Work Engagement and Burnout: Implications for health and well-being
       Ms Hema Peese (E mail: hemapeese@gmail.com,Mobile No.9892389971)
                                   Ms Gomathi Shah(E mail:gomathij@hotmail.com ,Mobile No.9870206291)

Assistant Professors

                                K.J.Somaiya Comrehensive College of Education, Training & Research

The changing workplace

Today's workplace is undergoing immense changes. Organizations are 'reengineered' for greater speed, efficiency, and flexibility. Autocratic management is being replaced by participative management and empowerment.
Organizations are struggling with complex interventions such as democratization of the workplace, job creation, the improvement of quality of products and services, international competition, to keep up with the pace of technological development and to acknowledge the importance of diversity in the workplace.
In such a scenario, teachers have to cope with the rationalization of personnel, specialization that is increasing, the growing scope of syllabuses and an increasingly strength of classes. The unstable nature of the teaching profession constantly challenges teachers to cope with and adapt effectively to the changes encountered in their profession.  Teachers enter the profession with high expectations but the demands, pressures and conditions present varied obstacles thus contributing to stress, demoralization, and dropout of teachers.
Burnout- A serious concern

Burnout is a serious problem observed in the teaching profession. Staff feel stressed and pushed beyond their limits. Some of the most creative and talented teachers leave the profession due to burnout. Burnout and decreasing commitment have been regarded as major problems in teaching
Continuous exposure to things like high job demands, lack of job resources, change, competitiveness and rivalry, can result in stress and burnout. Stressful events may lead to ill health and might impact negatively on the work-related well-being of employees. 

Work and Work Engagement

Work often generates ambivalent feelings. On the one hand work requires effort and is associated with lack of freedom and negative feelings. On the other hand work gives energy, enables development and generates positive feelings. 
Work engagement is defined as a positive, fulfilling, work-related state of mind characterized by vigor, dedication and absorption (Schaufeli, Salanova, Gonzales-Roma, & Baker, 2002). 
When individuals feel engaged at work, a series of benefits tend to ensue. Engaged employees seem to enact more discretionary behaviors to improve the organization as well as fulfill their role more effectively 
Need to focus on health and well-being of staff
Issues of employee health and wellbeing were not considered important earlier. But today it is a major concern. It is commonly observed that healthy and engaged teachers are likely to perform and achieve educational goals better than their colleagues with burnout symptoms.
Work engagement seems to be positively associated with safety at work, whereas burnout seems to be negatively related to safety. In particular, if individuals feel exhausted and resigned rather than engaged and energized, their motivation to undertake unnatural activities, including some safety practices, diminishes. That is, in this state, individuals abstain from demanding tasks and also strive to improve their immediate needs often to the detriment of their future wellbeing. Work may result in illness due to serious burnout complaints. On the other hand work that is specifically goal-directed and structured can also lead to satisfaction.

Diagnoses of work stress, burnout and work engagement is the first step in facilitating the work-related well-being of employees.
The greater the gap, or mismatch, between the person and the job, the greater the likelihood of burnout, conversely, the greater the match, the greater the likelihood of engagement with work.
Need of the study
Engagement is a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption. It is the assumed opposite of burnout. Contrary to those who suffer from burnout, engaged employees have a sense of energetic and effective connection with their work activities and they see themselves as able to deal well with the demands of their job.  But it is observed that engagement and burnout lie on the two opposite extremes of a continuum, engagement representing the positive aspect and burnout representing the negative aspect. According to the above discussion engagement is characterized by energy, involvement and efficacy. Burnout refers to exhaustion and reduced professional efficacy. Hence the researchers focus on work engagement in terms of vigor, dedication and absorption.

Tool for the study

The Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002) was used to measure the levels of engagement.

.

