
Organizacija, Volume 50 Number 1, February 2017Research Papers

47

DOI: 10.1515/orga-2017-0005

Burnout of Older and Younger 
Employees – The Case of Slovenia

Maja Rožman1, Sonja Treven2, Vesna Čančer2, Marijan Cingula3

1 Lackova cesta 13, 2000 Maribor, Slovenia
maja.500@hotmail.com 

2 University of Maribor, Faculty of Economics and Business, Slovenia
sonja.treven@um.si, vesna.cancer@um.si 

3 University of Zagreb, Faculty of Economics and Business, Croatia
mcingula@efzg.hr 

Background and Purpose: People spend a significant part of their lifespan working, but the role of age in job design 
and implementation of work have largely been ignored. The consequences can be evident in stress and burnout in 
different symptoms. Thus, age-diverse employees are faced with different symptoms of burnout and stress when 
carrying out their work. The main aim of this paper is to present burnout of older employees compared to younger 
employees in Slovenian companies.
Design/Methodology/Approach: The paper is based on research including a survey between two age groups of 
employees, namely the younger employees that were classified in the group of under 50 years of age and the older 
employees that were classified in the group of above 50 years of age. Since the Kolmogorov-Smirnov and Shap-
iro-Wilk test showed that the data was not normally distributed, the noan-parametric Mann-Whitney U test was used 
to verify differences in the physical symptoms of burnout, emotional symptoms of burnout, and behavioral symptoms 
of burnout in the workplace between two groups.
Results: The results show that there are significant differences in the great majority of the variables describing the 
physical symptoms of burnout, emotional symptoms of burnout, and behavioral symptoms of burnout in the work-
place between younger and older employees.
Conclusion: Well-being in the workplace of age-diverse employees is a key for long-term effectiveness of organi-
zations. Managers and employers should apply appropriate measures to reduce burnout as well as to contribute to 
employees well-being and better workplace performance.
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1	 Introduction

Modern organizations are faced with an important prob-
lem: burnout in the workplace and as a result of dissatis-
faction and demotivation of their employees in the work-
place. 

Burnout is an important occupational health issue that 
has a substantial health and well-being, career progression 
and organizational productivity impact (Kristensen et al., 
2005 in Robinson et al., 2016) and is a psychological re-

sponse to prolonged work stress that results from a mis-
match between the person and the job (Ellrich, 2016).

Satisfied employees are a vital prerequisite for a 
healthy company (Halkos and Bousinakis, 2010). Stressful 
and dissatisfied employees would not be able to deliver the 
same quality of work and productivity as those employees 
with lower stress levels and higher satisfaction.  Therefore, 
it is important that employers create a safe and friendly 
work environment (George and Zakkariya, 2015). Age-re-
lated differences are apparent in the nature of stressors 
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likely to be encountered at work (Hansson et al., 2001).  
However, stress can be considered as an unpleasant emo-
tional situation that we experience when requirements 
(work-related or not) cannot be counter-balanced with our 
ability to resolve them, which leads to burnout. This results 
in emotional changes as a reaction to this danger (Halkos 
and Bousinakis, 2010). Occupational stress and burnout 
have impacted the health and psychological well-being of 
workers with the attendant effects on their attitude to work 
(Brandy and Cox, 2002 in Babajide and Akintayo, 2011). 
When the working environment is perceived to be condu-
cive, there is less stress and job performance is greatly en-
hanced (Parkes, 2002).

Burnout refers to a state of emotional and mental ex-
haustion caused by long-term chronic, emotional, and 
interpersonal stress while carrying out a task. It is a psy-
chological withdrawal from work in response to excessive 
stress or dissatisfaction (Leiter et al., 2001). Burnout me-
diates a relationship between job stressor consisting of role 
conflict, role ambiguity, and role overload, and job out-
comes consisting of job performance, job satisfaction, and 
turnover intention (Ambrose and Norman, 2010; Fogarty 
et al., 2000). Intiyas and Supriyadi (2013) clearly suggest 
that the increase of pressure on the antecedent factor (job 
stressor) will increase the burnout intensity and then will 
result in diminished job outcomes.

Burnout of older employees can be explained by a high 
workload, a lack of challenge and physical demands of the 
job, less opportunities for growth, and a lack of social sup-
port, especially from colleagues within the organization 
(Henkens and Leenders, 2010).

The consequences of burnout for the individual, for 
the companies, and for the nation are worrying. Burnout 
can affect health, giving rise to both physical and psycho-
somatic problems as well as depression, low self-esteem, 
guilt feelings, anxiety, and low tolerance for frustration. 
Work-related consequences can include dissatisfaction 
with the work, mistakes in the workplace, absenteeism, 
fluctuation, and presentism (Suner-Soler et al., 2014).

Further, it has become important to understand the role 
of individual differences in examining the effects of job 
characteristics on job attitudes (Morgeson and Humphrey, 
2006). That means, that job characteristics are not expe-
rienced in the same way by all workers (Zaniboni et al., 
2014). 

Zaniboni et al. (2014) demonstrated that the role of age 
in the relationship between job characteristics and job at-
titudes is important, because with the aging population, it 
is important to see how jobs might be redesigned to enable 
people to continue to work successfully. It is appropriate 
to examine the interplay between age and work character-
istics because people generally spend a significant part of 
their lifespan working, and therefore have ample opportu-
nity to display these adaptive processes throughout their 
working lives, yet the role of age in job design has largely 

been ignored  (Truxillo et al., 2012).
Leaders have an important role in reducing the burden 

and stress of employees at the workplace by providing ad-
equate complexity of work (Yavas et al., 2013). Despite 
changes and new directions, organization devote very little 
focus to safeguard welfare and satisfaction of employees 
in the workplace. Some companies would not change their 
practices, even if this would adversely affect the well-be-
ing of employees (Rumbles and Rees, 2013).

