach to reduce the stress. One participant 

mentioned using avoidance strategy: 

            “I mostly remain silent and try to ignore the problem causing me stress……” 

While one participant mentioned excessive working to overcome the problems at the work 

place, majority of the male and female participants discussed using emotion focused coping 

strategies such as spending some time alone to lessen the workplace stress. While most of the 

female participants   used to vent to their husbands, siblings, colleagues and friends, male 

participants mostly vent to their colleagues. One respondent shared his coping strategy as: 

       “I often share my occupational worries with my close friends and pour my heart out…” 

4.2.4   Suggestions  

Lastly, the respondents were asked to give their suggestions regarding the kind of 

actions which can reduce their occupational stress and may lead to burnout. The respondents 

shared their views according to the stressors .One respondent expressed his views: 

          “Educational institutions should be depoliticized and heads of the institutions need to 

be more empowered through decentralization……..” 

Another respondent added: 

         “Government should actively involve educators into policy making ….” 

All the respondents agreed when one head recommended the establishment of a guiding and 

counseling department:  

           “A proper guiding and counseling department, at least at district level, is much needed 

in today’s scenario where we can turn to in case of facing an issue……..” 

Another respondent said:  
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  “Heads should hold a meeting once in a month to share their concerns and 

problems…..”Continuous professional development was another suggestion. One of the 

respondents suggested: 

             “Teachers need training to upgrade their knowledge and improve their teaching skills 

to meet the challenges……” 

There was a consensus among the respondents that organizational intervention was 

needed to provide opportunities for heads of the institutions to reduce occupational stress and 

for the prevention of burnout. 

Table 4.27 

Coping Strategies 

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

 PERSONAL LEVEL ORGANIZTIONAL LEVEL 
 
Workload 
 

• planning 
• Venting, 
• Spending time alone, 
• exercise, 
• recreation, 
• companionship, 

• Rational Delegation of responsibilities, 
• creating conducive environment for team 

work, 
 social support  (support from seniors, 

supervisors)  and their organization , 
• regular meetings among heads 

 
 
Lack Of Control 
 
 
 
 

• Avoidance, 
• Distracting From Negative 

Feelings Related To 
Uncontrollable Stressors. 

• Delegation 
• Use of controlling 

techniques 

 
• effective e leadership, autonomy in  
        decision making and supervision lead to 

the reduction 
• Decentralization 

Lack Of Fairness ------------------------- ------------------------ 
Lack Of Reward 
 

Self-motivation • Performance based REWARD system 
• Use of incentives 

Community related issues 
 

Coordination , 
Getting support from relevant 
persons 

• Conducting frequent PTC 
 

Political Interference --------------------- • Minimize political interference 
Law And In Order Situation --------------------- • Provide trained security personnel 
Posting In Far-flung Stations  --------------------- • Mapping 
 
Time Management 

Personal n professional life 
balance 

 
------------------------------- 

Financial Management -------------------- • Training 
High Academic Set Standards 
& Unrealistic Demands 

----------------- • Set Realistic targets 

Multi Grade Systems -------------------- • One teacher one class policy 
Overcrowded Classes -------------------- • Additional classrooms  
Incompetent Subordinates 
 

• Capacity building  
• Verbal correction 
• Guiding 

• Parents teachers meeting /sensitization  

Weak Academic foundation of 
students 

     ---------  ------------------ 

Parental Insensitivity towards  
their Children s Education 

• Sensitization ------------------- 
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CHAPTER 5 

SUMMARY, FINDINGS, CONCLUSIONS AND 
RECOMMENDATIONS 

 

5.1  Summary 

This research study was aimed to analyze burnout among the heads of secondary 

schools of KP and to develop the burnout coping strategies. The objectives to achieve this 

aim were: (a) to examine the levels of prevalence of burnout among the heads of secondary 

schools of KP; (b) to identify the causes of burnout among the heads of secondary schools of 

KP; (c) to find out the relationship among the burnout and  covariates  of burnout; (d)To 

analyze the variability of burnout among demographic subgroups (by gender, age, 

qualification, year of experience) , and (e) To propose the burnout coping strategies among 

Heads of Secondary schools teachers in KP. 

 The population of the study constituted 1984 heads of secondary schools of KP. The 

sample of the study comprised of 400 heads (200 males and 200 females) of the secondary 

schools of KP. The sample was selected using stratified sampling technique with 

proportionate ratio. The research instrument comprised five parts including Demographic 

information sheet, Copenhagen burnout inventory, Wong and law emotional intelligence 

scale, Allen & Mayyer organizational commitment scale, and a semi-structured questionnaire 

followed by focus group discussions. The data was collected, arranged and was analyzed by 

using SPSS version 21.0 
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5.2    Findings 

5.2.1 Prevalence of burnout 

The data illustrate following about the prevalence of burnout among the heads of 

secondary schools of KP. (Table 3) 

a. Data indicates that 234 (69 %) heads were having low level of burnout.102 (31%) 

were having moderate level of burnout. None of them was having high level of 

burnout. 

b. The data shows that 200 (59.5 %) heads of secondary schools were having low 

level of Personal Burnout, 135 (40.1 %) heads were having moderate level of 

Personal Burnout, and one (0.29 %) head was having high level of Personal 

Burnout. 

c. 261(77.7 %) heads of secondary schools were identified having low level of Work 

related burnout. 72 (21.4) % heads of secondary schools were having moderate 

level of work related burnout. Three (0.89 %) heads of secondary schools were 

found having high level of work related burnout. 

d. The data depicts that 198(58.9 %) heads of secondary schools were having low 

level of client related burnout. Moderate level of client related burnout was 

identified among 131(38.98%) heads of secondary schools. Seven ((2 %) heads of 

secondary schools were identified having high level of client related burnout. 

5.2.2 Causes of burnout 

 Findings of the open ended questions from semi-structured questionnaire were as 

follows: 
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1. It was found that 66 %   respondents  with the low level of burnout  while 76 %   

respondents  with the moderate level of burnout  considered workload as a stress 

factor.  

2. It was also found that 41 % respondents with the low level of burnout  while 43 %   

respondents  with the moderate level of burnout  considered controlling as a stress 

factor. 

3. Lack of reward was a stress factor for 56% respondents with the low level of burnout 

and while for  58%   respondents  with the moderate level of burnout  . 

