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Causes Leading Lebanese Teachers to Burnout: Multiple Case 

Studies 

Maya Charles El Helou 

ABSTRACT 

Teaching is one of the most challenging professions due to different stressors teachers are 

exposed to sometimes leading to teachers’ burnout: a syndrome of emotional exhaustion, 

depersonalization and reduced personal accomplishment. Burnout effects range from 

psychological, physical, and behavioral symptoms to increased turnover. Teachers are not 

the only victims of burnout; students and the educational system as a whole are also affected 

by the syndrome. Therefore, the purpose of this study is to identify the levels of burnout and 

the factors that may cause Lebanese teachers’ burnout by eliciting teachers’ perspectives 

about them. Multiple-case studies design is used in order to understand the causes of burnout 

from different perspectives. An interview, a questionnaire including an adapted version of 

the Maslach Burnout Inventory- Educators Survey (MBI-ES), and a researcher’s reflective 

journal are used as instruments. Nine teachers who left the profession at least once during 

the first five years of experience were interviewed and ninety-two teachers who were still 

teaching during 2013-2014 responded to the questionnaire. Descriptive statistics are used to 

analyze the questionnaire data; qualitative analysis is used for the interviews and the 

researcher’s reflective journal. Qualitative analysis for each case is performed followed by a 

cross case synthesis. The latter is conducted to compare the data between cases in order to 

discover whether similarities can be found between different teachers. Triangulation of the 

findings is performed through comparing the findings from each instrument and identifying 

common categories that are used to address the research questions. Findings show that 

workload, school environment, coordination/mentoring, classroom environment, and 

emotional factors are major causes of burnout.  Findings in this study were found to be 

parallel to the findings of several researchers; however, different causes of burnout were 

also found in terms of school and personal background, school and classroom environment, 

support, workload, and emotional factors. This study provided insight on how to identify 

causes and symptoms of teacher burnout in order to help prevent the occurrence of the 

syndrome.   

 

 

Keywords: Burnout, Causes, Levels, MBI-ES, Lebanese teachers, Workload, School 
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Chapter One 

Introduction 

 Teaching is one of the most challenging careers one could ever pursue. It is a 

double-edged sword. On one hand, teaching is considered the job of love and kindness 

(Vaezi & Fallah, 2011) but on the other, teaching is seen as the job of stress and 

exhaustion (Gavish & Friedman, 2010; Papastylianou, Kaila, & Polychronopulos, 2009). 

Nowadays, a teacher’s job is not only about properly explaining the subject to a whole 

classroom of students, but it is about educating every child in the classroom, regardless 

of the abilities and needs range, on the academic as well as the social, emotional, and 

ethical levels. All these responsibilities can be exhausting and stressful to teachers. 

When the stress and exhaustion blade of the sword dominates over the love and kindness 

edge, a teacher’s profession might be at risk. Teachers might reach burnout. 

Burnout is not only a hard experience for teachers but also a devastating one 

(Cephe, 2010). Burnout is a psychological syndrome (Zhongying, 2008) that was first 

introduced in the early 1970s (Gavish & Friedman, 2010) by the psychologist 

Freudenberger (Cephe, 2010) who initially defined it as the collective effects of three 

aspects: overwork, physical exhaustion and professional frustration (Payne McLain, 

2005). Burnout is considered a long-lasting state of exhaustion on the physical, 

emotional, and mental levels (Goddard, O’Brien, & Goddard, 2006) due to the inability 

to control work stress over long periods of time (Young & Yue, 2007). The burnout 

syndrome is common in human services professions, such as educators and social 
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workers, who are under stress because of their jobs (Dorman, 2003; Zhouchun, 2011).  

The last phase of teachers’ burnout occurs when teachers detach themselves from the 

teaching profession and abandon the teaching job altogether (Cephe, 2010; McCarthey, 

Lambert, O’Donnell, & Melenders, 2010). 

Maslach, Jackson, and Leiter (1996) stated that burnout is a syndrome of three 

dimensions: ‘emotional exhaustion’ (EE), ‘depersonalization’ (DP), and ‘reduced 

personal accomplishment’ (PA). Emotional exhaustion is the key aspect of burnout 

(Papastylianou et al., 2009). It is characterized by overwhelming feelings of tiredness 

and fatigue that develop as emotional energies are worn out (Maslach et al., 1996) and as 

a person feels emotionally overextended by others (Erkutlu, 2012; Zhouchun, 2011). 

Depersonalization is manifested by negative feelings, cold attitudes, dehumanization, 

and detachment from students (Erkutlu, 2012; Maslach et al., 1996; Zhouchun, 2011).  

Reduced personal accomplishment refers to the self-evaluation in a negative manner 

(Maslach et al., 1996) because one’s efforts were not attaining the anticipated outcomes 

(Zhouchun, 2011). This may lead workers to feel incompetent (Erkutlu, 2012), 

disappointed in themselves, and dissatisfied with their accomplishments on the job 

(Maslach et al., 1996).  Burnout is not a dichotomous variable; it is rather a continuous 

one. It ranges from low to moderate to high degrees of experienced emotion (Maslach et 

al., 1996).  

Apart from the terrible feelings of exhaustion, tension, distancing from students, 

and professional failure (Gavish & Friedman, 2010), teachers suffering from burnout 

may display several symptoms not only on the psychological level but also on the 

physical and behavioral ones. According to Pines (1982), Black (2003), Wood and 
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McCarthey (2002), Sari (2004), and Young and Yue (2007), psychological symptoms 

could range from anger, anxiety, confusion, and tension to low self-esteem, signs of 

depression, powerlessness, detachment, and feelings of inability, disappointment, self-

reproach, indifference, and hopelessness. According to Black (2003) and Talmor, Reiter, 

and Feigin (2005), physical symptoms may be mere tiredness and headache or as severe 

as stomach, cardiovascular and neurological problems. According to Maslach et al. 

(1996) and a review performed by Koruklu, Feyzıoğlu, Özenoğlu-Kıremıt, and Aladağ 

(2012) of a study conducted by Kaçmaz (2005), behavioral symptoms may be 

manifested by devising invalid excuses for not coming to work, postponing or not 

accomplishing one’s duties, and deterioration in the quality of interactions with 

colleagues and students as well as in the quality of work and care.  

1.1 Statement of the problem 

 Teachers are suffering from different burnout levels.  Studies show that teachers 

in schools in 42 US states (Payne McLain, 2005), in the Australian State of Queensland 

(Goddard & Goddard, 2006), in schools in Western China (Zhouchun, 2011), Macau 

(Luk, Chan, Cheong, & Ko, 2010), and Shangqiu (Zhongying, 2008), in schools in 

England (Brackett, Palomera, Mojsa-Kaja, Reyes, & Salovey, 2010), in Greek schools 

(Tsigilis, Zournatzi, & Koustelios, 2011), and even in a Turkish university (Cephe, 

2010) suffer from burnout to a certain extent. 

 Teachers are not the only victims of burnout. Learners and the educational 

system in general are also affected when teachers suffer from this syndrome (Cephe, 

2010; Gavish & Friedman, 2010). Burnout effects on students are severe whether 

teachers suffering from burnout leave the teaching profession or stay in the job. 
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Teachers who suffer from burnout but decide to pursue their career can 

negatively affect students’ learning. As the burnout levels increase, the teachers’ feelings 

of professional incompetence and failure increase (Gavish & Friedman, 2010) and their 

personal total wellbeing becomes worse (Luk et al., 2010). When the personal wellbeing 

is reduced, one cannot expect teachers to be dedicated to work wholeheartedly (Cephe, 

2010). When teachers lose their dedication and their sense of accomplishment, they 

become less caring towards students, less approachable, and less sensitive (Teven, 

2007). As well, teachers would reduce the time spent with students (Teven, 2007), and 

have interactions that lack personal elements with them (Gavish & Friedman, 2010). 

Preparations of lessons would also become less conscientious (Young & Yue, 2007). All 

these effects stemming out from teachers suffering burnout and yet stay in the job can be 

detrimental to the students’ education (Gavish & Friedman, 2010). 

When teachers suffering from burnout reach the last phase of the syndrome, they 

would leave the profession and as a result, turnover will increase which can compromise 

the main goal of education: student learning (Kukla-Acevedo, 2009). As teachers leave 

the profession, new inexperienced ones who need five years to become effective 

educators will fill the gap (Rivkin, Hanushek, & Kain, 2005).With a high rate of 

turnover resulting from a high rate of burnout, students’ learning will continuously be 

subject to new inexperienced teachers. Moreover, the effects of burnout on teachers and 

students may be considered a social problem rather than simply a professional 

occurrence (Cephe, 2010). As well, the consequences on teachers who suffer from a 

crisis in personal accomplishment may be not only severe but also enduring (Maslach et 

al., 1996).  
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The aim of an educational system is to ensure students’ education. Burnout is 

detrimental for teachers, the main messengers and contributors in fulfilling the goal of 

education. Once teachers are affected by the syndrome, the adverse effects radiate on 

students. Once students’ learning is compromised, the major purpose of the educational 

system is gone astray. 

1.2 Purpose of the study 

 The idea of the study was triggered by the researcher’s experience as a new 

teacher who reached the burnout stage in a few months and as a result left the teaching 

profession. Based on that negative experience, the researcher wanted to examine 

whether other teachers had similar causes and symptoms of burnout. Therefore, the 

purpose of this study is to identify the levels of burnout and the factors that may cause 

Lebanese teachers’ burnout by eliciting teachers’ perspectives about them. 

The study addresses the following research questions:  

1. What are the levels of burnout among Lebanese teachers?  

2. What are the causes of burnout, from Lebanese teachers’ perspectives, in 

terms of personal and context related factors? 

 

Table 1: Purpose and research questions 

Purpose Research Questions 

Identify the levels of burnout 

and the factors that may 

cause Lebanese teachers’ 

burnout by eliciting teachers’ 

perspectives about them. 

1. What are the levels of burnout among Lebanese 

teachers?  

 

2. What are the causes of burnout, from Lebanese 

teachers’ perspectives, in terms of personal and 

context related factors? 
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1.3 Significance of the study  

 Many international researchers have studied the factors related to teachers’ 

burnout and the causes behind it. No studies however were conducted in Lebanese 

settings. Since the cultural background and educational systems in Lebanese schools are 

different than those in other schools worldwide, this study on Lebanese teachers’ 

burnout can contribute to the literature on the topic. 

Furthermore, in order to avoid the devastating effects of burnout on the entire 

educational system, it is essential to know the reasons behind the development of the 

syndrome. Knowing the reasons is the first step to finding the solutions and the 

preventive measures. The best way to acquire such knowledge is to ask those who are 

close to the problem and have experienced it. 

 Therefore, this study will increase the awareness of teachers, administrators, 

mentors and university curriculum designers of the causes that lead to burnout in the 

Lebanese schools. The increase in awareness would first help teachers find ways to 

manage or prevent the burnout symptoms. As well, it will help principals devise plans to 

detect and remedy the burnout problems in their schools, and help mentors guide 

teachers more effectively to avoid burnout, through overcoming its causes. In addition, it 

will provide university teacher training curriculum designers with insights for reform 

that provides beginning teachers with strategies to avoid burnout by tackling its causes. 

Last, this study does not only investigate how certain factors are related to 

burnout but also examine the causes of burnout as perceived by teachers who have 

reached the last phase of the syndrome and left the school where they used to teach. 
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Investigating the causes directly with teachers who resigned provide direct causal 

relations to burnout.  

1.4 Definition of terms 

The phrase ‘levels of burnout’ is used to determine the extent of burnout that 

teachers might be suffering from. According to Maslach et al. (1996), three levels of 

burnout may be experienced: low degree, average degree, and high degree.  

The phrase ‘causes of burnout’ refers to the causes identified by teachers that led 

them to burnout. The phrase ‘factors related to burnout’ refers to factors that may be 

correlated or linked to burnout rather than direct causes of burnout. 

The phrase ‘school and personal background’ is used in this study to describe 

possible causes of burnout under the subcategories ‘personal information’ of the teacher 

and the ‘school background’ where the teacher works. The ‘personal information’ 

subcategory includes the gender, age, marital status, educational level, teaching 

experience, grade levels taught, subject taught, and the number of teaching hours per 

week. The ‘school background’ includes the type of school and the physical facilities in 

it. 

The phrase ‘school environment’ is used in this study to describe possible causes 

of burnout under the ‘school culture and politics’ and the ‘policies and rules’ of the 

school subcategories. The ‘school culture and politics’ subcategory includes the general 

climate at the school and the relationships of the teacher with the principal, 

administrative staff, and colleagues. ‘Policies and rules’ include the extent of 
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implementation of rules and policies in the school and the way the mission of the school 

is perceived by teachers. 

The term ‘support’ or lack thereof, is used to describe possible causes of burnout 

under the subcategories: ‘induction, coordination or professional development’ and the 

‘sources and kinds of support’ of teachers. ‘Induction, coordination or professional 

development’ subcategory includes the induction and mentorship of new teachers, 

supervision of teachers by a coordinator or any other administrative staff, and all sorts of 

professional development, including in-service training and professional conferences. 

The term ‘workload’ is used to describe possible causes of burnout in terms of 

the perception of ‘effort versus reward’ and the ‘pressure of duties inside and outside of 

class’ subcategories.  ‘Effort versus reward’ subcategory includes teachers’ perceptions 

of the balance between the efforts they put into their careers and the rewards they get in 

return. ‘Pressure of duties inside and outside of class’ includes the extent of pressure and 

the different types of duties performed by teachers inside and outside the classroom. 

The phrase ‘classroom environment’ is used to show the possible causes of 

burnout in terms of the ‘classroom management’ problems and the ‘teaching methods’ 

problems. ‘Classroom management’ subcategory points at the possible student 

management factors of burnout. ‘Teaching methods’ refers to the possible factors of 

burnout in terms of teacher authority and confidence in the school’s educational system. 

The phrase ‘psychological factors’ describes the possible causes of burnout in 

terms of perceptions of ‘expectations versus reality’, the ‘choice of career’, and 

‘psychological theories’ related to burnout. ‘Expectations versus reality’ subcategory is 
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used to depict possible conflicts between teachers’ expectations and reality. The ‘choice 

of career’ subcategory is used to determine possible factors of burnout related to reasons 

of choosing teaching as a career. ‘Psychological theories’ subcategory is used to provide 

and identify possible psychological concepts that are related to burnout. However, 

causes listed under the subcategory ‘psychological theories’ are beyond the scope of this 

study.  

1.5 Conclusion 

In this chapter, burnout and its negative impact were introduced. As well, the 

purpose and significance of the study were stated; terms and phrases used specifically in 

this study were defined. A detailed description of this study is provided in the 

subsequent chapters as follows: In chapter II, a review of the literature is presented. In 

chapter III, the detailed methodology used for this study is explained. The findings 

obtained are included in Chapter IV and discussed in Chapter V. Finally suggestions and 

implications for practice are provided in chapter VI.  
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Chapter Two 

Literature Review 

In this chapter, the literature pertaining to the burnout levels and causes is reviewed. In 

the absence of Lebanese studies on burnout, regional and Western literature is included. 

This chapter is divided into five major parts: Theoretical framework, reviewed studies 

related to research question I, and reviewed studies related to research question II, 

summary, and conclusion. 

2.1 Theoretical framework 

Several studies have been conducted in the field of burnout around the world. 

Burnout is a symptom that appears mainly among individuals, such as members in 

human services and educational institutions, whose job requires continuous interactions 

with people. Burnout manifests itself in three aspects: emotional exhaustion, 

depersonalization, and reduced personal accomplishment. The first two aspects seem to 

be correlated (Maslach et al., 1996). 

Even though burnout is noticed among individuals in the educational institution, 

one can argue that in certain situations, people react differently. Some person would 

perceive the situation as stressful while another would consider the same situation as a 

welcome challenge (McCarthey et al., 2010). Therefore, certain psychological concepts 

and theories could explain the occurrence of burnout in certain individuals rather than 

others in the same career of teaching. First, a teacher explained that lacking skills in 

reflection and self-adjustment contributed to her burnout (Zhouchun, 2011). In other 
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instances, low levels of depersonalization were exhibited by teachers who are skilled in 

managing stress easily (Payne McLain, 2005). In addition to the relation of stress 

management skills to burnout, the emotional intelligence of teachers is found in a study 

to be negatively related to this syndrome (Vaezi & Fallah, 2011). A core component of 

emotional intelligence is the emotion regulation ability meaning the ability of a person to 

regulate his or her own emotional state as well as the emotional state of others (Brackett 

et al., 2010). A study performed on 123 teachers in England showed that the higher the 

emotion regulation ability, the lower the burnout levels (Brackett et al, 2010). 

Furthermore, the sense of self-efficacy might contribute to burnout. It is found that the 

lower the sense of self-efficacy, the higher the perceived burnout (Bümen, 2010). A 

person’s character is also related to the feeling of burnout. Two ways in which a 

person’s character may be explained are self-monitoring and psychological hardiness. 

First, according to Erkutlu (2012), high self-monitors are teachers who would conceal 

their internal emotional states and monitor the way they present themselves; whereas, 

low self-monitors are teachers who would act according to their inner feelings rather 

than by situational demands. High self-monitors are the ones who would most likely 

have higher levels of burnout since they would, after studying their situation,  alter their 

attitudes and conduct accordingly and present themselves properly to others (Erkutlu, 

2012). In the same study, psychological hardiness, a personality composite through 

which a teacher tends to turn a stressful event into an opportunity for improvement, has 

a negative correlation with teacher burnout. 
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2.2 Research question I: Levels of burnout 

The reviewed literature relevant to research question I, the level of burnout 

among teachers, show that countries like the United States (Payne McLain, 2005) 

Australia (Goddard & Goddard, 2006), China (Zhongying, 2008; Zhouchun, 2011), 

Turkey (Cephe, 2010), England (Brackett et al., 2010), and Greece (Tsigilis et al., 2011) 

have schools with teachers who suffer from burnout levels ranging from low to serious.  

However, findings are not in line with Payne McLain’s (2005) finding that music 

teachers from forty-two US states show moderate burnout levels on the emotional 

exhaustion subscale of burnout. Another study conducted by Goddard and Goddard 

(2006) shows that Australian novice teachers show higher burnout levels in emotional 

exhaustion than the norm supplied by Maslach et al. (1996). These teachers show lower 

burnout levels than the norm in the depersonalization and the reduced personal 

accomplishment subscales. In addition, in the study conducted by Luk et al. (2010) of 

138 teachers in Macau, China, teachers display average burnout levels in the emotional 

exhaustion and depersonalization subscales and low levels in the reduced personal 

accomplishment subscale. In Western China, English teachers in Secondary schools 

show levels of burnout that are not very serious according to the study performed by 

Zhouchun (2011). As well, junior high school teachers in Shangqiu urban areas show 

serious burnout levels in the emotional exhaustion subscale and near serious burnout 

levels in the depersonalization and reduced personal accomplishment subscales 

according to the study conducted by Zhongying (2008). Moreover, a study by Cephe 

(2010) of English teachers in a Turkish university found that all the teachers in the 

sample display the burnout syndrome to a certain extent and almost half the teachers 
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show high levels of burnout. The latter teachers were found to display all the burnout 

symptoms. In the study by Tsigilis et al. (2011), Greek physical education teachers in the 

primary levels show moderate burnout levels in the emotional exhaustion subscale and 

low burnout levels on the other subscales.  

2.3 Research question II: Causes of burnout  

According to the reviewed literature, many factors were shown to be 

significantly related to the appearance of the teacher burnout syndrome and many 

teacher interviews were conducted in order to identify possible causes that lead to 

burnout.   

Therefore, in order to clarify the causes of burnout, research question II, the 

causes of burnout, from teachers’ perspectives, in terms of personal and context related 

factors, are studied according to six major categories including: personal and school 

background, school environment, support, workload, classroom environment and 

psychological factors.  The following subsections present the literature relevant to each 

category. 

2.3.1 Burnout and personal and school background 

To start with, several researchers studied the relationships between teacher 

burnout and personal and school background factors. First of all, some teacher personal 

background factors are related to burnout while others are not.  Even though a study 

found that there is no significant relationship between burnout and gender (McCarthey et 

al., 2010), some studies found opposite results. Sezer (2012) and Çağlar (2011) found 

that female teachers have more burnout levels than male teachers. In contrast, Koruklu et 
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al. (2012) found that males exhibit more reduced personal accomplishment than females. 

Other studies however, found no significant difference in burnout levels between male 

and female teachers (Bümen, 2010; Bataineh, 2009; Luk et al., 2010; Zhouchun, 2011).   

Furthermore, some studies show that older teachers tend to have less burnout 

levels than younger ones (Chenevey, Ewing, & Whittington, 2008; Koruklu et al., 2012; 

Sezer, 2012). More specifically, teachers who are between 30 and 50 years of age seem 

to have less burnout than those who are above 50 (Luk et al., 2010). One study however, 

shows that there is no significant difference in the burnout dimensions (Emotional 

exhaustion, depersonalization, and reduced personal accomplishment) among teachers of 

various age groups (Bataineh, 2009).  

In addition to that, no link is found between the marital and family status of 

teachers and their burnout level (Bataineh, 2009; Ozan, 2009; Papastylianou et al., 

2009). However, a study indicates that teachers who have children show higher levels of 

burnout (Sezer, 2012). As well, in a study by Çağlar (2011), single teachers experience 

more burnout than married ones. In more specific terms, single teachers display higher 

emotional exhaustion and depersonalization than their married counterparts (Luk et al., 

2010).  