The main aim of the paper is to consider human re-
source management in the age-diversity of employees 
in the context of burnout in the workplace. There is not 
much literature and research that is comprehensively and 
systematically based on theoretical knowledge nor studies 
about age-diverse employees and their symptoms of burn-
out. With this research we wanted to fill that gap.

First, this article provides a review of the literature on 
burnout and age-diverse employees. Then the aim of the 
study and its hypotheses as well as a description of the 
methodology are discussed.  In two following sections the 
results about the burnout among younger and older em-
ployees and discussion of the findings are shown.  Finally, 
limitations and future research opportunities are presented.

2	 Theoretical framework 

2.1	Symptoms of burnout

Burnout is a psychological term or concept for the expe-
rience of long-term exhaustion and diminished interest, 
usually in the work context. Further, burnout is often con-
strued as the result of a period of expending too much ef-
fort at work while having too little recovery (Embriaco et 
al., 2007). Burnout symptoms are work-related. High lev-
els of role stress are the result of burnout symptoms (Ashill 
et al., 2009). Thus, occupational stressors and burnout are 
serious threats to the health and well-being of employees, 
which may cause physical, mental and social illness for 
employees (Mosadeghrad, 2014).

2.2	Burnout in the workplace

Burnout in the workplace is a psychological syndrome of 
chronic emotional and interpersonal stressors experienced 
by individuals at work and their subsequent responses to 
the tasks, the organization, co-workers, clients, and them-
selves. Further, individuals experiencing burnout may 
suffer from physical illnesses, sleep disturbances, work/
family conflicts, and substance abuse (Swider and Zim-
merman, 2010). According to Burke and Greenglass (2001 
in Malasch et al. 2001), burnout leads to lower produc-
tivity and effectiveness at work. It is associated with de-
creased job satisfaction and a reduced commitment to the 
job or the organization. Nahrgang et al. (2011) assert that 
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the demands of the workplace have often been linked to 
increased employee burnout and absenteeism.

Among younger employees the level of burnout is 
reported to be higher than it is among older employees. 
Often, age correlates with work experience, so burnout ap-
pears to be more of a risk earlier in one’s career (Malasch 
et al. 2001), yet although Finnish research suggested burn-
out increases with ageing (Ahola et al., 2006 in Henkens 
and Leenders, 2010). Lester and Brower (2001) pointed 
out that the effects of stressors are felt more by workers 
above 45 years than those below forty year of age (Lester 
and Brower, 2001). According to Henkens and Leenders 
(2010), burnout of older employees can be explained by 
a high workload and a lack of challenge and physical de-
mands of the job, less opportunities for growth, and a lack 
of social support, especially from colleagues.  

2.3	Age-diversity in the workplace

Demographic changes and age-diversity provide new chal-
lenges for the management of organizations (Hertel et al., 
2013a). With a more age-diverse workforce, new research 
questions arise. It becomes more important to find ways 
for people to stay satisfied and engaged in their work at 
different life stages (Zaniboni et al., 2014). Organizations’ 
need to know more about age-diversity in the workplace in 
order to adapt their HRM strategies and leadership styles 
in an effective and sustainable way for their age-diverse 
employees (Hertel et al., 2013b). Job characteristics are 
not experienced in the same way by all age-diverse work-
ers. Given the demographic shifts in today’s workplace, 
worker age would appear to be an important individual 
difference (Zaniboni et al., 2014). Organizations’ should 
be aware of the well-being of all age-diverse employees, 
therefore the well-being of employees contributes to the 
productivity of the organization. It is important to know 
that a satisfied employee is a necessary precondition for 
a healthy organization (Halkos and Bossinakis, 2010).  
Stressful, depressed, and dissatisfied employees cannot 
achieve the same level of quality of work and productiv-
ity than employees with low stress and high satisfaction 
(George in Zakkariya, 2015). 

2.4	Human resource management 

Human resource management affects the functioning of 
employees in the organization, while organizations are still 
insufficiently aware of demographic changes and challeng-
es of an aging workforce for their future development and 
operation. Ilmarinen (2001) argues that the aging of work-
force at a certain level of organization requires consider-
ation of the age of employees in their daily management. 
The author also stresses that workload must be reduced 
with age.

2.5	Age management and diversity man-
agement

Naegele and Walker (2006) define age management as 
those measures that combat age barriers and promote 
age-diversity. According to Walker and Taylor (1998 in 
Principi et al., 2015), age management initiatives may 
be considered as practices designed to tackle age barri-
ers, either directly or indirectly, and to provide an envi-
ronment in which each individual is able to achieve his 
or her potential without being disadvantaged by their age. 
Thus, age management encompasses the following eight 
dimensions: job recruitment; learning, training, and life-
long learning; career development; flexible working time 
practices; health protection and promotion, and workplace 
design; redeployment; employment exit and the transition 
to retirement; comprehensive approaches (Naegele and 
Walker, 2006).

Ashikali and Groeneveld (2015) summarize that diver-
sity management is used to attract, retain, and effectively 
manage a diverse workforce in order to contribute to the 
organizations’ performance. Thus, diversity management 
is about changing organizational practices and climates as 
the only way to realize the potential of a diverse work-
force. Managing diversity requires a strategic approach to 
managing people at work and is an important part of hu-
man resource management, which includes a wide range 
of activities that improve the functioning of individuals 
and organizations (Beaver and Hutchings, 2005).

