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Abstract 

This thesis is focused on examining, with the usage of the Job Demands – Resources 

model, the levels of burnout and work engagement that the public servants experience, 

after the effects of the unforeseen financial crisis that stroke Greece by the end of 2009. 

The target is to try to investigate how the current working conditions of public servants 

shape up after the layoffs and wage cuts that occurred, reaching respectively by average 

20% and 40% decreases. Further than that using the Job Demands and Resources (JD-R) 

model and the statistical analysis of the obtained data we will try to suggest methods of 

counter-measuring the crisis-imposed negative situation in accordance to theoretical 

models. 

In order to obtain measureable data, an online survey was created with a series of 

questions and statements the responses of which can help in identifying important 

statistical measures on the working conditions of civil servants. Two organizations were 

targeted to participate in our survey: The Elderly Open Care Center (EOCC) KAPI 

Kalamarias in Thessaloniki and the Local authorities Municipality of Grevena (O.T.A. 

Grevena). Using two distant local authorities it is purposed to achieve a greater 

statistical sample variety, compare and cross validate the data results. The online survey 

was answered by a total 37 of employees in Thessaloniki and 29 employees in Grevena.  

The statistical analysis that was made on the results revealed that the public servants 

are currently experiencing lack of motivation due to the crisis-imposed increased 

workload and work resources restriction to low levels. The statistical analysis proved 

two hypothesis that we made: a) there is correlation between the crisis-imposed high 

job demands and burnout and b) the crisis-imposed decreased job resources demotivate 

employees and disallows them from achieving work engagement and reducing the 

negative effects of burnout.  

Keywords: Job demands, job resources, burnout, motivation, work engagement, 

financial crisis 
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Glossary 

Job Demands: Are physical, psychological, social or organizational aspects of the job 
that require physical and psychological effort at a cost” (Bakker and Demerouti, 2007). 
Job Resources: Are the physical, psychological, social or organizational aspects of the 
job that are either important to achieve a work target, reduce job demands and permit 
learning and personal development. 
Motivation: Is defined at that process that initiates, guides and maintains goal oriented 
behaviors (Kendra Cherry, 2014). 
Burnout: Is the physical or mental state that an individual can reach and it is 
characterized by a prolonged emotional exhaustion, physical tiredness, absence of work 
engagement, and reduced job accomplishment (Maslach, 1982). Main cause is the high 
work load and the stress. 



1. Introduction 

1.1 Background 

The economic situation in Greece is in constant decline and this downturn greatly 

affects corporations from large scale organizations to small and medium sized 

companies. Yet, the elongated period of economic austerity in Greece has produced 

another phenomenon. That of a series of unplanned structural changes in the 

bureaucratic public sector. The imposed minimizing of the expenses of the public sector 

(directly impacting the employees’ salaries) was succeeded by organizational structures 

like mergers in public authorities. Further than that the International Monetary Fund 

(IMF) and the EU in order to continue financially supporting Greece, required a 

shrinkage of 20% of its public sector (Andrew Watt, 2011). Government has followed 

this demand and laid off around 150.000 civil servants during the last 3 years. The above 

had the following consequences: 

• Primarily there was a severe increase in the workload of the remaining 

public state employees due to the job layoffs, freezing of job posts and 

due to the fact that a large number of public servants went into 

premature pension so as not to lose because of the new pension 

scheme (EPSU, 2010).  

• Moreover due to the increases in taxes and the wage cuts the yearly 

net income has been reduced by an average of 40% compared to the 

pre-crisis years (CNN Wall Street Journal, 2012). 

In parallel to that, recent numerous studies demonstrate that public servants’ health is 

becoming a source of concern. Employee well-being has formed to a hard, economic 

factor of production and the government. Economists and business-management 

scholars argue that it is time to take workplace health and well-being as seriously as 

research and development and invest to it as we invest in technology and customer 

relationship management. 

Motivated by the above facts and other statistical reports and surveys about the 

changes in working conditions in Europe during the crisis, we decided to investigate how 



2 

the job conditions and the employee well-being shapes up in the Greek stagnated public 

sector.  

1.2 Problem discussion 

Considering pre and post crisis data, it is easily derived that the socio-economic 

developments such as the wage cuts, the freezing of recruitment and the need for 

reorganization of the public sector, give rise to a major problem in the cumbersome 

Greek public administration that can be formulated with the following question:  

- How will those external demands (imposed by the crisis) influence the working 

conditions and employee well-being in the Greek public sector?  

Before progressing to how this study will answer this question, it must first be defined 

what working conditions means in the context of our thesis, since it can refer to a vast 

number of parameters within an employee’s business life. Within this study though, 

working conditions represents the set of job characteristics that are found from 

literature to have an immediate effect on an employee’s business health and well-being 

either positively or negatively. With regards to positive well-being, a common 

parameter that is used in research is work-engagement. This can be defined as a 

positive, fulfilling, business oriented state of mind that is characterized by vigor (that is, 

high levels of energy and mental resilience while working), dedication (referring to a 

sense of significance, enthusiasm, and challenge), and absorption (being focused and 

happily engrossed in one’s work). In order to check the level of work engagement we 

emphasize on those parameters. In accordance to that, the negative counterpart of 

work-engagement is burnout, a prolonged job strain situation that leads to 

disengagement from the working environment, emotional stress and physical illnesses 

including heart condition. The parameters which we will utilize to check on the levels of 

burnout are exhaustion and disengagement.  

In literature, the model that closely links certain job characteristics with business health 

and well-being is Job Demands – Resources model (Demerouti et al., 2001). In this 

model, job demands are the physical, psychological, social and organizational aspects of 

a job position that require effort and skills to complete.  
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In accordance to that, job resources are the physical, psychological, social and 

organizational aspects of a job position that act as a catalyst to personal growth and 

development, and assist in achieving occupational targets and help in reducing job 

demands.  

Based on the above, it is easy to derive that crisis is impacting both job demands and job 

resources, and thus it can affect negatively the working environment to the extent that 

it can over time turn into chronic emotional exhaustion and lead to the syndrome of 

burnout (Demerouti et al., 2001). As such, another question is logically formed: 

- Can the positive working conditions (job resources like work-engagement) be 

increased and the negative ones (job demands like burnout) be decreased 

under the limitations set by the economic crisis? 

As already discussed in the previous section, the financial crisis impacted directly and 

more heavily the Greek public sector. From an academic point of view, the public sector 

is becoming a fruitful ground for research especially to its frequent crisis-driven reforms. 

According to the information given in the review of empirical studies, a steady increase 

has been exhibited in occupational dysfunctions and diseases (Noblet, Rodwell, and 

McWilliams, 2006; Ramaciotti, 2007; Richardsen et al., 1992). Yet, the public sector is a 

diverse environment and incorporates job positions with great differences in terms of 

tasks, environment and regulatory procedures. Civil servants can be employed in 

administrative, financial or healthcare posts, which have all different job demands and 

job resources’ dimensions. To this extent, another question that emerges is: 

- As the occupational positions within the public sector vary (from 

administrative ones to healthcare oriented), is the whole public sector similarly 

affected?  
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1.3 Problem formulation and Thesis purpose 

From a coarse-grained view, our study’s target is to answer the above questions. In 

technical terms the main purpose of it, is to assess the influence of crisis on a set of job 

demands of civil servants and their overall occupational health and well-being, which 

can occur by answering the first defined question. As we test the Job Demands – 

Resources model on two local authorities of the Greek public sector, we evaluate the 

impact of crisis while controlling for other variables related to job characteristics in 

public sector working environment, contributing to the existing literature in identifying 

predictors of stress in the financially struck public administration. Finally and in 

accordance with empirical evidence showing that the financial crisis is related to 

negative job outcomes (increase of job demands due to job layoffs), we suggest which 

solutions exist that can be employed by public sector managers to overcome stress and 

burnout. 

Overall the objectives of this research are multifold: 

(a) investigate how specific factors, either related to job characteristics, the working 

environment or the crisis-results, help to predict stress in the public sector 

(b)  examine how the crisis-affected job demands and job resources included in the 

research model interact with burnout and work-engagement, and how burnout 

and work-engagement with each other in the occupational sector of research 

(c) determine the solutions that can be utilized to help civil servants to overcome 

stress and burnout 

(d) identify if the research model and its analysis is applicable to the entirety of the 

public sector, regardless of the occupational area 

(e) contribute to the current studies with statistical data on the Greek public sector 

job conditions and employee healthcare 

In order to execute the above objectives we utilize an online survey in order to obtain 

statistical data.  With it we target to identify the levels of specific job demands and 

resources such as workload, work insecurity and feedback as well as the level of 

variables like burnout and work-engagement that the public servants experience and 
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how these variables interdepend proving the validity of the following two research 

hypotheses: 

i) The hypothesis that the crisis-imposed increased job demands (higher 

workload for instance) due to layoffs, has a negative impact on employees’ 

motivation and has increased burnout.  

ii) An increase of job resources leads to an increase in employees’ motivation 

and results in work engagement, and thus, the restricted job resources due 

to the crisis lead to work disengagement and the shrinkage of employees’ 

motivation.    