As for the relationship between years of teaching experience and burnout, results 

of studies are not conclusive. Some studies reveal that the more the work experience, the 

less the burnout syndrome (Çağlar, 2011; Luk et al., 2010; Sezer, 2012; Vaezi & Fallah, 

2011; Zhouchun, 2011), while others show that the more the experience, the more the 

burnout syndrome (McCarthey et al., 2010), and yet another study shows that there is no 



 

15 
 

significant relationship between the teaching experience and burnout (Bataineh, 2009). 

Moreover, several studies show that teachers who have better education exhibit higher 

levels of burnout than those with less educational levels (Bümen, 2010; Sezer, 2012).   

As well, some findings show that secondary teachers have more burnout than 

primary teachers (Sezer, 2012) and that teachers of grades 1 to 5 have more emotional 

exhaustion and reduced personal accomplishment than teachers of grades 6 to 9 (Bümen, 

2010). While other studies found no significant difference between the burnout levels 

among teachers of different grades (Luk et al., 2010; Ozan, 2009; Zhouchun, 2011). In 

addition to grade levels taught, class size seems to be significantly related to burnout 

level.  Teachers of large classrooms display more burnout symptoms than those with 

small classrooms (Bümen, 2010).  

In addition to the different personal factors, the school background seems to 

affect burnout levels. In public schools, teachers have higher burnout levels than those in 

private schools as the study of Bümen (2010) showed. Similarly, in rural schools, 

teachers show higher burnout levels than in urban schools (Goddard et al., 2006). In 

contradiction, some studies found no significant difference between the burnout levels in 

teachers in public or private schools (Koruklu et al., 2012) or in teachers in urban or 

rural schools (Papastylianou et al., 2009). In brief, background factors in terms of 

personal and school background seem to be related to different burnout levels, in an 

inconclusive manner.  

2.3.2 Burnout and the school environment  
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The second category includes factors and causes that are related to the school 

environment in terms of school culture on one hand and politics and the school policies 

and rules on the other. To start with, Erkutlu (2012) measured the perceptions of 1344 

teacher from 112 high schools in Turkey regarding organizational politics. In this study, 

the phrase “organizational politics” was used to determine illegitimate and self-serving 

political activities. These activities include backstabbing, alliance building, and 

promotion and pay based on favoritism. The burnout levels of those teachers were also 

measured. The finding of the study showed that the perceptions of politics in the 

organization are positively related to burnout.  Parallel to this study, was the research 

done by Çağlar (2011) that aimed to find correlations between the perception of 

organizational confidence by teachers and the level of burnout. The phrase 

organizational confidence refers to the level of trust of teachers in the positive intentions 

and attitudes of colleagues and administrative staff. The findings of the study show that 

as the level of organizational confidence increases, the burnout level decreases. 

Moreover, in the context of school culture and politics, the relationship of teachers with 

colleagues on one hand and the administration on the other seem to affect and relate to 

burnout levels. For instance, teachers who report problematic relationships with 

colleagues seem to display higher emotional exhaustion and depersonalization than 

those who do not report such problems (Kukla-Acevedo, 2009). In line with this finding 

is the result of a survey taken by 514 teachers in the United States (Payne McLain, 

2005). One statement in the survey is about whether teachers feel that they are part of a 

team in the school. Those respondents who strongly disagreed with the statement 

showed high burnout levels, while those who did feel part of a team showed lower 

burnout level in the depersonalization subscale (Payne McLain, 2005). Moreover, in an 
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interview of teachers with high burnout levels, a teacher explained that one of the causes 

that led to her burnout was the unfriendly atmosphere at school. She meant by that the 

presence of specific staff members who act like “watch dogs” in order to check who is 

and who is not doing their job properly (Zhouchun, 2011). 

 In addition to problems with colleagues, teachers who have problems with the 

administration seem to display higher emotional exhaustion than those who do not 

(Koruklu et al., 2012).  One teacher explains during an interview that all the difficulties 

of the teaching job could have been overcome if she only had a good relationship with 

the administrators and other staff (Schlichte, Yssl, & Merbler, 2005). For her, a good 

relationship means that the administration should be understanding and not be distancing 

itself from her as a teacher. In line with this teacher’s response is a study by Cephe 

(2010) in which 12 teachers with four different levels of burnout were interviewed. All 

of the teachers reported that the major factor of their burnout was the rudeness, 

indifference to their problems, unexplained rules, incompetency, and detached 

administration (Cephe, 2010). In addition to that, a teacher explains that one of the 

reasons that make her wish to leave the school is that money for the school 

administration is more important than people (Schlichte et al., 2005).  

Policies and rules and their reflection in the implementation of the mission of the 

school could also be a factor leading to burnout. In an interview about the causes that led 

a teacher to burnout, the instructor stated that the school’s unfair policy adds to her 

nervousness (Zhouchun, 2011). Moreover, the mission consensus, meaning the extent to 

which the staff in the school agrees on the all-embracing goals of the school, is 

negatively related to depersonalization.  In other terms, the more the staff believes in the 
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mission of the school, the less the depersonalization they display. Similarly, the mission 

consensus predicts the emotional exhaustion and the reduced personal accomplishment 

(Dorman, 2003).  

 

2.3.3 Burnout and support  

A third category includes factors that are related to the support of teachers 

whether through induction, coordination or professional development or in terms of 

other different types and sources of support. To start with, in a study by Cephe (2010), 

twelve teachers with different burnout levels identified lack of in-service training as one 

of the major burnout factors. In addition, the interviewees who were identified as 

affected and severely affected by the burnout syndrome showed that another factor in 

their burnout was a need for a supervisor. In another interview with a first year teacher, 

the need for a supervisor or mentor was not a factor of teacher retention and burnout; 

however the need of a true mentor was (Schlichte et al., 2005). For this teacher, a true 

mentor is a professional who cares about her.  

In another aspect of mentorship or supervision, a study by Payne McLain (2005) 

found that the emotional exhaustion and depersonalization dimensions of the teachers’ 

burnout increase upon receiving a negative evaluation. As for the availability of 

professional development, the more the teachers perceive no adequate opportunities the 

more they seem to display emotional exhaustion (Payne McLain, 2005). Regardless of 

all the previous findings, no significant relationships between the emotional exhaustion 



 

19 
 

dimension of burnout and teachers participating in professional conferences or a mentor 

program were found in the study by Payne McLain (2005). 

 Support is not only provided through induction, mentoring, or professional 

development. Other sources and other types of support are identified. In the study by 

Zhongying (2008), two types of support were identified: emotional support and practical 

support. Emotional support reflects the care, friendship, and listening provided by the 

staff around the teachers. Practical support includes the help, suggestions, and feedback 

provided to teachers in practical actions. In this study, emotional support predicted all of 

the three dimensions of burnout, emotional exhaustion, depersonalization, and reduced 

personal accomplishment, while the practical support predicted only the reduced 

personal accomplishment to a lesser extent. In agreement with this study is the report of 

special educators who indicated that without the emotional type of support, they felt 

disempowered and used up with thoughts of failure (Schlichte et al., 2005). One teacher 

in the latter study even indicated that the lack of emotional support was more serious 

than all the other burdens that she has to deal with.  In a general statement both types of 

support reduce burnout, but the emotional support plays a more important role in this 

burnout decrease (Zhongying, 2008). In a broader sense, when support increases, 

burnout decreases (Payne McLain, 2005). 

 Support is not only provided in the school but also outside of school by different 

individuals. Inside of school, several studies show the importance of support as a factor 

related to burnout. For instance, teachers who indicate that they received no support 

from the administration, colleagues, parents or community had higher emotional 

exhaustion than teachers who did not agree that they lacked such support (Payne 
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McLain, 2005). Furthermore, in a study conducted by Gavish and Friedman (2010), 470 

beginning teachers completed a questionnaire before they started their first year teaching 

and at the end of that year. Findings showed that a major predictor of emotional 

exhaustion and professional failure was the lack of appreciation from the students and 

the public. Moreover, a lack of leaders’ support seems to be a predictor of the three 

dimensions of burnout (Zhongying, 2008).  

Outside of school, many studies reveal different sources of support that could 

affect teachers’ burnout. For example, an interviewed Chinese teacher explains that 

among other reasons, her family’s misunderstanding and lack of support made her 

burnout more serious (Zhouchun, 2011). Similarly, respondents to a survey who strongly 

disagreed that they had support from parents and community displayed high reduced 

personal accomplishment and depersonalization levels (Payne McLain, 2005). In line 

with these two studies is the research of Bataineh (2009) in which family support was 

found to be positively correlated with personal accomplishment among Jordanian special 

education teachers. Friends’ support also seems to predict emotional exhaustion and 

depersonalization (Zhongying, 2008).  

In contradiction with all the above findings about the importance of support from 

individuals inside and outside of schools are the results of several studies that indicated 

no significant relations between certain kinds of support and burnout. Examples of such 

findings include the findings of several studies. First, the study by Zhongying (2008) in 

which burnout in all its dimensions was not predicted by parent and relative support. 

Second, the study by Bataineh (2009) that shows no significant association between 

colleague, supervisor, friends or spouse support and burnout dimensions. Third, the 
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study by Gavish and Friedman (2010) that shows no link between the lack of collegial 

support and the novice teachers’ burnout.   

 

2.3.4 Burnout and workload 

 A fourth category includes factors related to the workload of teachers. Workload 

is reflected in perceptions of effort versus reward and in the actual duties inside and 

outside the classroom.  

Teachers who perceive a balance between the effort they put into their teaching 

profession and rewards they get out of it seem to show lower burnout scores than those 

teachers who feel that the effort put is higher than the reward received (Goddard et al., 

2006). A study in Queensland shows that almost half the teachers in the sample of 112 

respondents believe that the effort they put is more than the rewards they receive 

(Goddard & Goddard, 2006). Those teachers who perceive fairness in the effort-reward 

balance show not only low burnout levels but also more involvement in the job, 

innovation, and lower work pressure (Goddard et al., 2006). Rewards in the teaching 

profession could be divided into two groups: financial rewards and moral rewards. Many 

studies reveal that financial pressures reinforce the burnout syndrome. One interviewed 

teacher states that the financial pressure is one of the main causes of her burnout 

(Zhouchun, 2011). Other interviewed teachers also identify low salaries as one major 

cause of their burnout (Cephe, 2010). The moral rewards occur when the efforts of 

teachers are remunerated through their students’ respect and interest in the lessons 

(Papastylianou et al., 2009). One interviewed teacher explains that she was motivated by 
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the success of her afterschool special education student with whom she spent a lot of 

time and effort and the gratefulness of his parents which added to her decision to pursue 

her special education career regardless of its difficulties (Schlichte et al., 2005).  

Perceptions of effort versus reward are not the only burden teachers might be 

affected by. The actual duties inside and outside the classroom could also affect the 

burnout level. The time required for preparation is one of the major factors that 

contribute to increase emotional exhaustion. In a study involving music teachers, 

findings show that as the weekly preparation time increases, the emotional exhaustion 

increases accordingly (Payne McLain, 2005).  Furthermore, an interviewed teacher 

explained that the heavy workload including checking a lot of exercise books took over 

her free time and emphasized her feeling of tiredness (Zhouchun, 2011). In addition to 

that, interviewed English instructors suffering from different degrees of burnout 

indicated the heavy workload as a major cause behind their burnout (Cephe, 2010). For 

these teachers, a heavy workload does not only mean preparation of material but also 

providing feedback on assignments, preparations of quizzes, and evaluations. 

Furthermore, work pressure is found to be one of the factors that predict burnout in all 

its aspects (Dorman, 2003). In other terms, the more the work pressure the higher the 

burnout levels. Goddard et al. (2006) conducted a longitudinal study in which burnout 

levels of 79 beginning Australian teachers were measured on four occasions. The first 

was after six weeks of teaching and the last was by the end of the second year of 

teaching. The first score of burnout was higher than expected which made the 

researchers suggest that work demands do not only add to the occurrence of burnout 

among teachers, but can also contribute to developing the syndrome more rapidly.  
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2.3.5 Burnout and classroom environment  

The fifth category includes factors related to the classroom environment in terms 

of classroom management and teaching methods. Classroom management is one of the 

major factors in the severity of burnout (Payne McLain, 2005). When classroom 

management is ineffective, higher depersonalization levels are observed (Payne McLain, 

2005). Classroom management may be manifested in several aspects such as the number 

of students. Teachers who are responsible for a large number of students display higher 

depersonalization than those who are responsible for a small number (Payne McLain, 

2005).  

Another aspect of classroom management may be expressed in teacher-student 

interactions. Teachers who have interactions that emphasize the social growth of 

students and reflect care for their personal welfare show less reduced personal 

accomplishment than those who do not display such interactions (Dorman, 2003). In 

contrast, teachers whose authority is overlooked by their pupils, who are disrespected by 

their students and do not have any harmonious relationship with them suffer from deep 

feelings of worthlessness and failure (Gavish & Friedman, 2010).   

A third aspect of classroom management may be represented in student management 

including engagement and co-operation among students, classroom organization, order, 

and discipline. Student engagement correlates significantly with emotional exhaustion 

(Bümen, 2010). For one interviewed instructor, problems in making students pay 

attention to the lesson constitute a major cause for her burnout (Zhouchun, 2011). Co-

operation rather than competition among students displays a negative relation to 
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depersonalization. Moreover, the extent to which the classroom is organized and ordered 

in terms of good, quiet, and polite student behavior is negatively related to emotional 

exhaustion of teachers (Dorman, 2003) while ineffective classroom discipline is related 

to the reduced personal accomplishment aspect of burnout (Payne McLain, 2005). In 

general, classroom stress predicts depersonalization as well as reduced personal 

accomplishment (McCarthey et al., 2010). Classroom management abilities literally may 

not be the only factors related to the burnout syndrome; the extent to which teachers 

believe in their ability to maintain classroom management also affects the burnout 

syndrome. For instance, the sense of efficacy for student engagement was the only 

contributor among many to the prediction of burnout in a study conducted by Bümen 

(2010). As well, teachers who were unsure about their ability to manage discipline 

showed higher emotional exhaustion while those who believed that they were very 

effective in classroom management showed lower depersonalization (Payne McLain, 

2005).  

Factors related to teaching methods may also contribute to burnout. One 

interviewed teacher explained that not knowing how to use the textbook in the best 

manner and how to apply designed activities in the classroom was one of the major 

direct causes that led to her burnout. Another interviewee attributed the cause of her 

burnout to exam pressure (Zhouchun, 2011). In addition to that, teachers who do not 

believe in the effectiveness of curricula used at school may develop burnout symptoms. 

For instance, in a study in which 532 secondary education teachers were surveyed about 

their opinions regarding the secondary education program, findings show that those 

instructors who described it as inappropriate displayed higher burnout levels than 
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teachers who described the program as appropriate with certain deficiencies (Koruklu et 

al., 2012). Another study by Goddard et al. (2006), showed that work environment 

variables that teachers regarded as unable to support innovative teaching, were 

consistently linked with significant increases in burnout levels over time.  

2.3.6 Burnout and psychological factors  

The sixth and last category includes psychological factors in terms of 

expectations versus reality factors, reasons behind the choice of the career.  

To start with, many teachers enter the profession with high expectations of being 

able to help students academically, emotionally, and morally in a well-organized 

classroom. However, many of those teachers find out that regardless of all their efforts, 

their expectations are not met (Yong & Yue, 2007). One teacher explains that one cause 

of her burnout is due to high expectations of achievement that give her a sense of guilt 

and depression because she cannot meet them (Zhouxhun, 2011). In this context, it is 

found that the lower the expectations, the lower the burnout levels (Çağlar, 2011).   

In addition to expectations, the reasons that make a teacher choose teaching as a 

profession could also be related to burnout. For instance, it was noticed that teachers 

who chose this career willfully display a higher sense of personal accomplishment, while 

those who chose teaching by chance display higher emotional exhaustion and 

depersonalization levels (Ozan, 2009).  



 

26 
 

2.4 Summary  

Many causes and factors related to burnout were identified under six major 

categories. The causes and the factors explained do not contribute equally to burnout. 

Some factors seem to be more influential than others. For instance, many teachers claim 

that the financial pressure factor that causes burnout may be overcome through receiving 

financial support for extra work (Cephe, 2010). Similarly, lack of in-service training 

could be replaced by professional seminars (Cephe, 2010). However, the lack of 

understanding by the administrative staff (Schlichte et al., 2005) and the negativity of 

administrators would damage the teacher’s professional identity and dedication (Cephe, 

2010). The administration is not a factor that can be compensated for. Moreover, the 

financial factor of burnout seems to be less influential than other factors. Many 

interviewed teachers strongly claim that they would pursue their teaching career 

regardless of the financial conditions, but they cannot work under conditions that lack 

support and restrict their ability to contribute in the development and improvement of 

the administrative and educational system in the school (Cephe, 2010) or having good 

relationships with their students and their parents (Schlichte et al., 2005).  

A conceptual framework that describes the burnout syndrome with all its 

subscales, its causes and impacts on teachers’ decisions regarding pursuing their 

teaching career is presented in Figure 1 below. Note that arrows illustrate causal links. 
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Figure 1: Conceptual framework showing the causes and impacts of burnout on teachers' decisions regarding 

their teaching career 

2.5 Conclusion 

In conclusion, this chapter presented a review of the literature regarding the 

levels and the causes of burnout that were grouped by relevance to each of the research 

questions. The next chapter presents the methodology used in this study.  
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Chapter Three 

Methodology 

This chapter presents the detailed methodology used in this study. A description of the 

research design is presented first, followed by the sampling method, then by a detailed 

description of the instruments, the procedure, data analysis, and validity and reliability 

measures.  

3.1 Research design 

In order to investigate the purpose and address the research questions, case study 

research design is used because the phenomenon being investigated is bounded: 

Lebanese teachers’ burnout levels and causes (Yin, 2003). 

According to Yin (2003), case study research allows the researcher to cover different 

contextual conditions that may be highly related to the phenomenon studied. Case study 

research includes two variants of the case study design: single-case study and multiple-

case studies. Multiple case studies design with different methods of data collection is 

conducted because according to Baxter and Jack (2008), this design allows the 

replication of findings and the exploration of differences within and between cases. In 

addition, providing analytical conclusions from several case studies makes the study 

more robust and the evidence more convincing. Furthermore, having similar conclusions 

from different cases with different contexts can extend the generalizability of the 

findings.  
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 Although case study research is considered qualitative, it can yet use both 

quantitative and qualitative data collection and analysis methods (Merriam, 2009). 

Therefore, mixed methods research is implemented in this study. According to Creswell 

(2014), the qualitative research is used to explore and understand how individuals 

describe a social or human problem while the quantitative research is used to examine 

the relationship among measurable variables in order to analyze numbers using 

statistical procedures. Mixed methods research, however, is used to integrate qualitative 

and quantitative data, providing therefore a more complete understanding of a research 

problem than either approach alone. In addition, this research approach helps in 

comparing perspectives drawn from quantitative data and from qualitative data.  

In this study quantitative data or qualitative data alone are not enough since 

information regarding both the levels of burnout among teachers and the causes behind 

them need to be fully understood. A convergent parallel mixed method design is 

therefore needed in order to answer both research questions from the perspectives of 

teachers who left the profession and those who are still teaching. This design is a form of 

mixed methods design that allows merging both quantitative and qualitative data to 

provide a comprehensive analysis of the research problem (Creswell, 2014). This type of 

mixed method approach includes collecting qualitative and quantitative data, analyzing 

them separately, and then comparing findings (Edmonds & Kennedy, 2013).   

3.2 Participants and sampling method 

Both convenience and purposive sampling were used to obtain participants. 

Convenience sampling technique is used to have the sample which consists of all the 

teachers in the accessible schools who agreed to participate in the study. Convenience 
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sampling means selecting participants based on who is available only (Ritchie, Lewis, 

Nicholls, & Ormston, 2013). Therefore, the convenience sampling technique is applied 

in this study since it uses findings that are easy to get (Weiss, 2005), knowing that it is 

hard to receive the permission to access a large number of teachers who are employees 

in different schools.  

This population of teachers who were given a questionnaire includes teachers from 8 

schools, 4 public schools and 4 private schools, in 3 different areas of the District of 

Jbeil. The schools are chosen based on accessibility. Ninety-two teachers participated in 

this study. Table 2 below presents the detailed demographic data of the participants. 

Table 2: Demographic data of participants 

Gender Males: 17 teachers 

Females: 75 teachers 

Age Range: 22 to 64 years of age 

Average: 48.20 years of age 

Marital status Single: 22 teachers 

Married: 66 teachers 

Divorced/ Widowed: 4 teachers 

Type of school Private school: 46 teachers 

Public school: 46 teachers 

Teaching 

experience 

Range: 1 to 43 years of experience 

Average: 20.74 years of experience 

 

The sample was obtained after schools in the researcher’s nearby areas were visited and 

principals were asked for permission to meet with the teachers.  The number of 

questionnaires collected from each school varies depending on the availability and 

approval of teachers to respond and on the restricted number of teachers allowed by a 

principal in one of the private schools. Table 16 in Appendix 7 represents the 

distribution of the questionnaires collected from each school (S1 through S8). As shown 



 

31 
 

in Table 16, the number of questionnaires collected from each school is 6, 6, 9, 11, 13, 

13, 16, and 18 respectively.  