3	 Aim of the study and hypotheses

The main purpose of this research is to examine burnout 
of employees in the workplace with physical, emotional, 
and behavioural symptoms in Slovenian companies. This 
study examines if there are differences in burnout at work 
settings between younger and older employees. The liter-
ature covers all employees, therefore it was decided to in-
vestigate if there are differences in burnout between older 
employees and younger employees.

This paper aims to answer the following research ques-
tion: (1) RQ1: Are there statistically significant differences 
in the burnout symptoms in the workplace between older 
and younger employees?

Based on the research questions were designed three 
hypotheses in which burnout symptoms are divided into 
physical symptoms of burnout, emotional symptoms of 
burnout, and behavioural symptoms of burnout.

The research hypotheses for this study were as follows:
RH1: There are differences in the physical symptoms 

of burnout in the workplace between older (50 to 65 years) 
and younger employees (18 to 49 years).

In the literature, the definitions of older employees 
vary. In most cases, the lower age limit defining older em-
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ployees is 45 years (Brooke, 2003) or 50 years (Ilmarinen, 
2001). The term “older employees” includes employees 
between 40 and 50 years of age (Ghosheh et al., 2006). 
Because of the different theoretical principles, it was de-
cided to use the boundary of 50 years. 

Mosadeghrad (2014) argues that job related, individ-
ual, organisational, and environmental factors influence 
employees stress. Further, the job itself including duties, 
responsibilities, heavy workload, variations in workload, 
role ambiguity, and role conflict can be a source of stress 
and burnout for employees in organization. Pruessner et 
al. (1999) summarize that physical symptoms of burnout 
include exhaustion, fatigue, headaches, sleep disorders, 
loss of energy, nonspecific pain, reduced attention span, 
feelings of meaninglessness, apathy, raised blood pressure, 
chest pains and gastro-intestinal disorders (Mosadeghrad, 
2014).

RH2: There are differences in the emotional symptoms 
of burnout in the workplace between older (50 to 65 years) 
and younger employees (18 to 49 years).

Burnout is a unique response to continuous and pro-
longed exposure to occupational stress. Employees who 
become more tired every day may be more exhausted. 
Thus, negative emotions are associated with work over-
load. Further, negative emotions at work play a key role 
in the development of burnout and they may lead to health 
deterioration. Burnout is saturated with low-arousal and 
unpleasant emotions (Beata et al., 2014).  Emotional symp-
toms of burnout in the workplace may include depressed 
mood states, anxiety, irritability, loss of confidence, ten-
sion, or sadness (Mosadeghrad, 2014).

RH3: There are differences in the behavioural symp-
toms of burnout in the workplace between older (50 to 65 
years) and younger employees (18 to 49 years).

Burnout leads to lower productivity and effectiveness 
at work. It is associated with decreased job satisfaction 
and a reduced commitment to the job or the organization 
(Maslach et al., 2001). Behavioral symptoms of burnout 
in the workplace may include disturbed sleep patterns, 
reduced reaction times, reduced work capacity, and less 
work motivation (Mosadeghrad, 2014).

4	 Methodology

4.1	Data and sample

The quantitative method of data gathering was used in the 
empirical study to examine the burnout in the workplace 
between younger and older employees, including physical, 
emotional, and behavioral symptoms of burnout. Ques-
tionnaires were sent to small, medium-sized, and large 
Slovenian companies in January 2016. This research in-
cludes 400 companies and one employee in each company. 
The companies were from basic industries, capital goods, 

consumer durables, consumer non-durables, consumer 
services, finance, healthcare, miscellaneous, public utili-
ties, technology, and transportation. The sampling frame 
included  companies from business register AJPES, which 
had registered 191.863 companies in 2015. From those 
companies, 525 companies were randomly selected with 
the program Random Number Generator and the response 
rate was 76%. The respondent in each company was se-
lected by the company itself randomly, after receiveing the 
questionnaire. The employees were divided into two age 
groups, namely the younger employees were classified in 
the group of under 50 years of age and the older employees 
were classified in the group of above 50 years of age. The 
sample consists of 400 employees: 174 (43.5%) young 
employees (18 to 49 years) and 226 (56.5%) older employ-
ees (50 to 65 years). The Level of the highest achieved 
education of the respondents includes: 2 (0.5%) Primary 
school, 64 (16.0%) Vocational or secondary school, 137 
(34.3%) High school, 180 (45.0%) University education, 
and 17 (4.2%) Masters degree or doctorate. The respon-
dents were from all regions in Slovenia. The Size of com-
panies in which the respondents are employed includes: 
102 (25.5%) large companies, 226 (56.5%) medium-sized 
companies, and 72 (18%) small companies. 

4.2	Research instrument

When designing the questionnaire for measuring the burn-
out of employees in the workplace, we relied on various 
theoretical principles and research. Physical symptoms of 
burnout in the workplace have been summarized based on 
Shirom’s  (1989) categories. Emotional symptoms of burn-
out in the workplace have been summarized using Yunus 
and Mahajar (2009), Michael et al. (2009) and Moore 
(2000) listings. Behavioral symptoms of burnout in the 
workplace have been summarized referencing Fairbrother 
and Warn (2003); Grebner et al. (2010) and Malik et al. 
(2010).

To determine the burnout of older and younger em-
ployees in the workplace, the employees indicated their 
agreement to the listed statements on a 5-point Likert type 
scale labelled from 1 to 5 whereby 1 is strongly disagree 
and 5 is completely agree. 