It must be noted though that we are not aiming to compare the occupational conditions 

pre and post crisis, but rather using empirical data on pre-crisis period examine how the 

employees’ job demands and resources affect one another and shape up after five years 

of economic austerity measures and how crisis acts as a predictor of stress for civil 

servants. 

 

In order to i) compare different occupational positions within the public sector that have 

different job demands – resources’ dimensions, ii) be able to cross-validate the survey 

results and iii) attain a larger and more random sample and thus a higher level of 

statistical inference, two public administration authorities were chosen to participate in 

our survey: the EOCC KAPI Kalamarias in Thessaloniki and O.T.A. Grevena in Grevena.  

 

1.4 Thesis’ structure 

In order to accomplish the above objectives, the rest of the thesis is divided into six 

main chapters. Chapter 2 presents the theory on which our research is grounded. It is 

dedicated to presenting and analyzing the different concepts considered in our study 

such as work-related stress and stressors, burnout and work-engagement. Furthermore, 

it describes and assesses several theoretical models of employee well-being (Chapters 

2.3 and 2.4) and describes the managerial and occupational requirements of civil 

servants and the public sector and which model is preferably applicable to it (Chapter 

2.5). The theory chapter is concluded with empirical studies and relevant work (Chapter 
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2.6), the findings of which are needed to fully formulate the theoretical framework of 

our research. The next chapter, Chapter 3, presents the research approach and 

methodology followed in this thesis, with a description of the sample that took part in 

the survey (Chapter 3.2), the data collection procedure and the design of the 

questionnaire (Chapter 3.4), concluded by remarks on the validity and reliability of our 

measured data (Chapter 3.5).  

Chapter 4 presents the results of the research followed by Chapter 5 that provides an 

analysis on them and connects them with the theoretical model and relevant literature 

while comparing it with the empirical studies that were reviewed in Chapter 2.  

 Finally, the thesis is concluded with Chapter 6 that provides suggestions to alleviate the 

increased burnout in civil servants’ occupational lives, along with some suggested future 

work and limitations that were encountered in this study.  

The Bibliography and Appendices containing the organograms of the participated in the 

survey organizations and our survey’s questionnaire as it was in its online survey form, 

are found at the end of the document.  
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2. Theory 

The information provided below is a wider presentation of the theoretical background 

that was already used to formulate the problem under study.  

 

2.1 Work-related Stress 

One of the biggest challenges in the field of job security, health and performance is 

occupational stress. A European survey held by EU - Occupational Safety and Health 

Administration (OSHA) exhibited that job insecurity and excessive workload are two 

major factors that induce occupational stress, and more than half of the employees in 

the survey believed that work stress is common in a work environment. Furthermore, it 

was presented that about twenty five percent of the employees suffered from work 

stress, and also approximately fifty percent of the lost working days are related to 

occupational stress issues (OSHA 2014).  With consonance to the European survey, the 

status in Greece shows that occupational stress affects 24.6% of the employees based 

on a survey from the Organization for Economic Cooperation and Development (OECD, 

2012).  

Besides the moral obligation of employers to provide a stress-free occupational 

environment, there is also a legally imposed one. Under the Directive 89/391/EEC 

(OSHA, 2012), and the most recent Framework Agreement a set of measures was 

established to ensure the emotional well-being of employees (John Monks 2004).  

 

2.1.1 Definition of stress 

Stress can be defined as the intense concern of a person on a problem that is expected 

to occur.  

From the perspective of Physiology, all upper living organisms experience stress and 

further than that they have an immediate adaptive response to stressful conditions 

choosing to either “fight of flee” and depending on the nature of the condition that 

causes stress, this choice can be either instinctive or conscious. It is more and more 
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common however for persons to be incapable of utilizing the physiological mechanisms 

of stress relief, since the majority of the sources of stress are indeterminable and 

outside of the realm of control of the individual. This unmanageable condition causes 

tension, insecurity, embarrassment, and psychological pressure. Stress however is 

subjective, and potentially stressful conditions for some people might not be equally 

stress-inducing to others (Kantas, 1995).  

(Kring et al., 2007) have stated that stress can help people being more alert and able to 

plan how to deal with potential uncomfortable circumstances. From that perspective it 

is necessary to separate conceptually stress from distress and eustress. (Selye, 1956) 

defined stress as being nonspecific to any demand, thus, it is different from eustress 

that is a motivator and which increases awareness for an individual to handle a specific 

problem. Equivalently, it is different from the stressful conditions that can impact 

psychologically or physiologically an individual, i.e. distress (Sulsky and Smith, 2005). 

More specifically, (Selye, 1956) divided stressful conditions into three stages:  

i) An alarm reaction stage, within which a person forms the defense 

mechanisms to cope to the external pressure 

ii) A resistance stage, where a person adapts to that pressure and there is a 

form of balance 

iii) A burnout stage, where balance cannot be sustained. 

As stated by (Sulsky and Smith, 2005), a person can negatively suffer from stress only 

when it is incapable of adapting to the stressful environmental conditions. 

On another study by (Lazarus and Folkman, 1984) it is stated that individuals assess a 

situation first and then examine whether they have the required assets to manage it. 

This model, named Transactional Model of Stress and Coping, defines a stressful 

situation as the one that the individual can perceive it as such.   

(Hobfoll, 1989) in the Conservation of Resources Theory, states that persons have a 

natural inclination to obtain, preserve and conserve their resources (attributes, 

processes, conditions). Stress can be induced as soon as i) these resources are 

threatened, or ii) lost or iii) cannot be acquired. As such and according to that theory, 
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individuals can experience stress even when they are seamlessly adapting to the 

environment.  

Occupations that are characterized with high levels of stress have the following 

characteristics (Vakola and Nikolaou, 2012):  

1. Increased responsibility for decision making 

2. Passive and/or repetitive tasks  

3. Constant need of information exchange 

4. Uncomfortable working conditions 

5.  Unorganized working environment  

Indirect consequences of occupational stress include amongst others alcoholism, 

psychological illness, low work performance (frequent errors) and personal/family issues 

(Kantas, 1995). 

 

2.1.2 Stressors 

Stressors are these events or activities that lead to stressful conditions as described in 

the previous chapter. Potential stressors can be categorized into three major units: 

Physical stressors, environmental stressors and psychological stressors.  

Physical stressors in a workplace can include temperature issues (cold, heat, and 

humidity), not sanitized environment, poor lighting, and health threatening conditions 

(toxic substances or air) as well as poor ergonomic layout. Physical stressors don’t have 

only physical but also psychological effects (Borman et al., 2003). 

Environmental stressors include parameters like economic, political and technological 

uncertainty. Economic stagnation is directly linked with job insecurity, whereas political 

uncertainty influences the economic potential of a land and thus impacts occupational 

anxiety. Accordingly technological changes can cause major turbulence in the market 

proliferation of companies and at the same time can appoint the employees’ skills and 

know-how obsolete (Robbins and Judge, 2012). In Greece, the economic downturn 
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along with the political crisis has significantly elevated the insecurity and stress level of 

employees.  

Psychological stressors are the ones emanating due to work overload, role conflict or 

role ambiguity, and interpersonal miscommunication and conflicts. With workload being 

the amount of work that has to be accomplished during a specific timeframe (Jex, 2002), 

work overload is the stressful condition that requires from individuals to surpass their 

mental and physical capacities in order to achieve that. On the other hand role conflict 

or role ambiguity refers to the situation where an employee is imposed to satisfy a 

requirement that he/she considers being unclear, outside or in conflict to what is 

expected from them and their job duties. This is a highly stressful situation associated 

with decreased job performance, low level of job satisfaction and that can lead to 

burnout (Kantas, 1995). When interactions with other colleagues are described by bad 

relationships, poor communication and intense competition, then individuals can 

become isolated, lose interest in the occupation, exhibit high stress and finally, burnout 

(Vakola and Nikolaou, 2012). 

The stressors that we focus in this thesis are the environmental and psychological 

stressors. 

 

2.1.3 Burnout 

The state characterised by this prolonged emotional exhaustion, the physical tiredness, 

the absence of work engagement, and the reduced job accomplishment is defined as a 

syndrome named burnout (Maslach, 1982).  

Though burnout is often misinterpreted as being synonymous to concepts like work 

stress, depression and prolonged fatigue, it actually differs. While stress refers to a 

temporary condition that needs adjustment, burnout describes a condition resulting 

from a failed adjustment. In the same manner, depression is a term used for describing 

a generalized condition whereas burnout specifically concerns a work related condition. 

Finally, burnout is a psychological condition and not only a physical one as chronic 

fatigue (Schaufeli, and Buunk, 2003). 
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Burnout is triggered from both personal and work related attributes. Low self-esteem, 

low tolerance and neuroticism are all conditions that increase the appearance of 

burnout. In the occupational environment the lack of targets, the higher work demands, 

the dissatisfaction with supervision communication (Levinson 1980) and role conflict or 

ambiguity are basic sources of burnout. It is also found however that over-motivated, 

over-dedicated, experienced and highly involved individuals in the job they partake are 

also more prone to exhibit symptoms of burnout. (Van Dierendonck et. al. 2005) 

Usually occupational burnout is associated with human service professions including 

nurses, social workers, teachers, lawyers, engineers, physicians and police officers 

(Jackson S. et. al. 1986). 

