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Abstract

The research aims at testing the relationship of influence and correlation be-
tween organizational silence as the independent variable along with its reasons
adopted in the study namely (the administrative and organizational reasons,
the lack of experience, work-related concerns, as well as the fear of social iso-
lation) and their influence on and correlation with the occupational burnout
syndrome along with its three dimensions of (emotional exhaustion, blunting
and personal accomplishment) As a dependent variable, and that through the
implementation of the descriptive analytical approach. The study was carried
out on (78) officers (i.e. government servants) from Second Rusafa’s Directo-
rate General of Education, collectively representing the research community.
A relevant questionnaire was used as a main tool to collect data and which
was distributed across the studied sample of people and then recollected as
being valid for the statistical analysis needed. The (spss) program was also
used in the study along with the appropriate statistical methods including (the
arithmetic mean, the standard deviation, correlation and regression, as well
as Chronbach’s Alpha Coefficient and the Split-half method). The most prom-
inent conclusions reached were seen in the existence of a silent organizational
behavior of the individuals sampled in this study as well as a consensus on
the opinion regarding the burnout syndrome, and the existence of a relation-
ship of significance between the organizational silence and its dimensions with
burnout syndrome except for the lack of experience/expertise dimension,
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as well as the existence of an effect relationship of the independent var-
iable of organizational silence along with its dimensions (except for the
lack of experience dimension) on the dependent variable of occupational
burnout syndrome.

Keywords: Organizational Silence, Burnout Syndrome.

Introduction

Both the Organizational Silence, (regardless of its causes, being
administrative in nature or organizational, or being driven by lack of ex-
perience or fear from social isolation and the like)and the occupational
burnout syndrome with all its three dimensions that have driven consensus
among the majority of authors and researchers as being the (emotional
exhaustion, blunting and personal accomplishment)are classified as part
of the problems and obstacles that public (i.e. state-run) organizations are
facing today due to the negative impacts they might have on the working
individuals across the levels whether among the administrative class, the
middle class or the lower class alike. Cush impacts can include weakening
of performance as well as diminishing of production rate, a raise in absen-
tees, shifting works and the possibility of affecting the psychology of the
employees and their behaviors, besides impeding the achievement of the
goals the organizations are looking to achieve (especially that the human
capital is considered the pillar upon which the organizations are leaning
on in achieving their goals since they depend on it in accomplishing their
works and carrying out their different activities since people (workers)
represent the dynamic energy responsible for stirring everything includ-
ing the administrative jobs, the technical ones, running the machinery and
equipment involved in carrying out works regardless of the simplicity of
complexity of the technology involved. Now in order for the worker to be
able to carry out his or her work assigned, the organization they are work-
ing for must provide them with the an appropriately sound and functional
occupational environment, in addition to qualify those workers or individ-
uals in every level, being psychological, physical and mental alike and in a
way enabling them to carry out the tasks with the utmost performance. It is
through the implementation of such parameters by means of this research
that was tried on the sections officers (government servants) of the Second
Rusafa Directorate General of Education of Baghdad governorate of the
Ministry of Education, that the effects of those variables on the perfor-
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mance of those administrative individuals that make up the link between
the upper and the lower management.

First Part: Theoretical Side

The research is made up of two variables: organizational silence as the
independent variable and the occupational burnout as the dependent var-
iable. In applying the vocabulary relevant to the variables in the study,
the researchers relied on the available scientific books, researches, theses,
journals, and scientific magazines as sources of the theoretical literature
involved, and that as follows:

First: Organizational Silence

The world of organizations today is the world of creativity, innovation and
survival in competition. This is true since the organizations that aim to
achieve and maintain success should go after creative development. This is
mainly achievable through motivating the employees to express their opin-
ions and ideas as well as to share their knowledge, value, creatively and in-
novation, are achieved. Likewise, poor support for expressed ideas would
result in a reduction of the commitments of the staffers, which would result
in lack of information and confidence in the expression of ideas, which in
turn would lead to failure of the programs designed to improve innovation
and creativity (Hesam & Raeesi, 2016: 2933).