4.3	Statistical analysis

In article arithmetic means and medians to describe the 
symptoms of burnout of younger and older employees 
were used. The Kolmogorov-Smirnov and Shapiro-Wilk 
test were used to verify the normality of the data distribu-
tion (Bastič, 2006). We found that the data is not normally 
distributed, therefore, we have verified the differences be-
tween younger and older employees with the non-paramet-
ric Mann-Whitney U test (which is a substitute for the par-
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ametric t-test of independent samples). The Mann-Whitney 
U test is based on the average ranks and sums of ranks 
(Bastič, 2006) of answers about the physical, emotional, 
and behavioural symptoms of burnout.

5	 Results

The Kolmogorov-Smirnov and Shapiro-Wilk test showed 
that data is not normally distributed (p < 0.001) at a 0.1% 
significance level (Bastič, 2006) for any statement that de-
scribe the burnout of employees, therefore, the differences 
between two independent samples were examined with the 
non-parametric Mann-Whitney U test.

Table 1 presents descriptive statistics for the symp-
toms of burnout of employees in the workplace. In Table 
2, the arithmetic mean and the median of the statements 
according to the age groups are shown. Table 3 presents 
the average ranks and sums of ranks for answers about the 
physical symptoms of burnout of younger and older em-
ployees on which the Mann-Whitney U test is based. They 
are shown to facilitate the understanding of the test results. 
To implement this test, the values of the numeric variable 
are converted into ranks. This means that Mann-Whitney 
U test numeric variable are converted into ranks, therefore 
value rankings are used for test statistic. Table 4 presents 
statistically significant differences in physical symptoms 
of burnout between younger and older employees.

The results in Table 1 show that employees are faced 
with physical, emotional and behavioral symptoms of 
burnout in the workplace. In the context of physical symp-
toms, employees are more susceptible to headaches and 
migraines, messy sleep cycle, tiredness and exhaustioness, 
lower back pain and shoulder pain. In the context of emo-
tional symptoms, employees are more susceptible to ten-
sion and in the context of behavioral symptoms and more 
susceptible to insomnia.

The arithmetic means and the medians for answers 
about the physical symptoms of younger and older respon-
dents in Table 2 show that on average physical symptoms 
in our sample are more common at older respondents. Ta-
ble 2 shows that the means for answers about the physical 
symptoms of younger and older respondents indicate that, 
on average, older respondents  had the highest agreement 
with: I have headaches, migraines; I have lower back pain, 
shoulder pain; I often have the flu or virosis; I have in-
creased heart rate; I have stomach aches; my blood pres-
sure varies; I have indigestion; I have sweaty and cold 
hands; I have vertigo; I’m sweating.

On average higher agreement of younger respondents 
is achieved with the following statements describing phys-
ical symptoms: I am often tired, exhausted; my sleep cycle 
is messy.

The review of average ranks in Table 3 shows that sig-
nificant differences in the physical symptoms of burnout 
exists between the groups. This is reflected in headaches, 

migraines; messy sleep cycle; vertigo; sweating; sweaty 
and cold hands; blood pressure varies; flu or virosis; tired-
ness; stomach aches; increased heart rate; lower back pain, 
shoulder pain and in indigestion.

Table 4 presents the results of the Mann-Whitney U 
test for considering statistically significant differences in 
the physical symptoms of burnout among older and young-
er employees.

The results of the Mann-Whitney U test in Table 4 
show that the differences are statistically significant (p 
< 0.001) at a 0.1% significance level in most (i.e. 67 %) 
variables of physical symptoms of burnout. These state-
ments are: I have vertigo (tsi3); I’m sweating (tsi4); I have 
sweaty and cold hands (tsi5); My blood pressure varies 
(tsi6); I often have the flu or virosis (tsi7); I have stomach 
aches (tsi9); I have increased heart rate (tsi10);  I have in-
digestion (tsi12).

Based on this result, we accepted hypothesis RH1: 
There are significant differences in the physical symptoms 
of burnout in the workplace between older (50 to 65 years) 
and younger (18 to 49 years) employees.

In the following tables we will present the results for 
the second research hypothesis.

Further, in Table 5, the arithmetic mean and the median 
of the age groups are shown. Table 6 presents the average 
ranks and sums of ranks for answers about the emotional 
symptoms of burnout of younger and older employees on 
which the Mann-Whitney U test is based. Table 7 presents 
statistically significant differences in emotional symptoms 
of burnout between younger and older employees.

The arithmetic means and the medians for answers 
about the emotional burnout of younger and older employ-
ees in Table 5 show that on average both of them are not 
emotional burnout. On average, younger employees are 
more tense than older employees.

The review of average ranks in Table 6 shows that sig-
nificant differences in the emotional symptoms of burnout 
exist between the groups. This is reflected in depressive 
feelings, tension, panic, afraid of losing the job or not fin-
ishing the work on schedule, sadness,  feeling of helpless-
ness, everything seems meaningless, emotionally exhaust-
ed, exceedingly sensitive, quarrelsome and in anger.

Table 7 represents the results of the Mann-Whitney 
U test for considering statistically significant differences 
in the emotional symptoms of burnout among older and 
younger employees.