It is important to mention the results of burnout in a person’s physical and mental 

condition, their social life and work habits. This syndrome can lead to issues like 

depression, insomnia, irascibility and heart diseases. Also, the affected person will show 

those signs of social isolation from both family members and workmates. 

 
 
2.2 Work Engagement 

Schaufeli in his work (Schaufeli et al., 2002) defines work engagement as the state of 

work that increases the feeling of work fulfillment and is a state that resides as direct 

opposite of work burnout (Kumar and Weil, 1998), as it is a state of work that lacks the 

signs of work exhaustion, characterized by enhanced personal motivation and presence 

of completion (Adler, 2012).  

 

2.2.1 Consequences of Work Engagement 

(Schaufeli et al., 2002) have perplexed work engagement with a work related state of 

mind that is described by vigor, dedication and absorption. Vigor refers to the mental 

capacity and energy that an individual can have during work. Dedication refers to the 

full participation and enjoyment that individuals have while performing their 

occupational duties. Finally, absorption refers to the focus, concentration and 

commitment of an employee towards their job. This set of aspects are the ones that 
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appoint an employee as engaged; and studies such as (Bakker and Demerouti, 2008) 

exemplify how engaged employees are linked to financial performance, organizational 

commitment and other positive organizational outcomes. 

It must be noted that tiredness is not the opposite state of an engaged employee. 

Engaged employees will get tired, however they do so while in pursuit of positive 

targets. Equivalently, engaged employees are not addicted to work, i.e. they are not 

workaholics. Again, they find completeness in pursuing achievements and enjoy their 

occupational disciplinary area and they are not working hard due to an irresistible 

internal impulse.  

Work engagement is found to have a positive effect on an individual’s ability to work, as 

well as his/her personal health (Hakanen et al., 2006), permitting the decrease of 

depression, stress and other psychosomatic feelings or syndromes (Demerouti et al., 

2001; Schaufeli and Bakker, 2004).  

 

2.2.2 Organizational Commitment growth factors 

In literature we can find of many factors that affect employee commitment towards 

organizational goals. Such an important factor is work related stress and anxiety, even 

the one originating from personal/family situations (Kular et al., 2008). Accordingly, 

some other factors that influence work commitment include the individual’s self-

esteem, autonomy, skills and abilities (Bakker and Demerouti, 2007; Schaufeli and 

Salanova, 2007), as well as the way the individual interprets his occupational 

environment’s stimuli (Robinson, 2006).  
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2.3 Work Balance Models of employee well-being 

Evident from what is described in the above chapters, occupational health is based on 

an equilibrium between work stress factors and resources that the employees have at 

their disposal. In the following chapters such well known models that approach stress 

from three different angles, namely intrapersonal, interpersonal and 

social/organizational will be presented and also assessed, leading to the reasons that 

drove us to make use of the Job Demands - Resources Model (Demerouti et al., 2001).  

 

2.3.1 Demands Control Model (DCM) 

One of the most broadly studied model of occupational stress was introduced by 

(Karasek, 1979) who proposed that a work environment is described by psychological 

demands to accomplish a task and the amount of control workers have to meet those 

demands, including the methods that they apply and the degree to which workers use 

their full potential and know-how (Taris and Kompier, 2005). 

Karasek identified job demands as a division of psychological stressors. Job demands are 

measured as quantitative workload or role conflict, while job control or decision 

latitude, i.e. the extent to which an individual has the capacity to exercise authority over 

one job stressor, is measured as the ability to make decisions on how to complete job 

tasks. This model combines job control and job demands leading to four basic quadrants 

that correspond to a particular job type (Kain and Jex, 2010) as illustrated in the 

following figure:  
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Figure 2.3.1 Karasek’s Job Demands – Job Control Model  
(Marc Barrera, 2008) 

 

To further explain, jobs that are low on demands and low on control are called passive 

jobs. Passive job employees experience low levels of strain. Gradually they lose their 

ability to resolve issues, feel dissatisfied, bored and their work provides little to their 

personal development, giving them no opportunity to learn and advance.  

Jobs with high demands and low control are called high strain jobs. Employees in such 

positions do not have the necessary control to optimally meet their work demands. As 

there is a low level of control there is a high level of stress as they need to devote 

excessive amounts of resources (time, effort). If they are still incapable of completing 

the task then physiological symptoms start to emerge (Karasek, 1979).  

Jobs with low demands but high on control are low strain jobs. In those cases employees 

have a low stress level as they are able to cope with the requirements of their work. This 

allows them to be more innovative in the ways of addressing different tasks, increasing 

their learning ability as well as their personal development (Bandura, 1997).  
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Finally, jobs that are high on demands and high on control are active jobs. These jobs 

allow the employee to perform tasks that constantly increase their competence, self-

efficacy, skill development and personal growth.  

 

2.3.2 Effort-Reward Imbalance Model (ERI) 

 (Siegrist, 1996) has created a model that focuses on the psychological dimensions of 

human health. This model is based on the fact that employees pay a certain effort 

during working and expect to receive the same pay in return.  

Effort can be evaluated from two components: extrinsic effort or demand (for instance 

situational factors that make work more demanding, such as time pressure) and intrinsic 

effort such as over-commitment. Based on the model it is not just the demands that 

lead to strain but the absence of equilibrium between efforts and rewards. Thus there is 

a high extrinsic or intrinsic effort but low rewards, which can eventually deteriorate the 

health condition of an individual (Van Vegchel et al. 2005).  

 

Figure 2.3.2 . The Effort-Reward Imbalance Model  

(UKD 2014) 
 

Rewards are distributed to the employees in three ways: 

i) Financial reward – in terms of appropriate salary 
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ii) Esteem – in terms of respect, acknowledgement and support, and 

iii) Security – in terms of job security, status consistency and career 

opportunities 

When the rewards are perceived as fair and appropriate then employee wellbeing is 

promoted; conversely, when there is inequity in terms of the efforts spend for work and 

the rewards received then the wellbeing and health will be compromised over time.  

A further prediction of the ERI model is that it will be more frequently experienced in 

work environments where employees are increasingly preoccupied and committed to 

their job. As stated by Siegrist, a highly committed employee will be inflexible to 

conditions of high effort and low rewards, making him more prone to strain than a 

person that is less committed in the same working conditions.  

There are three hypothesis formed pertaining to the ERI model:  

(1) The extrinsic hypothesis stating that the combination of high efforts and low 

rewards results in strain 

(2) The intrinsic over-commitment hypothesis stating that the higher the level of 

commitment the greater the strain and 

(3)  The intrinsic interaction hypothesis stating that the negative impact of ERI on 

employee wellbeing is more evident on over-committed employees. 

Overall Siegrist’s model presents a conceptual approach to studying job strain. In it, it 

incorporates psychological motivations with social conditions and basic financial 

realities, making it applicable to a wide variety of occupational areas. To that extent it 

appears to have a greater predictive power than Karasek’s DCM.   

 

2.3.3 Job Demands – Resources Model (JD-R) 

After years of research, the relation of employees’ welfare, job strain work engagement 

and burnout with job characteristics, is known. Job demands including high work 

pressure, role conflict etc. lead to sleeping problems, fatigue, whereas, autonomy, 
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interpersonal support and performance feedback can lead to motivation, learning, work 

engagement and commitment (Bakker and Demerouti, 2007). In its core, the Job 

Demands-Resources Model (Demerouti et al., 2001) relies on the fact that each 

occupation no matter how different it is from each other can still comply with the same 

job demands and job resources. Job demands are physical, psychological, social or 

organizational aspects of the job that require physical and psychological effort at a cost” 

(Bakker and Demerouti, 2007). More specifically job demands include the following 

aspects which are of interest for this research:  

- Workload, or else the amount of work that is assigned to an employee 

- Cognitive demands, which indicates the mental processes required for a job to 
be accomplished 

- Organizational changes, meaning the alteration of the organizational structure 
and the modification of job duties 

- Emotional demands, which refers to the feelings an employee has while 
conducting his or her job duties 

- Emotional discrepancy, or else if the emotions expressed are matching the 
emotions felt by the employees while performing their job duties  

- Work Insecurity, which describes the feeling of employees that they may lose 
their job position.  