Purposive sampling is a technique for choosing participants with specific features or 

characteristics and who can provide information relevant to the study being conducted 

(Ritchie et al., 2013; Fraenkel & Wallen, 2010). In this study, purposive sampling is 

used in choosing teachers who have left the profession during the first five years of 

experience. The reasons for leaving were not due to travel, change of residence, or end 

of contract.  

The population of teachers who were interviewed consists of school teachers, from 

different areas in Lebanon, who have left their teaching profession at least once during 

the first five years of being teachers. Snowball sampling, a subset of purposive sampling 

is also used in this study to gain access to teachers with the specific criteria described 

above. Some of the interviewed teachers referred others they know about with the same 

criteria (Faugier & Sargeant, 1997).   

In case study research design, a small sample is acceptable (Merriam, 2009). Nine 

female teachers were accessible. They were interviewed in a face-to-face manner. In 

addition to the interview, teachers were asked to respond to the same questionnaire as 

the one given to the sample of teachers at schools. The duration of teaching experience 

of the interviewed teachers ranged from 2 months of experience to 5 years of experience. 

Table 17 in Appendix 7 includes detailed information about the interviewed teachers. 
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3.3 Instrumentation 

The use of multiple sources to collect data enhances the credibility of the study and 

contributes to reaching a holistic understanding of the topic studied (Baxter & Jack, 

2008). For this purpose, in addition to interviews with teachers who have reached 

burnout and left the schools where they used to teach, a questionnaire and a researcher’s 

reflective journal were used for data collection. 

In order to increase the validity of this research, triangulation was implemented. 

Therefore, three research instruments were used: an in-depth semi-structured interview, 

a questionnaire, and a researcher’s reflective journal. 

3.3.1 The interview 

An in-depth semi-structured interview (Appendix 1) was used in order to investigate 

the causes of burnout for different teachers who left their profession at least once in the 

first five years of teaching experience. The use of interviews provides insights on the 

causes perceived by interviewees; it helps target a specific case study topic (Yin, 2003). 

In addition, using the interview as an instrument paves the way to obtain the descriptions 

and perceptions of different respondents, a major goal of multiple case studies approach 

(Stake, 1995). The use of in-depth interviews allows the understanding of participants’ 

feelings, thoughts, intentions, and behaviors in previous times (Fraenkel & Wallen, 

2010), and is therefore important for this study in order to have a clear understanding of 

the burnout causes and impact on each interviewee. Interviews also allow the researcher 

to ask a series of questions to elicit specific answers in a formal manner. Such interviews 

allow the addition of questions based on the respondents’ answers in order to have more 
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clarity (Fraenkel & Wallen, 2010). Based on that, the interview used in this study is 

semi-structured since it is important to understand the perceptions of each teacher of the 

different causes of burnout in their specific situation.   

The interview consisted of six categories with two subcategories each. Several 

questions are listed under each subcategory. The categories are formed based on 

variables in the reviewed literature and personal experience to categorize possible 

reasons that may lead to burnout. Sample questions asked during the interview include 

‘describe the interventions in your classes’, ‘the evaluations of your teaching duties by 

administrative staff, coordinators, supervisors or others. Give examples.’ and ‘describe 

the different duties that you were responsible for inside and outside the classroom. How 

did you feel about those duties?’ 

 The interviews were conducted in welcoming environment such as restaurants, 

cafes, public gardens, and interviewee’s house or workplace to make the interviewee 

feel comfortable and relaxed. The interviews were audio-recorded upon receiving 

consent from each participant. The time needed to finish the interview was 60 to 70 

minutes. Then interviews were later transcribed into an average of 10 pages each.  

3.3.2 The questionnaire 

One questionnaire, available in English and Arabic, was given to the sample of 

teachers in different schools in the District of Jbeil. Administering the questionnaire to 

different teachers in different schools helped obtain the opinions and attitudes of 

teachers towards different aspects in a simple and timely manner (Edmonds & Kennedy, 

2013).  
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The questionnaire took around 15 minutes to be filled. The questionnaire is written 

in English, translated to Arabic, and then back translated by another person to English to 

make sure the meaning has not changed. After the back translation took place, some 

amendments were done to the original English version of the questionnaire. Appendix 2 

presents the finalized English version of the questionnaire. Appendix 3 presents the 

finalized Arabic version of the questionnaire. Note that only three sample items of the 

MBI-ES are presented in the Appendices because according to the purchased license 

only three sample items may be presented. 

The first part of the questionnaire includes 10 items based on the first category and 

variables tackled in the interview questions. This purpose of this part is to collect 

respondent’s personal information and school background information.  

The second part of the questionnaire includes a copy of the Maslach Burnout Inventory- 

Educators Survey (MBI-ES). The MBI-ES is used to assess the three dimensions of the 

burnout syndrome which are emotional exhaustion, depersonalization, and lack of 

personal accomplishment (Maslach et al., 1996). The MBI-ES consists of 22 statements 

(Payne McLain, 2005) that are rated in a Likert-scale form based on frequency from 0 

meaning never to 6 meaning every day (Maslach et al., 1996). Nine of the items (items 

number 1, 2, 3, 6, 8, 13, 14, 16, and 20) assess the teachers’ feelings and perceptions 

associated with emotional exhaustion subscale of burnout, five items (5, 10, 11, 15, and 

22) are associated with the depersonalization aspect, and eight items (4, 7, 9, 12, 17, 18, 

19, and 21) are associated with the lack of personal accomplishment aspect of burnout 

(Zhouchun, 2011).  The MBI-ES questionnaire was purchased from the publisher 

Mindgarden.com and then modified in terms of the format: the statements in this survey 
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were presented in a table form. In the original survey, respondents are asked to write a 

number from 0 to 6 next to the statement. Some statements were modified in order to be 

clearer to Lebanese teachers. The modifications include changes of some terms using 

dictionaries and a translated version of the MBI-ES as presented in the study conducted 

by Ozan (2009).  

The third part of the questionnaire uses a Likert-scale (strongly disagree, 

disagree, agree, strongly agree, not sure) and includes 10 items based on the variables 

and 5 categories tackled in the interview questions.  Two statements reflect each 

category; one statement for each subcategory as follows: statements 1 and 10 reflect the 

second category (school environment), items 2 and 9 are based on the third category 

(support), items 3 and 8 reflect the fourth category (workload), items 4 and 6 are based 

on the fifth category (classroom environment), and items 5 and 7 are based on the sixth 

category (psychological factors). One short-answer question is also included in this 

section. The purpose of this part of the questionnaire is to gain insight of major 

contributors to possible teacher burnout. 

 In schools where principals gave access to the researcher to meet with the 

teachers, the questionnaires were distributed in the teachers’ lounge during teachers’ 

breaks. The questionnaires were collected on the spot. Schools where principals did not 

give access for the researcher to meet with teachers, copies of the questionnaires were 

left with the principal to give to teachers. These questionnaires were completed by the 

teachers at their convenience. 73 out of 92 respondents answered all of the items of part 

2 of the questionnaire (MBI-ES). All of the respondents answered most of part 1 and 

part 3 of the questionnaire.  
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3.3.3 The researcher’s reflective journal  

A researcher’s reflective journal is also used. It consists of a journal that I wrote 

during my first teaching career experience at a school from which I resigned. The 

statements written in the original journal are converted to answers to the same questions 

in the interview instrument. The researcher’s reflective journal was used in forming the 

categories studied and it was used to compare different causes of burnout with different 

teachers.  According to Axinn and Pearce (2006), the researcher’s involvement in the 

field of study is beneficial since he/she would be more knowledgeable of the context of 

the study.  

3.4 Procedure 

Both the Arabic and the English version of the questionnaire were piloted to make 

sure the statements and questions are clear and the timing is accurate. Three teachers 

who are not included in the study were given the Arabic version of the questionnaire. 

Another two teachers were given the English version. Teachers were asked to measure 

the time it takes them to answer all the questions. As well, they were asked to leave 

those questions that are not clear empty and write comments about the confusing items. 

After piloting the questionnaires, necessary amendments related to language and item 

clarity were performed. This increases the validity of the instrument since the 

respondents understand the concepts in it.  

Schools in different areas in the District of Jbeil were visited to have an approval 

from principals to allow the teachers in their schools to participate in the study. For this 

purpose, a brief summary of the purpose of the study was presented to principals 
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(Appendix 4) who were assured that the participation of the teachers at school will be 

anonymous. Some principals provided their approval under no conditions. In this case 

the researcher visited the teachers’ lounge and asked for the voluntary participation of 

teachers. Other principals approved the data collection under certain conditions. One 

condition was to provide them with the questionnaires, then they gave them to the 

teachers to fill in at home and then collect them. Another condition was a restriction on 

the number of teachers to whom the questionnaires can be administered.  

Printed versions of the questionnaire, both English and Arabic, were enclosed in 

envelopes and presented to teachers in the schools. Due to teachers’ strikes, no teaching 

took place in certain schools during the data collection, but teachers had to stay in the 

school. Therefore, some of the questionnaires were collected from teachers during the 

strike while other questionnaires were collected during recess before and after the strike. 

 The researcher administered the questionnaires in a welcoming climate in the 

absence of the principal and coordinators. This procedure was used for two reasons, both 

of which are based on the recommendations of Maslach et al. (1996) in the Maslach 

Burnout Inventory Manual. First, the respondents would be less honest in their answer if 

a person with direct authority is present while they take the survey. Second, in addition 

to a lower response rate, the respondents’ answers may be influenced if they are 

distracted by other people while responding to the questionnaire. A brief explanation of 

the study and its purpose were presented in the questionnaires as well as orally, and 

teachers were assured that their responses will be anonymous. However, there was no 

mentioning of the term ‘burnout’. The data collection was done in May 2014.  
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As for the interviews, an informed consent form was given to the interviewees in 

order to make sure that they are participating in the study willfully; they were also 

assured that they may stop their participation at any time unconditionally.  

The interviews were audio-recorded upon the agreement of the participants. 

Teachers were interviewed in a face-to-face manner, in a welcoming climate. The 

interviews were transcribed in formal English.  In addition to the interview, each 

interviewee was asked to fill in the questionnaire separately before starting the 

interview.  

The researcher’s reflective journal includes personal thoughts and recordings written 

in a journal during the working period at the school as well as recorded conversations 

with the coordinator and colleagues (WhatsApp conversations), and teacher evaluation 

forms. These were arranged into answers to the interview questions that were asked to 

other teachers.  

The informed consent and the introduction of the questionnaire are made according 

to the requirements of the Institutional Review Board (IRB) at the Lebanese American 

University (LAU) to ensure ethical human research. Appendix 5 presents the approved 

copy of the informed consent. 

3.5 Data analysis  

In case study research design, several data collection and analysis methods can be 

used. Following a convergent mixed methods design, that data analysis is done through 

side-by-side comparison. According to Creswell (2014), this method involves reporting 
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the quantitative statistical results first, followed by the qualitative findings that either 

confirm or disconfirm the quantitative results.  

In order to answer research question 1 about the levels of burnout among Lebanese 

teachers, the analysis of the responses to part 2 of the questionnaire was performed. 

Scoring of the MBI-ES, hence part 2 of the questionnaire was through adding the scores 

received for each interviewee on each of the subscales of burnout, EE, DP, and PA, then 

finding the mean for each subscale among all the respondents. After the mean was 

found, the averages were categorized into three burnout level indicators ranging from 

high to low as described in the scoring key of the purchased instrument: Scores of 27 or 

over, 14 or over and 0-30 were considered high levels of burnout on the EE, DP, and PA 

subscales respectively. Scores of 17-26, 9-13, and 31-36 were considered average 

burnout levels on the EE, DP, and PA subscales respectively. Scores of 0-16, 0-8, and 37 

or over were considered low burnout levels on the EE, DP, and PA subscales 

respectively. The computer software SPSS and Microsoft Excel were used in order to do 

the statistical computations. In general, having high scores on EE and DP subscales and 

low scores on PA subscale reflect a high degree of burnout, while low scores on the EE 

and DP subscales and high scores on the PA subscale reflect a low degree of burnout, 

and average scores on all subscales reflect an average degree of burnout (Maslach et al., 

1996). 

A further analysis was performed, each score for each respondent was categorized 

according to the three levels of burnout and then a statistical analysis in terms of 

frequencies and percentages of respondents in each category for each subscale was 

performed.  
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In order to answer the second research question about the causes of and factors 

related to Lebanese teachers’ burnout in terms of six and possibly more categories, the 

analysis of each of part 1, part 3 items 1 through 10, and part 3 item 11 of the 

questionnaire in comparison with the scores on part 2 of the questionnaire (MBI-ES) 

was performed. The analysis of the answers to the interview questions and the 

researcher’s reflective journal were also analyzed. The questionnaires that the 

interviewed teachers answered were only used to compare the answers given during the 

interview to the answers given in the questionnaire for compatibility of answers. 

3.5.1 Part 1 of the questionnaire 

The analysis of part 1 of the questionnaire was done through two main steps. 

First, teachers’ responses were categorized according to the different components of the 

different items in this part of the questionnaire then the mean scores of burnout for each 

subscale, EE, DP, and PA, for all the respondents under each component of each item 

were calculated. These scores were then categorized into the three different levels of 

burnout, high, moderate, and low. Then, the scores of each component under each item 

were compared. For example, under the item ‘Gender’ of part 1 of the questionnaire, the 

EE, DP, and PA mean scores of the ‘Female’ teachers’ component of the item ‘Gender’ 

and those of the ‘Male’ teachers’ component of the item ‘Gender’ were calculated and 

then categorized into low, moderate, and high burnout levels. Then the average scores of 

the ‘Male’ teachers were compared to the average scores of the ‘Female’ teachers for the 

EE, DP, and PA subscales.  
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3.5.2 Part 3 of the questionnaire items 1 through 10 

In order to analyze part 3 of the questionnaire items 1 through 10, several steps 

were performed. First, the respondents were categorized according to the different 

burnout levels in each subscale, hence high, moderate, or low emotional exhaustion 

(HEE, MEE, LEE respectively), high, moderate, or low depersonalization (HDP, MDP, 

LDP respectively), high, moderate, or low level of reduced personal accomplishment 

(HPA, MPA, LPA respectively). Then, for each burnout level in each subscale, the 

frequencies and percentages of teachers who agreed or strongly agreed on each of the 

ten items in part 3 of the questionnaire were calculated as well as the frequencies and 

percentages of teachers who disagreed or strongly disagreed on each of those items.  

3.5.3 Part 3 of the questionnaire, item 11 

The analysis of part 3 of the questionnaire, item 11 (In your opinion what is the 

main factor that causes exhaustion in teachers?) was conducted over several steps. First, 

the answers of all the respondents were transcribed into formal English. Then, the 

answers were coded into 16 categories, hence causes of burnout that emerged from the 

answers themselves. Then, the frequencies and percentages of all the respondents’ 

answers were calculated for each of the 16 categories and sample answers of 

respondents were presented.  

To have more specific results according to the different burnout levels on the 

different burnout subscales, respondents to item 11 were categorized according to the 

different burnout levels in each subscale, hence HEE, HDP, HPA, MEE, MDP, MPA, 

LEE, LDP, LPA, then the frequencies and percentages of respondents in each of the 
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previously listed subscales were calculated for each of the 16 coded categories in order 

to analyze which coded categories are mostly chosen by the respondents with specific 

burnout levels in each burnout subscale.  

3.5.4 Interview and researcher’s reflective journal 

According to Yin (2003), cross-case synthesis is a relevant technique to analyze 

multiple case-studies. In this type of analysis each case is, first, treated as a separate 

study and data are presented in word tables that display the data derived from each case 

following a uniform framework. Then, a comparison of the data between cases is done 

to discover whether similarities can be found between different groups of cases. 

In order to analyze the interviews and the researcher’s reflective journal, qualitative 

analysis for each case was performed followed by a cross case synthesis.  The major 

causes of burnout according to each interviewee and the researcher were depicted from 

the transcriptions. Then details regarding each cause were specified according to each 

interviewee and the researcher. Similarities and differences among different points 

related to the causes were identified.  Through the cross synthesis, the major causes for 

all the interviewees were categorized into 5 emergent categories: workload, school 

environment, coordination/mentoring, discipline, and emotional factors. As well, 

according to the similarities and differences, subcategories for each major emergent 

category were depicted.  

The answers of the interviewees and the researcher for parts 3 items 1 through 10 

and item 11 were checked in order to make sure the interviewees were mostly consistent 

and honest in their answers to the interview. Part 1 of the questionnaire was used to 
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determine background details about the interviewees. This analysis is done in order to 

measure the degree of coherence between the interviewees’ answers to the questionnaire 

and their answers to the interview questions (Walonick, 2005). 

3.6 Validity and reliability 

The interview is considered valid because the questions are based on categories 

derived from the literature and from my researcher’s reflective journal. Maslach et al. 

(1996) explain that the research questions resulting from theory or from workplace 

concerns better serve the field of burnout. In addition, according to Walonick, (2005), 

content validity is established when the instrument covers the topic properly. One of the 

helpful ways to establish content validity is through literature search. The reliability of 

the interview was checked through asking the interviewees the same questions with 

slightly different wording in different parts of the interview. For instance, two similar 

questions in the interview are “How was your relationship and interactions with the 

students? Why do you think you had such a relationship” and “If you had to deal with 

different students, do you think you would have stayed on the job?”. In addition, piloting 

the questionnaire reduced the language and concept barriers ensuring that it measures 

what it is supposed to, therefore the validity of this instrument increased. Furthermore, 

the reliability was analyzed through checking the coherence between the answers in the 

interview and the answers to part 3 of the questionnaire (Walonick, 2005). The answers 

were found to be coherent and similar. For example, one teacher explained during the 

interview that a cause for burnout is the students’ discipline and for item 11 of the 

questionnaire “In your opinion what is the main factor that causes exhaustion in 

teachers?”, she stated the reason to be “No discipline and focusing and impoliteness 
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towards teachers from the part of students and not caring about serious studying from 

the parts of students”. She also strongly disagreed on items 4 and 9 of part 3 of the 

questionnaire, hence “I think that my students are very disciplined and polite” and “I feel 

that I receive enough classroom management support …”.  

Parts 1 and 3 of the questionnaire are considered valid because the items are based 

on the same categories as the interview which stem from the literature and the 

researcher’s reflective journal. Moreover, the validity of the questionnaire in general is 

increased by the pilot study and back translation.  

The validity of part 2 of the questionnaire, hence the MBI-ES is demonstrated based 

on many research studies. According to the Maslach et al. (1996), the convergent 

validity and discriminant validity are well documented. As for the reliability of the MBI-

ES, Maslach et al. (1996) reviewed the work of several researchers including Iwanicki 

and Schwab (1981) who identified Cronbach Coefficient Alpha estimates of .90 for EE, 

.76 for DP, and .76 for PA. Similar findings were obtained by Mearns and Cain (2003) 

with Cronbach’s Coefficient Alpha of .90 for EE, .74-.77 for DP, and .72 to .84 for PA.  

The validity of the researcher’s reflective journal stems from the fact that it is based 

on a personal experience of burnout. As well, its content is valid because it is formed 

based on several sources including personal thoughts and recorded conversations with 

the coordinator, lab supervisor, and two colleagues. The reliability is reflected in the 

consistency of the information provided in all the sources from which the researcher’s 

reflective journal is formed. 
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3.7 Assumptions 

In this study it is assumed that the respondents to the questionnaires and the 

interviews answered the items truthfully. Another assumption is that the researcher is not 

biased as an interviewer. A third assumption is that the answers of respondents to the 

questionnaires are not affected by psychological factors such as different personality 

traits. 

3.8 Conclusion 

In conclusion, this chapter presented the detailed methodology in terms of 

research design, sampling method, instrumentation, data collection, data analysis, 

validity and reliability and assumptions. The following chapter presents data results.   
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Chapter Four 

Results  

This chapter presents the results of the data analysis that are used to address the research 

questions. In this study, a questionnaire, an interview, and a researcher’s reflective 

journal were used in order to examine the factors that may cause Lebanese teachers’ 

burnout according to participants’ perspectives. The analysis of the findings is presented 

in two parts. The first part includes findings that address the first research question: what 

are the levels of burnout among Lebanese teachers? The second part includes findings 

that address the second research question: What are, by order of importance, the causes 

of burnout of Lebanese teachers in terms of personal and context related factors?  

4.1 Analyses of research question 1 

In order to answer research question 1, what are the levels of burnout among 

Lebanese teachers, the findings of the questionnaire, hence MBI-ES (Maslach Burnout 

Inventory – Educators Survey), are presented. The findings of respondents who were 

still teaching during the academic year 2013-2014 are presented first, followed by the 

findings of the interviewees who responded to the questionnaires, then by the findings of 

the researcher’s answers to the same questionnaire.  

According to the analysis of the questionnaires answered by teachers who were 

still teaching, the findings show that, on average, teachers display low levels of burnout 

on each subscale.  
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The findings based on the teachers who left their profession at least once during 

the first five years of experience, hence the nine interviewees, show that, on average, 

teachers display high levels of burnout on each subscale.  