By using the Mann-Whitney U test, we verified wheth-
er the observed differences are statistically significant. 
Results of the Mann-Whitney U test in Table 7 show that 
the differences are statistically significant (p < 0.001) at 
a 0.1% significance level in most (i.e. 73 %) statements. 
These statements are: I am tense (csi2); I feel panic (csi3); 
I am afraid of losing the job or not finishing the work on 
schedule (csi4); I am sad (csi5); I have a feeling of help-
lessness (csi6); To me, everything seems meaningless 
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  N Mean Std.  
Deviation Minimum Maximum

tsi1: I have headaches, migraines. 400 3,36 ,810 1 5
tsi2: My sleep cycle is messy. 399 3,47 ,879 1 5

tsi3: I have vertigo. 400 1,68 ,644 1 4
tsi4: I‘m sweating 399 1,78 ,696 1 4

tsi5: I have sweaty and cold hands. 398 1,84 ,733 1 4
tsi6: My blood pressure varies. 399 1,88 ,833 1 4

tsi7: I often have the flu or virosis. 399 2,88 ,904 1 5
tsi8: I am often tired, exhausted. 400 3,53 ,928 1 5

tsi9: I have stomach aches. 399 2,01 ,845 1 4
tsi10: I have increased heart rate 400 2,13 ,960 1 5

tsi11: I have lower back pain, shoulder pain. 398 3,24 1,084 1 5
tsi12: I have indigestion. 398 1,72 ,693 1 5

csi1: I have depressive feelings. 400 2,60 ,867 1 5
csi2: I am tense. 399 3,34 1,024 1 5
csi3: I feel panic 399 1,89 ,725 1 5

csi4: I am afraid of losing the job or not finishing the 
work on schedule. 399 2,52 ,896 1 5

csi5: I am sad. 400 2,11 ,842 1 5
csi6: I have a feeling of helplessness. 400 1,86 ,719 1 5

csi7: To me, everything seems meaningless. 399 1,79 ,693 1 5
csi8: I am emotionally exhausted. 400 2,64 ,899 1 5
csi9: I am exceedingly sensitive. 400 2,09 ,816 1 5

csi10: I am quarrelsome. 400 2,12 ,731 1 4
csi11: I feel anger.

vsi1: I have attacks of rage and cry.

400 2,10 ,738 1 4

400 1,97 ,705 1 4

vsi2: I avoid activities. 400 2,64 ,885 1 5
vsi3: I have nightmares. 400 2,40 ,885 1 5
vsi4: I have insomnia. 399 3,00 ,999 1 5

vsi5: I have difficulties with concentration and memory. 399 1,87 ,744 1 4
vsi6: I wish for solitude. 399 1,94 ,768 1 5

vsi7: My working ability has declined. 399 2,23 ,921 1 5
vsi8: I lack the will to work. 400 2,71 1,062 1 5

vsi9: I lack the will to socialise with co-workers. 399 2,65 1,018 1 5

Table 1: Descriptive statistics for answers about the symptoms of burnout in the workplace
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Table 2: The arithmetic means and the medians for answers about the physical symptoms of younger and older employees

 
18 to 49 years 50 to 65 years Total

  Mean Median Mean Median Mean Median

tsi1: I have headaches, migraines. 3.32 3.00 3.38 4.00 3.36 3.00

tsi2: My sleep cycle is messy. 3.50 4.00 3.44 4.00 3.47 4.00

tsi3: I have vertigo. 1.29 1.00 1.97 2.00 1.68 2.00

tsi4: I‘m sweating 1.53 1.00 1.97 2.00 1.78 2.00

tsi5: I have sweaty and cold hands. 1.61 1.00 2.02 2.00 1.84 2.00

tsi6: My blood pressure varies 1.58 1.00 2.11 2.00 1.88 2.00

tsi7: I often have the flu or virosis. 2.66 3.00 3.04 3.00 2.88 3.00

tsi8: I am often tired, exhausted. 3.60 4.00 3.47 4.00 3.53 4.00

tsi9: I have stomach aches. 1.70 1.00 2.25 2.00 2.01 2.00

tsi10: I have increased heart rate 1.79 1.00 2.40 2.00 2.13 2.00

tsi11: I have lower back pain, shoulder pain. 3.21 3.00 3.27 4.00 3.24 3.00

tsi12: I have indigestion. 1.31 1.00 2.03 2.00 1.72 2.00

(csi7); I am emotionally exhausted (csi8); I am exceed-
ingly sensitive (csi9). Based on this results, we can answer 
the research question that there are statistically significant 
differences in the emotional symptoms of burnout between 
older and younger employees. 

Based on the results, we accepted hypothesis RH2: 
There are significant differences in the emotional symp-
toms of burnout in the workplace between older (50 to 65 
years) and younger (18 to 49 years) employees.

In the following tables we will present the results for 
the third research hypothesis.

In Table 8, the arithmetic mean and the median of the 
age groups are shown. Table 9 presents the average ranks 
and sums of ranks for answers about the behavioral symp-
toms of burnout of younger and older employees on which 
the Mann-Whitney U test is based. Table 10 presents sta-
tistically significant differences in behavioral symptoms of 
burnout between younger and older employees.

The arithmetic means and the medians for answers 
about the behavioural burnout of younger and older em-
ployees in Table 8 show that older respondents are more 
susceptible to behavioural symptoms of burnout than 
younger  respondents. On average, higher values of agree-
ment of older respondents is achieved with the following 
statements describing behavioural symptoms of burnout:  I 
lack the will to socialise with co-workers; I lack the will to 
work; I avoid activities; my working ability has declined; 
I have nightmares. On average, older respondents are nei-
ther agree nor disagree with these statements. 

On average, younger respondents have the next lowest 
symptoms of burnout: I have difficulties with concentra-
tion and memory; I wish for solitude and my working abil-
ity has declined, while the mean value indicates a higher 
burnout symptom of which is: I have insomnia.