Despite their self-confidence, studies show that employees are usually hes-
itant to express their views since they believe that engaging in discussions
and simply speaking out their minds are risky, indicating that employees
are generally not willing to speak (ERIGUC. Et al. , 2014: 133)

1- Definition of Organizational Silence: Authors and researchers
dealt with many definitions, depending on their views of what the term or-
ganizational silence mean in addition to what they saw in reality in regards
to this term in organizations. Following are a bunch of definitions arranged
in table (1) that have been adopted by a number of researchers all arranged
chronologically.
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Table (1) — Definitions of Organizational Silence

Henriksen, Dayton,  refers to a collective-level phenomenon of saying or doing
(2006) very little in response. (1539)
ZEHIR, the withholding of any form genuine expression about the

ERDOGAN, (2011) individuals behavioral , cognitive and/or affective
evaluations of his or her organizational circumstance to
persons who are perceived to be capable of effecting
change or redress. (1391)

Elgi. Et al, 2014 behavioral issue where individuals do not express their
thoughts, opinions and suggestions that will help revealing
the disruptions, improving the organizational activities
and creating new process / product /service .(456)

Eriguc, Etal, 2014 as individuals who work within an organization
deliberately and intentionally not telling behavioral,
cognitive and emotional evaluations about organizational
conditions to the individuals (managers/leaders) who are
perceived as capable of making any change or
correction.(151)

Acaraya , withholding their work-related opinions, ideas and

Akturanb, 2015 information, based on resignation.(474)

Fardl , Karimi social phenomenon created in an organizational level and

2015 is affected by most of organizational features as decision
making processes, management, culture and perceptions
of employees.(220)

Akbarian, Etal, | employee's choice to withhold their opinions and concerns

2015 about organizational problems and when most members

of organizations choose to keep silent about organizational
matters, silence becomes a collective behavior, which is
referred to as organizational silence .(178)

Elbeyi .Et al, 2015 a phenomenon on a collective level which is characterized
by employees keeping their knowledge, views or concerns
about work related issues, problems or challenges to
themselves . (85)

2- Dimensions of Organizational Silence: Researchers attribute organiza-
tional silence to a number of reasons that represent the scientific structure
of which it can be measured, as follows:

A- Administrative and Organizational Reasons: in studying the or-
ganizational silence, it was found out that the most common cause leading
to that behavior was administrative and organizational in nature. This was
referred to by the study of (Cakici, 2008) which indicated that the main
reasons behind the organizational silence were the administrative and or-
ganizational beliefs and procedures, as well as the characteristics of the
organizations, and the co-workers. (OWUOR, 2010: 10).

B- Work-related Issues: It is difficult to remain silent upon seeing
violations or irregularities being committed within the work environment
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in general, especially that the executives expect that their staffers would
disclose the situation to them, but the staffers want to be safe from the au-
thorities. This is called the disclosure of violations (Karaca, 2013: 41).

C- Lack of Experience: Many managers who lack experience and ef-
ficiency feel a need to avoid embarrassment and threat, hence they tend to
avoid information that may suggest weakness or may raise questions about
the ongoing work processes. This is an important factor in facilitating a
climate of silence (MORRISON & MILLIKE, 2000: 708).

D- Fear of Social Isolation: The source of fear of social isolation
stems from the idea that “the expression of the problems within the organi-
zation is due to cause other problems.” This is true since the characteristics
of organizations do not allow that the staffers express the problems related
to the organization and its hierarchical structure, which in turn requires
the greater amount of silence. Likewise, negative feelings can cause or-
ganizational problems such as lack of trust and respect for the employee
which can also lead to poor social relations to the extent of social exclusion
within the organization (Harbalioglu & Giiltekin, 2014: 154).

E- Fear of Damaging the Relation: There are some situations that em-
ployees cannot express their views and opinions about nor can they make
recommendations about and therefore they are obliged to keep silent sim-
ply to avoid being described as being negative or to avoid (others) losing
trust in their recommendations. This kind of behavior results in a damage
of the relationship between the employees and their superiors or even be-
tween employees themselves.(Lu & Xie, 2013: 49).

Second: Occupational Burnout:

The burnout syndrome has become a topic of interest to writers and re-
searchers due to its negative impacts on both employees and organiza-
tions alike. The interest in this phenomenon started increasing since the
seventies of the last century and that through the works of the American
psychoanalyst Herbert Freudenberger and Crins, whose major works were
focused on the occupational burnout the workers suffer from at their work-
place. Furthermore, they considered the phenomenon as a state of exhaus-
tion occurs as a result to the mounting pressure of the excess requirements
of the tasks burdening their shoulders at the expense of their physical and
psychological energy. Then researchers examining and analyzing this phe-
nomenon started following (Boudoukha, 2009: 12)
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The Definition of the Occupational Burnout:

The definitions and concepts that deal with the occupational burnout sub-
ject are as varied as the number of ideologies and philosophies adopted
by writers, researchers and thinkers. Furthermore, studies and researches
indicate that the burnout psychology is a relatively modern concept that
was coined by Herbert Freudenberger who first used the term as a scientif-
ic terminology adopted in the social care field where he used it to refer to
the individual’s psychological and emotional response to work pressures,
in addition to the widespread of the terminology among social workers in
the United States despite the fact that in the beginning the occupational
burnout was not seen as a practically scientific subject but rather started
to spread in the beginning of the eighties of the last century as the number
of articles dealing with it raised in the year 1980 to more than 200 article
per year after being around 5 at the beginning of the last century. (Mag-
dalena & others, 2015: 1128-1129). Table (2) illustrates the definitions of
this concept.

Table (2) — Definitions of Occupational Burnout

A pmons sense of emotional stress and weak
of the individual and sagging
Maslach & Jackson,1981:109 feelings and thus the individual's loss of capacity to
ddlver ﬂm required performance and the sense of
q for work.
g to i stress r g from stress,
low funcﬂonlng performance and other d handlin
.9 | The physiological and psychological response of the
Matteson & Ivanceveich,1982;9 o =~ situati
The non-specific body response to all the influences,
Levi:1984,2 demands and pressures of the individual and his
attempt to adapt to them
A state of emotional, physical and mental exhaustion
in the ab: of y for the
Maslach & Leiter,1996:4 individual in the work environment, which leads to
the weakness of his participation and interest and
enthusiasm in the work

Perlman & Hartman, 1982;284

A state of chronic stress leads to: physical and
Jari & others,2006:498 emotional exhaustion, separation, inefficiency and
lack of achievement

A state of 1 and p haustion of the
Bilge,2006:48 individual's stress and inability to meet the
requirements of his profession
A state of chronic stress leads to: physical and
Carter,2013:1 emotional exhaustion, separation, inefficiency and
lack of
The exhaustion or breakdown phase after long-term
or intense stress, when the body’s reserves are
dzplned and physical or emdﬂolul breakdown
ially if | ] work in taxing areas
hvolvlng vlolenoe, abuse, and serious illness.
Taetske & others:2014,157 However, even the strongest, most experienced, best-
trained, and most positive person has a limit to her
capacity to deal with stress and could burn out unless
measures are put in place”. Burnout is an
important variable affecting engagement as well as
job turnover
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That was true since the term of burnout started to be used as a synonym
for emotional exhaustion especially in services and works of humanitarian
nature as psychological therapy and teaching and other careers where a
person usually suffers from personality effacement or a decrease in per-
sonal achievement level as a result of the individual’s belief that he or she
cannot offer more and cannot achieved the desired goal in an active way
because of the traits of the people he or she is serving or dealing with. It is
worth mentioning that the burnout phenomenon does not occur at a rapid
pace but rather it is the result of a long and slow process that could take
years (to manifest) and that due to the demanding nature of the continuous
work coupled with the worker’s inability to meet the ongoing demands till
the stage of emotional exhaustion starts to manifest, which in turn leads to
withdrawal. (Korunka & others, 2010: 6-7).

3-Dimensions of the Occupational Burnout:

The specialists conclude that occupational burnout has three main dimen-
sions, which were referred to by a joint study conducted by the researchers
(Maslach & Jackson) that were agreed upon by (Perlman & Hartman).
They are as follows:

A- Emotional or Psychological Stress/Exhaustion: It is also called
emotional exhaustion and refers to the depletion of the resources of the in-
dividual’s strength as well as excessive stress as a result of his or her deal-
ing with a particular group or people or field (Rahim: 2000: 23). Among
common symptoms of the emotional exhaustion is the feeling of fear and
panic a worker feels when thinking that he is going to go to work every
morning, not to mention physical stress, digestion system disturbances,
stamina, low motivations, mood swings, the decrees in self-confidence
level, turning, rejection to engage in discussions, postponing of meet-
ings, low performance, and conflicting relations with family members and
friends (Magdalena & others, 2015: 1128-1129). Those symptoms occur
as a result to the individual feeling that he is no longer able to carry on, to
give and to shoulder his or her responsibilities toward their clients in the
same level he or she is required of (Maslach & Jackson, 1981: 109).