Similarly, the researcher’s answers to the MBI-ES show high levels of burnout 

on all subscales. As an example of the burnout symptoms experienced by the researcher 

is the following quote:  

“…I simply stopped believing in myself. I had a huge sense of guilt… 

Emotionally, I used to cry a lot, rather scream like never before… I used to feel 

panicking as if I have an exam for which I am not fully prepared. I used to wish I 

could just get sick to run away…” 

These symptoms radiated to the researcher’s personal life as well: 

“…my violin teacher told me that I lost the smile I always had in the music 

school and forced a fake one when I have to…” 

 See Appendix 6 for a detailed summary of the researcher’s burnout experience.  

Table 3 below displays the mean scores on the MBI-ES obtained from all the 

instruments used. 

Table 3: Mean scores on the MBI-ES for all respondents 

Mean scores on 

the MBI-ES 

Teachers who were 

still teaching  

Teachers who left the 

profession at least 

once  

The researcher 

Mean EE 16.78 (Low) 38.22 (High) 44.00 (High) 

Mean DP 2.62 (Low) 10.44 (High) 25.00 (High) 

Mean PA 42.18 (Low) 29.33 (High) 24.00 (High) 

 

An analysis of findings in terms of each burnout subscale separately is also 

performed after considering only valid questionnaires. These are questionnaires with full 

responses on all the items pertaining to each of the studied burnout subscale (emotional 
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exhaustion, depersonalization, and reduced personal accomplishment) in the MBI-ES 

(see Table 18 in Appendix 7) 

 The findings of this analysis show that, based on the scores of teachers who 

were still teaching, around one third of them (32 teachers) display moderate to high 

burnout levels on the emotional exhaustion subscale, less than 10% (7 teachers) show 

moderate to high levels of burnout on the depersonalization subscale, and around 15% 

(13 teachers) show moderate to high levels of burnout on the reduced personal 

accomplishment subscale.  

According to the same analysis for the interviewed teachers, findings show that 

all of the teachers who left the profession at least once (9 teachers) show moderate to 

high levels of burnout on the emotional exhaustion subscale and around half the teachers 

(4 teachers) show moderate to high levels of burnout on the depersonalization subscale 

and most of them (5 teachers) show moderate to high levels of burnout on the reduced 

personal accomplishment subscales.  

Table 4 shows the detailed percentages and frequencies of teachers with different 

burnout levels on the different subscales. 

 

 

 

 



 

49 
 

Table 4: Percentages of teachers with different burnout levels on the different subscales 

Subscales 

Teachers who were still teaching 

after several years 

Teachers who left the 

profession 

High 

burnout  

Moderate 

burnout  

Low 

burnout 

High 

burnout 

Moderate 

burnout 

Low 

burnout 

EE 

subscale 

17.4%  19.8% 62.8%  88.89% 11.11% 0% 

15 out of 

86 

teachers 

17 out of 

86 

teachers 

54 out of 

86 

teachers 

8 out of 9 

teachers 

1 out of 9 

teachers 

0 out of 

9 

teachers 

DP 

subscale 

3.5% 4.7% 91.8% 22.22% 22.22% 55.56% 

3 out of 85 

teachers 

4 out of 

85 

teachers 

78 out of 

85 

teachers 

2 out of 9 

teachers 

2 out of 9 

teachers 

5 out of 

9 

teachers 

PA 

subscale 

6% 9.5% 84.5% 44.44% 11.11% 44.44% 

5 out of 84 

teachers 

8 out of 

84 

teachers 

71 out of 

84 

teachers 

4 out of 9 

teachers 

1 out of 9 

teachers 

4 out of 

9 

teachers 

  

To summarize, the analysis of findings that address research question I regarding 

the levels of burnout among Lebanese teachers show that teachers who were still 

teaching after several years during the academic year 2013-2014 experienced, on 

average, low levels of burnout on all subscales while the researcher and teachers who 

left the profession at least once during the first five years of experience show on average 

high levels of burnout on all subscales. In addition, some of the teachers who were still 

teaching display moderate to high levels of burnout on each of the subscales separately 

while most of the teachers who left the profession at least once show moderate to high 

levels of burnout on each subscale separately. 

In conclusion, most of the teachers who were still teaching display low levels of 

burnout while most of the teachers who left the profession experienced moderate to high 

levels of syndrome. 
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4.2 Analyses of research question 2 

In order to answer research question 2, what are the causes of burnout, from 

Lebanese teachers’ perspectives, in terms of personal and context related factors, the 

findings of the questionnaire and the interview are presented separately and then 

compared.  

To present an insight on the causes of burnout from the researcher’s experience, 

the following quote is extracted from the journal: 

“I had to prepare properly for 8 biology classes (secondary level) which is 

impossible…I could barely finish reading the material to explain… I had to correct 

exams for several grade levels during the same week in a 48 hours period each…” 

Other causes of burnout from the researcher’s experience include coordination-

related issues: 

“…the coordinator did not acknowledge that preparing for the 8 different 

levels was impossible… she thought that I need help in preparing the content, so she 

scheduled 6 hours per week to review the lessons together; this made me so sad 

because I know my subject very well and I know how to teach …” 

The findings of the questionnaire to which teachers who were still teaching 

during 2013-2014 are presented according to the different parts of the questionnaire. 

4.2.1 Findings pertaining to part 1 of the questionnaire 

Findings show that all average scores for each of the items in the Part 1 of the 

questionnaire indicate low levels of burnout in all subscales with the exception of 

moderate levels of burnout in the EE subscale of male teachers, teachers between 31 to 

50 years of age, and married teachers. The exception also includes  teachers with only a 

High School Certificate, teachers of Grade 4 to Grade 6, teachers teaching less than or 
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equal to 3 grade levels, teachers of math, of science, and of the languages, teaching 

hours between 25 and 35 hours per week, and teachers who perceive the physical 

facilities as poor. 

More specifically, findings show that male teachers, married teachers, teachers 

with less than 20 years of experience, teachers with a teaching diploma, teachers in 

public schools, and teachers who perceive the school facilities as poor or extremely poor 

display more burnout levels on all subscales than their counterparts.  

In addition, math teachers and teachers who have more than 25 teaching hours 

per week display higher levels of burnout on the emotional exhaustion and the 

depersonalization subscales than their counterparts. However, social studies teachers and 

teachers with less than 15 teaching hours per week show higher levels of burnout on the 

reduced personal accomplishment subscale than their counterparts.  

Moreover, teachers who teach less than or equal to 3 grade levels show higher 

levels of burnout on the emotional exhaustion and reduced personal accomplishment 

subscales than those who teach more than 3 grade levels. The latter show higher levels 

of burnout on the depersonalization subscale than their counterparts.  

Finally, teachers who are between 31 and 50 years of age show higher burnout 

levels on the emotional exhaustion subscale than younger or older teachers. Those who 

are less than 50 years of age show higher levels of burnout on the depersonalization 

subscale than those who are older. Teachers who are above 50 years of age show higher 

levels of burnout on the reduced personal accomplishment subscale than younger 

teachers.  
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In conclusion, gender, age, marital status, educational level, grade levels taught, 

number of grade levels taught, number of teaching hours, and the subject taught seem to 

have an impact on teachers’ burnout levels. 

4.2.2 Findings pertaining to part 3 of the questionnaire items 1 through 10 

The findings of the analysis of part 3 of the questionnaire, items 1 through 10, 

hence teachers’ feelings towards their profession, are presented after categorizing the 

respondents according to their burnout level in each subscale. Tables 19, 20, and 21 in 

Appendix 7 present the distributions of teachers’ responses (agree/strongly agree, 

disagree/strongly disagree, not sure/missing) for each item (1 through 10) on the 

emotional exhaustion subscale levels (high, moderate, low), the depersonalization 

subscale levels, and the reduced personal accomplishment subscale levels respectively.  

According to Table 5 below, the factors that seem to have an impact on the 

occurrence of burnout among teachers include the time needed to finish corrections and 

preparations, the students’ discipline and politeness, the discrepancy between reality and 

expectations of the job, the unfair reward, and the authority to introduce changes in the 

curriculum. 
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Table 5: Factors that seem to have an impact on the occurrence of burnout 

Burnout 

subscales 
High EE level 

High DP 

level 
High PA level 

Factors that 

seem to have 

an impact on 

the 

occurrence 

of burnout 

1. Time needed to finish 

corrections and 

preparations 

2. Students’ discipline 

and politeness 

3. Discrepancy between 

reality and 

expectations of the job 

4. Unfair reward 

1. Unfair 

reward 

1. Authority to 

introduce changes 

in the curriculum 

2. Students’ 

discipline and 

politeness 

3. Unfair reward 

 

 

More specifically, findings show that most of the respondents with high EE seem 

not to have a problem with any of the items except for the time needed to correct and 

prepare, students’ discipline and impoliteness, the discrepancy between the reality and 

the expectations of the job, and the unfair reward. Similarly, most respondents with 

moderate EE seem not to have a problem with any of the items except for the time 

needed to correct and prepare and the unfair reward. Respondents with low EE seem to 

have no problem with any of the items. 

In addition, most of the respondents with high DP seem not to have a problem 

with any of the items except for having unfair rewards. Most of the respondents with 

moderate DP seem not to have a problem with any of the items with conclusive findings 

except for students’ discipline and impoliteness, the discrepancy between the reality and 

expectations of the job, and the authority to make changes in the curriculum. 

Respondents with low DP seem not to have a problem with any of the items expect for 

the discrepancy between the reality and expectations of the job. 
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Furthermore, most respondents with high PA seem not to have a problem with 

any of the items except having an unfair reward, students’ discipline and impoliteness, 

and the authority to make changes in the curriculum.  Most of the respondents with 

moderate PA seem not to have a problem in any of the items with conclusive findings 

except for students’ discipline and impoliteness and the discrepancy between the reality 

and expectations of the job. Most of the respondents with low PA seem not to have a 

problem in any of the items with conclusive findings except for the time needed for 

corrections and preparations. 

To conclude, findings show that for teachers with moderate or high levels of 

burnout in the different subscales, five major factors are related to burnout. These are the 

time needed to finish corrections and preparations, the students’ discipline and 

politeness, the discrepancy between the reality and expectations of the job, the unfair 

reward, and lacking authority to introduce changes in the curriculum.  

4.2.3 Findings pertaining to part 3 of the questionnaire, item 11 

 The findings of the analysis of part 3 of the questionnaire are presented in this 

section (item 11, in your opinion, what is the main factor that causes exhaustion in 

teachers?). To analyze this part, the answers of all the respondents who answered item 

11 (81 out of 92 respondents) were coded into 16 reasons for exhaustion and then a 

statistical analysis based on descriptive statistics was performed in the light of these 

reasons. Table 22 in Appendix 7 displays the 16 coded categories and the corresponding 

sample answers.  
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4.2.3.1 General causes of burnout  

The findings show that the reasons for teacher exhaustion that are mostly chosen 

by the respondents, in general, are, by decreasing frequency, discipline problems, 

preparations, parental upbringing of students, student disinterest and laziness, and low 

academic achievement. The findings also show that the causes that are chosen the least 

include, in decreasing frequencies, the discrepancy among students in class, hence 

having students with different needs in the same classroom, teaching hours, relationship 

with the administration and staff and the physical facilities. Figure 4 in Appendix 8 

displays these findings.  

In order to have more specific findings, the answers of the 81 respondents that 

were distributed over the corresponding coded categories were again divided according 

to the burnout levels in each subscale. This was done in order to analyze which coded 

categories are mostly chosen by the respondents with specific burnout levels in the 

specific burnout subscales.  

4.2.3.2 EE subscale 

To start with, findings show, as presented in Figures 5, 6, and 7 in Appendix 8, 

that the main reasons for teacher exhaustion that are chosen by respondents with high 

EE levels are, by decreasing frequency, parental upbringing of students, discipline 

problems, low achievement, school policies, the academic role of parents, and 

preparations, followed by teaching hours, student disinterest, large number of students in 

class, the curriculum and books, discrepancy among students in class, and other reasons. 

For respondents with moderate EE levels, the main reasons are discipline, disinterest, 

upbringing, large number of students, and preparations. As for respondents with low EE 
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levels, the main reasons are discipline and preparations, low achievement, disinterest, 

upbringing, school policies, and other reasons.  

4.2.3.3 DP subscale 

As for respondents with high DP levels, upbringing of students, low 

achievement, and student disinterest are major causes. As for respondents with moderate 

DP levels, discipline, student upbringing, school policies, academic role of parents, and 

low achievement are causes of burnout. As for respondents with low DP levels, 

discipline, preparations, student disinterest, upbringing, low achievement, and school 

policies are causes of burnout. These findings are illustrated in Figure 8, Figure 9, and 

Figure 10 (see Appendix 8). 

4.2.3.4 PA subscale 

As for respondents with high PA levels, preparations, the large number of 

students, students’ upbringing, academic role of parents, and discipline are causes of 

burnout. As for respondents with moderate PA levels, upbringing, technological 

distractions, low achievement, students’ disinterest, curriculum and books, discipline 

and other reasons are causes of burnout. As for respondents with low PA levels, 

discipline, preparations, students’ upbringing, school policies, and low achievement are 

causes of burnout. The least chosen reasons include in decreasing frequencies, 

curriculum and books, teaching hours, and disinterest, relationship with administration 

and staff, technological distractions, and physical facilities. These findings are illustrated 

in Figure 11, Figure 12, and Figure 13 (see appendix 8). 
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4.2.3.5 Summary 

To condense findings, as presented in Table 6 below, teachers with moderate to 

high emotional exhaustion, depersonalization, or reduced personal accomplishment state 

five causes for burnout: upbringing of students, discipline, low achievement, academic 

role of parents, and student’s disinterest. In addition, three causes for burnout are stated 

by teachers with high or moderate levels of burnout on the emotional exhaustion and 

reduced personal accomplishment subscales. These are preparations, large number of 

students, and the curriculum and books. 

Table 6: Causes of burnout stated by teachers with hihg or moderate burnout levels on the different 

subscales 

Moderate or high 

burnout levels on 

specific subscales 

Causes of burnout  

EE, DP, or PA 1. Upbringing 

2. Discipline 

3. Low achievement 

4. Academic role of parents 

5. Students’ disinterest 

EE or reduced PA 

subscales 

1. Preparations 

2. Large number of students 

3. Curriculum and books 

EE or DP subscales 1. School policies 

EE subscale only 1. Teaching hours 

2. Salary 

3. Physical facilities 

4. Discrepancy between reality and expectations 

Reduced PA subscale 

only 

1. Technological distractions 
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4.2.4 Findings pertaining to the interviews and the researcher’s reflective journal 

 The findings of the analysis of the interviews and the researcher’s reflective 

journal are presented to answer research question 2. First, the major causes of burnout as 

depicted from the interviews and the researcher’s reflective journal are presented in 

general. Then the major causes are clarified from the perspective of each interviewee 

and the researcher. The analysis of the interviewees’ answers to part 3 of the 

questionnaire shows that the interviewees do not contradict their claims during the 

interview. Table 23 in Appendix 7 shows the answers of the interviewees to part 3 of the 

questionnaire.  

To start with, the causes of burnout as explained by each of the interviewees (I1 

to I9) and the researcher (I10) are presented in Table 7 A below.  In addition, Table 7 B 

presents some quotations from the interviewees to illustrate some of these causes. 

Further quotations are presented throughout this chapter. 
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Table 7: Causes of burnout from interviewees' and researcher's perspectives and corresponding 

quotations 

A. Causes of burnout from interviewees’ and researcher’s perspectives 

Interviewee I1 Interviewee I2 Interviewee I3 

1. Discipline 

2. Workload 

3. Coordination/Mentorin

g 

1. Discipline 

2. Coordination/

Mentoring 

3. School 

environment 

1. Workload 

2. School environment 

Interviewee I4 Interviewee I5 Interviewee I6 

1. Workload 

2. Emotional factors 

1. Workload 1. Discipline 

2. Workload 

3. Coordination/Mentoring 

4. School environment 

Interviewee I7 Interviewee I8 Interviewee I9 

1. Workload 

2. School environment 

1. Coordination/

Mentoring 

2. School 

environment 

1. Workload 

2. Coordination/Mentoring 

3. School environment 

4. Emotional factors 

Interviewee I 10 ( the researcher) 

1. Workload 

2. School environment 

3. Coordination/Mentoring 

B. Quotes from different interviewees to represent some causes of burnout 

Interview

ee 

Quotation 

I1 “This was the main reason why I left this profession. I entered the 

school immediately; I held the responsibility of a class on my own, 

overwhelmed and can barely understand what was happening around me 

and had to teach.” 

I2 “The principal unfortunately heard the discussion... she knocked on the 

door and went in and she told me I need to see you in my office on the 

break…she started yelling how come you discuss such a sensitive 

topic… How am I supposed to know what I should or shouldn’t cover?” 

I3 “…I never received any appreciation from the administration…and this 

made me so tired…Every time they get the chance to ask for more they 

simply say we need more …what I mean is that one word of 

appreciation would have been enough…” 

I4 “…they say a teacher’s job is half day. But this is not true, you take the 

kids’ problems home with you and the corrections, and preparations…I 

don’t want to hold worries home. So that’s why I decided to leave…it’s 

tiring not only to prepare but to also be creative...” 
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I5 “The workload was much more than what I expected before I entered 

the school…The practice courses in the university didn’t show me 

where I was going…I don’t like taking anything home with me.  The 

pressure of the exams and the number of hours at school are too much.” 

I6 “There were rules, but they were not implemented 100%. I felt that no 

one could control the students because they had the chance to say their 

opinion and that affected the school’s attitude toward the teachers...the 

administration does what the parents want most of the time” 

 

 

I7 “…It is true that I am of the same religion as my colleagues, but this 

does not mean that I should be like them in everything. If my opinion is 

different than theirs, I become an outsider… There were a lot of 

gossiping, talking, and problems among teachers... I wanted to pull out 

of this atmosphere”  

I8 “There were several duties thrown on us. And we have to prepare for 

instance to the end of year party, we have to teach dances, even though 

we are math or science teachers…” 

I9 “In the evaluation form that they have, you find a lot of details… there 

are details that don’t have to be there …they always have to say: yes, 

but you should do this, you should do that... You start taking care of the 

details more than you care about the lesson” 

 

 Five causes are described by the interviewees and the researcher. These are, in 

decreasing order of occurrence, workload, school environment, coordination/mentoring, 

discipline, and emotional factors. See Figure 2 below.  
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Figure 2: Causes of the interviewees' and researcher's burnout in decreasing percentages of 

occurrence 

In this section, a discussion of each of the five major causes is presented. 

4.2.4.1 Workload 

Workload could be analyzed from three major perspectives, in decreasing order 

of occurrence, workload at home, workload at school, and the salary. First, all of the 

interviewees explained that workload at home is a major cause of their burnout due to 

several reasons. See Table 8 below for the detailed reasons.  

Table 8: Reasons that make the workload at home a major cause of burnout 

Reasons that make the workload at home a major cause of burnout 

1. carrying school worries to home 

2. preparing and correcting for long hours in the afternoon because there is no time to 

do so at school 

3. staying up late before the school day 

4. having to do the work and lesson plans twice due to several reasons 

5. having to be very creative when preparing since it is hard to grab the students’ 

attention nowadays 

6. having other family responsibilities such as taking care of the children, house 

Workload 
80% 

School 
environment 

70% 

Coordination/ 
Mentoring 

60% 

Discipline 
30% 

Emotional 
factors 

20% 
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duties, and being a burden on society to take care of the children 

7. losing the time for social life 

8. unfair rules (being forced to memorize the lessons) 

9. having to teach a large material during a short period of time 

10. not receiving the books to prepare until shortly before the start of the academic 

year 

11. having a large number of different grade levels and sections 

12.  following up on weak students through preparing and correcting extra sheets 

13. having to go to school during days off to make up for lateness 

14. the nature of the subject being taught 

15. having to teach a subject that is not related to the field of expertise of the teacher 

16. having a busy schedule at school leading teachers to take the school duties home 

with them.  

 

Second, 87.5% of the teachers explained that the workload at school is a cause 

for their burnout due to different reasons (see Table 9 below).  Most of the teachers 

(62.5%) who specified workload as a cause for their burnout explained that they prefer 

having another job in which they have no work or stress after the specified work 

schedule.  

Table 9: Reasons that make the workload at school a major cause of burnout 

Reasons that make the workload at school a major cause of burnout 

1. having no breaks at school due to different duties and the type of subject being 

taught 

2. staying under pressure all day 

3. having too many teaching hours 

4. having to teach extra hours when late in the pace 

5. having to give support classes in addition to the many teaching hours 

6. being physically tired at school 

7. having to do extra duties with no appreciation 

8. having to do too many duties at school 

9. having to spend a lot of effort to control discipline 

10. having an administration that listens to parents in terms of students’ distribution 

among sections leading to lateness in one but not the other section which again 

leads to having to teach extra sessions to make up for the lateness 

11. having to teach a large number of different grade levels and sections leading to 

having to deal with more discipline challenges 

12. teaching boys 

13. having to be always stand by 
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Third, 6 out of 8 teachers considered that the salary they earn is less than what 

they really deserve compared to the efforts and stress they put into the job. However, the 

salary is not a major reason for quitting teaching compared to other reasons. Therefore, 

for them, the unfair salary is a minor cause for their burnout. For one teacher, the unfair 

salary is equally considered a cause for burnout as the workload. For another teacher, the 

salary is not considered unfair.  

