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Abstract. Social loafing is an undesirable behaviour as it negatively affects the outputs of the organization. Therefore, it is nec-
essary to address the question of whether job burnout results in social loafing in the context of examining and eliminating the
factors that cause this behaviour, and whether employee sabotage in this effect has a mediating role. The methodological frame-
work of the study includes the theory of burnout and social impact theory. The research data have been obtained from 157 teach-
ers working at educational institutions in the private sector in Karaman province of Turkey using the method of non-probability
sampling, namely purposive sampling, and survey technique. To evaluate the data, the authors apply the methods of descriptive
statistics and correlation analysis. In the study, job burnout consists of three dimensions: emotional exhaustion, depersonaliza-
tion and the absence of personal accomplishment. According to the research findings, job burnout affects social loafing and this
is partially mediated by employee sabotage. At that, employees’ tendency towards sabotage behaviours reinforced when they
experienced an increase in each of the three dimensions of job burnout. The study is of interest for researchers, company manag-
ers and teachers when developing strategies for minimizing undesirable social loafing behaviour, as well as investigating and
guiding employee conduct in the workplace.
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AHHoTauusa. CounanbHas NeHOCTb OKa3blBAeT HeraTMBHOE BO3AeNCTBME Ha 3HOEKTUBHOCTb AEATENbHOCTM OpraHv3auuu.
CraTba NocBsALLEHa U3yYeHUI0 GaKTOPOB, CNOCOOCTBYIOLMX BO3HUKHOBEHMIO JAaHHOTO ABMIEHMA, B YaCTHOCTU NPOdeccroHarnb-
HOro BbIrOpaHusA 1 TPyAoBOro cabotaxa. MeTogonormyeckas 0CHOBa MCCNeOBaHWA NpefcTaBieHa MHOrodaKTopHOiA Teopu-
el BbIropaHus, a TakxKe Teopueii couunanbHoro BauaHuA. HpopmaumoHHyio 6asy cocTaBunu pesynbTathl onpoca 157 npeno-
[aBaTesiei YacTHbIX 06pa3oBaTeNbHbIX yupexaeHuii npoBuHUMKY KapamaH (Typuus), NpOBEAEHHOTO C NPUMEHEHUEM TEXHUKM
HanpasneHHoro otbopa. Mpy aHann3e JaHHbIX KCMNONb30BANNCh METOAbl AECKPUNTUBHOMN CTaTUCTUKU U KOPPENALUOHHOTO
aHanmsa. PaccMoTpeHbl TpK acnekTa NpopeccMoHanbHOro BbIropaHus: SMOLIMOHaNbHOE UCTOLLEHWe, AenepCcoHan3auus u oT-
cyTcTBME camopeanu3auuu. O6HapPYXEHO, UTO C YXYALIEHUEM 3TUX COCTOAHUIA YCUNIMBAETCA CKNOHHOCTb PAabOTHUKOB K TPYLO-
BOMY CaboTaxy. YCTaHOB/IEHO 3HaUMMOE BAUsHE NPOPECCMOHANBbHOTO BbIrOPaHUsA Ha COLMAbHYI0 JIEHOCTb, a TaKXe ornocpe-
[OBaHHOE BO3eCTBME CabOTaXXHOro TPYAOBOro NOBELEHMUA HA BbIIBNIEHHYIO B3aUMOCBA3b. [onyueHHble pe3ynbTaTbl MOryT
MCNONb30BaTbCA NCCNEOBATENAMM, MEHEXKEPAMM KOMMAHWI 1 NpeACcTaBUTeNsaMU chepbl 06pa3oBaHMsA Npu pa3paboTke cTpa-
TEri N0 MUHUMM3aLIMM MPOABEHUI COLMANbHOMN NEHOCTY, @ TakXKe NPU yNpaBneHnn TPYLOBbIM NOBEAEHVEM PAaBOTHUKOB.
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INTRODUCTION

Today, human beings tend to produce a lot of work with
little effort. However, the effort put forward by humans
determines the level of production. Therefore, especially
in the work done with the large group, there may be indi-
viduals in the group who make less effort than others. In
this case, social loafing (SL) occurs. SL is that the individu-
al makes less effort in the work done with the group while
doing more in the work he/she does on his own [Liden et
al., 2004, pp. 285-286; Heuzé, Brunel, 2003, p. 246; Har-
cum, Badura, 1990, p. 629; Dogan, Bozkurt, Demir, 2012,
p. 56]. This behavior adversely affects the organization
and its employees. It has been observed in studies that
the commitment and the trust in the institution are dam-
aged and the motivation to work decreases in the working
groups where there is SL [Mulvey, Klein, 1998, p. 63; Deka,
Kasyap, 2014, p. 89; Zydziunaité, Jezerskyté, 2005, p. 87]. It
is thought that job burnout (JB) can influence SL, which is
very important in terms of performance and effectiveness
in organizations. As a concept, JB can be explained as feel-
ing emotionallyinadequate, loss of motivation, reluctance
and physical fatigue in situations such as damage to one’s
self-esteem due to the inability to keep up with the pace
of overwork [Freudenberger, 1974, p. 161; Uludag, 2020,
p. 56]. Employees who experience burnout due to various
factors may display behaviours of sabotaging organiza-
tion and production. Upon examining the literature, em-
ployee sabotage (ES) has been defined as disruptive and
destructive behaviours of individuals aimed at achieving
their objectives while disturbing the working order of the
organization, preventing production from continuing on
a regular basis, ruining employee communication, harm-
ing employees and customers [Crino, 1994, p. 312]. There-
fore, in addition to the effect of burnout on SL in employ-
ees, the role of ES on this effect has been examined within
the scope of the research.