The review of average ranks in Table 9 shows that sig-
nificant differences in the behavioural symptoms of burn-
out exist between the groups. Which is reflected in attacks 
of rage and cry, avoid activities, nightmares, insomnia, dif-
ficulties with concentration and memory, wish for solitude, 
declined working ability, lack will to work, lack will to 
socialise with co-workers.

Table 10 represents the results of the Mann-Whitney 
U test for considering statistically significant differences 
in the behavioral symptoms of burnout among older and 
younger employees.

The results of the Mann-Whitney U test in Table 10 
shows that differences are statistically significant (p < 
0.001) at 0.1% significance level in most (i.e. 89 %) var-
iables of behavioural symptoms of burnout. These state-
ments are: I have attacks of rage and cry (vsi1); I avoid 
activities (vsi2); I have nightmares (vsi3);  I have diffi-
culties with concentration and memory (vsi5); I wish for 
solitude (vsi6); my working ability has declined (vsi7); I 
lack the will to work (vsi8); I lack the will to socialise with 
co-workers (vsi9).

Based on this results, we accepted hypothesis RH3: 
There are significant differences in the behavioral symp-
toms of burnout in the workplace between older (50 to 65 
years) and younger (18 to 49 years) employees.
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Table 3: Average ranks and sums of ranks for answers about the physical symptoms of burnout of younger and older employees

  N Mean Rank Sum of  
Ranks

tsi1: I have headaches, migraines. 18 to 49 years 174 192.56 33505.50
  50 to 65 years 226 206.61 46694.50
  Total 400

tsi2: My sleep cycle is messy. 18 to 49 years 173 200.97 34768.00
  50 to 65 years 226 199.26 45032.00
  Total 399

tsi3: I have vertigo. 18 to 49 years 174 132.59 23071.00
  50 to 65 years 226 252.78 57129.00
  Total 400

tsi4: I‘m sweating. 18 to 49 years 173 154.16 26670.00
  50 to 65 years 226 235.09 53130.00
  Total 399

tsi5: I have sweaty and cold hands. 18 to 49 years 174 159.14 27690.50
  50 to 65 years 224 230.85 51710.50
  Total 398

tsi6: My blood pressure varies. 18 to 49 years 174 151.88 26426.50
  50 to 65 years 225 237.22 53373.50
  Total 399

tsi7: I often have the flu or virosis. 18 to 49 years 173 177.82 30763.50
  50 to 65 years 226 216.98 49036.50
  Total 399

tsi8: I am often tired, exhausted. 18 to 49 years 174 205.67 35787.00
  50 to 65 years 226 196.52 44413.00
  Total 400

tsi9: I have stomach aches. 18 to 49 years 174 156.29 27195.00
  50 do 65 years 225 233.80 52605.00
  Total 399

tsi10: I have increased heart rate. 18 to 49 years 174 156.61 27250.50
  50 to 65 years 226 234.29 52949.50
  Total 400

tsi11: I have lower back pain, shoulder pain. 18 to 49 years 173 196.78 34042.50
  50 to 65 years 225 201.59 45358.50
  Total 398

tsi12: I have indigestion. 18 to 49 years 174 131.62 22902.50
  50 to 65 years 224 252.23 56498.50
  Total 398
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Table 4: Statistically significant differences in physical symptoms of burnout between younger and older employees

  Mann-Whitney U Asymp. Sig. (2-tailed)

tsi1: I have headaches, migraines. 18280.500 .195
tsi2: My sleep cycle is messy. 19381.000 .874

tsi3: I have vertigo. 7846.000 .000
tsi4: I‘m sweating 11619.000 .000

tsi5: I have sweaty and cold hands. 12465.500 .000
tsi6: My blood pressure varies. 11201.500 .000

tsi7: I often have the flu or virosis. 15712.500 .000
tsi8: I am often tired, exhausted. 18762.000 .404

tsi9: I have stomach aches. 11970.000 .000
tsi10: I have increased heart rate. 12025.500 .000

tsi11: I have lower back pain, shoulder pain. 18991.500 .667
tsi12: I have indigestion. 7677.500 .000

Table 5: The arithmetic means and the medians for answers about the emotional symptoms of burnout of younger and older em-
ployees

 
18 to 49 years 50 to 65 years Total

 

      Mean Median Mean Me-
dian Mean Me-

dian
csi1: I have depressive feelings. 2.60 3.00 2.60 2.00 2.60 3.00

csi2: I am tense. 3.76 4.00 3.01 3.00 3.34 3.00
csi3: I feel panic 1.68 1.00 2.05 2.00 1.89 2.00

csi4: I am afraid of losing the job or not 
finishing the work on schedule. 2.98 3.00 2.16 2.00 2.52 2.00

csi5: I am sad. 1.82 2.00 2.34 2.00 2.11 2.00
csi6: I have a feeling of helplessness. 1.51 1.00 2.13 2.00 1.86 2.00

csi7: To me, everything seems meaningless. 1.36 1.00 2.12 2.00 1.79 2.00
csi8: I am emotionally exhausted. 2.70 3.00 2.59 2.00 2.64 3.00
csi9: I am exceedingly sensitive. 1.87 2.00 2.26 2.00 2.09 2.00

csi10: I am quarrelsome. 2.16 2.00 2.09 2.00 2.12 2.00
csi11: I feel anger. 2.12 2.00 2.08 2.00 2.10 2.00

6	 Discussion and conclusion

We answered the research question with the results of the 
Mann-Whitney test that show: there are statistically sig-
nificant differences in the burnout symptoms in the work-
place between younger and older employees in Slovenian 
companies.