 

Job Resources are the physical, psychological, social or organizational aspects of the job 

that are either important to achieve a work target, reduce job demands and permit 

learning and personal development. Job resources can be located in all layers within an 

occupation (Bakker and Demerouti, 2007). More specifically job resources include the 

following aspects which are of interest for this research: 

- Autonomy, or else the employees having the ability of making independent 
judgements about their work 

- Cooperation and support from colleagues, which describes the level of 
teamwork 

- Feedback, denoting the evaluation information obtained by the superior or 
manager 
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- Guidance from manager, denoting the availability of the superior or manager to 
assist and direct the employees for accomplishing their job duties 

- Personal development, or else the presence of opportunities for professional 
growth 

- Skill variety, describing the range of abilities required so that the employees can 
perform their occupational tasks 

- Team morale, which refers to the capacity of the group of employees to 
maintain belief in the commonly pursued goal 

- Sense of justice, or else the fairness that can be perceived by the employees 
regarding their salary and appreciation 

 

According to the health impairment process, job demands that necessitate a prolonged 

effort will deplete the energy resources of employees, leading to health issues, 

exhaustion, stress and decreased performance. In contrast, job resources have 

motivational potential, encouraging employees to achieve their goals, leading to higher 

engagement and better performance as depicted in Figure 2.3.3. In the figure, two 

different psychological processes affect job related strain and motivation. 

 

Figure 2.3.3 The Job Demands – Job Resources Model 
 (Demerouti E, Bakker A. 2011)  
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Overall, the main idea of the Job Demands – Resources Model is that job strain develops 

when job demands are high and difficult to meet and resources are limited. Contrary to 

that, if job resources are sufficient, employees have the ability to get motivated, 

committed and can cope with the impact of job demands and strain. 

 

2.4 Models Assessment 

Obviously DCM and ERI model are simpler in concept. Whereas this might seem as a 

strength at first sight, it is actually their main weakness as working conditions and 

occupations reality is far more complex. As aforementioned, there are many more 

variables than simple psychological and physical job demands. From that perspective a 

question rises as to what extent those two models are applicable to the reality and 

variety of occupations.  

To a different extent, there is also another point of concern with the DCM. This model is 

heavily bonded with specific resources such as autonomy and social support. Yet it could 

be the case that in a specific environment there is another parameter that is prevalent. 

For instance, in R&D environments, inspirational leadership is a resource that prevails, 

or specifically with this present study that involves social workers, such a resource is 

open communication.  

Similarly, the ERI model highlights financial and esteem rewards along with status 

control as the primary job resources that can cushion the pressure of job demands on 

strain. Yet, other important job resources are totally left out, such as autonomy or inter-

team relationships and team spirit. 

Conversely, we can deduct analogous observations regarding job demands: job pressure 

(both in intrinsically and extrinsically) is the most important job demand, whereas other 

equally important (at least for specific working environments) job demands are given 

little or no attention. Especially for this study that involves public servants in the 

healthcare realm, emotional demands can be a prevalent job demand (Bakker et al., 

2000).  
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As such, we could summarize that DCM and ERI model have been restrained to a 

confined set of independent variables that may not be relevant for all occupations. 

JD-R model though, is founded on the assumption that each job can have its own 

specific job factors generalized into the two categories of job demands and job 

resources, appointing it easier to apply to a wider variety of working environments. 

More importantly the job demands are not necessarily negative, but they are factors 

that can turn into stressors when meeting those demands requires a high effort from 

which the employee has not fully recovered (Meijman and Mulder, 1998).  

Also, on a different level, the JD-R model expands that of DCM; while DCM states that 

autonomy may cushion the impact of work overload on job stress, the JD-R model states 

that different types of job resources act as the buffer of different job demands. 

Overall the JD-R model incorporates an augmented set of possible working conditions, 

focuses on both negative and positive factors of employee wellbeing, can be applied to 

a wide range of occupations, and can be used to improve employee wellbeing and 

performance, all in one parsimonious model. As such, the JD–R model is the preferable 

theoretical ground of this thesis. 

 

 

2.5 Civil Servants and the Public Sector Services 

In accordance with Article 103 paragraph 1 of the Constitution "The Civil Servants are 

executors of the will of the State and their main role is: serving the people, showing faith 

in the country and comply with the Constitution". Thus, the civil servant is the physical 

person who is connected with the State with a specific legal relationship and exercises 

public authority under occupation and compensation. His working conditions are stated 

in Articles 56, 103-4, of the Greek Constitution (Aggelopoulos, 1923).  

From the perspective of the work balance models that were presented in the previous 

sections, the public sector is a unique environment characterized by the large set of 

formal rules and regulations, a strictly defined organizational structure and hierarchy 

and a series of bureaucratic levels.  
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From the perspective of job demands, the public sector can be excessively diverse. The 

reason is that the occupational fields that are incorporated within the public sector vary 

and include job positions in the healthcare sector which has high interaction with 

others, to financial and administrative positions that can require no immediate 

interaction with the public. Studies regarding the former occupations in the public 

sector identify cognitive and emotional demands as the ones that are prevalent for this 

occupational field (Bakker et al., 2008; Van den Broeck et al., 2008).  

Accordingly, administrative positions of the public sector present workload demands 

and organizational changes as more prevalent. The reason is that the employees of 

those positions are confronted more with the set of formal rules and procedures that 

regulate their activities. These bureaucratic structures are not perceived as natural or 

neutral conditions to work in, and they are found through empirical studies to induce 

the feelings of job insecurity and distrust (Bozeman and Rainey, 1998; DeHart-Davis and 

Pandey, 2005).  

From the perspectives of job resources, academic literature is quite abundant. Studies 

such as (Bakker et al., 2008; Gould-Williams, 2007; Noblet et al., 2006; Noblet & 

Rodwell, 2008; Van den Broeck et al., 2008), include resources such as autonomy, 

feedback, career development and team support, which are ones that reflect the 

particularities of the public service work environment. 

 

2.6 Empirical Studies 

Trying to bind job demands, resources, burnout and work engagement is a well-

researched subject in the academic community. Several empirical studies showed that 

indeed JD-R model can predict important organizational outcomes. These theoretical 

and empirical developments can be identified as a consensual framework in the 

scientific community specializing in the study of stress. The vast majority of research 

undertaken in the past few years to explain stress and burnout have been developed 

around these theoretical arguments that demanding aspects of work lead to constant 

psychological burden and exhaustion, and lack of job resources disallows goal 

accomplishment, causing failure and frustration (Demerouti et al., 2001; Maslach,  
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Jackson, & Leiter, 1996; Schaufeli & Bakker, 2004; Schaufeli & Enzmann, 1998). For 

instance (Bakker et al., 2003a) applied the JD-R model to a Dutch telecom company and 

investigate its validity in predicting absenteeism and turnover intentions. The job 

demands studied in that work (work pressure, computer problems, emotional demands 

and task alteration) were the important predictors of health problems, which 

subsequently were related to sickness absence. The job resources (social support, 

supervisor guiding and feedback) were the important predictors of organizational 

commitment and were subsequently related to turnover intentions.  

However, most empirical studies dedicated to stress and job strain in general, are 

developed using data obtained from employees in the private sector. To the best of our 

knowledge, a small number of studies rely on public organizations’ samples such as 

(Kim, 2005; Noblet et al., 2006; Noblet & Rodwell, 2008). Even those though, do not 

adapt their research models to the very specific job demands and job resources factors 

inherent in the functioning of public organizations or to the variety of public servant 

occupational positions. 

Works like (Martinussen et. al, 2007) have targeted high-risk occupations, such as police 

officers, in Norway and Sweden respectively, aiming to find the levels of burnout and 

other stressors. The results indicated that in general both job demands and lack of job 

resources were correlated to burnout in the expected direction. To that extent, our 

thesis aims to complement the findings of the above, by adding statistics regarding 

other public sector occupation areas, derived from a country that is under crisis and has 

totally different financial power than the Nordic countries.  

With a similar view to our study regarding the parameters of work engagement and 

burnout, studies like (Hakanen, et. al, 2005) and (Rudow, 1999) study the same for the 

occupation of teachers. The results for this occupational field show that job demands 

were positively related to burnout and ill health, while job resources were positively 

related to engagement and organizational commitment, and negatively related to 

burnout. Also, the symptoms of burnout were negatively related to organizational 

commitment and positively related to ill health, whereas engagement was positively 

associated with organizational commitment. More specific among their findings is that 

burnout is related with: high sickness rate, absence from work, early retirement, low 
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performance, different mood states (negative feelings) and anti-social behavior. Their 

conclusion is that “Being a teacher, is particularly affected by stress and burnout.” This 

study is highly specific to the inherent emotional demands that teachers have, and does 

not focus on the overall public sector as a whole.  

Studies seeking to discover if job demands and autonomy and social support (from job 

resources) affect work engagement can also be found, such as the work of (Taipale et. 

al, 2011). In this empirical study, data from eight European countries were gathered, 

namely Bulgaria, Finland, Germany, Hungary, Netherlands, Portugal, Sweden and UK, 

and the findings indicated that the level of work engagement varies between the 

countries. At the same time they showed that job demands decrease work engagement, 

while autonomy and support increase it, effects that are mainly the same throughout 

the countries.  