LITERATURE REVIEW

Social Loafing. SL occurs during the work that needs to
be done by a group, as opposed to the work to be done
by an individual working on their own. There are differ-
ent definitions of SL in the literature. Social loafing is the
intentional or unknowing effort of an individual in the
group in the work environment [Liden et al., 2004, pp.
285-286]. According to Heuzé and Brunel [2003, p. 246],
SL is when an employee has a task to do with other em-
ployees of the organization, waiting for the work to be fin-
ished by making less effort individually. In other words, a
person demonstrates a stronger tendency to work while
working alone than as a member of a group [Harcum,
Badura, 1990, p. 629]. Recent research studies show that
SL is affected by many variables [Karadal, Saygin, 2013, p.
208; Ulke, Bilgic, 2011, p. 305]. Among these factors are
the following: group size; difficulty in handling the task;
the belief that individual performance cannot be evalu-
ated fairly; the viewpoint that individual efforts will not

be noticed if the distribution of duties is unequal and oth-
er group members will need to work more; team loyalty;
intrinsic work desire; organizational commitment level;
intention to leave work; importance of the task; demo-
graphic characteristics; and individual differences.

Ringelman’s study at the Grand Juan School of Agri-
culture between 1882 and 1887 is considered a socio-
psychological experiment on SL. Ringelmann asked the
volunteer men to pull the rope with a dynamometer
anchored to it with all their strength individually and in
groups [Kravitz, Martin, 1986, p. 937]. It was found that
the force applied by individuals was different when the
rope was pulled in the group or alone, and the individual
force applied in the group decreased as the number of
people increased. It was concluded that one of the most
important reasons for explaining this situation is that in-
dividual performance within the group is indiscriminate
[Latané, Williams, Harkins, 1979, pp. 822-823]. The situa-
tion, which occurs as the tendency of individuals within
the group to perform less, is called the Ringelmann effect
[Simms, Nichols, 2014, p. 58]. There are numerous fac-
tors such as competencies, skills, willingness to work and
group size that have an impact on the determination of
SL in group work. The idea of group work is observed as
a way to improve results in a particular task due to the
collective abilities and efforts of individuals in the group.
However, in some groups or in some tasks, participants
prefer to make less effort to achieve the group’s goal
[Ozan et al., 2020; Yakin, S6kmen, 2018]. Therefore, many
studies have focused on finding the causes of SL. In these
studies, the theories and hypotheses shedding light on
the causes of SL have been determined. Some of them are
social impact theory, expectation-value theory, collective
effort model, arousal reduction, evaluation potential, dis-
pensability of effort, matching of effort and self-attention
[Karau, Williams, 1993, p. 682-684].

The most negative aspect of group studies is that
there is no method that can be applied specifically to
evaluate individual performance within the group. This
causes employees to turn to SL and decreases their moti-
vation [Deka, Kasyap, 2014, p. 89]. Decreased motivation
within the team encourages social loafingers who make
less effort, thus reducing the team'’s success [Zydzinaité,
Jezerskyté, 2005, p. 871. In various studies [Uslu, Cavus,
2014, p. 52; Plaks, Higgins, 2000, p. 964; George, 1992, p.
194], the causes of SL are as follows:

« individuals may tend to loafing off because they
think that the effort made when they work within the
group will go unnoticed;

« team members may tend to socially loafing off when
they believe that the results of their individual work
cannot be determined;

« if people expect that their colleagues in the group
will exhibit loafing behaviour, they can try to reduce their
individual efforts and achieve labour equality;



+ people may doubt that their own contributions are
important or necessary if there is more than one person
working on the same task;

« failure to award or punish the members of the group
causes individuals to show SL. Motivation may be low
because the perceived relationship between individual
efforts and penalties (sanctions) or rewards is weak;

« employees may tend to socially loafing off when
they feel that their efforts are not important or necessary
for group performance;

« insecurity towards the resulting team can increase SL
if team members have communication problems;

« instead of evaluating the product or service of
the study in general, evaluating the performance of
individuals within the group may prevent SL. Thus,
successful individuals can prevent social loafingers from
losing their desire to work.