B- Weakness in Personal Accomplishment: This can be explained by
the weakness of the values adopted by the individual as he starts suffer-
ing from a lack of self-confidence and self- abilities, which results in a
decrease in their productivity which in turn leads to failure as well as to a
decrease in oneself abilities and achievements in his career and then his or
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her self-estimation(Canoui, 2000: 254). Likewise, it leads to weakness of
interaction with others and the loss of personal commitment in work rela-
tionships. Among the symptoms involved in this dimension are the nega-
tive expectation felt by the employee because of his or her sense of failure
like expecting severe punishment from the President, for example (Cords
& Dougherty, 1993: 623).

C- Blunting: This dimension refers to the indifference, the ruining of
an individual’s personality, as well as depression, boredom, and repulsing
oneself as well as others while feeling indifference towards them (Korun-
ka & others, 2010: 9). The dimension represents an exaggerated negative
response since the individual tens to isolate himself from others and in
sometimes building a barrier between them and oneself so they become
merely something in his life as he gets himself excluded emotionally. The
dimension also becomes vivid as the individual starts feeling oversensi-
tivity towards others which in turn could lead to hostility, violence and
staying aloof (Canoui, 2000: 254). Furthermore, the dimension is charac-
terized by harshness, pessimism, excessive criticism and excessive blame
directed by the worker to his colleagues at work and to the organization
and its clients, till the worker reaches a state of coldness, breading negative
feelings toward clients or beneficiaries, so starts treating them with less
care as well as with a sense of indifference (Maslach & Pines, 1977: 107)

Second Part: Methodology of Research

First: hypothetical chart

The descriptive chart illustrates the nature and direction of the relationship
between the two variables of the research along with their dimensions so

as to illustrate the hypotheses of the research as shown in Figure (1):

Figure (1) — Hypothetical Flowchart for the Research Variables and their
b-di i i 1 Silence & Occupational Burnout)

TE

—
Organizational Silence o] Burnout
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Organizational Reasons
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Source: Researchers
Second: Research hypotheses:

The following hypotheses were formulated depending on the problem of
the study:

1- The first hypothesis: a correlation of significance exists between the
organizational silence and the occupational burnout along with its dimen-
sions.

2 - The second hypothesis: a relationship of effect of a significant function
exists between organizational silence and occupational burnout along with
its dimensions.

Third: problem of the study (research):

The employees in any organization are regarded collectively as its main
pillar as it is through them that the desired and planned goals of the organ-
ization are usually achieved as a result of their interaction with whatever
is surrounding them as being part of the surrounding environmental and
organizational circumstances especially in organizations where systemic
repetitions and routines prevail particularly within state-run organizations
(since the current study was carried out within one of the state-run or-
ganization), where regulations, orders, instructions, decisions by official
authorities rule and where a climate of the culture of the public organiza-
tion along with its common customs and traditions prevail therein, not to
mention the details that may reach the point of boredom. all these things
and similar stuff have their negative impact on the psychological, physical
and occupational wellbeing of the staffers, which then take its toll on their
performance, hence giving rise to a number of organizational (occupation-
al) illnesses that lead to the imperfection in achieving what has been put
forward as a public goal or service. Accordingly, it is not unexpected that
the occupational burnout syndrome starts to show up as a result to the
circumstances the employees are passing through in the process of carry-
ing out their tasks. Additionally, it is quite possible that those employees
become divided into those rejecting and thus rebelling against all the un-
sound routine procedures and quiet staffers who appear in supportive of
such procedures and who rarely speak out and exceptionally nagging while
they rarely offer developmental solutions or suggesting methods aiming at
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minimizing the routine in order to lessen the intensity of the measure-
ments taken. They may likewise abstain from decision-taking practices or
even practices whose aim is to share information and expertise within the
organization which is called the organizational silence. That is why both
writers and researches have paid a lot of attention to these phenomena as
having a great impact on the productivity of organizations as well as on
their employees, hence arises the problem of the current study that could
be summarized through the question (to what extent the phenomena of
occupational burnout and organizational silence have spread among the
administrative staff of the Baghdad’s Directorate General of Education/
Second Rusafa and what have been the impact of those phenomena on the
performance of those staffers?) the question gives birth to the following
group of sub-questions:

1- Are occupational burnout and organizational silence obvious to
those watching the employees? What is their impact on their performance
at work?

2- What are the most significant dimensions of the two variables
researched on the studied organization? Are their differences in terms of
response of the sampled group about those dimensions? And do they care
about those differences?

3- Do the researched group (sampling group) prefer to keep silent
about the problems and obstacles that they face during their carrying out
their works?

4- What is the scope of the occupational burnout that the sampled
participants (sampling group of employees who took part in the study) are
facing? Do they know the reasons behind it and also the reasons behind the
organizational silence?