4. It was found that 56% of respondents with the low level of burnout  while 51 %   

respondents  with the moderate level of burnout  take community related issues as a 

stress factor.   

5. Fairness has been a source for stress for 54 % respondents with the low level of 

burnout while 32 %   respondents  with the moderate level of burnout   

 6. It was also found that 37% respondents with the low level of burnout while 30 %   

respondents  with the moderate level of burnout  considered values as a stress factors. 

 7. he data depict that 7 % respondent  with the low level of burnout while 9 % 

respondents  with the moderate level of burnout considered other factors as stressors. 

5.2.3 Burnout and emotional intelligence 

The data shows following levels of four dimensions of emotional intelligence among 

the heads of secondary schools of KP. (Table 5) 

1. The Data shows that 5 (1.5%) heads of secondary schools were found having low 

level of Self-Emotions Appraisal (SEA); 26(7.7%) heads were having moderate 

level Self-Emotions Appraisal while 305 (90.7%) heads were identified having 

high level of Self-Emotions Appraisal. 
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2. The data indicates low level of Others-Emotions Appraisal was found among nine 

(2.7%)   heads of secondary schools.24 (7.1%) heads were identified having 

moderate level of Others-Emotions Appraisal, while 303(90.1%) heads of 

secondary schools were identified having high level of Others-Emotions Appraisal 

3. It was found that seven (2.0%) heads of secondary schools were found having low 

level of use of Emotions. 23(6.8%) heads of secondary schools were having 

moderate level of use of emotion. High level of use of emotion was identified 

among 306 (91.0%)   heads of secondary schools. 

4. The data illustrates that ten (2.8%)   heads of secondary schools were having low 

level of Regulation of Emotion; 39(11.6%)    heads were having moderate level of 

Regulation of Emotion while high level of Regulation of Emotion was found 

among 287(85.5%) heads secondary schools. 

5. The data depicts that 8 (2.4%) heads of secondary schools were found having low 

level of total emotional intelligence, 17 (5%) heads were having moderate level of 

total emotional intelligence while 309 (90.7%) heads were identified having high 

level of total emotional intelligence. 

6. The relationship between emotional intelligence and burnout and its dimensions 

were found significant but negative (Table 11) 

7. The analysis shows a negative but significant relationship between personal 

burnout and emotional intelligence. (Table 11) 

8. The result indicates that there was a negative but significant relationship between 

work-related burnout and emotional intelligence. (Table 11) 

9. The result shows a negative but significant relationship between client-related 

burnout and emotional intelligence. (Table 11) 
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5.2.4 Burnout and Organizational commitment 

1. The data shows that 16 (4.8%) heads of secondary schools were found having low 

level of Affective commitment .214 (63.69%) heads were having moderate level of 

Affective commitment while 106 (31.54 %) heads were identified having high level 

of Affective commitment. (Table 7 ) 

2. The data indicates Low level of Continuance commitment was found among 

93(27.7%) heads of secondary schools,216 (64.3%) heads was identified having 

moderate level of Continuance commitment while 27 (8%) heads of secondary 

schools were identified having high level of Continuance commitment. 

3. It was found that 45 (13.4%) heads of secondary schools were found having low 

level of normative commitment and 255(75.9%) heads of secondary schools were 

having moderate level of normative commitment. High level of normative 

commitment was identified among 36 (10.70%) heads of secondary schools. 

4. Data illustrates that none of heads of secondary schools was having low level of 

organizational commitment.27 (8 %) heads were having moderate organizational 

commitment while high level of organizational commitment was found among 309 

(92 %) heads of secondary schools. 

(B) The data shows the relationship between the burnout and organizational 

commitment among the heads of secondary schools of KP. (Table 13) 

a. It was found that there was a negative but significant relationship between the 

burnout and organizational commitment. 

b. The data indicates that there is a moderate, but significant negative relationship 

exists between the personal burnout and organizational commitment. 

c. The data shows that there was a moderate, but significant negative relationship 

exists between the works related burnout and organizational commitment 
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d. The data shows there is a moderate, but significant negative relationship exists 

between the clients’ related burnout and organizational commitment. 

o Relationship between Constructs of Burnout, Emotional Intelligence and 

Organizational Commitment 

The Pearson correlation was calculated to examine the relationship between the  

constructs of burnout, emotional intelligence and organizational commitment. (TABLE 15) 

1. The correlation between personal burnout and the work related burnout was  

significant and strong. [r= .553, n =336 p< .01]. 

2. The correlation between personal burnout and client related burnout was negative 

and weak but significant. [r = .454, n =336 p< .01]. 

3. The correlation between personal burnout and Self Emotional Appraisal was 

negative and weak but significant. [r= -.135, n =336 p < .01, 

4. The correlation between personal burnout and Others Emotional Appraisal was 

negative and weak but significant. [r= -.256, n =336 p < .01]. 

5. The correlation between personal burnout and use of Emotions was weak and 

negative but significant. [r= -.235, n =336 p < .01] 

6. The correlation between personal burnout and regulations of Emotions was a 

moderate and significant. [r= -.318, n =336 p < .01] 

7. The correlation between personal burnout and continuous commitment was a 

negative and weak but significant. [r= -.202, n =336 p < .01].  

8. The correlation between personal burnout and normative commitment was a 

negative and weak but significant. [r= -.221, n =336 p < .01]. 

9. The correlation between personal burnout and affective commitment was a 

negative and weak but significant. [r= -.220, n =336 p < .01]. 
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10. The correlation between work related burnout and client related burnout was a 

strong and significant. [r= .596, n =336 p < .01].  

11. There was negative and weak but significant correlation between work related 

burnout and Self Emotional Appraisal.[r= -.209, n =336 p < .01 

12. The correlation between works related burnout and Others Emotional Appraisal 

was negative and weak but significant. [r= -.256, n =336 p < .01].  

13. The correlation between work related burnout and Use of Emotions was negative 

and weak but significant. [r= -.253, n =336 p < .01].  

14. The correlation between work related burnout and regulations of Emotions was 

negative and weak but significant. [r= -.187, n =336 p < .01] 

15. The correlation between work related burnout and continuous commitment was 

negative and weak but significant. [r= -.178, n =336 p < .01].  

16. The correlation between work related burnout and normative commitment was 

negative and weak but significant. [r= -.137 n =336 p < .01].  