Job Burnout. Freudenberger [1974] defined burn-
out as a case of failure, wearing out, overload, loss of
power and energy, or depletion of an individual’s inter-
nal resources as a result of excessive demands on en-
ergy, strength, or resources. The concept of burnout is
a combination of prolonged emotional burnout, physi-
cal burnout, not participating in work, mistreatment of
customers and a decrease in business success. Freuden-
berger has also referred to burnout as the depletion
of physical and emotional resources that resulted in
various specific syndromes. He has also explained that
burnout syndrome occurs in professional, organiza-
tional and individual contexts. Maslach and Jackson
[1981] have defined burnout as cynicism and emotional
burnout syndrome that occur frequently in individuals
who are in contact with people due to their work [Faiz,
2019, p. 28]. Burnout is a psychological syndrome of
emotional burnout, depersonalization and diminished
personal success that can occur in individuals who work
with other people in a certain capacity. An important
aspect of the burnout syndrome is increased feelings
of emotional distress. Another aspect is the develop-
ment of personalization (i.e., negative, cynical attitudes
and feelings about one’s customers) [Maslach, Jackson,
Leiter, 1996].

Burnout can be generalized as a lack of motivation
and constant unhappiness, as individuals feel they have
no power to do the work they should do in their employ-
ment contracts and daily routines [Faiz, 2019]. Emotion-
al burnout is expressed as the most basic dimension of
burnout [Kagmaz, 2005; Eroglu, Diindar, Kisioglu, 2020].
Emotional burnout is the first step in burnout syndrome,
which begins with a decrease in emotional and physi-
cal resources due to excessive workload [Wright, Bonett,
1997, p. 492; Maslach, Schaufeli, Leiter, 2001, p. 402]. This
is when the person is emotionally and thoughtfully away
from what they serve. It refers to the strict, cold, irrelevant,
callous behaviour of the individual towards the people
he/she serves. Therefore, it shows the extent of the re-
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lationship of burnout between people [Eroglu, Diindar,
Kisioglu, 2020].

It is observed that the employee who thinks that he/
she cannot control the surroundings of the individual, his/
her work, feels helpless when faced with a negative event
and begins to act like a machine to cope with this situ-
ation, becoming desensitized [Demir, 2009]. The second
dimension of burnout refers to the dimension of deper-
sonalization, while the interpersonal communication di-
mension of burnout refers to negative callousness in vari-
ous aspects of the work [Maslach, Schaufeli, Leiter, 2001,
p. 399]. Employees in the dimension of depersonalization
have a pessimistic mood towards the workplace and its
surroundings, develop cynical attitudes and display neg-
ative emotions [Wright, Bonett, 1997, p. 4921. It is found
that the more time the individual works, the more desen-
sitized they become to the work they do [Uzun, Mayda,
2020].

Individuals who experience the third and final di-
mension of burnout are in a state of dissatisfaction with
the feeling of personal success. The individual makes
self-assessment in this process. People experiencing
this dimension of burnout think of themselves as pes-
simistic and unsuccessful individuals [Wright, Bonett,
1997, p. 492; Maslach, Schaufeli, Leiter, 2001, p. 403]. The
decrease in the sense of personal success is reflected in
the employee’s work performance after a while and his/
her communication with their managers and colleagues
[Guler, Marsap, 2018]. Establishing a social network and
supporting it in this way is important for all professional
groups. This support contributes to the feeling of per-
sonal success by reducing the stress experienced in
the business processes and increasing the job satisfac-
tion. Individuals feel more comfortable in the working
environment if they exhibit shared attitudes with their
colleagues, do not feel alone in this environment, and
believe that they will find supporters when faced with
possible problems [Emecen, Sarag, 2020]. Individuals
whose sense of personal success diminishes question
themselves and the work they do. Finally, there is a de-
crease in feeling inadequate and wanting to work [Ersoy,
Utku, 2005, p. 45]. In general, burnout, which can occur
in the three different dimensions, has different causes
due to business conditions and organizational charac-
teristics; it is observed that it can lead to many nega-
tive outcomes individually, socially and organizationally
[Yildirim, 2019]1.

Individuals who are emotionally worn out in the work
environment have several problems outside of work,
which can cause great damage by deteriorating their
health [Uludag, 2020]. Burnout can lead to a deterioration
in the quality of care or service provided by staff. Return
to work, absenteeism and low morale burnout are impor-
tant factors. However, burnout appears to be associated
with various indexes of personal dysfunction, including
physical fatigue, insomnia, increased alcohol and drug

UPRAVLENETS/THE MANAGER 2021. Vol. 12. No. 6




90

YNPABAEHEL, 2021. Tom 12. N2 6

Yn paBneHne YyenoBevyeCckummn pecypcamm

use, and marital and family problems [Maslach, Jackson,
Leiter, 1996]. A manager who listens and values with a tol-
erant, flexible, fair, participatory management approach
is extremely important in preventing and eliminating
burnout.