The following is one selected quotation that describes some of the reasons that 

make workload a major cause for burnout. See Table 24 in the Appendix 7 for further 

quotations.  

“The reasons for leaving are first, there is no time at school to correct and 

prepare, all your corrections and preparations have to be done at home. It used to take 

a lot of time, too much time. I mean I never sleep before 12:00 am! And sometimes at 

the school they gave me many hours per week,  you also have the playground duty. I 

mean enough, all day standing up. You also have coordination sessions. I mean 

enough, there is no time at all at school, so at home I have to work… these duties need 

a superman to be fulfilled, especially with the number of hours per week that we have, 

they are a lot.” (I5) 

 

4.2.4.2 School environment 

The second in importance is the school environment which is perceived as a 

cause for burnout by 6 out of 9 interviewed teachers and the researcher including, in 

decreasing order of occurrence, the relationship with the administration, power of 

parents/students, the policies and rules of the school, and the relationship with the 

teachers. 

First, five teachers consider the relationship with the administration a cause for burnout 

due to several reasons (see Table 10 below).  
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Table 10: Reasons that make the relationship with the administration a major cause of burnout 

Reasons that make the relationship with the administration a major cause of burnout 

1. having an incompetent, unprofessional, uncaring, or disrespectful principal 

2. having a principal who is not nice to teachers 

3. having a principal that does not keep his promises 

4. having a principal with a different political or religious mentality 

5. having a principal that blames the teacher for not applying the lesson plans 

knowing that this is due to the principal herself forcing the teacher to change the 

plans (in order not to be held accountable in front of the general director) 

6. having coordinators who are less or equally competent and yet they want to tell 

the teacher what to do 

7. having more than one director in the school 

8. having administrators that are not responsive and not flexible 

9. having a principal who negatively and illogically interferes with the teachers’ 

lessons and lesson plans 

10. having an administration that does not treat all the teachers fairly 

11. having an administration that generalizes the teachers’ actions based on one 

mistake or one inappropriate answer 

12. having an administration that does not appreciate the teachers’ efforts in terms of 

wanting the teachers to work for every penny they pay and being very 

demanding and too picky 

 

Second, four teachers consider the power of the parents/students a cause for 

burnout due to several reasons (see Table 11 below).  

Table 11: Reasons that make the power of the parents/students a major cause of burnout 

Reasons that make the power of the parents/students a major cause of burnout 

1. both parents and students have the power to affect the attitude of the 

administration on the teachers.  

2. the parents are the ones running the school 

3. the parents have the power to fire a teacher and feeling threatened  by this power 

4.  the parents interfere directly with the lessons 

5. the administration does what the parents want therefore the teacher has no 

authority in class which leads to bad discipline 

6. the administration always stands by the parents’ side 

7. the administration unfairly treats the teachers and stands by the sides of the 

students for the sake of not losing the parents because they want to increase the 

number of students at school 

8. the physical facilities such as shared toilets and shared water between students 

and teachers having no enough desks or couches in teachers’ room, reflect how 

much the school cares about the comfort of the students rather than the teachers.  

9. inability to reinforce discipline rules by neither the teacher nor the supervisor 
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due to the power of the parents and having no sense of authority or control in the 

way of addressing students in case of discipline issues 

10. having powerful students due to the status of their parents and better socio-

economic status than the teacher 

11. giving students the authority to go and say with confidence that they do not want 

a certain teacher to teach them which makes the teacher feel humiliated.  

 

Third, four teachers consider policies and rules of the school cause burnout due 

to several reasons (see Table 12 below).  

Table 12: Reasons that make the policies and rules of the school a major cause of burnout 

Reasons that make the policies and rules a major cause of burnout 

1. Unfair rules 

a. unfair class distribution (having a large number of different grade levels and 

category of grade levels) 

b. having to attend workshops that have nothing to do with the teacher 

c. having to go to school on days off to either correct exams or do activities for 

boarding students 

d. having shorter summer vacations than the regular range 

e. being evaluated based on too many small details 

f. having to meet twice a week for coordination meetings in the afternoon 

g. having to teach dance in addition to the main subject taught knowing that it 

has nothing to do with the skills of the teacher 

h. prepare for the end of year dance festival 

i. having to perform the playground duty 

 

2. Impractical rules 

a. hard to apply teaching standardized system 

b. having to correct too many exams in a short period of time 

c. having to follow a very quick pace during explanations and having to follow 

rules that are unclear and unfixed and could be randomly altered at random 

occasions 

3. Lack of authority in manipulating rules 

a. having no sense of control since everything is imposed on the teachers and 

all staff by the school system 

b. lacking the authority to change the pace 

c. lacking the authority to suggest new ideas as a new teacher 

d. breaking the word of the teacher in front of the students 

e. having to follow a standardized teaching method 
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Fourth, one respondent attributes burnout to having a negative relationship with 

some of the teachers while another respondent attributes it to having colleagues with a 

different mentality, religious sect and political opinions, which made her feel isolated 

and surrounded by a lot of clashes and gossiping. 

The following is one selected quotation that describes some of the reasons that 

make the school environment a major cause for burnout. See Table 24 for further 

quotations.  

“I saw that the parents are the ones running the school not the 

principal…because, the principal’s friend is one of those parents, he was the one who 

helped the principal reach his post. The students decide that we don’t like this teacher. 

The parents will tell the principal’s friend. And they would be sure that the principal 

would listen to him.” (I2) 

4.2.4.3 Coordination/mentoring 

 The third in importance is the availability and effectiveness of the 

coordinator/mentor and the teacher evaluation. Five teachers consider the availability 

and effectiveness of the coordinator/mentor a cause for burnout for different reasons (see 

Table 13 below). 

Table 13: Reasons that make the availability and effectiveness of the coordinator/mentor a major 

cause of burnout 

Reasons that make the availability and effectiveness of the coordinator/mentor a 

major cause of burnout 

1. The total absence of the coordinator or mentor  

2. The availability of the coordinator or mentor in an ineffective manner  

a. being very demanding 

b. negatively interfering 

c. not providing enough or proper help in academics and classroom 

management 

d. having a negative communication style 

e. not caring 

f. not acknowledging the difficulties the teacher is passing through and 
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misinterpreting the causes that are not allowing the teacher to be successful 

and ultimately making wrong solutions perceived as demeaning to the 

expertise of the teacher 

g. having to deal with two different coordinators with different styles and rules 

3. The excessive availability of the coordinator or mentor 

4. Lack of induction 

 

Five respondents consider the teacher evaluation a cause for burnout due to 

several reasons (see Table 14 below). 

Table 14: Reasons that make the teacher evaluation a major cause of burnout 

Reasons that make the teacher evaluation a major cause of burnout 

1. Lack of evaluations of new teachers leading to a feeling of loss and confusion 

2. Having unfair evaluations 

3. Having too many evaluations 

4. Having too detailed evaluations 

5. Having subjective or judgmental evaluations 

6. Having evaluations that indirectly threaten the teacher’s career  

7. Lack of appreciation 

a. Receiving evaluations that only emphasize the negative points and do not 

mention any of the positive efforts of the teacher 

b. Having a coordinator who is never satisfied with what the teacher is doing, 

instead always asking for more 

c. Having a coordinator who shows much higher expectations than what the 

teacher can give  

 

The following is one selected quotation that describes some of the reasons that 

make the coordination and mentoring a major cause for burnout. See Table 24 for further 

quotations.  

“she [the coordinator] enters my classroom anytime she wants and ends up 

explaining to the students. This was one of the biggest reasons for me to quit. First, I 

used to feel that someone who is less competent is coming to take away my 

position…Another issue used to annoy me, I mean, it is an insult...”(I8) 
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4.2.4.4 Discipline 

The fourth cause is discipline which is perceived as a cause for burnout by 3 out 

of 9 interviewed teachers: discipline rules, type and number of students, lack of 

guidance, poor facilities, workload, and inappropriate books. Discipline rules cause 

burnout due to the lack of firm, clear, or practical discipline rules, having oral rules that 

can be modified randomly, ineffective implementation and reinforcement of discipline 

rules due to the parents’ power and principal’s lack of power or no teacher power or 

authority.  

Other causes of burnout are the large number of students in class, impolite 

students, and students who achieve low regardless of the teacher’s efforts (lack of 

reward). Another is lack of guidance by coordinator or administrator in classroom 

management, dealing with students with special needs, or in academic issues. 

The poor facilities, for one teacher, cause discipline problems due to the noise, 

class size, playground next to class, and the lack of functioning or available materials 

like LCD and TV. For this same teacher, the lack of appropriate books also led to 

discipline problems. According to other teachers, the workload was a cause for the 

discipline problems due to having to teach too many levels, having to teach according to 

a very fast pace, and having too many different preparations. 

As one teacher explains, discipline is a cause of burnout: 

“One of the main reasons that made me leave the school is going into class and 

being unable to control the students. They do bad behaviors and gestures. You see the 

students in the front focusing but the others at the back just want to play, joke, and 

laugh at the teacher... There’s no discipline and you cannot discipline them.” (I1) 
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4.2.4.5 Emotional factors 

The next cause is the emotional factors which are perceived as a cause for 

burnout by 2 out of 9 interviewed teachers. Both teachers explain that their choice of the 

teaching career was wrong. One teacher explains that her wrong choice was due to the 

interesting theoretical courses taken in the university which cannot be applied in practice 

and due to taking the practical courses by the end of her major, which was too late to 

change the course of her career. According to the other teacher, entering the teaching 

profession was not for the purpose of pursuing a career but to set the stage for a new 

career as a school psychologist.  

Both teachers implied psychological reasons for their burnout. One teacher explained 

that having to go against what she believes in due to the system and lack of authority 

leads to unconscious stress. Another teacher explains this cause as follows: 

“Honestly, this did affect my decision to leave. My mother passed away when I 

was young. I started to feel that my memories are coming up and my childhood is 

coming back in front of me. This is the first time I say this openly. Yes, this is one of 

the main reasons I left teaching. At that age, a lot of emotions arise. So I didn’t want 

to do sublimation on the kids, I don’t want to see my childhood in them”(I4) 

Table 25 A, B, C, D, and E in Appendix 7 represents the detailed causes of 

burnout from each interviewee’s perspective. 

4.2.5 Summary of findings 

In this section, findings from the questionnaire, part 3 items 1 to 11, the 

interview, and the researcher’s reflective journal are presented to triangulate the 

findings. Table 15 below represents the different causes of burnout depicted from the 

different instruments. 
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Table 15: Causes of burnout based on the three instruments 

Questionnaire Interview Researcher’s reflective 

journal 

1. Workload 

a. workload at home 

b. workload at school 

(teaching hours) 

c. unfair 

reward/salary 

 

1. Workload 

a. workload at home 

b. workload at school 

c. unfair reward/salary 

 

 

1. Workload 

a. workload at home 

b. workload at 

school 

c. unfair 

reward/salary 

 

 

2. School environment 

a. Policies and rules 

b. Physical facilities 

 

 

 

 

2. School environment 

a. Relationship with 

the administration 

b. Power of 

parents/students 

c. Policies and rules 

d. Relationship with 

teachers 

 

2. School environment 

a. Power of 

parents/students 

b. Policies and rules 

 

 

 

 

3. N/A 

 

 

3. Coordination/ 

Mentoring 

a. Availability of 

coordinator 

b. Teacher evaluations 

 

3. Coordination/ 

Mentoring 

a. Availability of 

coordinator 

b. Teacher 

evaluations 

 

4. Classroom 

environment 

a. Discipline  

b. Authority to 

introduce changes 

in the curriculum 

c. Upbringing 

d. Low achievement 

e. Academic role of 

parents 

f. Students’ 

disinterest 

g. Large number of 

students 

h. Curriculum and 

books 

i. Technological 

distractions 

4. Classroom environment 

a. Discipline  

b. Type and number of 

students 

c. Lack of guidance 

d. Poor facilities 

e. Workload 

 

 

 

 

 

 

4. N/A 
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5. Emotional factors 

a. Reality versus 

expectations 

 

5. Emotional factors 

a. Choice of career 

b. Psychological 

reasons 

 

5. N/A 

 

 

In conclusion, findings from the different instruments show that the workload 

and the school environment are common causes of burnout for teachers who are still 

teaching, teachers who left the profession at least once during the first five years of 

experience, and the researcher. In addition, the classroom environment and the 

emotional factors are common causes of burnout for teachers who are still teaching and 

the interviewees only. Moreover, lack of coordination/mentoring is a common burnout 

cause among teachers who left the teaching profession and the researcher only.  Within 

each of the five causes depicted from the instruments, several differences and 

similarities can be found.  

This chapter presented findings addressing research question 1 regarding the 

levels of burnout and research question 2 regarding the causes of burnout. Findings from 

each instrument separately were presented and then compared. These findings are 

discussed in the next chapter.  
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Chapter Five 

Discussion of Findings  

This chapter presents a discussion of the study findings in 2 major sections that address 

each of the research questions. The findings obtained in this study are compared with 

those obtained by different researchers in the reviewed literature. New findings and a 

conclusion are presented in separated sections in this chapter.  

5.1 Discussion of findings addressing research question I: What are the 

levels of burnout among Lebanese teachers?  

The mean scores of burnout among teachers who were still teaching are low on 

all the subscales of burnout. This result is parallel to Zhouchun’s (2011) finding that in 

Western China, English teachers in Secondary schools show levels of burnout that are 

not very serious. In addition, this finding is similar to those of Goddard and Goddard 

(2006) that Australian novice teachers show lower burnout levels than the norm in the 

depersonalization and the reduced personal accomplishment subscales. Furthermore, this 

finding is in line with Luk et al.’s (2010) finding that teachers in Macau have low levels 

of burnout on the reduced personal accomplishment subscale; it is parallel to Tsigilis et 

al.’s (2011) findings that Greek physical education teachers in the primary levels have 

low levels of burnout on the depersonalization and reduced personal accomplishment 

subscales.  

However, findings are not in line with Payne McLain’s (2005) that music 

teachers from forty-two US states show moderate burnout levels on the emotional 
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exhaustion subscale and the findings obtained by Goddard and Goddard (2006) that 

Australian teachers show higher burnout levels in emotional exhaustion than the norm. 

In addition, this finding is different than Luk et al.’s (2010) finding that teachers in 

Macau, China  display average burnout levels in the emotional exhaustion and 

depersonalization subscales and the findings of Zhongying (2008) that teachers in 

Shangqiu show serious burnout levels in the emotional exhaustion subscale and near 

serious burnout levels in the depersonalization and reduced personal accomplishment 

subscales. Moreover, this finding is not in line with Cephe’s (2010) finding that almost 

half the teachers in a Turkish university show high levels of burnout. Furthermore, this 

finding is not parallel to Tsigilis et al.’s (2011) finding that Greek teachers show 

moderate burnout levels in the emotional exhaustion subscale. 

5.2 Discussion of findings addressing research question II: What are the 

causes of burnout, from Lebanese teachers’ perspectives, in terms of 

personal and context related factors? 

5.2.1 Category 1: school and personal background 

The findings pertaining to the school and personal background category include 

comparisons according to gender, age, marital status, teaching experience, educational 

level, grade levels, and type of school. To start with, the findings of this study showed 

that male teachers have higher burnout levels in all subscales. This finding is in line with 

findings by Koruklu et al. (2012) that males exhibit more reduced personal 

accomplishment than females. However, this finding contradicts findings by Sezer 
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(2012) and Çağlar (2011) that female teachers have higher burnout levels than male 

teachers. 

 Another finding is that younger teachers show more burnout levels on the 

depersonalization subscale while less burnout levels on the reduced personal 

accomplishment subscale than older teachers. This finding is partially in line with 

Chenevey et al. (2008), Koruklu et al. (2012), Sezer (2012) who found that younger 

teachers have more burnout levels than older teachers. More specifically, this study 

shows that on the emotional exhaustion subscale, teachers between 31 and 50 years of 

age have higher burnout levels than those who are less than 31 or more than 50 years of 

age. This finding is opposite to Luk et al.’s (2010) finding that teachers between 30 and 

50 years of age have less burnout than those who are less than 30 or above 50 years of 

age.  

Moreover, married teachers display higher burnout levels than single teachers on 

all subscales. This finding is parallel to Sezer’s (2012) finding that teachers who have 

children show higher levels of burnout. However, this finding is the opposite of Çağlar’s 

(2011) finding that single teachers experience higher burnout than married ones. In 

addition, this finding is partially the opposite of Luk et al.’s (2010) finding that single 

teachers show higher burnout levels on the EE and DP subscales.  

In addition, teachers with less than 20 years of experience display higher burnout 

levels than those with more than 20 years of experience. This finding is in line with Luk 

et al.’s (2010) finding, Çağlar’s (2011), Sezer’s (2012),  Vaezi and Fallah’s (2011), and 

Zhouchun’s (2011) findings that the more the teaching experience the less the burnout 
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syndrome. However, this finding is not in line with McCarthey et al.’s (2010) finding 

that the more the work experience, the more the burnout syndrome.  

Furthermore, teachers with a TD display more burnout levels than those with 

MA/MS or a PhD.  This finding is not in line with Bümen’s (2010) and Sezer’s (2012) 

findings that the more the educational level the more the burnout levels.  

In addition, teachers of Grades 4 to 6 display higher emotional exhaustion and 

depersonalization levels than all the other grade levels. This finding is parallel to 

Bümen’s (2010) finding that teachers of grades 1 to 5 have more burnout levels on the 

emotional exhaustion and reduced personal accomplishment subscales than teachers of 

grades 6 to 9. This finding, however, contradicts Sezer’s (2012) finding that secondary 

teachers have more burnout than their primary counterparts. Moreover, teachers in 

public schools display higher burnout levels than teachers in private schools on all the 

burnout subscales. This finding is identical to Bümen’s (2010) finding. 

Last, teachers who perceive the school facilities as poor display higher burnout 

levels on all the subscales than teachers who perceive the facilities as good or extremely 

good. This finding is parallel to Zhouchun’s (2011) and Young and Yue’s (2007) 

findings that one of the causes of burnout is the poor physical conditions of the school.  

 5.2.2 Category 2: school environment 

To start with, the findings of this study show that the relationship with the 

administration is one of the causes that lead teachers to burnout. This finding is in line 

with Koruklu et al.’s (2012) finding that teachers who have problems with the 
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administration display higher burnout levels on the emotional exhaustion subscale than 

teachers who do not have such problems. In addition to that, findings of this study show 

that having a principal with different political and religious mentality and principals who 

are unfair in holding teachers accountable are causes for burnout. These findings are in 

line with Çağlar’s (2011) finding that teachers with higher level of trust in the positive 

intentions and attitudes of the administrative staff have less burnout levels than those 

with low trust level.  

Moreover, this study shows that having an incompetent principal is a cause for 

burnout. This finding is in line with Cephe’s (2010) finding that one of the major factors 

for teachers’ burnout is the incompetency of the principal. Furthermore, this study shows 

that the unfair treatment of teachers in terms of preferring some teachers over others is 

considered a reason of burnout. This finding is parallel to Erkutlu’s (2012) finding that 

the perceptions of illegitimate self-serving politics are positively related to burnout. In 

addition, having school principals who do not appreciate the efforts of the teachers and 

who want them to work for every penny they are paid and for every minute during the 

school day is parallel to Schlichte et al.’s (2005) finding that one of the causes of 

burnout is the attitude that money is more important that people. Furthermore, the 

findings of this study show that the negative communication of the administration is also 

a cause for burnout due to having unprofessional principals, uncaring, disrespectful, not 

nice, judgmental, not responsive, and not flexible. These aspects of the negative 

communication are in line with the findings of Cephe (2010) that some of the causes of 

burnout according to teachers are the rudeness, indifference to problems, and 

detachment on part of the administration. Moreover, the findings of this study show that 
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one of the causes of burnout is having a principal who does not keep his promises for 

classroom management support. This finding is parallel to Zhongying’s (2008) finding 

that the lack of leaders’ support is a predictor of burnout.  

The findings of this study regarding the power of the parents/students as a cause 

for burnout are in line with Çağlar’s (2011) finding that as the level of trust of teachers 

in the positive intentions and attitudes of administrators increases the level of burnout 

decreases. This finding includes having teachers who know that the parents and students 

have the power to change the attitude of the administration towards teachers, who worry 

because of the power of the parents to fire a teachers, and who know that the 

administration does what the parents want and can unfairly treat teachers due to the 

parents’ power. 

The findings relating to the policies and rules of the school in this study show 

that one of the reasons of burnout is having to follow rules that are unclear and unfixed 

and could be randomly altered at random occasions. This finding is in line with Cephe’s 

(2010) findings that one of the factors of teachers’ burnout is unexplained rules. Another 

aspect of policies and rules that lead to burnout was found in this study to be the unfair 

class distribution, unfair vacations, unfair coordination meetings and other unfair rules. 

This finding is parallel to Zhouchun’s (2011) finding that the unfair policy of the school 

causes burnout. A third aspect of policies and rules was found in this study to be the lack 

of authority to suggest new ideas as a new teacher. This finding is parallel to Goddard et 

al.’s (2006) finding that teachers who were not able to try innovative teaching showed 

higher levels of burnout.  
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Findings also show that one of the causes of burnout is the negative relationship 

with some of the teachers and the isolation and gossiping by colleagues with different 

mentalities. This finding is in line with Kukla-Acevedo’s (2009) that teachers who report 

problems with their colleagues display higher emotional exhaustion and 

depersonalization levels than those who do not. This finding is also in line with 

Erkutlu’s (2012) that perceptions of backstabbing and alliance building in the school are 

positively related to burnout. Similarly, this finding is parallel to Payne McLain’s (2005) 

finding that teachers who did not feel part of a team showed high burnout levels, and 

Zhouchun’s (2011) finding that one of the causes of burnout is the unfriendly 

atmosphere at school.  