The results of this research show that on average, old-
er employees are more susceptible to physical symptoms 

of burnout than younger employees. This is reflected in 
headaches and migraines, lower back pain and shoulder 
pain, flu or virosis, increased heart rate, stomach aches, 
blood pressure varies, indigestion, sweaty and cold hands, 
vertigo and sweating. Thus, long-term health problems and 
chronic diseases increase with age. Older employees need 
urgent adjustments at work due to their health problems 
to prevent the risks of early retirement and work disabil-
ity. Lower physical capacity is mainly a problem at jobs 



56

Organizacija, Volume 50 Number 1, February 2017Research Papers

Table 6: Average ranks and sums of ranks for answers about the emotional symptoms of burnout of younger and older employees

  N Mean 
Rank

Sum of  
Ranks

csi1: I have depressive feelings. 18 to 49 years 174 206.50 35931.00

  50 to 65 years 226 195.88 44269.00
  Total 400    

csi2: I am tense. 18 to 49 years 174 246.51 42892.50
  50 to 65 years 225 164.03 36907.50
  Total 399    

csi3: I feel panic. 18 to 49 years 174 160.07 27851.50
  50 to 65 years 225 230.88 51948.50
  Total 399    

csi4: I am afraid of losing the job or not finishing the work 
on schedule. 18 to 49 years 174 258.16 44920.00

  50 to 65 years 225 155.02 34880.00
  Total 399    

csi5: I am sad. 18 to 49 years 174 162.17 28218.00
  50 to 65 years 226 230.01 51982.00
  Total 400    

csi6: I have a feeling of helplessness. 18 to 49 years 174 143.78 25018.00
  50 to 65 years 226 244.17 55182.00
  Total 400    

csi7: To me, everything seems meaningless. 18 to 49 years 174 129.07 22458.50
  50 to 65 years 225 254.85 57341.50
  Total 399    

csi8: I am emotionally exhausted. 18 to 49 years 174 213.53 37154.00
  50 to 65 years 226 190.47 43046.00
  Total 400    

csi9: I am exceedingly sensitive. 18 to 49 years 174 167.86 29207.50
  50 to 65 years 226 225.63 50992.50
  Total 400    

csi10: I am quarrelsome. 18 to 49 years 174 207.75 36148.50
  50 to 65 years 226 194.92 44051.50
  Total 400    

csi11: I feel anger. 18 to 49 years 174 204.08 35510.50
  50 to 65 years 226 197.74 44689.50

  Total 400    
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Table 7: Statistically significant differences in the emotional symptoms of burnout between younger and older employees

  Mann-Whitney U Asymp. Sig. (2-tailed)
csi1: I have depressive feelings. 18618.000 .334

csi2: I am tense. 11482.500 .000
csi3: I feel panic. 12626.500 .000

csi4: I am afraid of losing the job or not finishing  
the work on schedule. 9455.000 .000

csi5: I am sad. 12993.000 .000
csi6: I have a feeling of helplessness. 9793.000 .000

csi7: To me, everything seems meaningless. 7233.500 .000
csi8: I am emotionally exhausted. 17395.000 .037
csi9: I am exceedingly sensitive. 13982.500 .000

csi10: I am quarrelsome. 18400.500 .230
csi11: I feel anger. 19038.500 .550

Table 8: The arithmetic means and the medians for answers about the behavioral symptoms of burnout of younger and older 
employees

  Mann-Whitney U Asymp. Sig. (2-tailed)
csi1: I have depressive feelings. 18618.000 .334

csi2: I am tense. 11482.500 .000
csi3: I feel panic. 12626.500 .000

csi4: I am afraid of losing the job or not finishing the work 
on schedule. 9455.000 .000

csi5: I am sad. 12993.000 .000
csi6: I have a feeling of helplessness. 9793.000 .000

csi7: To me, everything seems meaningless. 7233.500 .000
csi8: I am emotionally exhausted. 17395.000 .037
csi9: I am exceedingly sensitive. 13982.500 .000

csi10: I am quarrelsome. 18400.500 .230
csi11: I feel anger. 19038.500 .550

with high physical workload. Satisfactory employment 
and friendly working environment can help age-diverse 
employees to avoid sickness and physical deterioration, 
secure good cognitive and physical capacity and promote 
positive and active attitudes towards life. 

Although the results show that older employees on 
average disagree with the statements describing emotion-
al burnout,  average values of their agreement are higher 
in the case of feeling panic, being said, having a feeling 
of helplessness, meaningless and being exceedingly sen-
sitive. Physical symptoms and emotional symptoms of 
burnout may be related to discriminatory and stereotyped 
treatment of older employees in the workplace. Older 
employees often have difficulties in the case of educa-

tion, training, remuneration, promotion within the work-
place since they are treated differently than younger em-
ployees. Usually, employers only see obligation in older 
employees rather than using them as a valuable resource 
since they have a lot of knowledge and experience. Age 
discrimination, prejudices and stereotypes about age by 
the employers have a significant negative impact on the 
working environment, well-being and state of health of the 
older employees.  Younger employees often suffer from an 
imbalance between work and private life; therefore, they 
often experience stress or fail to complete their work on 
schedule. Younger employees are faced with tension with-
in a workplace or when carrying out work tasks, they do 
not have so much professional experience and expertise as 
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Table 9: Average ranks and sums of ranks for answers about the behavioral symptoms of burnout of younger and older employees