Employee Sabotage. ES is defined by Crino [1994, p.
312] as the disruptive and destructive behaviours of indi-
viduals aimed at achieving their objectives while disturb-
ing the working order of the organization, preventing
production from continuing on a regular basis, ruining
employee communication, harming employees and cus-
tomers. Types of sabotage are examined in three sub-cat-
egories [Analoui, 1995, p. 511:

1) destruction: destruction of the product or service
from the working environment or damage to the work
environment;

2) inaction: foreseeable as a result of deliberate work
stoppages, cases in which damage to the organization
occurs;

3) waste: it occurs in cases where destruction is car-
ried out deliberately. For example, causing waste of raw
materials.

When performing the literature analysis, it can be seen
that there are five main reasons behind employee sabo-
tage [Ambrose, Seabright, Schminke, 2002, p. 948]:

1) not having power. According to researches, the be-
lief that employees do not have power leads them to a
tendency to sabotage [Di Battista, 1991, p. 350];

2) frustration. Employees achieving their core objec-
tives and blocking future goals increase the tendency for
sabotage [Chen, Spector, 1992, p. 177];

3) idea of making things easier. Facilitating things de-
scribes performing some unruly actions while doing busi-
ness. An example of this kind of sabotage is an employee
doing the job by putting stones on a button that must
be held down by their hand. The practice here is unac-
ceptable, even if it is well intentioned, because in accord-
ance with the rules of business, the employee must carry
out that work within the framework of the definition
[Ozdevecioglu, Aksoy, 2005, p. 99];

4) the idea of boredom and fun. Employees who are
tired of the monotonous working order of organizations
can joke and ask for time to pass quickly. However, this
may cause disruption to jobs or services [Crino, 1994,
p.317;

5) perception of injustice within the organization. Crino
[1994, p. 315] have stated that this occurs when the organ-
ization does not make fair decisions about its employees.
These situations perceived as unfair are the organization’s
lack of respect in the employee’s job, neglect of promo-
tion status, loading additional responsibilities without an
increase in wages, inadequate resources, distrust of the
employee in matters related to his/her job, as a result of
which the employee may behave in ways that may sabo-
tage the organization.

MATERIALS AND METHODS

Social loafing is a behaviour that disrupts both the per-
formance of the organization and the sense of fairness
among employees and therefore is not intended to be car-
ried out. However, there may be different organizational
reasons that trigger this behaviour. Therefore, it is neces-
sary to investigate the factors that will cause increased or
decreased SL in employees. From this point on, JB and ES,
which are thought to have an impact on SL, have been
also discussed. Upon reviewing the literature, the study
by Li et al. [2016] has researched the effect of emotional
labour on job burnout and service sabotage of health
personnel in primary health institutions and emphasized
the effects of emotional labour on job burnout and ser-
vice sabotage. The study by Ozbey and Kapusuz [2020]
aimed to determine the effects of strategic innovations
on employees’ social loafing. The results of the analysis
showed that strategic innovation is the determinant of SL.
On the other hand, strategic innovation has contributed
negatively to the estimation of SL. In their study, Perry et
al. [2016] have sought to clarify the relationship between
virtuality and social loafing by investigating the difference
in family responsibility and dissimilarity, as well as cohe-
sion and psychological obligation. Their study has found
that cohesion and obligation can mediate these effects,
so that the high levels of these mediators are associated
with low levels of SL in similar teams with a small number
of family responsibilities. Koksal and Glrsoy [2019] have
examined the impact of SL perception and role uncer-
tainty on political behaviour. In this context, the relation-
ship between role ambiguity and political behaviour and
the role of SL in this relationship have been investigated.
The research results demonstrate that if the roles are un-
certain and there is a perception that other employees
are also socially loafing off, political behaviour is affected.
Varshney [2018] has examined the relationship between
SL, self-concept and perceived organizational politics and
established that the latter significantly mediates the re-
lationship between social loafing and self-concept. The
research by Aydemir and Keles [2019] has been carried
out in order to determine the effect of the perceived lead-
ership behaviours of kitchen department employees of
hotel enterprises on SL. According to the results of the
research, there are significant negative relationships be-
tween each dimension of leadership behaviour and SL.
In other words, SL was negatively affected by leadership
behaviours. Alnuaimi, Robert and Maruping [2010] have
aimed to identify cognitive mechanisms that mediate the
effect of team size and distribution on SL in technology-
supported teams. They have shown that the spread of
responsibility, attribution of crime and dehumanity (in
part) mediates the effects of team size on SL. Lount and
Wilk [2014] have examined how assignment performance
affects employees’ motivation when working in groups,
an action that triggers increased social comparisons
between employees. According to the study’s findings,