Fourth: Research Sample:

The research sampled community included all the officials of the Bagh-
dad’s Directorate General of Education/second Rusafa, who were (78)in
number, both males and females. The study adopted the purposive sample
method and 78 questionnaires were distributed to the participants making
up the research sample. The distribution percentage was (100%) as shown
in table (3) below:
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Table (3) — The Demographic Variables for the Research Sample
| DemographicVariables | Number | _ Percentage

Male 57 73.1%
Female 21 26.9%
High school 2 2.6%
Diploma or less 15 19.2%
Bachelor degree 56 71.8%
High Diploma 1 1.3%
Master degree 3 3.8%
P.H.D degree 1 1.3%
30 or younger 7 9%
31-40 years old 38 48.7%
41-50 years old 24 30.8%
Older than 50 9 11.5%
Job Title/Position Director General 0 0
Director 0 0
Head of Department 0 0
Head of Section 78 100%
Years in Service Less than 5 13 16.7%
5-10 years 36 46.2%
11-15 years 23 29.5%
More than 15 6 7.7%

The results of the demographic data of the sampled research showed that
among the(78) participants of the mentioned General Directorate sec-
tions,(73.1%) were males and (26.95) were females which is an indication
that the majority of the jobs were being taken by men. In regards to their
academic qualifications the data showed that the highest academic level
obtained was the bachelor degree with (71.8%) of the individuals involved
which is an indication that the majority of the sections officials of the or-
ganization had bachelor degrees. In regards to age, the data showed that
employees whose ages were between (31-40) and (41-50) achieved the
highest percentage of (48,7% — 30,8%) respectively which indicates that
the organization has a mixed range of young ages among its employees.

The questionnaire: it is considered the main tool used in the research that
was adopted in collecting data as the main source of information. More-
over, it was also used in testing the hypothesis of the study samples so as
to complete covering the scientific side since it was designed according
to a number of parameters directly or indirectly related to the subject of
the research, and then was adjusted to suit the variables as well as the di-
mensions involved in the study, depending on the five-point Likert’s scale
weights of (1,2,3,4,5). The questionnaire that was consisted of three parts.
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The first part covered the personal information of the participants repre-
sented by (gender, scientific qualification, age, job title, years of working
under a certain job title or post). The second section included questions
related to the independent variable of the organizational silence along with
its dimensions, while the third section was designed to cover the questions
related to the dependent variables of the occupational burnout along with
its dimensions as is shown in the table below:

Table (4) — Questionnaire makeup and its Sources

Points Number of Scale
e e | e | i e

Gender, academic
level, age, job
':::Myl I'n‘ title/position, 15
number of years in
service
Administrative &
organizational 4 14
reasons
L Lack of experience 4 5.8 Van Dyne
0'3;::'::::"3' Work-related fears 4 912 &
Fear of social others,2003
isol 4 13-16
Fears of damaging
relation 4 1720
exhaustion / stress 3 Maslach &
Occupational Blunting 5 10-14 Jackson
Burnout
Personal 8 15.22 1981
Accomplishment

Fifth: Honesty and stability of the scale:

The researchers used methods of measurements to indicate the stability of
the questionnaire. The methods included the following:

1. (Cronbach’s Alpha): It achieved stability for both variables involved
in the study (organizational silence and occupational burnout). Using this
“Cronbach’s Alpha” measurement, the stability value was (0.82) covering
(42) points, which is an indication that the points or items of the scale were
highly consistent.

2. (Split-half): which was used to estimate the stability between the two
halves of the scale by calculating the value of the correlation between
them. It achieved a stability value of (0.80) covering (42) points, which
is a value indicating a high degree of consistency among the points of the
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scale.

Part Three: The Practical Side

Table (5) reveals descriptive statistics for the dependent and independ-
ent variables involved in the study, with the median for the organization-
al silence being (2,7), and the standard deviation (0.55), which indicates
the convergence and coherence in the participants responses (as being the
sample of the study) about the adoption of organizational silence behav-
ior by the research sample (participants). Furthermore, the median for the
occupational burnout was (3.1), while the standard deviation for the same
variable was (0.48), which indicates coherence in opinions concerning the
occupational burnout.