17. The correlation between work related burnout and normative commitment 

affective commitment was negative and weak but significant. [r = -.349, n =336 p 

< .01]. 

18. The correlation between client related burnout and Self Emotional Appraisal was 

negative and weak but significant. [r= -.220, n =336 p < .01] 

19. The correlation between client related burnout and Others Emotional Appraisal 

was a negative and moderate but significant. [r= -.317, n =336 p < .01].  

20. The correlation between client related burnout and use of Emotions was a negative 

and weak but significant. [r= -.249, n =336 p < .01].  

21. The correlation between client related burnout and regulations of Emotions was a 

negative and weak but significant. [r= -.121, n =336 p < .01] 
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22. The correlation between client related burnout and continuous commitment was a 

negative and weak but significant. [r= -.171, n =336 p < .01].  

23. The correlation between client related burnout and continuous commitment was a 

negative and weak but significant. [r= -.125, n =336 p < .01].  

24. The correlation between client burnout and continuous commitment was a 

negative and weak but significant. [r = -.284, n =336 p < .01]. 

25. The correlation between Self Emotional Appraisal and Other Emotional Appraisal 

was a weak but significant. [r= .246, n =336 p<.01]. 

26. The correlation between Self Emotional Appraisal and use of emotions was a 

weak but significant. [r= .260, n =336 p<.01].  

27. The correlation between Self Emotional Appraisal and Regulations of Emotions 

was a weak but significant. [r= .165, n =336 p < .01] 

28. The correlation between Self Emotional Appraisal and continuous commitment 

was a negative and weak but significant. [r= -.223 n =336 p < .01].  

29. The correlation between Self Emotional Appraisal and normative commitment 

was a weak but significant. [r= 283, n =336 p < .01].  

30. The correlation between Self Emotional Appraisal and affective commitment was 

a strong and significant. [r = .736, n =336 p < .01]. 

31. The correlation between Others Emotional Appraisal and Use of Emotions was a 

strong and significant.[r= .671, n =336 p < .01] 

32. The correlation between others Emotional Appraisal and regulations of Emotions 

was a strong and significant. [r= .512, n =336 p < .01] 

33. The correlation between others Emotional Appraisal and continuous commitment 

was a weak but significant. [r= .171 n =336 p < .01].  
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34. The correlation between others Emotional Appraisal and normative commitment 

was a weak but significant. [r= .226, n =336 p < .01].  

35. The correlation between others Emotional Appraisal and affective commitment 

was weak but significant. [r = .280, n =336 p < .01]. 

36. The correlation between use of emotions and regulations of Emotions was strong 

and significant. [r= .613, n =336 p < .01]  

37. The correlation between Use of emotions and continuous commitment was weak 

but significant. [r= .203 n =336 p < .01].  

38. The correlation between Use of emotions and normative commitment was weak 

but significant. [r= .143, n =336 p < .01]. 

39. The correlation between Use of emotions and affective commitment was weak but 

significant. [r = .256, n =336 p < .01]. 

40. There correlation between Regulation of emotions and continuous commitment 

was weak but significant. [r= .139 n =336 p < .01].  

41. The correlation between Regulation of emotions and normative commitment was 

weak but significant. [r= .154, n =336 p < .01].  

42. The correlation between Regulation of emotions and affective commitment was 

weak but significant. [r = .171, n =336 p < .01]. 

43. The correlation between Continuance commitment and normative commitment 

was strong and significant. [r= .475, n =336 p < .01].  

44. The correlation between Continuance commitment and affective commitment was  

moderate and significant. [r = .317, n =336 p < .01]. 

45. The correlation between Continuance commitment and Affective commitment 

was a moderate and significant. [r = .413, n =336 p < .01]. 
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5.2.5 Burnout and demographics 

        5.2.5.1   Gender 

1. The sample of the study consisted of 336(168 males and 168 female) heads of 

secondary schools of KP. (Table 18) 

2. There was a significant difference between the personal burnout level of male and 

female. 

3. There was no significance difference between the other dimensions of burnout 

(client-related burnout and work related burnout) and gender. 

         5.2.5.2       Age 

1.1 The data shows that the 6 respondents were of the age below 30 years. (Table 21) 

1.2 51 respondents were in the age group of 31-40. 

1.3.145 respondents were in the age group of 41-50 

1.4.134 respondents were in the age group of 51-50 

          Result of ANOVA depicted the following:  (Table 22) 

            2.1 The effect of age on total burnout levels was not significant. p 0 .145 > 0.5 

            2.2. The effect of age on personal burnout levels was not significant, p 0 .241>0.5, 

            2.3 The effect of age on work related burnout was not significant p 0 .346>0.5 

           2.4. The effect of age on client related burnout levels was not significant, p 0 .110>0.5. 

           5.2.5.3   Qualification 

      1. The data shows that the respondents possessed highly qualification. (Table 23) 

      1.1. Five (1.9%) respondents had Ph.D. degree. 

      1.2. 25(7.4%) respondents of the study were holding M.Phil. degree. 

      1.3. It was found that 296 (88%) had M.A/M.Sc. degree. 

      1.4. Only ten (2.8%) respondents were having B.A/B.Sc. degree. 
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2. Table 24 of ANOVA depicted the following: 

2.1 The effect of qualification on total burnout levels was not significant,                   

p0 .525>0.5 

2.2 The effect of qualification on personal burnout levels was significant,                     

p 0 .040, >0.5 

2.3 The effect of qualification on work related burnout was not significant, p.419,>0.5 

2.4 The effect of qualification on client related burnout levels was not significant       

P .517, >0.5 

       5.2.5.4   Experience 

1. Table 25 depicts following findings regarding the relationship between experience and 

burnout levels: 

     1.1,   151 (44.9%)   Respondents had 25 years and above experience.  

       1.2, 96 (28.6 %) respondents were having 19-24 years. 

       1.3, Data show 42 (28.6%) respondents had 13-18 years’ experience. 