when individual performance was publicly posted in the
workplace, employees working in a group performed bet-
ter than when working alone; however, when individual
performance was not posted, employees working in a
group performed worse than when working alone. In his
study, Uysal [2016] has determined the perceptions of
SL of colleagues in the same organizational climate and
researched the effect of these perceptions on employees’
feelings of burnout. As a result of the analyses carried
out, a significant relationship has been found between
employees’ perceptions of SL and burnout towards their
colleagues. Upon reviewing the results of this research,
it is observed that a wide variety of factors influence SL.
Similarly, the study carried out by Uysal [2016] has been
noted in the literature review. In this study, the effect of
perceived SL on employees’ burnouts is examined, and
the effect of JB on SL is investigated. Therefore, no stud-
ies have been found in the literature review that explored
the burnout, SL and ES as intermediary variables.

The purpose of the research is to determine the role
of mediation of sabotage, which works on the effect of
burnout within the organization on SL. However, it is
aimed to examine the effect of ES on SL, which is a big
problem within the organization, and to present recom-
mendations on the measures to be taken in advance for
the problems that may occur within the organization.

Population and Research Sample. The population of
research consists of private sector employees. The sample
of the research covers teachers working in educational
institutions in the private sector (Appendix). In the study,
purposive sampling has been used from non-probability
sampling methods and data have been obtained from
157 employees in the educational institution who have
been previously identified and whose permission has
been obtained due to the difficulty of accessing the data.

Data Collection Method. The data to be used in the re-
search have been obtained by applying the face-to-face
survey method. The survey used to obtain the data con-
sisted of three scales in 5-point Likert structure, namely
JB, SL and ES. “Burnout Inventory” (MBI) developed by
Maslach and Jackson [1981] has been used to measure JB.
This scale consists of three dimensions: “emotional burn-
out’, “depersonalization” and “low sense of personal ac-
complishment”. The “Social Registration Scale’, developed
by Mulvey and Klein [1998] has been utilized to measure
SL and the scale developed by Harris and Ogbonna [2006]
has been used to determine ES.

Model and Research Hypotheses. The study using the
scanning model includes an independent, a dependent,
and a mediating variable. Within the framework of the
research, JB refers to the independent variable, SL is the
dependent variable, and ES refers to the agent variable.
In addition, the emotional exhaustion, depersonalization
and absence of personal accomplishment dimensions of
JB have been tested in the examination of the mediating
role.
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Fig. 1. Conceptual model

Research hypotheses:

Hy: JB affects SL in a positive and statistically signifi-
cant manner.

Hia: Emotional exhaustion affects SL in a positive and
statistically significant manner.

Hip: Depersonalization affects SL in a positive and sta-
tistically significant manner.

Hic: Absence of personal accomplishment affects SLin
a positive and statistically significant manner.

H,: JB affects ES in a positive and statistically signifi-
cant manner.

H,a: Emotional exhaustion affects ES in a positive and
statistically significant manner.

Hayp: Depersonalization affects ES in a positive and sta-
tistically significant manner.

Hjc: Absence of personal accomplishment affects ES in
a positive and statistically significant manner.

Hs: ES affects SL in a positive and statistically signifi-
cant manner.

Ha: ES has a mediating role in the relationship be-
tween JB and SL.

Haa: ES has a mediating role in the effect of emotional
exhaustion on SL.

Hap: ES has a mediating role in the effect of deperson-
alization on SL.

Hac: ES has a mediating role in the effect of absence of
personal accomplishment on SL.

Analysis of the Research Data. Structural equality mod-
el has been used with the least squares method for the
analysis of the data obtained. A two-step approach has
been adopted for this method. First, convergent validity
and separation validity are tested to confirm the validity
of the measurement model. Then, analysis is carried out
for structural validity and hypothesis testing [Anderson,
Gerbing, 1988]. It has been widely adopted in recent re-
search due to its ability to analyse small sample data, ab-
normal data and models with circumstantial formative
variables [Algharabat et al., 2017]. To examine the data,
SmartPLS software has been used.

21
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RESEARCH RESULTS

Table 1 contains the demographics of the sample. As
can be seen from the data, the majority of respondents
(59.7 %) are women, and most of them (67.3 %) are mar-
ried. In addition, it is observed that the average age of
the sample is concentrated in the 26-33 age group, while
the years of service fall mostly in the range of 1-5 years. It
was determined that the teachers who participated in the
study worked in different branches that provided educa-
tion in four levels - high school, elementary school, mid-
dle school, and kindergarten.