  N Mean 
Rank

Sum of 
Ranks

vsi1: I have attacks of rage and cry. 18 to 49 years 174 172.25 29972.00
  50 to 65 years 226 222.25 50228.00
  Total 400    

vsi2: I avoid activities. 18 to 49 years 174 175.30 30503.00
  50 to 65 years 226 219.90 49697.00
  Total 400    

vsi3: I have nightmares. 18 to 49 years 174 175.89 30604.50
  50 to 65 years 226 219.45 49595.50
  Total 400    

vsi4: I have insomnia. 18 to 49 years 173 213.92 37007.50
  50 to 65 years 226 189.35 42792.50
  Total 399    

vsi5: I have difficulties with concentration and memory. 18 to 49 years 174 135.31 23543.50
  50 to 65 years 225 250.03 56256.50
  Total 399    

vsi6: I wish for solitude. 18 to 49 years 173 139.18 24078.50
  50 to 65 years 226 246.56 55721.50
  Total 399    

vsi7: My working ability has declined. 18 to 49 years 174 134.99 23488.50
  50 to 65 years 225 250.27 56311.50
  Total 399    

vsi8: I lack the will to work. 18 to 49 years 174 163.64 28474.00
  50 to 65 years 226 228.88 51726.00
  Total 400    

vsi9: I lack the will to socialise with co-workers. 18 to 49 years 174 150.57 26198.50
  50 to 65 years 225 238.23 53601.50
  Total 399    

older employees which cause additional strain resulting in 
emotional symptoms of burnout.

On average, older and younger employees are not ex-
posed to behavioural symptoms of burnout. But on aver-
age, older employees neither agree nor disagree with the 
following: I lack the will to socialise with co-workers, 
I lack the will to work, I avoid activities, my working 
ability has declined, I have nightmares. Both, older and 
younger employees on average neither agree nor disagree 
with: I have insomnia. The same as physical and emo-
tional symptoms of burnout in Slovenian companies, so 
are behavioural symptoms also caused by discrimination 
and stereotypes of age-diverse employees, workload in 

the workplace which includes long hours, work overload, 
time pressure, lots of job demands, difficult or complex 
tasks, over-demanding and inflexible work schedules, lack 
of breaks, lack of control over aspects of the job, lack of 
involvement in decision making, lack of variety and poor 
physical work conditions. Causes for symptoms of burn-
out can also result from lack of communication in the 
workplace and poor management. Lack of communica-
tion in the workplace can occur between management and 
employees and also between individual employees. Poor 
communication often leads to conflict, which can harm an 
organization. Poor management is reflected in an aggres-
sive management style, bullying, lack of support of em-
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Table 10: Statistically significant differences in the behavioral symptoms of burnout between younger and older employees

  Mann-Whitney U Asymp. Sig. (2-tailed)

vsi1: I have attacks of rage and cry. 14747.000 .000
vsi2: I avoid activities. 15278.000 .000
vsi3: I have nightmares. 15379.500 .000
vsi4: I have insomnia. 17141.500 .028

vsi5: I have difficulties with concentration and memory. 8318.500 .000
vsi6: I wish for solitude. 9027.500 .000

vsi7: My working ability has declined. 8263.500 .000
vsi8: I lack the will to work. 13249.000 .000

vsi9: I lack the will to socialise with co-workers. 10973.500 .000

ployees from manager, lack of understanding and leader-
ship, manager forever finding fault and poor relationships 
in the workplace.

The consequences of symptoms of burnout for the 
organization are high absenteeism, high presentism, high 
fluctuation, poor performance and productivity, increased 
ill-health, poor motivation and satisfaction in the work-
place.

Therefore managers play an important role by reducing 
the workload on employees in the workplace. Managers 
should be aware of age of employees and their diverse 
needs. Slovenian companies should provide for their em-
ployees work hour flexibility (for example reduced hours, 
part-time work, job sharing), work schedule flexibility 
(for example flex schedule, annualized hours, compressed 
work week), flexibility of place (for example remote 
work), promoting health and a healthy lifestyle, promot-
ing awareness of stress, stressors and solutions, promot-
ing well-being and preventing stress in the workplace, 
managing stress and burnout in the workplace, relaxation 
training. Working conditions must be adapted to all em-
ployees and workplaces should be developed according to 
age diversity of employees and the workload adapted to all 
age groups. Organizational factors tend to play an impor-
tant role in employees burnout and well-being. Therefore, 
Slovenian organizations should actively try to detect such 
factors and take corrective actions for the better health and 
well-being of the employee. It is important to know that 
job characteristics are not the same for age-diverse work-
ers. In today’s workplace, worker age would appear to be 
such an important individual difference. Managing diversi-
ty requires a strategic approach to manage people at work 
and is an important part of human resource management. 
From this perspective, this research shows the importance 
of well-being, health and friendly work environment for 
age-diverse employees and elimination of burnout symp-
toms in the Slovenian workplace. Age-diverse employees 
are faced with different symptoms of burnout when car-

rying out their work. Therefore, this research adds to the 
body of knowledge by pointing out the relationships be-
tween the age and the burnout symptoms which have not 
been studied enough, because the role of age in job design 
and implementation of work have largely been ignored. 

7	 Limitations and future research 
opportunities

Our study is limited to the field of older and younger em-
ployees in Slovenian place. Limitation of this research is 
also reflected in the literature, because there is not much 
literature that comprehensively and systematically bases 
on theoretical knowledge and studies examining the man-
agement of older employees and management of age-di-
verse employees. Therefore, our proposal for further re-
search is to examine the differences in burnout and coping 
with burnout in the workplace among younger and older 
employees between different countries. Further research 
possibilities include also the study relating to examination 
of the different measures that have been introduced in dif-
ferent countries for prevention of burnout in the workplace 
and their performance for an organization. Future stud-
ies could also investigate the effects of other antecedents 
(drivers) which would influence burnout.
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