       1.4. It was found that 31 (9.2%) respondents had 7-12 years’ experience 

      1.5. Data indicated that 16 respondents were having 1-6 years’ experience. 

2. Table 24 depicts following findings regarding the relationship between experience and 

burnout levels: 

2.1 An analysis of variance showed that the effect of experience on total burnout levels 

was significant. .091, >0.5 

2.2. The effect of experience on personal burnout levels was significant, p 0 .007,>0.5 

2.3 The effect of experience on work-related burnout was not significant, p.151, >0.5 

2.4 The effect of experience on client related burnout levels was, insignificant               

p .494, >0.5 
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5.3  Discussion 

 On the basis of findings and in the light of research objectives the discussion on the 

following   as under:  

1. TO EXAMINE THE LEVELS OF PREVALENCE OF BURNOUT AMONG 
THE HEADS OF SECONDARY SCHOOLS OF KP.  

 
 The results of this study showed that most of the heads of secondary schools in KP 

were not experiencing high level of burnout. Significant number of respondents (31%) was 

experiencing moderate level of burnout. It was found that a significant number (40.1%) was 

experiencing personal burnout but majority of the respondents were not facing high level of 

personal burnout. Only one head was experiencing high level of burnout. The dimension of 

work related burnout was also analyzed and it was found that majority of the heads were 

having low level of work related burnout while only 21 % were experiencing moderate level 

of work related burnout and only three respondents were experiencing high level of work 

related burnout. The analysis also depicted that a significant number (39%) was facing 

moderate level of client related burnout and seven respondents were facing high level of 

client related burnout. 

2. TO IDENTIFY THE CAUSES OF BURNOUT AMONG THE HEADS OF 
SECONDARY SCHOOLS IN KP 

“Occupational Stress is a noteworthy issue with organizational management”, 

(Suleman et.al 2018).This stress may lead to burnout. The analyzed data about the causes of 

burnout among the heads of secondary schools depicted that majority of the heads considered 

workload as the major stressor while community related issues were considered a significant 

stressor. Significant number of respondents considered that lack of reward leads to burnout 

too. It was found that lack of control is also a source of stress. Fairness and values were also 

considered as stressors by the heads of secondary schools of KP. 
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3. TO FIND OUT THE RELATIONSHIP AMONG THE BURNOUT AND 
COVARIATES  OF BURNOUT 

 
a) BURNOUT AND EMOTIONAL INTELLIGENCE 

The analysis of data showed that majority of the respondents were having high level 

of Self-Emotions Appraisal (90 %), Others-Emotions Appraisal (90.1%), use of Emotion 

(91.0%) and Regulation of Emotion (85. 5%). This showed that heads of secondary schools 

of KP were having high level (90.7%) of emotional intelligence. 

The analyzed data showed that there was a significant but negative relationship 

between burnout and emotional intelligence. The data was further analyzed to assess the 

relationship between the three dimensions of burnout and emotional intelligence.  

 The analysis depicted that there was negative but significant relationship between the 

personal burnout and emotional intelligence.  

  Result of analysis revealed that there was a negative but significant relationship 

between work-related burnout and emotional intelligence.  

 The result also indicated that there was a negative but significant relationship between 

client-related burnout and emotional intelligence. 

b) BURNOUT AND ORGANISATIONAL COMMITMENT 

 The relationship between burnout and organizational commitment was analyzed. The 

result of analysis showed that majority of the respondents was having moderate level of 

affective commitment (63.69%); Continuance commitment (64.3%) and normative 

commitment (75.9%). Significant number of the respondents was having high level of 

affective commitment (31.5%) and   continuance commitment (27%).The result of analysis 

also revealed that there was low level of affective commitment (4.8%); continuance 

commitment (27.7%) and normative commitment (10.7 %) found in the respondents while 

majority of the respondents were having high level of total organizational commitment. 
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The data was further analyzed to find the relationship between the three dimensions of 

burnout and organizational commitment. The analyzed data indicated  negative but 

significant relationship. This finding supported the previous researches that there is a 

relationship between burnout and organizational commitment. (Kalliath et al., 1998; Gemlik, 

2010; Haghani et al., 2016).The result of analysis also indicated that there was a moderate but 

significant negative relationship between the personal burnout and organizational 

commitment. The analyzed data showed that there was a moderate but significant negative 

relationship between the works related burnout and organizational commitment. The analysis 

also showed that there was a moderate but significant negative relationship between the 

clients’ related burnout and organizational commitment. 

c) RELATIONSHIP BETWEEN DIMENSIONS OF BURNOUT, EMOTIONAL 
INTELLIGENCE AND ORGANIZATIONAL COMMTIMENT  

 
The results showed that there was a significant relationship between burnout and 

emotional intelligence. This finding supports the previous researches that there is a 

relationship between burnout and emotional intelligence (Thomas et al., 2012; Vaezi&Fallah, 

2011; Brand, 2007; Perdue, 2010). Four branch model of emotional intelligence was used for 

this study. Burnout is multidimensional phenomenon related to emotions. “Each of these 

components is important to reduce the occurrence of burnout and supports the conclusion of 

the study that emotional intelligence has a correlation with burnout” (Perdue, 2010). The 

findings of this study revealed that Personal burnout has a negative but significant and strong 

relationship with the regulation of emotions. While client related burnout has a negative and 

moderate but significant relationship with other emotional appraisal. The negative 

relationship shows that an increase in regulation of emotions could lower the level of 

personal burnout. Others emotional appraisal might decrease the client related burnout. The 

relationship between personal burnout and dimensions of burnout work related burnout is 

strong and significant which indicates that personal burnout would increase with the increase 
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in work related burnout. This finding also supports another finding of this study where 

workload was found the most stressful factor among the heads of secondary schools of KP. 

Personal burnout has a moderate but significant relationship with client related burnout which 

indicates that client related burnout might cause an increase in personal burnout. There is a 

negative and weak but significant relationship between the two dimensions (work related 

burnout and client related burnout) and the three dimensions of organizational commitment. 

On the other hand, the relationship between work related burnout and affective commitment 

is negative and moderate but significant which indicates that if the work related burnout 

increases the affective commitment will reduce. The four dimensions of emotional 

intelligence have positive and strong relationship among them. There is a significant 

relationship between the significant relationship between four constructs of emotional 

intelligence and three dimensions of organizational commitment. The findings also revealed 

that there is a strong and significant correlation between self-emotional appraisal and 

affective commitment. This indicates that if self-emotional appraisal improves, the affective 

commitment might also be increased.  

d) To analyze the variability of burnout among demographic subgroups (by     

gender, age, qualification, year of experience). 