5.2.3 Category 3: support 

The findings of this study pertaining to the availability and effectiveness of the 

mentor/coordinator show that the lack of a coordinator is one of the causes of burnout. 

This finding is in line with Cephe’s (2010) that one of the causes of burnout is the need 

for a supervisor. Another finding in this study was having an ineffective coordinator in 

terms of being either very demanding or negatively interfering or not providing enough 

or proper help in academics and classroom management or in terms of being negative in 

communication, uncaring, or not acknowledging the difficulties the teacher is passing 

through. This finding is parallel to Schlichte et al.’s (2005) finding that the lack of a true 

mentor who cares about the teacher rather than simply any mentor was the cause for 

burnout.  
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Findings show other causes of burnout: receiving evaluations that only 

emphasize the negative points and do not mention any of the positive points and efforts 

of the teacher, evaluations that reflect that the coordinator is never satisfied with what 

the teacher is doing, and the coordinator has much higher expectations than what the 

teacher can do in the situation she was put in. This finding is in line with Payne 

McLain’s (2005) finsing that the teachers’ burnout increases upon receiving a negative 

evaluation.  

It is worthy to note that the findings of this study show that the lack of emotional 

support from family, society, teachers, or other colleagues is not a cause for burnout. As 

some teachers explain, whether there is support or not,  they will still be the ones facing 

the same issues that are the main causes of burnout every day. This finding is not in line 

with the finding of Payne McLain (2005) that when support increases, the burnout level 

decreases, or that of Schlichte et al. (2005) that one cause of burnout is the lack of 

emotional support, or the finding of Zhongying (2008) that friend’s support predicts the 

emotional exhaustion and depersonalization subscales of burnout. This finding however, 

is parallel to Gavish and Friedman’s (2010) finding that there is no link between the 

collegial support and novice teachers’ burnout; it is also parallel to Bataineh’s (2009) 

founding that there is no significant association between colleague, supervisor, friends, 

or spouse support and burnout. 

5.2.4 Category 4: workload 

Study findings regarding the workload at home in terms of the time needed to 

correct and prepare exams, other preparations, large material to prepare for and 
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preparing for many grade levels is parallel to Cephe’s (2010) findings that the heavy 

workload in terms of not only preparation but also providing feedback of assignments, 

preparations of quizzes, and evaluations is a cause for burnout. In addition, this study 

shows that the time needed for preparation is a cause of burnout as stated by several 

interviewees and teachers with high levels of burnout on the emotional exhaustion and 

reduced personal accomplishment subscales and teachers with moderate burnout levels 

on the emotional exhaustion subscale. This finding is in line with Payne McLain’s 

(2005) finding that as the weekly preparation time increases, the burnout levels on the 

emotional exhaustion subscale increases. As well, this finding is in line with Dorman’s 

(2003) findings that work pressure is one of the factors that predict burnout on all its 

subscales. In addition to that, findings in this study show that the workload at home is a 

cause of burnout because it leaves no time for social life. This finding is parallel to 

Zhouchun’s (2011) finding that workload takes over the teacher’s free time due to 

checking a lot of exercise books at home.  

Findings regarding the workload at school were shown in this study. However, 

none of these findings were discussed in the reviewed literature. 

The findings pertaining to the rewards show that teachers with high levels of 

burnout on all subscales, and those with moderate levels of burnout on the emotional 

exhaustion subscale agree or strongly agree that they receive unfair rewards. This 

finding is in line with Goddard et al.’s (2006) finding that teachers who feel that the 

effort put is higher than the reward received show higher burnout levels than their 

counterparts who feel that there is a balance between the effort and the reward. In 

addition to that, the unfair salary was found to be another reason for burnout, however 
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for most of the teachers, the salary is not a major reason compared to the other causes 

that led them to burnout. This finding is parallel to Zhouchun’s (2011) and Cephe’s 

(2010) findings that the financial pressure and low salaries are among the main causes of 

teachers’ burnout.  

5.2.5 Category 5: classroom environment 

The findings pertaining to category 5, classroom environment, are distributed 

into six parts: To start with, the inability to control discipline was stated as one of the 

reasons that cause burnout by several interviewed teachers as well as teachers with high 

burnout levels on all subscales and moderate emotional exhaustion and 

depersonalization levels. This is directly in line with Payne McLain’s (2005) finding that 

classroom management is one of the major reasons of burnout. The inability to manage 

discipline was found in this study to be attributed to the discipline rules. This cause is 

not found in the reviewed literature therefore it will be discussed further. 

The type and number of students were found to be causing burnout in this study. 

To start with, student’s disinterest and students’ low achievement were found to be 

causes for burnout. Noting that students’ disinterest and low achievement may reflect a 

lack of appreciation, this finding is parallel to Gavish and Friedman’s (2010) that a 

major predictor of emotional exhaustion was the lack of appreciation by students. As 

well, this finding is in line with Zhouchun’s (2011) finding that the inability to make 

students pay attention in class led to teacher burnout and having high expectations of 

achievement that are not met also led to burnout. As well, this finding is in line with the 



 

82 
 

finding of Bümen (2010) that the teachers’ perception of their ability to ensure student 

engagement is a predictor of burnout. 

The large number of students in class was stated as a cause for burnout in this 

study by teachers with high and moderate burnout levels on the emotional exhaustion 

subscale and high burnout levels on the reduced personal accomplishment subscale as 

well as several interviewed teachers. This finding is partially in line with Payne 

McLain’s (2005) finding that teachers responsible for a large number of students display 

higher levels of burnout on the depersonalization subscale than those who are 

responsible for a small number. This result is also in line with Bümen’s (2010) finding 

that teachers of large classrooms display more burnout than those with small classrooms. 

Teachers with high burnout levels on the emotional exhaustion and reduced 

personal accomplishment subscales as well as teachers with moderate levels of burnout 

on the depersonalization and reduced personal accomplishment subscales perceive their 

students as impolite. As well impolite students were a cause for the discipline problems 

in class and ultimately a cause for her burnout. This result is in line with the findings of 

Gavish and Friedman (2010), and Payne McLain (2005) that teachers who have students 

that challenged their authority, disrespected, and did not have a good relationship with 

the students have deep feelings of worthlessness and failure, teachers who have 

ineffective classroom management have more burnout levels on the reduced personal 

accomplishment subscale. As well, this result is parallel to Dorman’s (2003) finding that 

a negative relationship exists between the extent to which the classroom is organized and 

quiet and the emotional exhaustion level of teachers. Similarly, teachers who were 
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unsure about their ability to manage discipline showed higher emotional exhaustion 

levels than other teachers according to Payne McLain (2005). 

Findings also show that a cause for burnout is the lack of guidance from the 

coordinator in classroom management and lesson planning in terms of content. This 

result is parallel to Zhouchun’s (2011) finding that one cause of burnout for a teacher is 

not knowing how to use the textbook properly and apply activities in the classroom.  

Findings related to the poor facilities in this study and to the discipline problems 

due to parents/students power and other reasons were not tackled in the reviewed 

literature therefore these findings will be discussed in the new findings section. 

Findings also show that the type of books and the curriculum cause burnout. This 

finding is in line Koruklu et al.’s (2012) finding that teachers who perceive the 

educational program as inappropriate have higher levels of burnout than those who 

perceive it as appropriate. In addition, another reason for burnout is the inability to make 

changes in the curriculum. This result is similar to Goddard et al.’s (2006) finding that 

teachers who perceived the work environment in a way that does not allow innovative 

teaching had increasing levels of burnout over time.  

5.2.6 Category 6: emotional factors 

The choice of career was considered a cause of burnout due to choosing the 

teaching profession not for the sake of teaching but for other purposes. This result is in 

line with Ozan’s (2009) finding that teachers who choose their career by chance display 

high levels of burnout on the emotional exhaustion and depersonalization subscales.  



 

84 
 

As for the psychological reasons, several teachers with higher levels of burnout 

on the emotional exhaustion subscales and others with moderate levels of burnout on the 

depersonalization and reduced personal accomplishment subscales agreed or strongly 

agreed that there is a discrepancy between the reality and the expectations of the job. 

This finding is parallel to Çağlar’s (2011) finding that the lower the expectations the 

lower the burnout levels. 

5.3 New findings 

This section presents new findings obtained in this study. The new findings are 

relevant to research question II related to the causes of burnout: school and personal 

background, school environment, support, workload, classroom environment, and 

emotional factors. 

5.3.1 New findings pertaining to the school and personal background 

The burnout levels regarding the number of grade levels taught were not tackled 

in the reviewed literature. This study shows that teachers who teach more or equal to 4 

different grade levels display higher burnout levels on the DP subscale and lower 

burnout levels on the EE and PA subscales than those who teach less than 3 grade levels. 

In other words, teachers who teach more than 4 different grade levels experience higher 

depersonalization levels than their counterparts with fewer grade levels. 

As well, findings in this study show that the nature of the subject taught could 

also be a cause for burnout. Math teachers display higher burnout levels on the 

emotional exhaustion and depersonalization subscales than Science, Arts, Languages, or 
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Social Studies teachers. The latter display higher burnout levels on the reduced personal 

accomplishment subscale than their counterparts.  

5.3.2 New findings pertaining to school environment 

One cause of burnout, as was found in this study, is having more than one 

director and each director has his/her own system of work in the school and the fact that 

the two directors are husband and wife. Having two directors, as was found, leads to 

confusion and double work for the teacher who has to deal with both on the daily duties 

in the school.  

Another cause for burnout was found in this study to be the negative and illogical 

interference of the administration. Negative interference is explained through checking 

on the lesson plans after rather than before applying them in class. In addition, negative 

interference is explained through asking the teacher to stop a lesson on the spot and 

prepare a new one without previous notice for something else to explain during the 

session. 

Another cause for burnout was found to be having parents running the school 

instead of the principal, having parents who have the power to directly interfere with the 

lessons, inability to reinforce the discipline rules by teacher or supervisor due to the 

power of the parents. This led to less authority and effectiveness in dealing with 

discipline. In addition, the fact that students have the right to go to the administration 

and tell them that they do not want a certain teacher to teach them and having the 

administration clearly accepting their request just because they are powerful students 

with powerful and rich parents.  
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Another cause of burnout was found to be the impractical rules in terms of 

having a hard to apply teaching standardized system, having to correct too many exams 

in a short period of time, having to follow a very quick pace during explanation and 

lacking the authority to manipulate such rules or modify them which leads to having no 

sense of control.  

 

5.3.3 New findings pertaining to support 

One of the causes of burnout, as found in this study, is the excessive availability 

of the coordinator/mentor rather than the lack of his/her availability. What is meant by 

excessive availability is the presence of the coordinator/mentor during all breaks, early 

morning to either demand new duties, or to provide extra comments, or follow up on the 

teacher instead of limiting their presence to the coordination meetings or helping the 

teacher.   

Another cause of burnout is having no evaluations at all rather than having 

negative evaluations. In that sense a new teacher explained that having no evaluations 

added to her uncertainty. As well having unfair, subjective, judgmental, too many, or too 

detailed evaluations were also causes for burnout. In addition, telling the teacher that the 

evaluations are used to simply check whether the teacher is improving enough 

throughout the year is another cause that added to burnout. In that sense, the evaluations 

were perceived as indirect threat to the teacher.  

5.3.4 New findings pertaining to workload 
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The following are findings pertaining to workload. Doing the work twice is one 

reason for burnout: having to repeat the lesson planning or the already taught lessons 

due to the improper interference by the administrative staff in the lesson planning or due 

to the different levels of students in class or due to making sudden changes in the 

program.  

Another reason is the type of preparations: having to exert extra effort to 

compete with other media of instruction. Children are exposed to interesting 

technologies and software and it is getting harder to grab their attention; this forces the 

teachers to find and research for several interesting activities to do in class.  

In addition, receiving the required textbooks shortly before the start of the 

academic year instead of early Summer is perceived as a cause for burnout because 

teachers will have to spend too much condensed time to prepare and will be under 

pressure on a daily basis.  

As for the workload at school, this study found that teachers who have 25 to 35 

teaching hours per week have more burnout on the EE and DP subscales than teachers 

who have less than 25 teaching hours per week while those who have less than 15 hours 

per week have more burnout on the PA subscale. As well, the number of teaching hours 

is a cause for teacher exhaustion and burnout because there are no breaks at school and 

they have to stay under pressure all day, and be always standing by. In addition to that, 

having to do many duties, extra teaching hours when late and the burden of being 

blamed for being late, having to give support classes, having to put a lot of effort on 

discipline, especially in boys classes, all lead to burnout. Furthermore, having to teach a 
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large number of grade levels and sections is also a cause for burnout because the teacher 

in this case will have to deal with more discipline problems and more preparations. 

Another cause for burnout for several teachers is to have to do all these duties at school 

with no appreciation. Moreover, having an administration that listens to parents also 

adds to the causes of burnout in terms of school workload, because when the 

administration did what the parents wanted in one situation, discipline problems 

emerged, leading to delay in one of the sections, eventually leading to extra teaching 

hours to make up for that. Physical tiredness is also a cause leading to burnout because 

the teachers are running all day from one building to another, one class to another, 

playground duty, proctoring exams, and no breaks or comfortable lounge to relax at.  

5.3.5 New findings pertaining to classroom environment 

Many teachers in this study attributed the causes of burnout to the lack of firm, 

clear, written, or practical discipline rules and the lack of their implementation and 

contradicting teachers’ decisions in front of the students. 

Another cause for burnout was the technological distractions of the century, 

including cell phones and the internet. According to teachers who are still teaching, such 

distractions are making the students not interested in learning, and this leads to teachers’ 

burnout. Furthermore, the discrepancy among students in terms of social background 

and academic achievement is also a cause for exhaustion as stated by several teachers 

who are still in the teaching profession. 

In addition to that, the poor physical facilities in terms of noise due to improper 

students’ desks, or small class space compared to the number of students, or having 
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playgrounds next to classes, or the lack of properly functioning LCD or TV leads to 

burnout causes by student distractions, disinterest, and discipline problems. Moreover, 

many of the teachers who are still teaching stated that the improper upbringing of 

children, the corrupted society, and having parents who do not care about their academic 

role towards their children is a major cause for teacher exhaustion. As well, teaching too 

many levels with too many materials lead to the inability to prepare properly and having 

to follow a very fast pace on top of that leads to discipline problems which eventually 

leads to burnout.  

5.3.6 New findings pertaining to emotional factors 

Findings show that choosing the teaching profession was a wrong decision by 

some teachers and this led to burnout.  

In addition, personal emotional matters were reasons for burnout. In other terms, 

when the teacher had to deal with students who lost their parent, she remembered her 

lost mother when she was a child, and she started seeing herself in the students’ situation 

which negatively interfered with her ability to concentrate on her job, and negatively 

affected her emotionally.  

5.4 Summary 

A conceptual framework that compares the findings of this study to the findings 

reviewed in the literature in presented in Figure 3 below. This framework sheds light on 

the new findings in this study that were not depicted by any of the reviewed studies. 

Note that arrows illustrate causal links and that the dark green boxes represent the new 
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findings. It is worthy to mention that 6 out of 9 interviewees have quit teaching due to 

burnout.  

 

 

 

 

Figure 3: Conceptual framework including new findings on burnout causes 
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5.5 Conclusion 

 In conclusion, this chapter compared the findings of this study to the findings of 

the studies conducted in the West and the region. New findings that were obtained in 

this study were also presented. The next chapter presents suggestions and implications 

for practice.  
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Chapter Six 

Implications and Suggestions  

This chapter presents a summary of the study, the limitations faced while conducting it, 

implications for practice and suggestions for further research. 

The purpose of this study was to identify the factors that may cause Lebanese teachers’ 

burnout by eliciting teachers’ perspective about the matter. In order to reach this 

purpose, two research questions were addressed through three instruments: 

questionnaires for teachers who were teaching during the academic year 2013-2014, 

interviews that were conducted with teachers who have left the teaching profession at 

least once during the first five years of experience, and a researcher’s reflective journal 

that answers the interview questions based on the researcher’s experience with burnout. 

The findings that address the first research question: what are the levels of burnout 

among Lebanese teachers? show that Lebanese teachers in three areas in the District of 

Jbeil have a low average of burnout on all subscales. Some teachers however show 

moderate to high levels of burnout on the emotional exhaustion subscale, a few show 

moderate to high levels of burnout on the depersonalization subscale, and some show 

moderate to high levels of burnout on the reduced personal accomplishment subscale. 

The findings that address the second research question: what are the causes of burnout of 

Lebanese teachers in terms of personal and context related factors? are based on the 

interviews and the questionnaires’ findings combined. They show that the causes of 

burnout include lesson preparations, discipline problems, discrepancy between reality 
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and expectations of the job, unfair reward, parents academic role and students’ 

upbringing, school policies, low achievement, coordination/mentoring, school 

environment, emotional factors, large number of students, lack of authority to introduce 

changes in the curriculum, and technological distractions.  

6.1 Limitations 

One limitation is that the six categories, including personal and school 

background, school environment, support, workload, classroom environment, and 

psychological factors, are devised by the researcher based on the literature and the 

researcher’s reflective journal. The same data may be collected and analyzed by other 

researchers based on different categories. This limitation though does not negatively 

affect the findings of the study. 

 Another limitation is that the small number of the interviewed teachers, 

constituting mainly of female teachers, may not reflect the entire population of the 

teachers in Lebanon. More research should be done in order to maximize the 

generalization of the findings of this study.  

A third limitation is that the sample of respondents to the questionnaires may not 

represent the entire population of teachers in the District of Jbeil, according to the 

different demographic data. More research should be done in order to generalize the 

findings. 

Another limitation is the restrictions imposed on the researcher from the school 

principals: a small number of teachers were allowed to respond to the questionnaires and 

the researcher was not given the permission to collect the questionnaires on the spot or 
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meet with the teachers while answering the questionnaires. This might have affected the 

findings since according to Maslach et al. (1996) in the Maslach Burnout Inventory 

Manual, the respondents’ answers may be influenced if they are distracted by other 

people while taking the test at home. 

Another limitation is collecting the questionnaires during the last month of 

academic year. To clarify, in this study the average of the levels of burnout is low on all 

the subscales of burnout. This, according to the study by Zhouchun (2011), might be due 

to the fact that the data collection took place at the end of the academic year, meaning 

shortly before the summer vacation. In his study, the levels of burnout decreased by the 

end of the year. Interviews were conducted with the teachers in order to find out what 

the reasons were for this decrease, and one of the findings was the coming summer 

holiday. Another reason for the low scores may be the fact that some of the 

questionnaires were collected during teachers’ strike, meaning that when the teachers 

were at the school with no teaching hours to provide.  

6.2 Implications for practice 

The study findings were congruent with several studies conducted in the West 

and the region. Some contributions to the research in the field are presented in this 

section. Suggestions for university curriculum designers for education courses and for 

school administrators are herein provided.  

To start with, based on the different data collected from the interviews, the 

education university courses seem to be helpful in terms of teaching methods, 

preparations, evaluations, and classroom management techniques. However, these 
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courses do not reflect the amount of workload that new teachers may face when they 

join the field of teaching in practice leading to a reality shock. Therefore, one suggestion 

is to increase the number of practice courses that a student teacher takes during the 

university life. Another suggestion is to allow new teachers to be fully responsible for 

one class for a certain period of time to have a sense of the workload and how to deal 

with the overwhelming tasks of a teacher. Another suggestion in this perspective is to 

include some practice courses during the first year of the education major. This way, 

student teachers would have an early understanding of the reality of the teaching 

profession before reaching the final courses. Therefore, teachers would, at an early 

stage, know whether they want to join the teaching career from a practical rather than a 

theoretical point of view.  

Suggestions for school principals and directors include allowing fresh graduates 

to join the teaching profession as teacher assistants for one term before being put in 

charge of their classrooms. This suggestion emerges from an interview with a novice 

teacher who felt that the unfulfilled need to be a teacher assistant at first is a cause for 

her burnout.  

In addition, since many teachers explain that they prefer to find a job in which 

they take no work or job stress home with them, several suggestions could be made 

based on the findings of this study. First, a decrease in the number of teaching hours and 

an increase in the number of teachers may help. A decrease in the number of teaching 

hours would provide the teacher more time to finish corrections during the school day. 

Second, removing certain teacher duties that are not directly related to teaching could 

also help teachers reduce the amount of preparations in the afternoon; such duties 
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include the playground duty. Third, an increase in the printing/photocopying facilities 

could also help the teachers finish their duties at school. Fourth, providing teachers, 

especially new teachers, with the academic books and resources early during the summer 

vacation for them to start the preparations of the lessons and lesson plans way before the 

start of the academic year.  

Another suggestion for school principals is to assign for teachers few grade 

levels to teach. This suggestion emerges from the respondents who explained that having 

less grade levels to teach and fewer sections would have made their job easier.  

Finally, better salaries and benefits such as providing the teachers’ children with 

a full scholarship rather than partial deduction would help teachers since many teachers 

believe that the unfair low salaries cause stress and end in burnout. 