Table (5) — Descriptive Statistics of the Study Variables

Standard Deviation
Organizational Silence 27 0.55
Occupational Burnout 31 0.48

First: Testing the hypothesis of correlation between the organizational si-
lence along with its dimensions and the occupational burnout:

Through the implementation of “Pearson” method of finding out the corre-
lation between the two variables, it was shown that a correlation of signifi-
cance existed between the independent variable of (organizational silence)
with all its dimensions (except for the — lack of experience — dimension
which appeared to have no correlation value of significant) and the de-
pendent variable of (occupation burnout). Table (6) below shows the rele-

vant values of correlation.
Table (6) — The Correlation between the Organizational Silence with
its Dimensions and the Occupational Burnout

Depende Coefficient of Level of
Organizational Silence **0.521 0.00 Significant
* Administrative &
Organizational **0.313 0.00 Significant
Reasons
- * Lack of Experience **0.204 0.07 Insignificant
*  Work-related - ey
e **0.445 0.00 Significant
i Fearfrom Socki B Bee /7 0.00 Significant

« Fear of damaging ~ s
e 0.456 0.00 Significant

** Correlation is at a significant value at (0.01) level.

* Correlation is at a significant value at (0.05) level.



Hadeel Kadhim Saaed et. al.
2912 Opcion, Aiio 35, Especial N°22 (2019): 2899-2921

Second: Testing and analyzing the simple effect size between organiza-
tional silence along with its dimensions and the occupational burnout:

Table (7) illustrates the big and positive effect the organizational silence
and its dimensions have over the occupational burnout. Likewise, the table
reflects a summary of the organizational silence analytical indicators on
the occupational burnout, and that via a value of significance, which was
less than (0.01) except for the “lack of experience” dimension at a signifi-
cance value of (0.074). The value for the (F) test was (28,364) which was
greater than the (R? = 0.272) value, thus indicating that the existence of
the organizational silence explains the (27,2%) value of the occupational
burnout which is the highest value as an overall variable. The (B = 0.461)
means that changing the organizational silence by one unit would lead to a
(46.1%) change in the occupational burnout. This is a result that provides
big support towards accepting the second hypothesis, which states that
the organizational silence has a significant positive effect on occupational
burnout within its sides (dimensions), which is an acceptable influence.
The strength of the regression model is as follows:

(Organizational Silence) 0.241 + 2.505 =Y Occupational Burnout

Table (7) — Analyzing Simple Effect between the Organizational
Silence with its Dimensions and the Occupational Burnout

Coemmnt Value of Value of
Va 'hbh Varlable&m m """ "‘"’" Caltulata Significance
Dimensions d F Value

Organizational
Silence Significant
Administrative
Orgarifational 0.098 2.508 0191 8278 0005 Significant
Reasons
Lack of
Epertence 0.041 2.856 0.150 3290 0074 Insignificant
w“::::‘ed 0.198 2.554 0251 18727 0000 Significant
F‘i‘s‘;i':us::" 0.089 2.69 0174 7412 0000 Significant
Fear of
Damaging 0.208 2.505 0.241 19.948 0.000 Significant

Relation

Part four: Conclusions and Recommendations

First: Conclusions:
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The practical side of the research resulted in the following:

1. The existence of an organizational silence behavior among the sampled
participants, which came to be a result produced by the the practical side
of the sampled group.

2. The existence of a relationship of significance between the organization-
al silence with all its dimensions and the occupational burnout, except for
the lack of experience dimension.

3. The existence of occupational burnout within the research sample (par-
ticipants) about which the practical side showed coherence about of opin-
ions.

4. There is a significant and positive effect of the independent variable of
organizational silence along with its dimension (except after lack of expe-
rience) on the dependent variable of occupational burnout.

5. The research sample showed a level of experience in the field of the
works they perform in within the organization.

Second: Recommendations:

1 - The managements of the departments of the researched section within
the organization should pay attention to the risks driven by the organiza-
tional silence and occupational burnout and their negative impacts at work.
Sound strategies should be set in order to confront such risks as well as to
provide the suitable environment for the workers (employees) whom the
organization should take care of by means of amusement programs and
scientific and intellectual forums so that to a little bit divert their attention
from being focused on the work environment as well as to help breaking
the daily routines.

2 — Allowing the (employees) to express their thoughts and opinions as
well as share the information and taking part in the decision making pro-
cesses, in addition to open official and unofficial channels of communica-
tion across the different administrative levels within the organization, as
well as the adoption of sound viewpoints that are good and in the interests
of work and workers so that to achieve the goals set and thus achieve more.

References:
1. Acaraya. Ali, Akturanb, Abdiilkadir ,(2015),” The Relationship
between Organizational Citizenship Behaviour and Organizational Si-



Hadeel Kadhim Saaed et. al.
2914 Opcion, Afio 35, Especial N°22 (2019): 2899-2921

lence”, Procedia - Social and Behavioral Sciences 207, p 472 — 482, doi:
10.1016/j.sbspro .