This study was aimed to analyze the variability of burnout among demographic 

subgroups; the burnout and its three dimensions. There are several variables, gender, marital 

status, age, level of education and experience, identified in previous researches that are 

related to burnout and can affect burnout. However, the results of these studies are 

contradictory. 

 Gender 

The respondents comprised of 336 (168 males and 168 male) heads of secondary schools of 

KP. 
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The relationship of gender with burnout is an ambiguous one as some studies have 

shown significant relationship between them while other studies have shown the contrasting 

results (Khan, 2013). The analyzed data of this study depicted that there was a significant 

relationship between personal burnout and gender. Many studies have proved that gender can 

affect the burnout and have a significant relationship (Vredenburgh,et al,1999 ;Lau et 

al.2005; Bakker et al.2002; Acker,2003;Lackritz,2004;Watson &Robertson,2011),while 

many studies have contradictory results revealing no significant relationship between gender 

and burnout (Haque and Aslam,2011; & Punch & Tuettmann,1992 ; Price & Spence 1994; 

Sadeghi & khezrlou,2014 and Khan et al.2015) There was a significant difference in personal 

burnout scores of male and female respondents while there was no relationship found 

between burnout, and gender. The result of analysis showed that there was no relationship 

between two dimensions of burnout (work related and client related burnout) and gender. 

 Age 

The data showed that majority of the respondents were found in the age group of (41-

50) and (51-60) respectively. The analyzed data showed that there was no significant 

relationship between burnout and age. This finding is consistent with the findings of earlier 

studies (Sadeghi & khezrlou, 2014; Hasan et al., 2014; Taleghani, 2017; Mostafavian et al., 

2018; Shaheen&Mehmood, 2016) while some studies have presented the contradictory 

findings and shown a significant relationship between age and burnout. ( Maslach and 

Jackson,1981 ; shaufeli et al., 1996; Bakker et al., 2002;Aloha et al., 2006Benson et.al,2009; 

Khan et al., 2015). 

 Qualification 

The data showed that respondents were highly qualified possessing MA/M.Phil. and 

Ph.D. degree. Only 2.8 percent of the respondents were having B.A/ B.SC degree. The result 

of the analysis showed that there was no significant effect of qualification on burnout and its 
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dimensions of work related burnout and client related burnout. While there was a significant 

relation between personal burnout and qualification. This finding is consistent with the 

findings of earlier studies (Soares et al.,2007; Haque et al., 2011; khan, 2013;Sadeghi & 

khezrlou, 2014; Taleghani, 2017; Shaheen&Mehmood, 2016). 

 Experience  

The analysis of data showed that majority of the respondents (44.9 %) possessed more 

than 25 years and above experience. Further analysis of the data revealed that there was a 

significant relationship between the experience and burnout and there was a significant 

relationship between the experience and personal burnout was found also. While there was no 

significant relation was found between work related burnout and experience.  The data 

showed that there was no significant relation was found between client related burnout and 

experience. This finding is consistent with the findings of earlier studies (khan et al., 2015 ; 

Khan, 2013) while the finding of a study carried out by Mousavy et al. (2012) &Kenyeri, (2003) 

have shown that there is no significant relation between experience and burnout. 

 To propose the burnout coping strategies for the heads of Secondary 

schools in KP. 

 
Today organizations have realized the importance of prevention of stress at the work 

place to maximize the productivity. They have employed different employee assistance 

programs, stress management workshops etc. these strategies have helped hundreds of 

thousands of employees to manage their stress level (Mohajan, 2012) and prevention of 

burnout. On the basis of findings coping strategies were proposed. 

To reduce the stress and burnout, there was a dire need of developing burnout coping 

strategies to cope burnout. Initially stressors at the work place were identified through review 

of related literature. Then, the respondents of the questionnaire were asked to identify the 

stressors that they believe to be the causes of stress at their area of work. Lastly, the 
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responses through focus group discussions confirmed that Workload, Lack of Control, Lack 

of Reward, Community, Lack of Fairness, Lack of Fairness , values , Financial management. 

Time management, Community related issues (poverty, lack of parents’ interests, unrealistic 

expectation, demands and Law and order situation as well as Political interference are 

contributing to cause stress at the workplace. 

                 To meet the objective to propose coping strategies among the heads of secondary 

schools in KP, multiple data sources provided the required information, which was converged 

to develop following strategies:            

• Development of conducive work place environment 

• Developing stress reduction skills 

• Social support  

• Improving emotional intelligence 

• Adopting Emotion focused strategies 

• Problem focused strategies 

• Delegation of duties 

• Decentralization 

• Addressing self-care needs by improving social emotional competencies 

• Improving emotional intelligence 

• Setting up Guiding & Counseling Department,  

• Continuous Professional Development, 

• Enhancing positive Personnel Relationship, 

• Communication Skills and Teamwork, 

• Stress Management  program , 

• Performance based reward, 
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• Depoliticizing educational institution 

• Sensitization of  Community 

• Special Software for heads to communicate with higher authorities 

5.4 Conclusions 

On the basis of analysis of data and findings the following conclusions were made: 

• To examine the levels of prevalence of burnout among the Heads of 
secondary schools of KP 

 
It was concluded that majority of heads were experiencing low level of 

burnout and a significant number of heads were having moderate level burnout. While 

none of the heads was not experiencing high level of burnout. 

It was revealed that majority of heads were having low level of personal 

burnout while a noteworthy number of heads were having burnout. One of the head 

was experiencing high level of personal burnout. 

It was also concluded that majority of heads were experiencing low level of 

work related burnout. A considerable number of heads were identified having 

moderate level of work related burnout. While only three heads were experiencing 

high level of work related burnout. 

It was concluded that majority of heads were having low level of client related 

burnout. A significant number of heads were identified having moderate level of 

client related burnout. While only seven heads were experiencing high level of client 

related burnout. 

• To identify the causes of burnout among the heads of secondary schools in 
KP. 

 
It was concluded that majority of heads considered workload as a major 

stressor. 
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It was further concluded that majority of heads were facing community related 

issues. 

It was also concluded that lack of reward was a major stressor for the heads. 

• To find out the relationship among the burnout and covariates  of 
burnout 

 
 H01 There is no significant relationship between burnout and emotional intelligence. 

o Burnout and emotional intelligence 

i. It was concluded that majority of heads had high emotional intelligence scores. 