Empirical data regarding crisis from the perspective of occupation and employee well-

being are also becoming more available. Of great interest is a report published in 2013 

in which Eurofound provided a review of working conditions and related statistics and 

how these have been transformed between years 2007, which is the period before the 

crisis, and years 2012 and 2013 (Guy Van Gyes and Lise Szekér 2013). Figure 2.6 depicts 

the changes in percentage in job insecurity between years 2007-2012. Greece, denoted 

with “EL” has the second highest change. People currently employed think that within 

the next six months they will “very likely” or “quite likely” lose their jobs.  This is 

connected with the unemployment rate also that rose around 10% during these years. 
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Figure 2.6 Job Insecurity and Unemployment in EU (2007-2013) 

(Guy Van Gyes and Lise Szekér 2013) 

 

The findings of this study are quintessential for the progress of our thesis as they 

provide pre and post crisis statistics and also progress to analyzing how crisis has directly 

impacted work stress. However, certain statistics including the relation between crisis 

and occupational stress are missing for Greece. It should also be noted that the study 

provides statistics for each country without diversifying between private and public 

sector. From that perspective, we try to complement it, while focusing our study to the 

financially stagnated public sector.  
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II. Research Part 

3.  Method 

This chapter describes the methodology that was used in the present research. The 

description starts with the chosen method of investigation and selected research 

approach, succeeded by the selected organizations and data sampling, and finally 

followed by validity and reliability of the material. Overall, it provides an extended view 

of the data that was used and how the research was carried out.  

 

3.1 Method of investigation and Research approach 

In literature it can be found that there are multiple designs that can be opted for 

conducting a research investigation; designs like that include the case study, the survey 

study, cross-sectional study and longitudinal study. Based on (Yin, 2008) a case study 

design should be considered when: i) the focus of the study is to answer “how” and 

“why” questions, ii) the manipulation of those involved in the study is not possible, iii) 

when contextual conditions need to be covered as they are relevant to the phenomenon 

under study and iv) when the boundaries between the phenomenon and the context are 

not clearly defined. To that extent our research follows the case study method of 

investigation. In addition, there are three major types of case study research, the 

exploratory, the descriptive, and the explanatory. Explanatory case studies usually 

consist of an accurate description of the facts of a case, presenting though views of 

alternative explanations, and a conclusion based on credible explanations that are 

congruent and supported by the facts. It is also suggested by (Yin, 2008) that casual 

researches can be held through explanatory case studies, which fit the aspects of this 

research. 

In terms of research approach there are two different research strategies that can be 

followed, the qualitative and the quantitative approach. Based on (Johnson and 

Christensen, 2008) quantitative research usually is derived through large statistical 

surveys that were randomly selected, which give precise, structured and validated data 

collections. A quantitative analysis is expected to have a generalizable outcome 

constructed as a statistical report with comparisons and statistical significance of 
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findings that can easily be applied to other organizations. On the other hand qualitative 

research can find application to smaller and not randomly selected specimens, while the 

form of collected data can be interview material, participant observations etc. The 

outcome of a qualitative approach can be a descriptive narrative report with findings 

that are applicable to the particular subject of study and less generalizable.  

Even though our study is based on a questionnaire and specific statistical quantifiable 

data are be derived from it, the lack of pure randomness in the sample and the rather 

small number of cases under research (two organizations) cannot allow us to consider 

this a generic quantitative survey study.  

  

3.2 Selection of participating organizations  

One of the most favored departments in distribution of money in Greece prior to the 

financial crisis was the healthcare sector. Post crisis however, healthcare organizations 

are pushed to cut on their expenses so much, that they have been unable to efficiently 

deliver a proper first line of healthcare: simple medical advising and checks, drug 

prescription, and basic medical incidents cannot be accomplished by hospitals that 

inevitably focus their economic and manpower resources at handling more critical cases. 

Especially for the vulnerable group of elderly people the aforementioned services have 

increasingly been handled by Elderly Open Care Centers (EOCC). As such, the employees 

of the EOCC “KAPI Kalamarias” in Thessaloniki can prove to be good candidates for our 

survey. These public servants are occupied in medical, social and administrative 

positions, and the city of Thessaloniki is the second largest city in Greece with a 

population exceeding 1.2 million inhabitants. The organizational structure of EOCC KAPI 

Kalamarias has three main service departments, the medical services, the social services 

and the financial department. Our online survey was communicated for participation to 

the employees of the medical and social departments in one of the EOCC’s centers as 

well as to members of the administrative board.  

On the other hand, the Local Authorities of Grevena (O.T.A Grevena) was used to 

complement our survey. Local authorities in general are the lowest level of government 

within the organizational structure of that country. Based on the Municipal and 
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Communal Code (article 24) regional entities such as municipalities, have authority for 

the administration of their local jurisdiction as it pertains to the social, financial, cultural 

and spiritual interests of its citizens. The revenues for local authorities that cover their 

operational expenses come from both ordinary (state budget) and extraordinary sources 

(fines and fees). Due to crisis, the state budget formula for funding those first level 

governments has been modified to reserve tax expenses, leaving the local authorities to 

rely more on extraordinary revenues, a sort of tax and fee collection process that 

creates dispute between the local authorities and its community members. Due to the 

above, it is apparent that the public servants working in this first level of government 

are also ideal candidates for participating in our research. 

The public servants that we were able to reach in O.T.A Grevena for participating in our 

survey were employed in the department of finance, and the department of civil 

information and contact, complementing the ones working closer to the healthcare 

sector in Thessaloniki, and at the same time providing useful data for comparing those 

two public state organizations. Additionally, Grevena is a city of 15.000 citizens, with 

different occupational, social and financial dynamics from Thessaloniki which can also 

both complement our sample making it more statistically valid, and also be used in 

further studies where regional variables are being examined.  

For both the above organizations the respective organizational structures with the 

participating departments are depicted in Fig. 7.1 and 7.2 on Appendix I.  

 

3.3 Sampling  

The public sector in Greece and in any other country provides civil services spanning 

from the sector of healthcare to the financial transactions between public state and its 

citizens. Due to this wide range of job positions, it is very hard to obtain a statistical 

sample of significance when conducting research across one individual department of 

the local authorities’ web. As such, a convenience sampling was used, or else a non-

probability sampling technique where the participating organizations were selected 

because of their convenient accessibility and proximity to the researchers. However, 

effort was given in having our questionnaire answered by public servants working in 
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different departments within the case organizations using a random probability, since all 

currently employed members of the departments could answer our questionnaire with 

an equal probability.  

A correlation analysis was made for the results of the survey using Microsoft Excel and 

SPSS as a statistical processing and analysis tool.  Besides statistical techniques that 

were used to correlate the different measured variables, Cronbach’s Alpha coefficient 

was calculated to express the reliability for each variable used in the survey and ANOVA 

analysis was made for the comparison of the two samples (Chapter 4.1).  

 

3.4 Data Collection and Questionnaire design 

To obtain our statistics we created an anonymous internet based questionnaire 

consisting of questions in the fields of job demands, job resources, job insecurity and 

work welfare (burnout and work engagement). The completion of the questionnaires in 

the two local state government agencies took place during March and April 2014. The 

online survey was created in www.esurveycreator.com, and included a brief explanation 

of the purpose of the research, where it is going to be used, stating the fact that the 

answers are totally anonymous and confidential and it will not impact in any way their 

working status, and the estimated time for answering the questionnaire was 

approximated to a range of 15 to 20 minutes. Additionally, it was stated that all 

questions were mandatory to be answered for this research to have a well-rounded 

statistical meaning. 

In line with what is described on the theory part (Chapter 2.3.3 Job Demands-Resources 

model) we measure several categories/characteristics of job demands, namely 

workload, cognitive demands, changes to the organization, emotional demands, 

emotional mismatch and work insecurity. 

For job resources, we measure the parameters of autonomy, cooperation-support, 

feedback, guidance from the manager, personal development, variety of skills, team 

morale, and sense of justice. More specifically, utilizing the different models that were 

presented in Chapter 2, the questionnaire followed the design below: 

Regarding the questions to measure job demands:  
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a) Workload. Based on (Bakker et al., 2003) workload was measured with a five 

options Likert scale from 1 to 5 accounting for “Never” to “Always” and included 

a set of four questions such as “Do you have to work fast?” and “Do you have to 

work under time pressure”. 

b)  Cognitive demands. Based on (Van Veldhoven and Meijman, 1994) this 

performance indicator was measured with a set of four questions such as: “Does 

your work require high concentration”, answered with the same as above five 

options “Never” to “Always” scale. 

c) Organizational changes. To measure this item (Bakker et al., 2003) seven 

question set was used including questions like: “Do you need to adjust to 

changes within your organization?” and “Have your work duties changed 

recently”. The responses were measured using a six options Likert scale ranging 1 

to 6 accounting for “No” to “A lot”.  

d) Emotional demands. Using a four set of questions as defined in (Xanthopoulou, 

Bakker, and Fischbach, 2013), emotional demands indicator was measured with 

a five options Likert scale from “Never” to “Always”, and included questions such 

as “Do you have to confront demanding citizens at work”. 

e) Emotional discrepancy.  Based on (Xanthopoulou, Bakker, and Fischbach, 2013) 

a set of five questions were used, including amongst others questions like “How 

often do you have to suppress your emotions to exhibit a neutral impression”.  