According to the findings of this study, many teachers who are still teaching 

display high levels of burnout on different subscales. This implies that action research, 

reforms, and action plans must be devised by school principals in their schools in order 

to reduce the causes and negative effects of burnout 

6.3 Suggestions for further research 

More research should be conducted on a larger area in Lebanon to include the 

population of teachers in the rural as well as the urban schools in all the districts of 

Lebanon. Second, more research should be performed with a larger sample that includes 

more male teachers in order to have more accurate findings from teachers who are still 

teaching. In addition, more research with a larger sample of interviewed teachers should 

be conducted to clarify the causes of burnout. Another suggestion for future research in 
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Lebanese settings is to conduct longitudinal studies in which the levels of burnout and 

its causes are measured and identified over time in specific school settings. 
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APPENDICES 

Appendix 1: Interview 
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Appendix 2: Questionnaire – Finalized English version 
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Appendix 3: Questionnaire – Finalized Arabic version 
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Appendix 4: Information sheet given to principals 
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Appendix 5: Informed consent 
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Appendix 6: Summary of the researcher’s reflective journal 

“…I simply stopped believing in myself. I had a huge sense of guilt towards the 

coordinator who trusted me to appoint me for the job, my professors who helped me 

through their recommendations, my parents who encouraged me all the way through, but 

at the utmost level, towards myself because I had to helplessly betray my educational 

belief: teaching is not simply a profession, teaching is education. This is why I decided 

to leave…Physically, I used to come back home very tired, sleepy, hungry, and weak. 

Emotionally, I used to cry a lot, rather scream like never before, almost daily and during 

the weekend. When I used to arrive near the school in the morning, I used to be 

shivering from within, panicking as if I have an exam for which I am not fully prepared. 

I used to wish I could just get sick to run away; I recall one day taking the car and 

driving at a speed of 140 Km/hour and not caring at all whether I have an accident or 

not. Around week 4, my violin teacher told me that I lost the smile I always had in the 

music school and forced a fake one when I have to. On week 5, an administrator told me 

that I lost the smile I displayed during the training. In the last two weeks, the students in 

the relatively good classes noticed my depression and asked me “where’s your energy 

Miss?”. Few days before I left the school, the coordinator told me “I don’t want you to 

leave as an emotional wreck”.  But I did. I saw myself as a failure. My coordinator even 

told me “I don’t want you to change. I want you to change back to who you are” and 

when I tried, she said “I noticed that you are trying to go back to who you are but you 

are acting to be you. You are pushing yourself to smile and encourage the students... Be 

yourself don’t act it”. But how? I was sinking in the preparations and the worries, how 

could I do it? 

I had to prepare properly for 8 secondary biology classes which is impossible, especially 

that the curriculum is huge and the school imposes a very fast pace and being late is 

almost forbidden due to the structured system. I could barely finish reading the material 

to explain, even though I used to stay past mid-night preparing and on the weekend. This 

was the main reason for me to leave the school because a teacher without a fully 

prepared lesson in class cannot be efficient in neither teaching methods nor classroom 

management. This stressed me out a lot because I wanted to prove myself a good teacher 

while I could not do it. I lost my self-confidence and my enthusiasm for teaching. This 

emotional state made me have escalating classroom management problems since I did 

not have any energy to properly deal with students, show them affection, and prove 

myself as a caring teacher. So I became a frowning, distant teacher who does not care 

about the students.  In addition, I had to correct exams for several grade levels during the 

same week in a 48 hours period each; this topped my inability to finish preparations as I 

should. I was late in handing the grades when I corrected the first exam and there was a 
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small mistake in analyzing the answer- key (I considered an answer wrong because it 

was not mentioned in the key while it was a correct answer), this made me listen to a 

long lecture about how disappointed the coordinator was, as she said “You are 

disappointing me! I thought YOU will be the one who won’t give me a hard time”. I felt 

so guilty and helpless after that lecture. Also, during the school day I used to be running 

all the time, back and forth from the classes to the administration to the lounge to the lab 

to the exam hall to the support classes do all the duties needed. I never had a break; I 

almost never ate during the school day. When discipline problems increased a lot in one 

of the classes, the coordinator told me that I must find a way to fix that problem because 

the parents have the power to fire a teacher. She said that she was not threatening, but I 

used to know that the school prefers students over teachers. Those words topped my 

depression because I helplessly was a sinking person for the first time in my life. If I had 

fewer grade levels I would not have heard such words or have had such discipline 

problems because I would have prepared very interesting lessons and dealt with every 

student in a loving-firm manner. 

The coordinator was supportive on the emotional part and several aspects of the 

academic part, however I felt that she did not acknowledge what I have been passing 

through, she did not acknowledge that preparing for the 8 different levels was 

impossible in my case. On week 3 she told me that I am not improving fast enough and 

in the next evaluation report, clear improvement must be shown since those reports are 

studied by the administration to decide whether a new teacher will be admitted the next 

year. This was a painful slap in the face, because I wanted to prove who I really am but 

it was simply impossible with all the other duties.  What hurt me even more was the fact 

that she thought that I need help in preparing the content and teaching method, so she 

scheduled 6 hours per week to review the lessons together, this made me so sad because 

I know my subject very well and I know how to teach and that was not a problem. She 

also did not understand why I am having the discipline problems, she told me it is 

because I am young and short, she said: “ you need to act older than your age”, for me 

the only problem was not being able to prepare properly. 

 I just wish I was given less grade levels because in that case, regardless of all 

challenges I would have been confident in the content I’m teaching; that was all I 

needed. After all, I know from my professors,  the coordinator who saw me teaching 

when I applied for that school,  my friends, family, and myself, I know that I am born to 

be a teacher. But, no. They cut my wings before I could fly and chocked me before I 

could breathe. They didn’t give me a chance to prove who I am. Now, I abandon it all; I 

will never, ever teach again!” 
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Appendix 7: Tables 

 

Table 16: Number of collected questionnaires from each school 

School Code Number of collected questionnaires 

S1 6 

S2 6 

S3 9 

S4 11 

S5 11 

S6 13 

S7 16 

S8 18 
 

Table 17: Demographic information of interviewees 
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I3 Single 3 
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13 Sports 10 Private Goo

d 

I4 Single 2 years TD 1 6 All 25 Private Extr
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I5 Married 4 years TD 4 11 Math 24 Private Extr
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good 

I6 Married 5 years TD 6 6 Science 30 Private Extr
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good 

I7 Single 1 year TD, 

MA 

4 6 Math 

and 

languag
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28 Private Poor 

I8 Single 2 years TD 6 6 Math 27 Private Goo
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and 

science 

d 

I9 Single 2 years TD, 

MA 

6 NA Math 

and 

civics 

35 Private Goo

d 

I10 Single 3 

months 

TD, 

MA 

(in 

progr

ess) 

8 8 Science 30 Private Extr
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good 

 

Table 18: Valid questionnaires under each burnout subscale in the MBI-ES 

EE subscale 86 complete questionnaires out of 92 questionnaires 

DP subscale 85 complete questionnaires out of 92 questionnaires 

PA subscale 84 complete questionnaires out of 92 questionnaires 
 

Table 19: Respondents EE levels versus responses to the items in part 3 of the questionnaire 

High Burnout 

levels in the EE 

subscale 

Item 

1 

Item 

10 

Item 

2 

Item 

9 

Item 

3 

Item 

8 

Item 

4 

Item 

6 

Item 

5 

Item 7 

Categories 
Cat2: School 

Environment 
Cat3: Support 

Cat4: 

Workload 

Cat5: 

Classroom 

Environment 

Cat6: Emotional 

Factors 

High EE 

Disagre

e 

6.7% 

(1/15) 

26.7

% 

(4/15) 

26.6

% 

(4/15) 

40% 

(6/15) 

66.7

% 

(10/1

5) 

26.7

% 

(4/15) 

73.3

% 

(11/1

5) 

20% 

(3/15) 

73.3

% 

(11/1

5) 

60.0% 

(9/15) 

Agree 93.3

% 

(14/1

5) 

73.3

% 

(11/1

5) 

66.6

%  

(10/1

5) 

60% 

(9/15) 

33.3

% 

(5/15) 

73.3

% 

(11/1

5) 

26.7

% 

(4/15) 

73.3

% 

(11/1

5) 

13.3

% 

(2/15) 

26.7% 

(4/15) 

Other 

(not 

sure 

and 

missing

) 

0.0% 

(0/15) 

0.0% 

(0/15) 

6.7% 

(1/15) 

0.0% 

(0/15) 

0.0% 

(0/15) 

0.0% 

(0/15) 

0.0% 

(0/15) 

6.7% 

(1/15) 

13.3

% 

(2/15) 

13.4% 

(2/15) 

Moderat

e EE 

Disagre

e 

0.0% 

(0/17) 

23.5

% 

(4/17) 

5.9% 

(1/17) 

11.8

% 

(2/17) 

52.9

% 

(9/17) 

35.3

% 

(6/17) 

35.3

% 

(6/17) 

17.6

% 

(3/17) 

29.4

% 

(5/17) 

76.5% 

(13/17) 

Agree 94.1

% 

(16/1

7) 

70.5

% 

(12/1

7) 

82.3

% 

(15/1

7) 

76.4

% 

(13/1

7) 

41.2

% 

(7/17) 

58.8

% 

(10/1

7) 

53.0

% 

(9/17) 

64.7

% 

(11/1

7) 

52.9

% 

(9/17) 

5.9% 

(1/17) 

Other 

(not 

sure 

and 

missing

) 

5.9% 

(1/17) 

5.9% 

(1/17) 

11.8

% 

(2/17) 

11.8

% 

(2/17) 

5.9% 

(1/17) 

5.9% 

(1/17) 

11.8

% 

(2/17) 

17.7

% 

(3/17) 

17.7

% 

(3/17) 

17.7% 

(3/17) 

Low EE 

Disagre

e 

9.3% 

(5/54) 

11.2

% 

(6/54) 

13.0

% 

(7/54) 

18.5

% 

(10/5

38.9

% 

(21/5

50.0

% 

(27/5

37.0

% 

(20/5

38.9

% 

(21/5

42.6

% 

(23/5

96.2% 

(52/54) 
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4) 4) 4) 4) 4) 4) 

Agree 90.7

% 

(49/5

4) 

81.5

% 

(44/5

4) 

81.5

% 

(44/5

4) 

72.2

% 

(39/5

4) 

51.8

% 

(28/5

4) 

48.1

% 

(26/5

4) 

59.3

% 

(32/5

4) 

46.3

% 

(25/5

4) 

55.5

% 

(30/5

4) 

3.8% 

(2/54) 

Other 

(not 

sure 

and 

missing

) 

0.0% 

(0/54) 

7.5% 

(4/54) 

5.6% 

(3/54) 

9.3% 

(5/54) 

9.3% 

(5/54) 

1.9% 

(1/54) 

3.7% 

(2/54) 

14.9

% 

(8/54) 

1.9% 

(1/54) 

0.0% 

(0/54) 

 

Table 20: Respondents’ depersonalization levels versus responses to the items in part 3 of the 

questionnaire 

High Burnout 

levels 
Item 1 

Item 

10 
Item 2 

Item 

9 

Item 

3 

Item 

8 
Item 4 

Item 

6 

Item 

5 

Item 

7 

Categories 
Cat2: School 

Environment 
Cat3: Support 

Cat4: 

Workload 

Cat5: 

Classroom 

Environment 

Cat6: 

Emotional 

Factors 

High DP Disagre

e 

0.0% 

(0/3) 

0.0% 

(0/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

66.6% 

(2/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3

% 

(1/3) 

33.3

% 

(1/3) 

Agree 66.7% 

(2/3) 

66.7% 

(2/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

0.0% 

(0/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3

% 

(1/3) 

0.0% 

(0/3) 

Other 

(not 

sure 

and 

missing

) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3% 

(1/3) 

33.3

% 

(1/3) 

66.7

% 

(2/3) 

Moderat

e DP 

Disagre

e 

0.0% 

(0/4) 

25.0% 

(1/4) 

0.0% 

(0/4) 

50.0% 

(2/4) 

50.0% 

(2/4) 

50.0% 

(2/4) 

100.0

% 

(4/4) 

50.0% 

(2/4) 

50.0

% 

(2/4) 

75.0

% 

(3/4) 

Agree 100.0

% 

(4/4) 

75.0% 

(3/4) 

100.0

% 

(4/4) 

50.0% 

(2/4) 

50.0% 

(2/4) 

50.0% 

(2/4) 

0.0% 

(0/4) 

25.0% 

(1/4) 

25.0

% 

(1/4) 

25.0

% 

(1/4) 

Other 

(not 

sure 

and 

missing

) 

0.0% 

(0/4) 

0.0% 

(0/4) 

0.0% 

(0/4) 

0.0% 

(0/4) 

0.0% 

(0/4) 

0.0% 

(0/4) 

0.0% 

(0/4) 

25.0% 

(1/4) 

25.0

% 

(1/4) 

0.0% 

(0/4) 

Low DP Disagre

e 

6.4% 

(5/78) 

16.7% 

(13/78

) 

11.5% 

(9/78) 

17.9% 

(14/78

) 

43.6% 

(34/78

) 

37.2% 

(29/78

) 

39.7% 

(31/78

) 

28.2% 

(22/78

) 

47.4

% 

(37/7

8) 

87.2

% 

(68/7

8) 

Agree 91.0% 

(71/78

) 

78.2% 

(61/78

) 

82.0% 

(64/78

) 

77.0% 

(60/78

) 

46.1% 

(36/78

) 

61.5% 

(48/78

) 

57.7% 

(45/78

) 

56.5% 

(44/78

) 

46.1

% 

(36/7

8) 

7.7% 

(6/78

) 

Other 

(not 

sure 

and 

missing

) 

2.6% 

(2/78) 

5.1% 

(4/78) 

6.4% 

(5/78) 

5.1% 

(4/78) 

10.3% 

(8/78) 

1.3% 

(1/78) 

2.6% 

(2/78) 

15.4% 

(12/78

) 

6.4% 

(5/78

) 

5.1% 

(4/78

) 
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Table 21: Respondents’ reduced personal accomplishment levels versus responses to the items in 

part 3 of the questionnaire 

Low Burnout levels 
Item 

1 

Item 

10 

Item 

2 

Item 

9 

Item 

3 

Item 

8 

Item 

4 

Item 

6 

Item 

5 

Item 7 

Categories 
Cat1: School 

Environment 
Cat2: Support 

Cat3: 

Workload 

Cat4: 

Classroom 

Environment 

Cat5: 

Emotional 

Factors 

High PA Disagre

e 

20.0% 

(1/5) 

20.0% 

(1/5) 

20.0% 

(1/5) 

20.0% 

(1/5) 

60.0% 

(3/5) 

60.0% 

(3/5) 

60.0% 

(3/5) 

80.0% 

(4/5) 

40.0

% 

(2/5) 

80.0% 

(4/5) 

Agree 80.0% 

(4/5) 

80.0% 

(4/5) 

80.0% 

(4/5) 

80.0% 

(4/5) 

40.0% 

(2/5) 

40.0% 

(2/5) 

40.0% 

(2/5) 

20.0% 

(1/5) 

60.0

% 

(3/5) 

20.0% 

(1/5) 

Other 

(not 

sure 

and 

missing

) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0% 

(0/5) 

0.0

% 

(0/5) 

0.0% 

(0/5) 

Moderat

e PA 

Disagre

e 

12.5% 

(1/8) 

0.0% 

(0/8) 

50.0% 

(4/8) 

25.0% 

(2/8) 

37.5% 

(3/8) 

62.5% 

(5/8) 

62.5% 

(5/8) 

37.5% 

(3/8) 

50.0

% 

(4/8) 

87.5% 

(7/8) 

Agree 87.5% 

(7/8) 

100.0

% 

(8/8) 

50.0% 

(4/8) 

50.0% 

(4/8) 

50.0% 

(4/8) 

37.5% 

(3/8) 

37.5% 

(3/8) 

50.0% 

(4/8) 

25.0

% 

(2/8) 

0.0% 

(0/8) 

Other 

(not 

sure 

and 

missing

) 

0.0% 

(0/8) 

0.0% 

(0/8) 

0.0% 

(0/8) 

25.0% 

(2/8) 

12.5% 

(1/8) 

0.0% 

(0/8) 

0.0% 

(0/8) 

12.5% 

(1/8) 

25.0

% 

(2/8) 

12.5% 

(1/8) 

Low PA Disagre

e 

4.2% 

(3/71) 

19.7% 

(14/71

) 

9.8% 

(7/71) 

21.1% 

(15/71

) 

45.0% 

(32/71

) 

38.0% 

(27/71

) 

39.4% 

(28/71

) 

28.2% 

(20/71

) 

45.1

% 

(32/

71) 

85.9% 

(61/71

) 

Agree 94.4% 

(67/71

) 

76.0% 

(54/71

) 

84.6% 

(60/71

) 

74.6% 

(53/71

) 

45.0% 

(32/71

) 

60.6% 

(43/71

) 

57.7% 

(41/71

) 

56.4% 

(40/71

) 

46.4

% 

(33/

71) 

8.4% 

(6/71) 

Other 

(not 

sure 

and 

missing

) 

1.4% 

(1/71) 

4.2% 

(3/71) 

5.6% 

(4/71) 

4.2% 

(3/71) 

9.9% 

(7/71) 

1.4% 

(1/71) 

2.8% 

(2/71) 

15.5% 

(11/71

) 

8.5

% 

(6/7

1) 

5.6% 

(4/71) 

 

Table 22: Sample answers to question 11 in part 3 of the questionnaire under the 16 coded 

categories 

Category Sample answers 

1. Salary 1. The unfair financial return to the efforts that we put for the teaching-

learning process to occur. The economic burdens are too much 

2. Not receiving all rights, especially financially which leads me to wish 

that I have chosen a different career 

2. Upbringing 1. Parents’ ways of raising their children: it is going backwards and they do 

not care about their children to the extent of negligence 

2. Disorder in the society and lower moral values, especially for adults and 

people in charge 
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3. School policies 1. Being a teacher in a public school, one the main reasons that lead to my 

exhaustion is the automatic promotion of students in grades 1 to 3 from 

one grade level to the other. And accepting students in classes without 

the proper required academic level 

4. Academic role of 

parents  

1. Non-responsiveness of parents and lack of their cooperation with the 

administration and teachers 

2. The lack of cooperation from the part of parents and their lack of interest 

in academically following up on their children at home believing that 

their duty is restricted to sending their children to school 

5. Discipline 1. Inability of teachers to control the classroom discipline 

2. Adapting to students tempers: hyperactive and we have to keep up with 

them and control them 

6. Low 

achievement 

1. The academic level has got much lower than before 

2. I think it’s with results, when they don’t meet my expectations 

7. Teaching hours 1. The large number of teaching hours 

2. The first reason is the number of hours 

8. Preparations 

(Afternoon 

preparations) 

1. Teaching is the only job that requires the worker (teacher) to carry 

his/her job home since his/her work schedule does not end with the end 

of the school day (preparations, corrections, follow up…) 

2. Spending too much time on preparation and assessment 

9. Student 

disinterest and 

laziness 

(Disinterest) 

1. Lack of student interest in the French language subject 

2. The discrepancy between the previous generation and the current 

generation that do not care about studying and perseverance. Instead, 

they want to finish their job quickly without stopping at details which 

leads to getting tired of convincing the students of the importance of 

necessity of academic learning 

10. Relationship of 

teachers with 

other 

staff/administrati

on 

1. Bad relationship between teacher and administration 

11. Technological 

distractions 

1. The use of modern technologies and the cell phone and its development  

2. The use of modern technologies and the cell phone and its development  

12. Large number of 

students 

1. Large number of students 

2. Large number of students in class 

13. Curriculum and 

books 

1. Improper books in grades 1 to 9 which leads to spending a huge time to 

finish my preparations and using information from other sources 

2. Type of school books 

14. Discrepancy 

among students 

in class 

1. Different academic levels within one classroom 

2. The reason is that each student comes from a different part of society and 

each one is raised differently therefore, it is exhausting to cater for all at 

the same time 

 

15. Physical 

facilities 
1. Road noise heard from classrooms 

 

16. Other  1. Because in this job a teacher is responsible for students in all 

perspectives 

2. There must be a separation between personal issues and the teaching 

profession since this profession itself is the profession of trouble for what 

is has of importance and for what a teacher has of responsibilities 

therefore one should be available for it on a full-time basis or try in order 

to go for this career 

3. Emotional discomfort of teachers 

4. Long years of teaching 

5. Considering teaching a job rather than a message 
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6. No exhaustion in teaching 

 

Table 23: Answers of the interviewees to part 3 of the questionnaire 

Interviewee Items 1 through 10 Item 11 

Agree or 

strongly agree 

Disagree or 

strongly 

disagree 

“In your opinion what is the main factor that 

causes exhaustion in teachers?” 