While only a small number had low emotional intelligence score. 

ii. It was also concluded that majority heads of secondary schools were having high 

level of Self-Emotions Appraisal. Only a small number of heads were having low 

level of Self-Emotions Appraisal. 

iii. It was further concluded that majority heads of secondary schools were having 

high level of Others--Emotions Appraisal. Only a few of the heads were having 

low level of Others -Emotions Appraisal. 

iv. It was revealed that majority of heads had high level use of Emotions. 

v. It was concluded that majority of heads were having high level of regulation of 

emotions .while a considerable number of heads were had moderate level of use 

of emotions. 

vi.  It was revealed that there was a significant but negative relationship between 

personal burnout and emotional intelligence.  

vii.  It was also conclude that was a negative but significant relationship between 

work-related burnout and emotional intelligence.  

viii. It was further concluded that there was a negative but significant relationship 

between client-related burnout and emotional intelligence.  
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i. Based on the results of the study, burnout is significantly related to emotional 

intelligence[ r =- .328 ,p. >.01] .Therefore, the H01 is rejected. 

Burnout and Organizational commitment 

 H02 There is no significant relationship between burnout and organizational commitment. 

       It was also concluded that majority heads of secondary schools were having level of 

organizational commitment. Only a small number of heads were having low level of 

organizational commitment. 

i. It was further concluded that majority heads of secondary schools were having 

moderate level of Affective commitment. A considerable number of heads were of the 

heads were having high level of Affective commitment. 

ii. It was revealed that majority of heads had moderate level of Continuance commitment 

while a significant number of heads were of the heads were having low level of 

continuance commitment. 

iii. It was concluded that majority of heads were having moderate level of normative 

commitment and a considerable number of heads had high level of normative 

commitment. While notable numbers of heads had low level of organizational 

commitment. 

iv. It was revealed that there was a significant but negative relationship between personal 

burnout and organizational commitment. 

v.  It was concluded that there was a moderate, but significant negative relationship 

exists between the personal burnout and organizational commitment. 

vi. It was also concluded that there was a moderate, but significant negative relationship 

exists between the works related burnout and organizational commitment. 

vii. It was further concluded there was a moderate, but significant negative relationship 

exists between the client’s related burnout and organizational commitment. 



95 
 

 
 

ii. Based on the results of the study, burnout is significantly  related to emotional 

intelligence[ r = -.334 ,p. >.01] .Therefore, the H02 is rejected. 

• Relationship Between Constructs of Burnout, Emotional Intelligence and 
Organizational Commitment 
 

• H03 There is no significant relationship between emotional intelligence and 

organizational commitment.  

  H03 There is no significant relationship between emotional intelligence and 

organizational commitment.  

i. Burnout was found significantly related to emotional intelligence. 

i. Three components of burnout were found significantly related to four 

components of emotional intelligence. 

ii. ii. Burnout was found significantly related to the organizational commitment. 

iii. Three components of burnout were found significantly related to three 

components of organizational commitment 

iv.  Emotional intelligence was found significantly related to organizational 

commitment 

v.  Four components of emotional intelligence were found significantly related to 

three components of organizational commitment 

Based on the results of the study, emotional intelligence is  related to organizational 

commitment [ r = -.296 ,p. >.01] .Therefore, the H05 is rejected. 

iii. H04 The relationship between burnout and organizational commitment is moderated 

by emotional intelligence 

Emotional intelligence did not moderate the relationship between burnout and 

organizational commitment (ß=-0.034, t =0.876, p>.05).Therefore, H04 is rejected. 

• To analyze the variability of burnout among demographic subgroups (by 
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 gender, age, qualification, year of experience). 

o Gender 
 

                   H05.There is no significant difference between burnout of female and male heads.             

There was no significant difference in scores for male and (M=27.9, SD=11.30) and 

female (M= 28.9, SD=12.26), t (334) = -.840 p=.40.Therefore the H05 was supported  .It 

was  also concluded that  there was no significance difference between the dimensions of 

burnout (client-related burnout and work related burnout) and gender.     

o Age 

• H06 There is no significant difference between burnout of head teachers with 

regards to age. 

1. It was concluded that majority of heads were between 41 to 50 years of age. 

2. It was also concluded that the effect of age on burnout was not significant.   

An analysis of variance showed that the effect of age on total burnout levels was not 

significant F(3,332) = 1.809,p 0 .145.Therefore ,the result supported the H06. 

o Education  

• H07 There is no significant difference between burnout of head teachers with 

regards to qualification. 

   It was concluded that majority of heads were highly qualified. 

1. It was also concluded that effect of education on burnout was not significant. 

2. It was further concluded that there was a significant effect of education was found 

on personal burnout. 

3. It was concluded that the effect of qualification on work related burnout and client 

related burnout levels was not significant. 

An analysis of variance that the effect of qualification on total burnout levels was 

not significant F (3,332) = .746., p 0 .525. Therefore the H07 is supported. 
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o Experience  

        H08  There is no significant difference between burnout of head teachers with regards to 

years of  experience. 

1. It was concluded that majority of heads were having experience 25 years and above. 

2. It was also concluded that the effect of experience on total burnout levels was not 

significant. 

3. It was further concluded that the effect of experience on personal burnout levels was 

significant. 

4. It was concluded that the effect of experience was not significant on work related 

burnout and client related burnout.  

An analysis of variance showed  that the effect of experience  on  total burnout levels 

was not significant(4,331) = 0.2.02.,p 0 .91.Therefore the result H08 is supported. 

5.5 Proposed Coping Strategies 

To propose the burnout coping strategies for the heads of Secondary schools in KP. 

Following burnout coping strategies are proposed to prevent the burnout among the heads. 

Table 5.1 
Proposed Coping Strategies 

                 Personal  
 

           Organizational  

Short term 
 
 
 
 
 
 
 
 
 
 
 

• Addressing self-care needs. Heads may 
develop a healthy work life balance. 

• Promoting self-wellbeing ( proper 
nutrition ,exercise, sleep) 

• improving social emotional competencies 

• Enhancing Personnel 
Relationship,(professional relationship 
with staff) 

• Enhancing and establishing open and 
professional  Communication Skills 

• Personal awareness, 

• Social support to comprehend the stressor 

• Setting up Guiding & Counseling 
Department, 

• Training institutions integrate burnout 
and management modules in the 
curriculum for pre-service and in 
service training, 

• Conducive work environment for the 
heads may be created by enhancing 
personnel relationship, communication 
skills and team work 

 
• Developing Stress reduction skills 

through stress management training 
programs. 