Work engagement is a concept that includes three dimensions: vigor, dedication and absorption. It contains 17 questions in all. Vigor is assessed by the first six items, Dedication by the next five items and absorption by the last 6 items.
Vigor is characterized by high levels of energy and mental resilience while working, the willingness to invest effort in ones work and persistence in the face of difficulty. \

Dedication is ones‟ sense of significance, enthusiasm, inspiration, pride and challenge. \

Absorption refers to the state in which one is highly concentrated and happily engrossed in works so that s/he feels time passes quickly and it is difficult to detach from work
DESCRIPTIVE ANALYSIS OF VIGOR OF UWES

The following table gives the measures of central tendency and variability of the Vigor of (UWES)
TABLE 1
DESCRIPTIVE ANALYSIS OF VIGOR OF UWES
	N
	Mean
	Median
	Mode
	SD
	Skewness
	Kurtosis

	60
	23.25
	24
	26
	4.00
	-1.26
	2.04


Interpretation of the Scores

The mean of the distribution 23.25 and the median is 24. This shows that median is higher than the mean by 0.75.  The mode of the distribution is 26, which is higher  than the mean by 2.75.  This indicates that the difference between mean, median and mode is marginal and hence the distribution is near normal. Thus, the sample selected is representative of the population.

The Skewness of the distribution is -1.26 i.e. the distribution is negatively skewed. The kurtosis of the distribution is 2.04, which is more than 0, hence the distribution curve of Vigor is leptokurtic.
DESCRIPTIVE ANALYSIS OF DEDICATION OF UWES

The following table gives the measures of central tendency and variability of the Dedication of (UWES)
TABLE 2
DESCRIPTIVE ANALYSIS OF DEDICATION OF UWES
	N
	Mean
	Median
	Mode
	SD
	Skewness
	Kurtosis

	60
	21.58
	22
	25
	3.54
	-1.85
	4.54


Interpretation of the Scores

The mean of the distribution 21.58 and the median is 22. This shows that median is higher than the mean by 0.42.  The mode of the distribution is 25, which is higher than the mean by 3.42.  This indicates that the difference between mean, median and mode is marginal and hence the distribution is near normal. Thus, the sample selected is representative of the population.

The Skewness of the distribution is -1.85i.e. the distribution is negatively skewed. The kurtosis of the distribution is 4.54, which is more than 0; hence the distribution curve of Dedication is leptokurtic.
DESCRIPTIVE ANALYSIS OF ABSORPTION OF UWES

The following table gives the measures of central tendency and variability of the Absorption of (UWES)
TABLE 3
DESCRIPTIVE ANALYSIS OF ABSORPTION OF UWES
	N
	Mean
	Median
	Mode
	SD
	Skewness
	Kurtosis

	60
	24.13
	25
	26
	4.00
	-1.65
	3.61


Interpretation of the Scores

The mean of the distribution 24.13 and the median is 25. This shows that median is higher than the mean by 0.87.  The mode of the distribution is 26, which is higher than the mean by 1.87. This indicates that the difference between mean, median and mode is marginal and hence the distribution is near normal. Thus, the sample selected is representative of the population.

The Skewness of the distribution is -1.65 i.e. the distribution is negatively skewed. The kurtosis of the distribution is 3.61, which is more than 0; hence the distribution curve of Dedication is leptokurtic.
GRAPHICAL REPRESENTATION OF VIGOR, DEDICATION AND ABSORPTION IN WORK ENGAGEMENT IS SHOWN AS FOLLOWS
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Discussion
From the descriptive analysis it can be observed that the work engagement scores of teachers in today’s scenario especially dedication to work are significantly.
The questions of future concern are-
· Are the teachers able to cope with all the tasks without getting stressed out?
· Will these teachers continue with the same vigor and dedication if they face health problems due to stress?

· Do the organizations really care for the health and well-being of its employees?
Hence the researchers have tried to come up with some suggestions based on previous experiences and general observations.
Implications for staff’s health and well-being
Organizations can care for the health and well-being of employees in the following ways-
· providing opportunities for employees to learn new skills and to develop themselves, 

· opportunities to advance in the organization and helping them to manage their careers

· Aligning their identity with the organization by making them aware that they will share in the success if the organization is successful,

· Giving ownership of their departments’ goals

· involvement in decisions that affect their work, 

· taking pride in the quality of work they do

· Providing a positive, fun working environment, 

· giving them the  decision-making authority to do their jobs well,

· recognizing their  contributions,

· encourage to look for new and better ways of doing things,

· Creating a motivating climate.
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