Cronbach’s alpha and composite reliability (CR) were
used to test the reliability of the model created as part
of the research. Table 2 shows that Cronbach’s Alpha val-
ues range from 0.77 to 0.95 and CR values range between
0.84 and 0.96. Therefore, it is understood that both pa-
rameters exceeded the threshold of 0.7 [Fornell, Larcker,
1981], which provided the reliability requirement. Aver-

age variance (AVE) and factor loads are used to test con-
vergent validity. The factors below the threshold were
removed from the model and reanalysed. The AVE values
of all structures range between 0.52 and 0.71, so exceed
the accepted level of 0.5 [Chin, 1998] and the required 0.5
of all item factor loads. Therefore, these results show that
convergent validity is also achieved.

According to Ko [2018], three methods are used to
evaluate discriminant validity. The first method is the
Fornell-Larcker criterion. According to this criterion, the
square root of AVE values must exceed the correlation co-
efficients of each hidden variable [Fornell, Larcker, 1981].
When the values in Table 2 are examined, their discrimi-
nant validity is verified. The second method is cross-factor
loadings. Table 3 shows that all indicator loadings exceed
cross-loadings, which confirms discriminant validity [Chin,
1998].

Table 1 - Descriptive statistics
Tabnuua 1 - [JeckpunmusHas cmamucmuka

Variable Group f %
Female 95 59.7
Gender
Male 62 39.0
. Single 50 314
Marital status
Married 107 67.3
18-25 years 21 13.2
26-33 years 63 39.6
Age 34-41 years 35 22.0
42-49 years 21 13.2
Over 50 years 17 10.7
1-5 years 53 333
. 6-10 years 37 233
Year of service
11-15 years 24 15.1
Over 16 years 18 11.3
Kindergarten 21 13.2
. Primary school 30 18.9
Educational level
Secondary school 53 333
High school 53 333

Table 2 - Cronbach’s alpha, composite reliability, AVE and correlation results
Tabnuya 2 - 3HaqeHus KoappuyueHma anvga KpoHbaxa, KomnozumHoul HadexHocmu, cpedHeli 06vAcHeHHOU ducnepcuu

u pesysiemamel KOppeJiAyuoOHHO20 aHasausa

, | Composite . . Absence
Cronbach’s L L Emotional | Employee | Social
Structure reliability | AVE | Depersonalization . of personal
alpha exhaustion | sabotage | loafing .
(CR) accomplishment

Depersonalization 0.87 0.91 0.67 0.82*
Emotional 0.95 0.96 0.71 0.77 0.84*
exhaustion
Employee sabotage 0.77 0.84 0.52 0.65 0.59 0.72*
Social loafing 0.84 0.89 0.68 0.46 0.49 0.58 0.82*
Absence of personal |, ;g 0.85 053 -0.58 -0.55 ~052 | -045 0.73*
accomplishment

*AVE square root value.
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Table 3 - Cross-validation of indicator loading ;g

Tabnuya 3 - [lepekpecmHas nposepka Hazpy3kKu UHOUKamMopos &

2

Indicator Depersonalization :th::,i:t?:,l, Employee sabotage Social loafing At;iir;cne‘;ifsier;sec:‘r:al g

SL1 0.24 0.25 0.43 0.73 -0.34 5

SL2 0.50 0.47 0.53 0.88 -0.41 %

SL3 043 0.48 0.51 0.86 -0.38 ;

E

SL4 0.30 0.38 043 0.82 -0.33 Q

ES4 0.62 0.58 0.83 0.51 -0.39 E

ES5 0.59 0.56 0.81 0.49 -0.49 5

ES6 0.32 0.19 0.60 0.22 -0.34 E
ES7 0.38 0.39 0.67 0.44 -0.18
ES8 0.33 0.27 0.66 0.35 -0.46
JB_APA 3 -0.14 -0.10 -0.25 -0.16 0.61
JB_APA 4 -0.62 -0.63 -0.46 -0.33 0.78
JB_APAS -0.28 -0.28 -0.37 -0.32 0.77
JB_APA 6 -0.63 -0.58 -0.49 -0.48 0.83
JB_APA7 -0.13 -0.12 -0.16 -0.18 0.64
JB _dep1 0.81 0.54 0.52 0.27 -0.42
JB_dep2 0.87 0.75 0.57 0.38 -0.50
JB_dep3 0.82 0.71 0.51 0.47 -0.47
JB_dep4 0.81 0.57 0.53 0.29 -0.55
JB_dep5 0.76 0.55 0.53 0.44 -043
JB_eel 0.58 0.85 0.44 0.45 -0.41
JB_ee2 0.52 0.81 0.41 0.32 -0.49
JB_ee3 0.72 0.91 0.60 0.48 -0.58
JB_ee4 0.66 0.86 0.57 0.43 -0.47
JB_ee5 0.75 0.92 0.58 0.49 -0.51
JB_ee6 0.63 0.82 0.42 0.44 -0.34
JB_ee7 0.48 0.71 0.31 0.32 -0.26
JB_ee8 0.72 0.83 0.50 0.39 -0.45
JB_ee9 0.71 0.85 0.57 0.37 -0.58

Note. The abbreviations specified in the table represent the items that make up the scale dimensions. The abbreviation “SL" refers to
social loafing behaviour, “ES" stands for employee sabotage, “JB" is job burnout, “JB_APA” represents absence of personal accomplishment
dimension of job burnout,“JB_dep”represents the dimension of depersonalization of personal burnout, and “JB_ee” denotes the emotional
exhaustion dimension of personal burnout.