The responses were measured with the five options Likert scale ranging from 

“Never” to “Always”.  

f) Work insecurity. Based on (Probst, 2003) this performance indicator was 

measured via a set of three statements, such as: “I enjoy a considerable level of 

work security”, using a Likert scale of five options ranging from “Strongly 

disagree” to “Strongly Agree”. 

Regarding the questions to measure job resources: 

a) Autonomy. According to (Bakker, Demerouti and Verbeke, 2004) this item can 

be measured with a set of three questions, such as: “Can you participate in the 
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decision making process regarding your work?”. The responses were measured 

with a five options Likert scale from “Never” to “Always”.    

b) Cooperation and support from colleagues.  Based on the same as above work of 

(Bakker, Demerouti and Verbeke, 2004) a set of three questions is adequate to 

measure this indicator, including questions like: “At work, do you feel that you 

are appreciated by your colleagues?”. The same five options Likert scale ranging 

from “Never” to “Always” was used to measure the responses. 

c) Feedback. Based on (Bakker et al., 2003), feedback was measured with a set of 

three questions, such as: “I receive enough feedback regarding the results of my 

work”. The responses were measured with a five options Likert scale from 

“Never” to “Always”.    

d) Guidance from Manager. Using (Graen and Uhl-Bien, 1991) this indicator was 

measured with a set of five questions, for instance: “My manager notifies me on 

how satisfied he is with my work”. The same five options Likert scale ranging 

from “Never” to “Always” was used to measure the responses. 

e) Personal Development was measured with three questions based on (Bakker et 

al., 2003), including questions like: “At work I am able to develop my strengths”. 

The responses where measured with a five options Likert scale ranging from 

“Strongly disagree” to “Strongly agree. 

f) Skill Variety was measured with a set of six statements according to (Van 

Veldhoven and Meijman, 1994). The included statements vary from “At work you 

need to repeat the same things” to “Your work requires personal contribution” 

amongst others.  The responses were measured with the same as above five 

options Likert scale ranging from “Strongly disagree” to “Strongly agree”. 

g) Team Morale is an indicator denoting the level of team spirit within the 

organization and was measured via a set of four statements based on (Seashore, 

1954). It includes questions like: “At my team we help each other during work”. 

The responses were measured with a five options Likert scale from “Never” to 

“Always”.    
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h) Sense of Justice. This indicator was measured with a total of nine questions. The 

first five were based on (Moorman, R.H., 1991) aiming to measure a distributive 

type of justice including questions like: “How fair is your organization regarding 

your salary taking into account your performance”. The second set of four 

questions were based on (McFarlin, D., B., and Sweeney, P.D. (1992) accounting 

for a procedural type of justice, using questions like: “How fair are the processes 

followed in your organization regarding the way changes are made”.  The 

responses were measured with a five options Likert scale ranging from “Not at 

all” to “To a very high degree”. 

 

Work welfare was measured using the parameters of burnout and work engangement.  

a) Burnout was measured based on a set of sixteen statements (statements 65-80 

of the survey) according to (Demerouti, Bakker, Vardakou and Kantas, 2003) 

accounting for measuring the exhaustion and the work disengagement of 

employees.  This set includes statements ranging from “There are days that I feel 

tired even before starting to work” to “When working, I feel full of energy”, the 

responses of which were measured with a five options Likert scale ranging from 

“Strongly Disagree” to “Strongly Agree”.  

b) Work engagement was measured based on a set of nine statements (statements 

81-89 of the survey) according to (Xanthopoulou, Bakker, Kantas and Demerouti, 

2012) accounting for measuring vigor, dedication and absorption.  This set 

includes statements like: “I feel alive when I work” and the responses are 

measured with a seven options Likert scale ranging from 1 to 7 accounting for 

“Never” to “Always”. 

The direct impact of economic crisis to the financial, social, family and work statuses 

was also measured with a set four questions, with questions like: “Over the last 

quarter in what way has the economic crisis affected your work status?”. Responses 

were measured with a seven options Likert scale from “Very negatively” to “Very 

positively”. 
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In addition to the above the employees’ satisfaction of their working position was 

measured using the question “How satisfied are you with your work”, using for the 

responses a five options Likert scale ranging from 1 to 5, from “Not satisfied at all” to 

“Totally satisfied”.  

Finally, a set of questions were appended on the last page of the survey in order to 

obtain the participants’ demographic and personal data.  

 

3.5 Validity and reliability of data 

It must be noted that when designing such a comprehensive questionnaire that includes 

questions in the fields of job demands, job resources and work welfare (burnout and 

work engagement) we need to consider the internal and external validity and reliability 

of our data.  

To be able to reach internal validity, a substantial effort and time was spent on the 

questionnaire design after multiple internal discussions between the authors to ensure 

that it coincides to literature practices and theoretical models that are relevant to what 

we are trying to measure. Also, with our business case being the a) identification and 

relation of the current working conditions of public servants within the economic and 

occupational results of the crisis, ii) the comparison of those between different regions 

and iii) the suggestion of counter measures in order to achieve work engagement and 

relieve the burnout syndrome in the public sector, we achieve sufficient external validity 

or generalizability. Our study should hold true for different regional locations and for 

different types of public service occupations. 

Besides validity, the term reliability refers to how reliable the investigation method and 

the techniques for collecting research data are. As such, a reliable study will have a 

result that is should remain unchanged if it was to be conducted for another time. Since 

we have respondents in a) all positions within the departments of interest, b) employed 

in different fields of the public sector and c) being in different regions, as well as we 

tried to be as objective as possible while analyzing data we expect that the results 

presented are sufficiently reliable. 
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To further ensure the reliability of our measured data, Cronbach’s statistical reliability 

coefficient was calculated and it is presented in the following table. As presented, all 

calculated coefficients are above 0.7 signifying that they are all with internal 

consistency.  

 

  Cronbach 
alpha 

Job Demands Workload 0,847 
Cognitive_demands 0,712 
Organizational_changes 0,844 
Work_insecurity 0,893 

Job Resources Autonomy 0,736 
Cooperation 0,888 
Feedback 0,825 
Guidance_from_manager 0,878 
Personal_development 0,781 
Skill_variety 0,758 
Team_morale 0,966 
Justice Distributive 0,938 
Justice Procedural 0,919 

Burnout Exhaustion 0,724 
Disengagement 0,766 

Work Engagement Vigor 0,909 
Dedication 0,952 
Absorption 0,912 

 Crisis_direct_impact 0,725 
Table 3.4 Cronbach’s alpha for the measured parameters of the survey 
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4. Survey results  

In the following paragraph we will describe the relations between the significant 

statistically variables as they were obtained using Excel. The statistical values are 

positively and negatively associated between them. When they are positively associated 

the increase of a value will lead to the increase of the associated item, and when 

negatively the opposite.  

In this research, the participation reached to 66 employees out of 92 from which 37 

were from Thessaloniki and 29 from Grevena from a total number of respectively 50 and 

42.  The cumulative sample was random, the age distribution was from 31 to 59 with a 

mean value of 39.11 (standard deviation 5.47) and the sexes percentage was 37% male 

and 63% women. The family status of the sample was: 31% single living alone without 

children, 48% living with partner and children, 9% living with partner without children, 

5% living alone with children and 7% living with their parents.  When it comes to 

education a percentage of 7% were high school graduates, 24% were graduates of a 

technological institute, 41% graduates of university and 28% had post graduate 

education.  Furthermore all the participants were working full time, which equals to 40 

hours of work per week, and they work in the same organization from 1 to 21 years with 

mean working years equal to 4.8 years (standard deviation 3.66). From the overall 

sample approximately 11% held a managerial role at the time of the survey.  

The above control variables were chosen to allow the authors or the readers of this 

thesis to use the results for comparison with other researches. Pie charts selected to 

depict the demographic results since they are a good way to show result and compare 

the contribution on different categories to an overall total.  From Demographic results 

we can conclude that the majority of the employees in public sector, are females, with 

high and higher education and they are living with partner and children.  
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Figure 4. Gender, Education and family status of the sample 
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4.1 Comparison of the samples  

As it can easily be exhibited from the graphical representations of the weighted mean 

values in Tables 4.1.1, responses from both organizations in Thessaloniki and Grevena 

were following the same trend. In order to check the statistical variation between the 

two samples we are using ANOVA analysis in which the null hypothesis is that both 

populations have no differences.  

 

 K.A.P.I. 
Thessaloniki 

 O.T.A. Grevena 

  Mean St. Dev.   Mean   St. Dev.  
Workload 3,96622 0,92612   3,97414 0,924375 

Cognitive_demands 3,54054 0,8898   3,68103 0,842078 
Organizational_changes 4,20199 1,08317   4,51927 0,991079 

Work_insecurity 2,83784 0,67913   2,82759 0,772537 
Autonomy 1,31532 0,50671   1,36782 0,546031 

Cooperation 3,66667 0,93254   3,89655 0,932768 
Feedback 2,22523 0,76542   2,27586 0,766007 

Guidance_from_manager 2,13025 0,77421   2,18391 0,796017 
Personal_development 2,01802 0,88822   1,89655 0,784287 

Skill_variety 2,3027 0,94294   2,18621 0,809525 
My_Team 2,75676 0,87099   2,69828 0,778285 

Sense_of_Justice 1,5946 0,67765   1,69828 0,658729 
Work_welfare (burnout) 2,06006 0,85264   2,03831 0,81558 

Work_welfare (engagement) 1,59502 0,67181   1,56322 0,654934 
Crisis_direct_impact 1,57432 0,49787   1,4569 0,54046 

 

Table 4.1.1. Mean and standard deviation of responses of the two samples. 