 
• Ensuring the workload is in line with 

heads’ abilities and resources 
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with different perspective to reduce stress 

• Adopting Emotion focused strategies 

• Adopting Problem focused strategies 

• Job crafting 

 
• Provision of incentives and 

opportunities for heads to use skills.      

Long term • Continuous Professional Development, 

• Must consult psychologist personally , if 
stress prevails for a long time. 

 

• Stress Management ,programs 

• Continuous Professional Development, 

• Educational institutions should be 
depoliticized, 

• Heads should be involved in policy 
making process 

• Services of psychologists may be 
provided at the district level  

Emotional intelligence and 
Burnout(There was a 
significant but negative 
relation was between the 
emotional intelligence and 
burnout which indicates that 
by improving the emotional 
intelligence the stress can be 
reduce and burnout can be 
prevented.) 

• Heads should take steps to enhance their 
EI skills in order to work more efficiently 
and to cope up with occupational stress. 

• Self needs analysis (writing your feelings 
down) 

• Practice mindfulness 
• Change your perspective to understand 

others emotions be empathetic  
• Have a clear purpose of personal and 

professional life to sustain motivation. 

• Developing programs for heads in order 
to learn how to manage their emotions, 
and to improve and use   emotional 
intelligence skills to create 
compassionate understanding and 
optimistic emotion for the sake of their 
own well-being and input to the 
organization. 

• Develop intervention programs on 
continuous basis 

 

 

Following modules might be included in the special programs for the heads of 

secondary schools of KP to reduce stress and avoid burnout: 

1.  Identifying stressors by the participants (Heads) 

2.  Discussing impact of stressors  

3.  Learning and practicing techniques: 

o Mindfulness training 

 Practice identifying emotions through body scan  

 Regulations of emotions. 

 others emotional appraisal. 

o Positive psychology 

 practicing reframing of thoughts and feelings about a situation in a positive 

way. 

o Development of plan for self-care  



99 
 

 
 

o Learn and explore and learn different self -care techniques and develop a self -

care plan individually. 

o    Group Discussion  on Problem Solving Techniques through brainstorming 

4. Follow up sessions 

5.6 Recommendations for Further Research 

1. Further research on how heads can take measures to prevent burnout is 

recommended with focus on both prevention and support to prevent the burnout 

among the heads. 

2. Further research is recommended to develop and implement stress management 

programs to prevent burnout specifically designed for the heads of schools. These 

stress management programs may be included in-service professional 

development programs. 
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APPENDICES 

Appendix A 
 

Consent Letter to Participate in the Research Study 

This letter concerns to seek out your consent to participate in the study. Your 

true responses are very much important and serve as facilitation in this academic 

activity. It is assured that your responses will be kept confidential and will used only 

for the research purpose. Please clearly confirm your consent to participate in this 

study by responding to the undertaking below. I hereby agree to participate in this 

study. I also have right to decline to participate in this study as well. 

 

 

 

 

___________________    _____________________ 

 

Signature of Participant                                                  Signature of Researcher 
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Thank you for participation in this study and for your time. 

 

 

 

Appendix B 
 

General Instructions & Demographic Information Sheet 
To participate in this study, you are required to fill out this attached Performa. 

This Performa is composed of 04 questionnaires along with instructions. Kindly read 

instructions carefully mentioned on each questionnaire and respond to all questions. 

Please do not leave any question unattempted. You are required to respond to all 

questions keeping in mind the views related to your current school, where you are 

employed in the capacity of permanent employee. It is desirable to fully ignore your 

views related to your involvement to any side jobs or work settings. 
 

Demographic Information Sheet 
Before proceeding, kindly provide the detail of your demographic information 

cited below. 

DEMOGRAPHICS 

1. Gender  

  Male    

  Female  

2. Age 

 21-30 years  

 31-40years 

 41-50years 

 51-60years 

  3. Experience 

 1-6 years 
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 7-12years 

 13-18years 

 19-24years 

 25 & above  

4. What is the highest level of education you have completed? 

   B.A/B.Sc  

  M.A/M.Sc 

  M.Phil 

  PhD 

Any other ________________ 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 



117 
 

 
 

APPENDIX-C 
 

Copenhagen Burnout Inventory 
1 How often do you feel tired?  

Always Often Sometimes Seldom Never/almost 
Never. 

2 How often are you physically exhausted?  
Always Often Sometimes Seldom Never/almost Never. 

3 How often are you emotionally exhausted?  
Always Often Sometimes Seldom Never/almost Never. 

4 How often do you think:”I can’t take it anymore”?  
Always Often Sometimes Seldom Never/almost Never. 

5 How often do you feel worn out?  
Always Often Sometimes Seldom Never/almost Never. 

6 How often do you feel weak and susceptible to illness?  
Always Often Sometimes Seldom Never/almost Never. 

7 Is your work emotionally exhausting? 

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

8 Do you feel burnt out because of your work? 

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

9 Does your work frustrate you? 

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

10 Do you feel worn out at the end of the working day? 

Always Often Sometimes Seldom Never/almost Never. 

11 Are you exhausted in the morning at the thought of another day at work? 

Always Often Sometimes Seldom Never/almost Never. 

12 Do you feel that every working hour is tiring for you?  
Always Often Sometimes Seldom Never/almost Never. 
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13 Do you have enough energy for family and friends during leisure time? 

Always Often Sometimes Seldom Never/almost Never. 

14 Do you find it hard to work with clients? 

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

15 Do you find it frustrating to work with clients? 

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

16 Does it drain your energy to work with clients?  
To a very 

high degree. 
To a high 

degree Somewhat  To a low  
degree To a very low degree. 

17 Do you feel that you give more than you get back when you work with 
clients?  

To a very 
high degree. 

To a high 
degree Somewhat  To a low  

degree To a very low degree. 

18 Are you tired of working with clients?  
Always Often Sometimes Seldom Never/almost Never. 

19 Do you sometimes wonder how long you will be able to continue working 
with clients? 

Always Often Sometimes Seldom Never/almost Never. 
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APPENDIX D 

Wong and Law EI Scale (WLEIS) 

This section of the survey will evaluate emotional intelligence, and is divided 

into four sections (self-emotions appraisal, others-emotions appraisal, use of 

emotions, and regulation of emotion). Please answer the following questions by 

circling the appropriate choice. 