The third method to test discriminant validity is the Table 4 - Heterotrait-Monotrait (HTMT) ratio
Heterotrait-Monotrait (HTMT) ratio [Henseler, Ringle, Tabnuya 4 - Pacvem coomHowierus
Sarstedt, 2015]. When Table 4 is examined, it is observed «eemepompelim — moHompelim» (HTMT)
that HTMT values range from 0.49 to 0.83. Since all these =
values are below 0.85, the discriminant validity was recon- é S =
firmed [Voorhees et al.,, 2016]. As a result of these three S o g2
methods, it was determined that the research model had Structure g E S| g E "qo') =
satisfactory discriminant validity. g2 2|38 = | g g

After validation tests, the SmartPLS program was used g | 2< %-,% S |28

(a)] Wwo|wWwwan wn < ®

to confirm the hypotheses. R? beta and p values were
obtained as a result of the analyses. The R? value refers
to how much the dependent variable explains the inde- | Emotionalexhaustion | 083 | -
pendent variable. Beta and p values also indicate whether | Employee sabotage 076 | 063 | -
the hypothesis is accepted or rejected. When examining | Social loafing 052 | 053 | 069 | -
Fig. 2, it was determined that the depersonalization sub- | Absence of personal
dimension of JB significantly and positively affected ES | accomplishment

Depersonalization -

059 | 054 0.61 0.49 -
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(B = 041, p < 0.05), and this dimension also significant-
ly and positively affected the perception of SL (3 = 0.06,
p < 0.05). It was found that emotional exhaustion, which
was a sub-dimension of JB, significantly and positively
affected ES (B = 0.18, p < 0.05), and no significant ef-
fect of this dimension on the perception of SL (8 = 0.20,
p > 0.05) was established. The lack of personal accom-
plishment, which was sub-dimension of JB, significantly
and positively affected ES (B = 0.18, p < 0.05), and no
significant effect of this dimension on the perception of
SL (B = 0.15, p > 0.05) was determined. However, ES was
found to affect SL significantly and positively (B = 0.42,
p < 0.05). According to these results, Hyp, Haa, Hap, Hac and
Hs hypotheses were accepted, while H;; and H;c hypoth-

eses were rejected.
Employee
sabotage

Job burnout

Emotional
exhaustion

Depersonalization KA

| K
| K

\

=0
Absence of personal
accomplishment |

|
|
|
|
I
1 B=042
|
|
|
|

v
Social loafing

Puc. 2. CmpykmypHasa mooesib Ucc/1e008aHusA

Fig. 2. Structural model

According to the results of the analysis carried out to
determine the role of mediation, ES has a partial media-
tion role in the effect of depersonalization, as the sub-
dimension of JB, on SL (3 = 0.17, p < 0.05). The mediating
role of ES (§ = 0.07, p > 0.05) in the effect of emotional
burnout, another sub-dimension of JB, on SL was not es-
tablished. It was found that ES did not have a mediating
role (B =-0.07, p > 0.05) in the effect of the lack of person-
al accomplishment, the third sub-dimension of JB, on SL.
Therefore, as a result of these analyses, the Hyp, hypothesis
was accepted, whereas the Ha, and Hyc hypotheses were
rejected.

CONCLUSION
According to the results of the study, the absence of
personal accomplishment of employees grows, as does

their tendency for ES. In addition, it was observed that ES
enhances the perception of SL. Employees’ tendency to-
wards sabotage behaviours increased when they experi-
enced depersonalization and emotional burnout. On the
other hand, as a result of the analysis of the mediating
role, ES was determined to have a partial mediating role
in the effect of depersonalization, one of the sub-dimen-
sions of JB, on SL.

The study has made a new contribution to the litera-
ture with these results. The findings obtained during the
study could not be compared because no similar stud-
ies had been undertaken in the literature before. How-
ever, it is thought that the results can be used by other
researchers and organization managers to investigate
and guide employee behaviour. In particular, evalua-
tions for the teachers who made up the research sam-
ple are important. Research has shown that teachers
who experience JB in the organizational environment
perform more SL. Social loafing, which occurs mainly in
group studies, manifests itself in the works carried out
by the group such as planning departmental work in the
teaching profession and coordination of activities. This
increases the workload of other teachers who do not ex-
hibit SL and causes errors in education and activity plan-
ning. Another consequence of JB experienced by teach-
ers was found to be more ES. Moreover, as established
in the study, ES is partially mediated on the SL demand
in depersonalized teachers. In terms of the nature of the
job done, the most common ES in educational institu-
tions are behaviours aimed at degrading performance,
such as late entry to the course and not processing the
course effectively. These behaviours lead to a decrease
in the quality of educational activities, especially aca-
demic success, and undermine effectiveness and effi-
ciency in the school.