 

As we can see from figure 4.1.2 below, the two regions seem follow each other very 

closely. The scale on the graph is an indication of the dimension of the measured item. 

The higher the response value is the higher the value of the measured item is. 

Exceptions on that figure are the “Burnout” and the “Crisis direct impact” where the 

lower values mean higher burnout and higher impact of the crisis.   
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 Figure 4.1.1 Means of responses of two samples 

 

 

In order to mathematically prove the indifference between the two samples we made 

use of Excel ANOVA data analysis for the 17 significant parameters and we obtained 

what is presented in Table 4.1.3.  

SUMMARY  

Groups Count Sum Average Variance  

KAPI Kalamarias 17 45,949 2,7028842 1,036501  

OTA Grevena 17 46,307 2,7239416 1,142607  

 
 

ANOVA  

Source of Variation SS df MS F P-value  F crit 
Between Groups 0,003769 1 0,003769 0,003459 0,953465  4,149097 
Within Groups 34,865728 32 1,089554  

 

Total 34,869497 33  
 

Table 4.1.3 ANOVA for the two samples 
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As it can be seen, the null hypothesis cannot be rejected since the P value is 

considerably high and in turn F < Fcrit. As such, we can derive that the responses of the 

questionnaire for our research are not affected by other dependent factors.  

This result shows that the impact of crisis in the job demands and job resources is 

similarly experienced by public servants working on different types of public service and 

in different regions of the country. This observation is important as the suggestions to 

alleviate the negative effects of the crisis and increase job resources that will conclude 

this research, can be considered to a certain extent valid for the whole Greece and for 

different of public service jobs.  

 
4.2 Crisis, Job Demands, Job Resources and Burnout  

To prove the validity of the first research hypothesis that the existence of increased 

work demands due to the crisis will lead to a decrease in employee’s motivation and 

lead to an increase of the burnout factor, correlations were made between the factors 

affecting them. More specific the two factors comprising burnout (disengagement and 

exhaustion) were correlated with the job demands (workload and cognitive demands) as 

well as the job resources (autonomy, cooperation, feedback, personal development, skill 

variety, guidance from manager and sense of justice). 

Based on the data presented in Table 4.2, it can clearly be seen that crisis is positively 

associated with work insecurity, exhaustion and disengagement with high significance.  

In parallel, disengagement is positively associated with workload, cognitive demands 

and the organizational changes. Accordingly it is negatively associated to all the job 

resources.  

In a similar manner, exhaustion is associated positively to workload and the cognitive 

demands. In contrast it is negatively associated to autonomy, cooperation, feedback, 

guidance from the manager, personal development, skills variety and sense of justice. 

Moreover the two variables exhaustion and disengagement are positively associated 

between them. 
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4.3. Crisis, Job Demands, Job Resources and Work Engagement 

In this paragraph we will try to validate the second research hypothesis according to 

which the presence of high job resources are positively associated to employees’ 

motivation which results to work engagement. Correlations were made between the 

three characteristics of work engagement:  vigor, absorption and dedication (Schaufeli 

et al.,2002),  and the characteristics of job demands and job resources. 

Based on Table 4.2, it is shown that crisis is negatively associated to vigor, absorption 

and dedication with high significance. Also, it is negatively associated with the sense of 

justice.  

At the same time, vigor is positively associated with cognitive demands and 

organizational changes while it is negatively associated with workload. When it comes to 

work resources it is positively associated with autonomy, cooperation, feedback, 

guidance from the manager, personal development, skills variety and sense of justice. It 

is associated negatively with exhaustion and disengagement that comprise burnout.  

In a similar manner dedication is positively associated with cognitive demands and 

organizational changes and negatively associated to workload. Regarding work 

resources the relations are as follows:  Dedication is positively associated with 

autonomy, cooperation, personal development, skills variety and sense of justice. As 

expected dedication is negatively associated with burnout, while at the same time it is 

positively associated with vigor.  

Finally, absorption positively associated with cognitive demands and negatively with the 

organizational changes and workload of work demands. From job resources there is a 

positive relationship with cooperation, autonomy, feedback, guidance from manager, 

personal development, skills variety, and sense of justice. Again, the association with the 

two parameters of burnout are negative, while the correlation to vigor and dedication 

are of a positive relationship. 
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4.3. Job Satisfaction  

With regards to “Job Satisfaction” in Thessaloniki 5% answered “Not satisfied at all”, 

16% “Little satisfied”, 54% “Sufficient satisfied”, 21% “Very satisfied” and 2% “Totally 

satisfied”. The respective results for Grevena were: 3%, 24%, 48%, 24% and 0%. Results 

are also depicted in the figure 4.3 below.  

 

Figure 4.3 Job satisfaction 
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5. Analysis 

The current study used the Job Demands–Resources (JD–R) Model (Bakker et al.,2003; 

Demerouti et al., 2001) to examine how civil servant’s working conditions are related 

through work-related well-being – i.e. through burnout and work engagement – to their 

health problems and to organizational commitment. More specifically, we predicted 

that crisis is directly correlated to the heightening of job demands (work insecurity).  

This is congruent to the empirical data of “Eurofund” as it was presented in Chapter 2.6. 

In that, it was shown that in financially stricken countries such as Spain and Ireland, 

crisis is acting as a predictor of work insecurity. This is also the case for the Greek public 

sector, where crisis has minimized the perception of job security. Additionally, we 

proved the hypothesis that crisis is also directly related as a predictor to ill health 

through its impact on burnout.  

Furthermore, crisis is impacting the civil servant’s job resources, by decreasing 

procedural and distributive justice, while at the same time it is a predictor of lack of 

organizational commitment as it is negatively correlated to the parameters of work 

engagement (vigor, absorption, dedication).  

What is also of importance is the fact that our two samples had no statistical difference. 

This is congruent to the fact that in our study specific job demands (like emotional 

demands) did not appear to be significant. This indicates that for the study of employee 

well-being the inherent to the job position job demands are not prevalent.  

 

5.1 Job Demands, Job Resources and burnout analysis 

The results of the research revealed that burnout is strongly associated with the high 

workload and high cognitive demands while it is reduced when the sense of justice is 

present and employees feel autonomy. The findings are consistent with the work 

balance models of employee well-being that are presented in the theoretical part in 

Chapter 2.  
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Our results fit in the Karasek’s DCM where the elevated work stress is the result of high 

work demands (high workload and high cognitive demands) and low work control 

(autonomy). 

The absence of guidance from the supervisor can increase the burnout as well. From the 

correlation table 4.2 it is observed the negative association between guidance from 

supervisor and burnout. Levinson 1981 in his work about executives and burnout came 

up on a similar conclusion that “The amount of time the supervisor spends with 

subordinates is a form of social support which can reduce burnout” 

Burnout is also negatively associated with the sense of justice. According to the ERI 

model of Siegrist (Effort - Reward Imbalance Model) in Chapter 2.3.2, when employees 

consider that their efforts are not paid back then their motivation is dropping, 

developing negative emotions and generating an elevated level of stress. The analysis of 

the survey also revealed that burnout is negatively associated with the sense of justice, 

meaning that a source of stress for the employees is when fairness cannot be perceived 

by them, as an outcome of either their salary reward or their (lack of) performance 

evaluation. 

The job demands - resources model as it is presented from Bakker and Demerouti in 

chapter 2.3.3 states that jobs with high demands that necessitate a prolonged effort will 

deplete the energy resources of employees, leading to exhaustion, stress decreased 

performance or even health issues. In contrast, work resources have motivational 

potential, encouraging employees to achieve their goals, leading to higher engagement 

and better performance. From the analysis of the survey it is revealed that a negative 

relation exists between burnout and work resources and a positive one with the high 

work demands.  

Jobs with high demands and low control are called high strain jobs and may result from 

psychological distress to physiological illness. That is exactly what we can see through 

this survey occurring due to the financial crisis aftermath. Job demands are constantly 

kept high, while job resources are more and more limited.  The restricted work 

resources drive the employees to increased levels of burnout, while working in such an 

environment disallows the reduction of the negative effects of the heightened work 
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demands. The direct consequence is that the employees fail to complete their tasks and 

pursuit their goals.   