1.  Totally Disagree (TD) 

2. Disagree   (DA) 

3. Somewhat Disagree (SD) 

4. Neutral  (N)  

5. Somewhat Agree (SA) 

6. Agree (Ag) 

7. Totally Agree (TA) 

1. I have a good sense of why I have certain feelings 
most of the time 

1 

(TD) 

2 

(DA) 

3 

(SD) 

4 

(N) 

5 

(SA) 

6 

(Ag) 

7 

(TA) 

2. I have good understanding of my own emotions        

3. I really understand what I feel        

4. I always know whether or not I am happy        

5. I always know my friends’ emotions from their 
behavior        

6. I am a good observer of other’s emotions        

7. I am sensitive to the feelings and emotions of others        

8. I have good understanding of the emotions of people 
around me 

       

 

9. 
I always set goals for myself and then try my best to 

1 2 3 4 5 6 7 
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achieve them (TD) (DA) (SD) (N) (SA) (Ag) (TA) 

10 I always tell myself I am a competent person        

11 I am a self-motivating person        

12 I would always encourage myself to try my best        

13. I am able to control my temper so that I can handle 
difficulties rationally.        

14 I am quite capable of controlling my own emotions        

15 

I can always calm down quickly when I am very 

angry        

16 I have good control of my own emotions        
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APPENDIX E 
 
Organizational Commitment Questionnaire 
 
Instructions: These are the statements about how you feel towards your 

organization. Read each statement carefully and indicate the extent (strongly agree 

(SA), agree (Ag), neutral (N), disagree (DA), and strongly disagree (SD) to which 

you agree or disagree with the statement. 

 
1. I do not feel like part of family of my school. 

SA Ag N DA SD 

2. I feel emotionally attached to my school. 
SA Ag N DA SD 

3. Working at my school is a great deal of personal interest 
to me. SA Ag N DA SD 

4. I feel a strong sense of belonging to my school. 
SA Ag N DA SD 

5. My school does not deserve my loyalty. 
SA Ag N DA SD 

6. I am proud to tell others that I work at my school. 
SA Ag N DA SD 

7. I would be happy to work at my school until I retire. 
SA Ag N DA SD 

8. I really feel that many problems faced by my school are 
also my problems. SA Ag N DA SD 

9. I enjoy discussing my school with people outside of it. 
SA Ag N DA SD 

10. I am not concerned about what might happen if I left my 
school without having another position lined up. SA Ag N DA SD 

11. It would be very hard for me to leave my school right 
now even if I wanted to. SA Ag N DA SD 

12. Too much in my life would be disrupted if I decided I 
wanted to leave my school now. SA Ag N DA SD 

13. It wouldn’t be too costly for me to leave my school now. 
SA Ag N DA SD 

14. Right now, staying with my school is a matter of 
necessity as much as desire. SA Ag N DA SD 

15. One of the serious consequences of leaving my school 
would be the scarcity of available alternatives. SA Ag N DA SD 
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16. One of the reasons I continue to work for my school is 
that leaving would require considerable sacrifices i.e., 
another organization may not match the overall benefits I 
have here. 

SA Ag N DA SD 

17. I do not feel any obligation to remain with my school. SA Ag N DA SD 

18. Even if it were to my advantage, I do not feel like it 
would be right to leave my school now. SA Ag N DA SD 

19. I would feel guilty if I left my school now. SA Ag N DA SD 
 

20. My school deserves my loyalty. SA Ag N DA SD 
21. It would be wrong to leave my school right now because 

of my obligation to the people in it. SA Ag N DA SD 

22. I owe a great deal to my school. SA Ag N DA SD 
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APPENDIX F 
CAUSES OF BURNOUT 

QUESTIONNAIRE 

1. What do you perceive to be the three most important factors contributing to your own 
feelings of burnout?  

 (Workload, Lack of Control, Lack of Reward, Community,Lack of Fairness,Values or any 
other) 

i. __________________________________________ 

ii. __________________________________________ 

iii. __________________________________________ 
 

2. What aspects of the job you find most stressful 

___________________________________________________________________________ 

 

___________________________________________________________________________ 

3. How would you go about dealing with that stress ( mentioned above)? 

 

___________________________________________________________________________ 

 

___________________________________________________________________________ 

 

 

 

You have completed the survey. Thank you for your time. If you would like additional 
information about the survey and/or information regarding the results please e-mail 

taheeraghufran@gmail.com 

mailto:taheeraghufran@gmail.com
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APPENDIX-G 

GOVT. OF KHYBER PAKHTUNKHWA ELEMENTARY  & SECOHDARY EDUCATION DEPARTMENT 
Block “A", Opposite MPA’s hostel, C/v'// Secretriate 

Peshawar Phone #091-9210037, Fax # 
091•9211419 

NO. CPO/PO-II/E&SE/TahiraBibi/2016 Dated Peshawar  the, September  06t' 
,2016 

To 

The Director, 
Elementary & Secondary Education, 
Peshawar. 

Attentions: -  All  DEO’s (Male/Female), Khyber Pakhtunkhwa. 

Subject: REQUEST FOR PERMISSION  TO CONDUCT RESEARCH IN SECONDARY 
SCHOOL. 
I am directed to refer to your letter No.3844/133/STD/P&D/AIOU dated 23-

06- 2016 on the subject noted above and to state that Competent Authority in Elementary 
& Secondary Education Department in pleased to allow Mst.Tahira Bibi(student of Ph.D, 
Education Planning and Management at Allama Iqbal Open University) to visit and 
conduct research study on analysis of burnéut among the principals/head teachers of 
Secondary Schools and find out the relationship of burnout, emotional intelligence, 
organizational commitment and demographic variables at work place. 

 
You are, therefore, requested to coordinate and facilitate Mst.Tahira Bibi to 

conduct the purpose research study, please. 
 

 
 

(Hidayat Ullazir) 
Planning Officer-II 

 
Endst: No. (As above) 
Copy forward for information to the:- 

 

1. PS to Secretary, Elementary & Secondary EducationDepartment. 
2. PS to Special Secretary (Dev), Elementary & Secondary EducationDepartment. 
3. PA to Chief Planning Officer, Elementary & Secondary EducationDepartment. 
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