The primary limitation of this study is that its results
cannot be supported due to the absence of studies with
different samples in the literature. Therefore, selecting
samples of future studies from different organizations
and increasing the sample size can provide more detailed
results. Another limitation is that due to the COVID-19
pandemic, which started during the period of research,
high sample volume could not be reached. Therefore, the
application of post-pandemic studies to a wider audience
will increase the validity of the research results. In addi-
tion, the implementation of future studies in different
countries will support the revealing of cultural differences
of these behavioural models. m
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Appendix. Questionnaire
lMpunoxeHue. AHkema

1. Gender: Male ( ) Female ()

2. Marital status: Single ( ) Married ( )

3. Age: 18-25 years ( ) 26-33 years ( ) 34-41 years ( ) 42-49 years ( ) Over 50 years ( )

4. Education level: Primary School - Middle School ( ) High school ( ) Associate degree ( ) Graduate ( ) Postgraduate ( )
5. Work experience: 1-5 years ( ) 6-10 years ( ) 11-15 years ( ) 16-20 years ( ) Over 20 years ( )

6. Specialization: Kindergarten ( ) Primary school ( ) Middle School ( ) High school ( )

7. Your branch: Class Teacher ( ) Science ( ) Social studies ( ) Other ( )

UPRAVLENETS/THE MANAGER 2021. Vol. 12. No. 6

]
Please indicate your level of agreement —; g § é —;

on each of the following statements by placing a (X) in the appropriate box § g ?, § @ § g;:

&35/8|5| L F T
1. Staff in this establishment take pains with parents/students who are rude to them 1 2 |13|4| 5
2. Employees in this establishment quickly meet demands of parents/students 1 2 |13(4)| 5
3. Retaliation against parents/students who cause trouble is common among employees in this establishment | 1 2 13| 4 5
4. Employees may ignore the rules to make their job easier 1 2|34 5
5. Employees in this establishment sometimes make fun of parents/students to entertain each other 1 2 (3|4 5
6. Employees do not knowingly treat parents/students badly 1 21314 5
7. Employees in this establishment can sometimes knowingly worsen service delivery 1 2|34 5
8. Employees do not act dishonestly with parents/students 1 2|34 5
9. Employees in this establishment slow down their service processes when they feel like it 1 2|34 5
Please indicate your level of agreement - § -
on each of the following statements by placing a (X) in the appropriate box. =9 2|5 =)

Questions on this scale are answered based § g g % § §

on the behaviour of teammates working in the same environment ho|lB|> &%
1. My group members try to do their best 1 2|3 5
2. My group members live off someone else’s backs 1 2|3 5
3. My group members contribute less than | expected 1 2|3 5
4. My group members do the best they can within their abilities 1 2|3 5

Please indicate your level of agreement
on each of the following statements by placing a (X) in the appropriate box.

1.1am dissatisfied with my job

2.1 feel mentally drained after work

3.When | wake up in the morning, | feel like | cannot handle this job for another day

4. Dealing with people all day is really exhausting for me

5. I feel fed up with my work

6. | feel my job is limiting me

7.1 feel like I'm working too hard at my job

8. Working directly with people is stressful for me

9. | feel like | have come to the end of the road

10. I immediately understand the feelings of the people | meet in my job

11.1find the most appropriate solutions to the problems of the people | come across as part of my job

12.1 believe that | contribute to people’s lives through my work

13. | feel empowered to do a lot in my job

14. 1 create a comfortable atmosphere with the people | come across as part of my job

15. | feel refreshed after working closely with people

16. 1 have had remarkable success in this establishment

17. 1 approach emotional problems in my job calmly

18. | realize that | treat roughly some people | meet in my job

19. Ever since | started working in this job, I've been tough on people

20. 1 am afraid this job will make me more rigid

21.1do not really care what happens to the people | meet in my job

slals|als|sfa|a(a|n|ns|s|xn|x(a|na]|n| | s> |Mostoftime ||| > ]| > [Agree

NININ|NININININNINNINNNN NN NN NN | Very rare
vjululululn|u|lulululuialualalululaloala|ola]|oApytime

wWlwlwlwlwlwlwlwlwlwjlwlwlwlwlwlwlw|lw|lw|w|w]|w|Sometimes

22.1feel that people | meet at my job act as if | am the cause of some of their problems
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