 

5.2 Job Demands, Job Resources and Work Engagement analysis 

With regards to the three work engagement parameters, employees in both 

organizations seem to be just slightly work engaged. The positive association of vigor 

and dedication with the organization changes and cognitive demands exhibits that 

employees are seeking changes within the organization and they are motivated with 

high cognitive demands. From the survey results it is also clear that the three elements 

of work engagement are associated positively with collaboration, feedback, guidance 

from the manager, personal development etc. This observation is very coherent with 

empirical studies including (Bakker et al., 2008; Gould-Williams, 2007; Noblet et al., 

2006; Noblet & Rodwell, 2008; Van den Broeck et al., 2008), which all included the job 

resources of autonomy, feedback, career development and team support, as the ones 

that reflect the particularities of the public service work environment. It is also proving 

that the existence of adequate work resources are acting as motivating factors for the 

employees and drive them to a higher level of work commitment and a better overall 

performance. In contrast though, the increased workload that has been imposed by the 

crisis reduces the dedication, vigor and absorption during work.  

The survey indicated the positive relation between job resources and motivation. 

Increased presence of job resources leads to a sense of justice in work environment. 

When employees perceive the existence of justice then there is assurance that their 

efforts will be rewarded, and this will lead to increased motivation. Employees that feel 

that they are treated equally show increased performance and higher work 

engagement. The achievements of goals and the feedback from manager increase the 

job performance giving the feeling to the employees that their job is. As supported by 

the survey results and the correlation matrix in Table 4.2 work resources have been 

heavily restricted due to the economic crisis, which in turn negatively affects the 

elements that comprise work engagement. 
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Our results analysis comes in contrast with part of Taipale’s work about work 

engagement in eight different European countries. Taipale’s findings show that the work 

engagement varies between different sectors within the same country as described in 

Chapter 2.6. Our ANOVA for comparing the results between the two organizations 

showed that the work engagement is matching the two organizations despite their 

different characteristics. It is inline though with Taipale’s findings about the positive 

correlation of work engagement and autonomy and support from the superior.  

 

 

5.3 Work engagement and Burnout analysis 

The results of the survey revealed a statistically important relation between burnout 

and work engagement. All the three elements of work engagement are positively 

related between them and negatively connected with the two elements of burnout, 

exhaustion and disengagement. When burnout is increasing then employees disengage 

from they work duties, cannot perform their tasks with a basic level of quality or even 

further, are not motivated to work at all. As presented in the work of (Schaufeli et al., 

2002), work engagement is “a positive, work related, state of the mind”. From the 

survey results and the negative relation to burnout, it can easily be observed that an 

increase in work engagement can reduce the adverse burnout effects. However, the 

overall situation is further strained under the conditions of the financial crisis. Due to it, 

work engagement cannot increase while burnout dimensions are in a constant elevated 

level.  

That very negative correlation between the work engagement and burnout can be seen 

also in other similar works as of Martinunssen about police officers in Norway where 

officers with high level of exhaustion experience low job satisfaction and commitment.  

 

5.4 Analysis Summary 

Overall, the proven hypotheses and the above analysis of the results can be summarized 

in the following Figure 5.4.1. The figure depicts that the financial crisis has increased 

directly specific job demands of the public servants in Greece, namely the work 
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insecurity, while at the same time it is directly impacting employee ill health as it is 

proven to be a predictor of burnout. At the same time it illustrates that the available job 

resources have decreased due to crisis.  Sense of justice is negatively affected and so are 

the work-engagement parameters vigor, absorption and dedication. Also it exhibits how 

the studied variables are correlated between them. 

 
Figure 5.4.1 Relation of financial crisis to the studied variables 
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6. Conclusions 

The findings of this thesis showed that employees in the two organizations of KAPI 

Kalamarias in Thessaloniki and the Local Authorities of Municipality of Grevena (O.T.A. 

Grevena) are experiencing high levels of stress while their motivation for work is in low 

levels. Their job is characterized by high demands and the available job resources are 

low. Crisis is acting as a predictor of stress, since their working environment is negatively 

affected by it, increasing job demands, and impacts burnout factors while at the same 

time it decreases job resources and elements that would assist work engagement. Also 

it is impacting directly their economic status as well as other areas of their social and 

family life, which of course all influence their way of work and performance.  

The statistical data obtained, contribute to the extant studies with findings on the Greek 

public sector job conditions and employee healthcare. They also exhibit that the whole 

public sector is similarly affected regardless of the occupational area, showing that the 

model can be applicable to the entirety of the public sector.  

6.1. Suggestions in job redesign to minimize crisis impact 

Based on Figure 5.4.1 it is evident that an optimal countermeasure would be the 

redesigning of the jobs so that the job demands are decreased from the currently high 

levels and job resources are drastically increased from the currently low. However the 

conditions imposed due to the economic austerity measures would not permit 

substantial changes in the job demands: 

- It is highly unlikely that workload will decrease, as job recruitment has frozen 

and more public sector positions are laid off, based on recent information 

obtained by media and press  (Euronews 2014) 

- Similarly, the very high unemployment rate will continue to sustain the 

perception of feeling work insecurity in high levels (Trading Economics, 2014) 

- Finally, based on reports regarding national reforms and especially of mergers in 

the public sector, it should be expected that organizational changes are also 

bound to occur in the near future (Iro-Anna Mamakouka, 2014) 
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It is therefore apparent that from a managerial point of view that our suggestions in 

order to alleviate the negative effects of the crisis and improve the working conditions 

of the employees focus on increasing the job resources by reforming the public servants’ 

jobs. The job resources that focus should be given on, are the ones that have been 

found by this thesis and also by empirical studies (Bakker et al., 2008; Gould-Williams, 

2007; Noblet et al., 2006; Noblet & Rodwell, 2008; Van den Broeck et al., 2008) to 

mostly affect public servants’ work-engagement and motivation: 

a) Autonomy: the managers in the public sector departments should offer the 

public servants the ability to act autonomously and participate in the decision 

making with regards to their job duties. This should probably be the first 

parameter that requires attention from a managerial aspect; autonomy would 

distance constant supervision and control relieving circumstantial stress under 

everyday conditions. Additionally, it is something important specifically due to 

the heightened workload demands. Autonomy can provide the public servants 

with the means to prioritize their workload, alleviating the factors that lead to 

burnout. 

b) Cooperation: As shown from the results of this study, team morale and 

cooperation are factors that increase employee motivation and contribute to 

work engagement. Furthermore, our survey results have shown that public 

servants experience heightened levels of emotional discrepancy, showing that 

they have to act differently to how they feel while executing their work tasks and 

duties. As such, the ability to request support, receive help and cooperate with 

their colleagues for getting through emotional and physical everyday job 

demands is mandatory. It is therefore apparent that a job reformation that 

allows seamless cooperation between the public servants, such as creating work 

groups and continuously nurture the growth of interpersonal relations within the 

job environment would be highly beneficial for the employees’ motivation and 

engagement.  

c) Feedback: The results of the study exhibit that due to the frequent 

organizational changes, the clear view of their duties and expected levels of 

handled workload is not apparent. Additionally, the organizational restructuring 

might often be changing managerial positions, making the performance feedback 
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towards the employees nonexistent, limited or even not honest. Our suggestion 

is to redesign the public servant’s job so that the feedback is not obtained 

through the traditional one source (their manager) but instead from multiple 

sources including besides their immediate manager, the civilians they service, 

other administrative or subordinate personnel within the organization and even 

their colleagues.  

d) Guidance from manager: With crisis keeping job demands on high levels and 

salaries oppositely low, it is very important to secure that public servants have 

frequent guidance from their superiors ensuring that their goals are clear, 

increasing their motivation and work engagement. 

e) Personal growth and skills variety: Public sector seems to promote repetitive 

behavior in the execution of work duties. This lack of variation of skills is 

reducing creativity and diminishes motivation. As suggested before for increasing 

cooperation, redesigning of public sector jobs to be able to form work groups 

would permit to load balance the work tasks within these workgroups in a 

rotational schema minimizing repetition, promote the exchange of knowledge 

and skills between the members of the group, and eventually increase the 

educational level of the public servants, allowing their personal development. 

With regards to the latter, the suggested job reformation could include frequent 

training of the staff if not by external experts due to reasons of economic 

predicament, at least by the most experienced employees.  

f) Sense of justice: This parameter should be always maintained in adequate levels, 

otherwise the aforementioned suggestions of public service job redesign will 

cannot be realized. If sense of justice is not perceived from the employees, then 

a climate of discrimination and competition can arise, not allowing interpersonal 

relations, cooperation and mutual assistance to develop that are essential 

characteristics of our suggested job format. 
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6.2 Limitations and future study 

The basic limitation of this thesis is the statistically small number of participants and the 

complex concepts that are not always clearly measurable. For these reasons, we suggest 

that the findings should not be fully generalized as results of a quantitative survey study. 

It would be interesting to see the results with a large number of participants and of 

more organizations in other parts of Greece to validate the statistical inference of the 

sample and our observation that the results are occupation area unspecific, or 

furthermore, include variables that pertain to the specificities of the regional area or the 

country itself and compare results of other countries that were also suffering from a 

financial crisis. It would be also of great interest to compare the above results with 

those of countries that have a healthy public sector and a strong economy, like Sweden. 

Also since our study included many variables and scales, studying for fatigue effects and 

trying to utilize methods for circumventing response bias, was out of the scope of the 

present study. This is a known limitation that should be addressed in future work.  
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