2. Akbarian. Akram, Ansari. Mohammad Esmail , Shaemi. Ali , Ke-
shtiaray. Narges,(2015),” Review organizational silence factors”, Journal
of Scientific Research and Development 2 (1): 178-181,ISSN 1115-7569.
3. Elgi. Meral , Erdilek. Melisa Karabay , Alpkanc. Liitfihak , Sen-
erd. Irge, (2014),” The Mediating Role of Mobbing on the Relationship
between Organizational Silence and Turnover Intention”, Social and Be-
havioral Sciences, CC BY-NC-ND, doi: 10.1016/j.sbspro, 15 0, p:455 —
464 .

4, ERIGUC. Giilsiin, OZER. Ozlem, TURAC. ilkay Seving ,
SONGUR. Cuma, (2014), “ THE CAUSES AND EFFECTS OF THE
ORGANIZATIONAL SILENCE: ON WHICH ISSUES THE NURSES
REMAIN SILENT?”, Journal of Management Economics and Business,
Vol. 10, No. 22, ISSN:2147-9208 E-ISSN:2147-9194 .

5. Fard. Parastoo Gashtasebi, Karimi, Fariba,(2015),” The Relation-
ship between Organizational Trust and Organizational Silence with Job
Satisfaction and Organizational Commitment of the Employees of Univer-
sity”, Canadian Center of Science and Education, International Education
Studies; Vol. 8, ISSN 1913-9020 E-ISSN 1913-9039 .

6. Harbalioglu. Melda, Giiltekin .Buket Ince ,(2014), “ The Rela-
tionship between Organizational Silence and Organizational Citizenship
Behavior: A Case Study at Kilis 7 Aralik University”, International Jour-
nal of Advances in Management and Economics, Vol. 3, Issue. 2 , ISSN:
2278-3369 .

7. Henriksen. Kern, Dayton. Elizabeth, (2006), “Organizational Si-
lence and Hidden Threats to Patient Safety”,HSR: Health Services Re-
search, 41:4, PartIl, 1539-1554 , DOI: 10.1111/j.1475-6773.2006.00564.x

8. Hesam . Somayeh, Raeesi . Davood,(2016),” The relationship
between social capital organizational commitment and organizational si-
lence in selected training hospitals in Shiraz city”, International Journal
of Advanced Research in Science, Engineering and Technology , Vol. 3,
Issue 11, ISSN: 2350-0328 .

9. Karaca. Hasan,(2013),” AN EXPLORATORY STUDY ON THE
IMPACT OF ORGANIZATIONAL SILENCE IN HIERARCHICAL OR-
GANIZATIONS: TURKISH NATIONAL POLICE CASE”, European
Scientific Journal edition vol.9, No.23 ISSN: 1857 - 7881 - ISSN 1857-
7431 .



The Effect of Organizational Silence on Occupational Burnout 2915

10. Lu. Jie, Xie. Xiajuan,(2013),” Research on Employee Silence Be-
havior: A Review Based on Chinese Family Enterprise”, Canadian Center
of Science and Education, Asian Social Science; Vol. 9, No. 17; ISSN
1911-2017 E-ISSN 1911-2025 .

11. MORRISON. ELIZABETH WOLFE, MILLIKEN. FRANCES J.
,(2000),” ORGANIZATIONAL SILENCE : A BARRIER TO CHANGE
AND DEVELOPMENT IN A PLURALISTIC WORLD”, Academy of
Management Review, Vol. 25, No. 4, 706-725.

12. OWUOR, ANGELA ACHIENG,(2014),” ORGANIZATIONAL
SILENCE AFFECTING THE EFFECTIVENESS OF ORGANIZATIONS
IN KENYA: A CASE STUDY OF SAFARICOM CALL CENTER”, A
Project Report Submitted to the Chandaria School of Business in Partial
Fulfillment of the Requirement for the Degree of Masters in Business Ad-
ministration (MBA) ,UNITED STATES INTERNATIONAL UNIVERSI-
TY .

13. PELIT. Elbeyi, Istanbullu Dinger. Fiisun, Kilig. Ibrahim, (2015),”
The Effect of Nepotism on Organizational Silence, Alienation and Com-
mitment: A Study on Hotel Employees in Turkey”, Journal of Management
Research , ISSN 1941-899X, Vol. 7, No. 4 .