I1 1, 6, 7, 8, 10 2, 3, 4, 5, 9 No discipline and focusing and impoliteness 

towards teachers from the part of students  

And not caring about serious studying from the 

parts of students 

I2 7, 8 1, 2, 3, 4, 5, 6, 9, 

10 

Disciplinary issues and the absence of a true 

mentor 

I3 1, 4, 6, 8, 10 2, 3, 5, 7, 9 The main reason for exhaustion is that I was 

forced to teach dance instead of sports that I 

learned at the university and regardless of the 

effort that I put to teacher dance that I never 

learned, I did not find any appreciation from the 

administration not even a thank you 

I4 2, 4, 6, 7, 8, 9, 

10 

1, 3, 5 BLANK 

I5 1, 2, 4, 7, 8, 9 3, 5, 6, 10 The number of teaching hours per week 

The amount of time I have to spend to finish 

preparations and corrections at home 

I6 1, 8 2, 3, 4, 5, 6, 7, 9, 

10 

First, dealing with impolite students 

Second, negative evaluation and 

communication from the administration 

I7 4, 5, 6, 8, 9, 10 1, 2, 3, 7 Extra working hours is the main reason of 

exhaustion 

Adding to that low salaries  

And lack of appreciation 

I8 8 1, 2, 3, 4, 5, 6, 7, 

9, 10 

The way the administration perceive teachers 

and the authorities they give to them  

And preferring earning money (through 

increasing the number of students enrolled in 

the school) instead of teaching  

I9 1, 2, 3, 4, 5, 9, 

10 

6, 7, 8 Lack of communication and approbation from 

the part of the administration 

I10 1, 7, 8 2,3,4, 5, 6, 9, 10 Having to prepare lessons and correct exams 

for too many different grade levels in a short 

period of time 

 

Table 24: Quotations from interviewees with respect to major burnout causes 

Major 

burnout 

cause 

Quotations 

Workload “…my major is in sports. I have prepared a lesson plan for the entire year including 

football, basketball, volleyball… Every time, the administration receives donations 

they decide to make a dance celebration for the ones who provided the gift.  So they 

come to me and tell me now we will stop the sports session and you will teach dance 

instead of the program you have prepared, don’t worry we are the ones asking you, 

stop it and teach dance… so I used to sit all night, literally, to research for dances… 
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there was a dance teacher in this school so they removed the dance teacher and hired a 

sports teacher to teach sports and dance, and that’s me.  I was so annoyed by that 

because I love sports a lot and I like to teach what I learned in the university…” (I3) 

 

“Actually the big problem was the big load of preparation at home. I used to arrive 

home at 6:00pm and have a little time to eat, and then I start preparation from 7:00pm 

to 12:00am. So I didn’t have time to sit with my family or do any sort of activities. 

This was, as I told you, one of the main reasons that drove me to leave that school. 

And after all those preparations and all of what I used to do, I have received neither 

appreciation nor any kind of positive comment. I received the books a few days before 

the school started and this was a big mistake done by the school because of the big 

material that I had to explain. It would have helped me a lot had they given me the 

books during the summer so I could have time to prepare before the school started, this 

would have helped me a lot” (I6) 

 

“To prepare properly for 8 classes is impossible. I could barely finish reading the 

material to explain, even though I used to stay all night preparing and on the weekend, 

I used to read and prepare all day, from 8am to 8pm with just one hour break for a 

lunch. This made me go not fully prepared to class, which decreased my self- 

confidence and reduced my ability to be who I am, I couldn’t be energetic or creative 

in class because I was too busy holding on to the book not to forget what I want to 

teach, and sometimes, to read for the first time what I have to teach. To top my 

inability to finish what I want the way I want, I had to correct written exams. These are 

not simple to correct, at least for me as a new teacher. They are mostly open ended 

questions, paragraphs to read and correct. I had to submit the final grades in 48 hours. 

The procedure was killing. I have to correct the exams of my section, then double 

check the exams of the second section, then give the exams for the coordinator to 

double check and give me remarks, and finally calculate the grades and submit them. 

This was killing. Other than the stress of coordinating with the parallel teacher, since 

both had busy schedules at school, these exams made me stay till 3 am trying to finish 

correcting them, they made me stay on the phone with the parallel teacher for at least 

45 min each day to finish, to top it, I had to correct several exams for several classes in 

the same week.” (I10) 

 

 

School 

environment 

“This affected me a lot because I saw that the parents they are the ones running the 

school not the principal. Who is in charge here? the parents or the principal? If it is the 

parents, then we have 40 principals now. They will do what they want to do. I cannot 

always do what the parents want. The parents are so powerful that they have the ability 

to fire a teacher. This is because, the principal’s friend is one of those parents, he was 

the one who helped the principal reach his post at the school. The students decide that 

we don’t like this teachers. The students tell their parents about it. The parents will tell 

the principal’s friend who is also a parent. And they would be sure that the principal 

would listen to him because he was the one who helped him reach this post.” (I2) 

 

“The political problems, there were clashes between me and some of the teachers 

because there were disputes because I mean whichever sect that killed the prime 

minister doesn’t mean that the entire sect is against him. So I felt that I became a part 

of the others, you know what I mean? Instead of being relaxed in the teaching room, I 

go there to be pressured in this way. This issue annoyed me a lot. They started to tell 

me: as long as you like them, go work for them. You see how? As colleagues they 

started saying that.” (I7) 

 

 

Coordinatio

n/mentoring 

“I even asked them whether I could enter the profession as a teacher assistant in the 

beginning to know how things work. This was the main reason why I left this 
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profession. I entered the school immediately; I held the responsibility of a class on my 

own, overwhelmed and can barely understand what was happening around me and had 

to teach. There should have been conferences before I go in. Conferences should be 

done to explain for the new teachers how to go into this profession. Well I am a 

student who finished and has a teaching diploma, but I still need the practice they need 

someone to coordinate his studies. There was no day, not one day not before and not 

during the teaching period that I received that. Even the coordinator was always busy, 

I used to run after her and never get what I needed.” (I1) 

 

“they [administrators and coordinator] tell me for example, you are responsible for you 

classroom, the boss of your classroom, and she enters to my classroom anytime she 

wants, she knocks on the door and enters my classroom and she ends up explaining to 

the students. For example, let’s say I am explaining a concept on the board, and she 

enters. Then she chooses one of the weakest students to come up on the board. He 

comes up on the board, and let’s say he stuttered or didn’t know the answer or got 

confused, that’s it, she can’t anymore, she used to tell me sorry, I can’t. She wants to 

get up and explain, herself, she explains math in Arabic for them. She takes the duty 

off me. This was one of the biggest reasons for me to quit. First, I used to feel that 

someone who is less competent is coming to take away my position and I believe I 

know more about that, I am the one teaching that subject, I know more about it. 

Another issues used to annoy me, I mean, it is an insult, after all I am responsible for 

my class. I mean, let’s say there is something wrong I am doing in class, it’s her right 

to come in, she can come in and observe. Her husband, who was a coordinator, for 

instance, used to come in and observe without saying a word in class, after class he 

comes and gives me comments.” (I8) 

 

Discipline “I didn’t feel that I had any authority in the classroom. They didn’t allow us to put any 

disturbing student outside the class. The only authority I had is that if I was annoyed 

by a student in the class, I can put his name on the discipline sheet, that’s what they 

call it. It wasn’t helpful because the students were not scared from it, they didn’t 

care…Yes, I had a lot of discipline problems and problems in controlling the class 

because the students were very talkative and noisy. I think that if I had a little bit less 

preparations, I would have been able to give more attention to the students and I would 

have treated them in another way” (I6) 

Emotional 

factors 

“Sometimes I think that I shouldn’t have chosen teaching because my specialty was a 

psychologist. But at the time there was no other way to enter to that place, and there is 

something like, it is like something sent you there and that is it, it is like it is yours 

somehow, maybe for your life message, I don’t know what it is. I reached a stage at 

that time, that I sacrifice 1 or 2 years until I enter in my field of psychology and 

psychotherapy, until I pave my way and let the administration and the kids to the idea 

of having a psychologist at school.” (I9) 

 

Table 25: Detailed causes of burnout from each interviewee’s perspective 

A. Workload 

Interviewee  Description of the workload cause 

I1 1. Workload at home 

a. Long hours of preparation 

b. Corrections of exams 

c. Prefer another job where no work or stress after the specified 

schedule 

2. Low salary (< discipline) 

I3 1. Workload at home 

a. Staying up late 
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b. Doing the work twice 

2. Workload at school 

a. No breaks due different duties 

b. Physical tiredness 

c. Extra duties 

d. Teaching a subject not related to the teacher’s major 

3. Salary < efforts (not main reason) 

I4 1. Workload at home 

a. Having to hold the worries of the job home 

b. Prefer another job where no work or stress after the specified schedule 

c. Type of preparations is tiring (creativity) 

2. Workload at school 

a. Physical tiredness at school  

b. Staying under pressure all day 

3. Salary: no problem 

I5 1. Workload at home 

a. Clash between school work and taking care of children 

b. No rest during vacations due to house work 

c. Being a burden on society do to school work responsibility 

d. Long hours of preparation 

e. Prefer another job where no work or stress after the specified schedule 

f. No time to prepare at school 

2. Workload at school 

a. Too many teaching hours 

b. Teaching extra hours when late in pace 

c. No breaks due to different duties 

d. Physical tiredness 

e. Controlling discipline 

f. Administration listening to parents 

3. Salary 

a. Unfair 

b. Low benefits 

c. Salary<< fatigue Major reason = Workload at home 

I6 

 

 

1. Workload at home 

a. Big load of preparation due to big material given to students, the fast 

pace, and the large number of grade levels 

b. No time for social life 

c. Correction of exams during short periods of time 

d. Taking the books shortly before the start of the academic year 

e. Unfair rules 

f. No time to prepare at school  

g. Having to come on days off to finish corrections 

2. Workload at school 

a. Physical tiredness at school 

b. No breaks (breaks<preparations and stress due to pace) 

3. Salary< deserved but no problem 

I7 1. Workload at home 

a. Large number of different grade levels and sections leading to more 

preparations (no problem with research) 

b. Staying up late (<appreciation) 

2. Workload at school 

a. Too many teaching hours (no problem to give extra sessions) 

b. No breaks 

c. Large number of different grade levels  and sections leading to having to 

deal with more discipline challenges 

d. Physical tiredness 
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e. Teaching boys 

f. Prefer another job where no work or stress after the specified schedule 

3. Salary<efforts (not main reason salary<culture) 

I9 1. Workload at home 

a. Long hours of preparation 

b. Tiring to research  

c. Exhausting to prepare and correct for weak students in a short period of 

time 

d. Having to go to school during the days off to teach the kids activities 

since it is a boarding school 

2. Workload at school 

a. Always stand by 

3. Salary improper but not the main problem 

I10 1. Workload at home 

a. Large number of grade levels 

b. Not being able to finish preparations which led to internal stress, 

discipline problems, feeling of incompetence 

c. Correction of several exams at the same time 

d. Finish lateness in corrections on days off at school 

e. Exhausting to prepare and correct for weak students 

f. Not receiving the books until shortly before the start of the academic 

year 

g. Type of the subject (long paragraphs, AP, lab books for each class) 

h. Prefer another job where there is no work or stress after the specified 

schedule 

2. Workload at school 

a. Many teaching hours 

b. Too many duties to do at school 

c. Having to give support classes 

d. Physical tiredness 

e. No breaks therefore no time to prepare 

f. Type of subject (added lab duties) 

3. Salary << efforts but not a problem 

B. School Environment 

I2 1. Relationship with the administration 

a. Incompetent principal 

b. Principal not nice to teachers 

c. Principal not professional 

d. Principal not powerful 

e. Principal promises but does not keep his promises 

2. Power of parents/students 

a. Parents are running the school 

b. Parents have the power to fire a teacher 

c. Parents interfere directly with the lessons 

d. The students are powerful due to the status of their parents and better socio-

economic status than the teacher 

3. Negative relationship with other teachers 

I3 1. Relationship with the administration 

a. The principal blames the teacher for not applying the lesson plans knowing that 

this is due to the principal herself forcing the teacher to change the plans (in 

order not to be held accountable in front of the general director) 

b. Uncaring principal 

c. Disrespectful principal 

d. Lack of appreciation 

i. Always nagging, requesting, and throwing responsibilities on the teacher 
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and no thank you 

ii. No appreciation of teacher’s efforts 

iii. No appreciation of students’ efforts 

iv. Too demanding and too picky 

e. Negative interference 

i. Enters and interrupt classes 

ii. Illogical interference: do not let the kids tap their feet during dabki dance 

iii. Sudden change of lesson plans 

I6 1. Rules 

a. Unfair class distribution (grade levels) 

b. Having to come on Saturdays to finish corrections 

c. Everything is imposed on everyone: books, pace 

d. Pace is too quick and no authority to change it (feeling like a robot) 

e. No problem to follow up on weak students and work a lot during the school day 

but the problem is the big load of preparations and the stress of finishing 

according to the pace 

f. No sense of control, everything is imposed on the teacher by the school system 

2. Power of parents/students 

a. The administration does what the parents want therefore the teacher has no 

authority in class which leads to bad discipline 

b. The students can go and say they do not want a certain teacher to teach them 

which leads to a feeling of humiliation 

c. Both parents and students have to power to affect the attitude of the 

administration on the teachers  

d. Unfair warning 

I7 1. Relationship with the administration 

a. New principal is incompetent 

b. New principal does not appreciate the teacher 

c. New principal stresses on the same political-religious problems faced with the 

teachers 

2. Relationship with some teachers 

a. Gossiping 

b. Different mentality 

c. Different religious sect and political problems in the country related to the 

differences in the religious sect leading to a feeling of isolation in the teachers’ 

room  

I8 1. Negative relationship with the administration/coordinator 

a. The administrators/coordinators are less or equally competent and yet they want 

to tell the teacher what to do 

b. The school has more than one boss, each with a different opinion on how things 

should work which leads to confusion and double work 

c. The administrators are not responsive 

d. For the administrators, what is important is that the teacher works for every 

single penny they are paying 

2. Power of parents/students 

a. The administration always stands by the parents’ side 

b. The administration unfairly treats the teachers for the sake of not losing the 

parents because they want to increase the number of students at school 

c. The administration is by the side of the students, not to lose their enrollment in 

the school, and the students know that, therefore the teacher cannot properly 

control the class 

3. Rules 

a. Unfair and not practical rules 

b. Having to meet twice a week for coordination meetings in the afternoon 

c. Having to teach dance in addition to the main subject taught, knowing that it 

has nothing to do with the skills of the teacher 
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d. Rules unclear and unfixed, they are changed randomly at random occasions 

because there is more than one boss in the school 

e. Lack of authority (to change the curriculum and other) 

I9 1. Rules 

a. Lack of authority  

i. Cannot suggest new ideas as a new teacher, if done, the administration 

stands in the way 

ii. The word of the teacher is broken in front of the students 

iii. Interfere with the teachers to teach the way the administration and the school 

system want, not the way the teacher wants 

b. Unfair rules  

i. Prepare for a dance festival 

i. Shorter summer: have to go 1 month before and 1 month after the academic 

year 

ii. Having to go to school during the days off to teach the kids activities since it 

is a boarding school 

iii. Look too much on small details 

iv. Having to attend workshops that have nothing to do with the teacher 

2. Negative relationship with the administration 

a. The administration is not responsive 

b. Incompetent principal in administrative work and communication style 

c. The administration is not flexible (cold, snow, fog, and yet they are not flexible 

with the schedule) 

d. The administration generalizes: if the teachers answers in a way they do not like 

once, it means she always answers this way 

e. The administration does not treat all the teachers fairly: They understand some 

of the teachers’ lateness while other no based on mood or favoritism, they allow 

some teachers to leave early even though they have a class, while other teachers 

no, the administration is strict with new teachers and flexible with old teachers 

f. Lack of appreciation: the teacher does extra work, the administration takes it as 

an obligatory duty.  

 

I10 1. Power of parents/students 

a. Shared toilets, shared water, not enough desks or couches in teachers’ room 

reflect how much the school cares about the students rather than the teachers 

b. Feeling threatened  due to parents’ power to fire a teacher 

c. Inability to reinforce discipline rules by neither the teacher nor the supervisor 

due to the power of the parents  

d. No sense of authority or control in the way of addressing students in case of 

discipline issues 

2. Rules  

a. Too many duties that are imposed on everyone 

b. Educational system hard to apply in the beginning 

c. Too many exams 

d. Quick pace 

C. Coordination/mentoring 

I1 1. Availability and effectiveness of the coordinator/mentor 

a. Lack of a helpful coordinator: unavailable, no help when asked for it leading to a 

feeling of loss and confusion whether on the right track or not 

b. Improper induction since the teacher could not enter as a teacher assistant and there 

were no workshops for the induction of new teachers even if they have a teaching 

diploma 

2. Evaluation 

a. No evaluation leading to a feeling of loss, uncertainty, and confusion 

b. No appreciation of efforts 
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I2 1. Availability and effectiveness of the coordinator/mentor 

a. Given the advice not to smile in class which led to internal stress 

b. No coordinator to check on the content of the lesson plans which led to problems 

with students and parents and discipline problems 

I6 1. Availability and effectiveness of the coordinator/mentor 

a. Negative communication 

b. Negative interference leading to a feeling of humiliation 

c. No caring: the coordinator cares about herself even though there is emotional and 

academic support 

2. Evaluation 

a. Unfair evaluations 

b. No appreciation: only blame for lateness in pace and mistakes and do not see any of 

the positive points 

 

I8 1. Availability and effectiveness of the coordinator/mentor 

a. Two coordinators, each one has a different opinion 

b. Too much availability: during breaks, early morning they come 

c. Available but not helpful: did not add anything through their experience to improve 

the teaching methods 

d. Ineffective classroom management support 

e. Change all preparations and plans randomly 

f. Very demanding: extra duties (filling questionnaires, social duties, teaching 

methods…) 

g. Ineffective follow up on lesson plans (after the lesson is done, check the plan, say 

im late without looking at the lesson plan)\ 

h. Negative interference: explains in my place (insult, breach in authority, she is less 

competent) 

2. Evaluation 

a. Negative extent of observations: too close because she saw a mistake once 

b. Never satisfied (no appreciation) 

I9 1. Evaluation 

a. Subjective evaluations 

b. Too detailed evaluations leading to stress due to having to focus too much on the 

details rather than on the lesson  

c. Judgmental evaluations 

d. No positive comments (no appreciation) 

I10 1. Availability and effectiveness of the coordinator/mentor 

a. Not understanding what the teacher is passing through in terms of the inability to 

finish preparations for 8 classes properly 

b. Misinterpreting the causes that are not allowing the teacher to be successful and 

ultimately making wrong solutions that were perceived as demeaning to the 

expertise of the teacher 

c. Not enough classroom management support 

2. Evaluation 

a. Showing that classroom evaluations are used to judge the possibility of the teacher 

to pursue the career at the school or not instead of helping the teacher be a better 

teacher while emphasizing the power of parents 

b. Having much higher expectations than was possible to attain even though there was 

a lot of emotional support and asking to just do the minimum 

D. Discipline 

I1 1. Type and number of students: 

a. Due to the type of students: impolite 

b. Lack of reward from students(tired when students do not learn after teaching 

wholeheartedly) 

c. Emotional stress> physical stress 
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2. Discipline rules 

a. Lack of firm and clear discipline rules 

3. Lack of guidance  

a. Lack of guidance in classroom management  

I2 1. Discipline rules 

a. Oral, can be modified randomly 

b. Ineffective implementation because the students are friends and not afraid of the 

principal 

c. Ineffective reinforcement of rules 

2. Poor facilities 

a. Noise 

b. Class size 

c. Playground next to class 

d. No good materials like LCD and TV 

3. Number and type of students 

a. Large number of students in class (>20) 

4. Lack of guidance  

a. No guide to deal with special cases 

b. Lack of guidance in what sensitive topics not to discuss 

5. Inappropriate books 

I6 1. Number and type of students: 

a. Bad students 

b. Large number of students 

2. Discipline rules 

a. Lack of firm and practical discipline rules 

b. No powerful principal 

c. Powerful parents and students 

d. No teacher or administration authority 

3. Workload 

a. Big load of preparation  

b. Having to teach many levels 

c. Having to follow a fast pace 

E. Emotional factors 

I4 a. Sublimation: the students remind the teacher of her own childhood 

b. The courses in the university are interesting and amazing but when it comes to 

practice, the teacher finds out that she does not want teaching as a career 

I9 a. Career choice 

b. Going against what you believe due to the system and lack of authority leads to 

unconscious stress 
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Frequencies of answers of 81 respondents to item 11, 

disregarding the burnout level 

Appendix 8: Charts 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5: Reasons for teacher exhaustion that are mostly chosen by the respondents with high EE 
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Figure 4: Frequencies of answers of 81 respondents to item 11, disregarding the burnout 
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Frequencies of answers of 2 respondents 
with high DP 

 

Figure 6: Reasons for teacher exhaustion that are mostly chosen by the respondents with moderate 

EE 

 

Figure 7: Reasons for teacher exhaustion that are mostly chosen by the respondents with low EE 
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Figure 8: Reasons for teacher exhaustion that are mostly chosen by the respondents with 

high DP 
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Figure 9: Reasons for teacher exhaustion that are mostly chosen by the respondents with moderate 

DP 

 

 

Figure 10: Reasons for teacher exhaustion that are mostly chosen by the respondents with low DP 
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Figure 11: Reasons for teacher exhaustion that are mostly chosen by the respondents with high PA 

 

Figure 12: Reasons for teacher exhaustion that are mostly chosen by the respondents with moderate 

PA

 

Figure 13: Reasons for teacher exhaustion that are mostly chosen by the respondents with low PA 
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Appendix 9: Human research subject protection approval form 

 