14. ZEHIR. Cemal, ERDOGAN. Ebru, (2011),” The Association be-
tween Organizational Silence and Ethical Leadership through Employee
Performance”, Procedia Social and Behavioral Sciences 24 ,p 1389-1404,
7th International Strategic Management Conference .

15. Maslach , C. and Pine , A. (1977) ,” the Burnout Syndrome in the
Day Care Setting”, Child Care Quarterly, 6, pp.100-113

16. Cords, C. Dougherty, T., (1993) ,” A Review and an Integration of
Research on job Burnout “, Academy of Management Review, 18(4),pp.
621-656

17. Canoui p, Mauranges , Le syndrome d’épuisement professionnel
des soignants , de I’analyse du burnout aux réponses 2¢me €d .Paris200
3p254

18. RAHIM, M., - Do Just Perceptions Influence Style Of Handling
Of Handing Conflict With Supervisors? What Justice Perceptions?, Inter-
national Journal Of Conflict Management, 2000 p-23

19. Maslach , C. and Jackson, S. ( 1981) ,” the Measurement of Expe-
rienced Burnout” , Journal of Occupational Behavior, 2, pp 99-113

20. Bilge , F (2006), “Examining the bumout of academics in rela-
tion to job satisfaction and other factors™ , social behavior and personality,
available on www.sop-journal.com.



Hadeel Kadhim Saaed et. al.
2916 Opcion, Afio 35, Especial N°22 (2019): 2899-2921

21. Levi, L ., (1984),” Stress in Industry” , Geneva,[.L. o

22. Perlman , B. and Hartman , E., (1982),” burnout: Summary and
Future Research”, Human Relations, 35 , pp. 283-305

23. Mattson,M.and Ivancevich,J. ( 1982) , “ Managing job stress and
health” , New York : the free press

24, Carter, Sherrie Bourg,(2013), “The Tell Tale Signs of Burnout
... Do You Have Them? Running out of gas? Recognizing the signs of
burnout before it’s too late”, https://www.psychologytoday.com/intl/blog/
high-octane-women/201311/the-tell-tale-signs-burnout-do-you-have-
them ,26 november .

25. Jari J. Hakanen , Arnold B. Bakker, Wilmar B. Schaufeli,(2006),
“Burnout and work engagement among teachers”, Journal of School Psy-
chology,vol.43, pp495-513

26. .Maslach, C. Jackson, S. E. & Leiter, M. P. (1996), “MBI: The
Maslach Burnout Inventory manual (3rd ed.)”. Palo Alto, CA: Consulting
Psychologists Press.

27. Korunka, Christian, Tement, Sara, Zdrehus,Cristina, and Borza
, Adriana,(2010), “Burnout: Definition, recognition and prevention ap-
proaches”, Related articles Burnout Intervention Training for Managers
and Team Leaders, bolt.

28. Taetske Calitz, Adrie Roux, Herman Strydom , (2014), “FAC-
TORS THAT AFFECT SOCIAL WORKERS’ JOB SATISFACTION,
STRESS AND BURNOUT, Social Work/ Maatskaplike Werk, Vol 50 No
2; Issue 1

29. Magdalena lorga, Neonila Dascalu, Camelia Soponaru, Bea-
trice loan, (2015) “BURNOUT SYNDROM AMONG PUBLIC AMBU-
LANCE STAFF” , PREVENTIVE MEDICINE — LABORATORY, vol.
119, no. 4,pp1128-1132.

30. Van Dyne,L., Ang, S. ve Isabel C. Botero, (2003). “Conceptual-
izing Employee Silence and Employee Voice As Multidimensional Con-
structs”, Journal of Management Studies, 40 (6), 1359-1392.

31. Eriguc, Gulsun, Ozlem Ozer, Ilkay Sevinc Turac and Cuma
Songur (2014), “Organizational silence among nurses: a study of structur-
al equation modeling.” , International Journal of Business, Humanities and
Technology 4.1: 150-162]

32. Abdel Halim Boudoukha (2009): “Burnout et traumatismes psy-
chologiques”, Paris, Dunod.






5% UNIVERSIDAD
{{ DEL ZULIA

opcion

Revista de Ciencias Humanas y Sociales
Ao 35, Especial No. 22 (2019)

Esta revista fue editada en formato digital por el personal de la
Oficina de Publicaciones Cientificas de la Facultad Experimental de
Ciencias, Universidad del Zulia.

Maracaibo - Venezuela

www.luz.edu.ve
www.serbi.luz.edu.ve

produccioncientifica.luz.edu.ve



