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The Relationship between Burnout and Job Satisfaction in a Sample of Spanish Social Workers



Abstract
Objective: Burnout and its relationship with job satisfaction has been addressed extensively. Research has focused mainly on diverse groups such as health care workers, teachers, and (more recently) social workers. This study aims to examine the relationships between the dimensions of burnout and job satisfaction among social workers. Method: A sample of 947 Spanish social workers was collected. We used a structural equation model using the PLS-SEM approach. A series of hypotheses were formulated to analyse the relationship between burnout dimensions and job satisfaction. Results: Emotional exhaustion is associated with high levels of depersonalisation and low levels of personal accomplishment. Different personal and work-related characteristics are significantly associated with various dimensions of burnout and job satisfaction. Conclusions: This study confirms a statistically significant relationship between burnout dimensions and job satisfaction.
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Introduction
Background
Burnout has been a widespread concern for several people-oriented professions, including healthcare, education and social services, with social workers being one of the main at-risk professionals (Maslach and Leiter, 2016). However, interest in the study of burnout in these professions, including social work, is relatively recent (Lim et al., 2010; Campbell et al., 2013).
	In Spain, burnout among social workers has scarcely been studied, given that it was not until the 1980s that social work started to grow as a profession and academic discipline. This growth coincided with democratic socio-political changes, strongly reinforcing the development of healthcare professions (Hombrados-Mendieta and Cosano-Rivas, 2011).
Maslach and Jackson (1986) defined burnout as a prolonged response to chronic stressors in the workplace, whose key dimensions are emotional exhaustion (EE), depersonalisation (DP), and lack of personal achievement (PA). Some studies have evidenced the existence of high levels of burnout among social workers. Facal (2012) studied the prevalence of burnout in a sample of 15 social workers from community social services, concluding that 66.7% showed high degrees of burnout. Fuente-Roldán and Sánchez-Moreno (2012) analysed burnout in a sample of 100 social workers and founded that 25.3% of them suffered from burnout. Caravaca et al. (2018) conducted a study on 59 social workers who worked in prisons in Spain, and detected a high degree of burnout. 
Other studies have found that the levels of burnout among social workers was not high. For example, Lazaro’s (2006) study with 402 Spanish social workers reported that social workers did not suffer high incidence of burnout. In another study based on a survey of 236 social workers, Cuesta (2007) detected that social workers do not suffer a high incidence of burnout. In the research carried out by Aragón (2006) with 1,161 professionals from different areas of Social Services, the percentage of professionals who suffered from burnout was lower than the percentages among other professionals not working in social services areas.
Lázaro (2004) argued that growing bureaucratisation, a lack of resources, role ambiguity, and intense contact with the clients may have contributed to burnout among Spanish social workers, making it an important topic for scientific investigation.
Following the definition given by Maslach and Jackson (1986), most models of burnout make explicit the causal theorising that has always been implicit in burnout research: certain factors (both situational and individual) cause people to experience burnout, and once burnout occurs, it causes certain outcomes (both situational and individual). Leiter and Maslach (2005) identified six organisational risk factors in many occupations.  These factors are workload responsibilities, control, reward, community relationships within the organisation, fairness, and values in contrast to the organisational values. When a worker experiences an imbalance in one or more of these aspects, they are at risk of job burnout (Schaufeli et al., 2009). In terms of outcomes, burnout has frequently been associated with various forms of negative reactions and job withdrawal, including job dissatisfaction, low organisational commitment, absenteeism, intention to leave the job, and turnover (Maslach and Leiter, 2016).
	With regard to the aforementioned dimensions of burnout, Taris et al. (2005) proposed a mixed sequential and parallel development model. This model indicates that high levels of EE lead to high levels of DP, which in turn lead to low PA levels. At the same time, EE has a direct effect on the reduction of PA levels. These suggest that EE arises from work stressors, that is, from being continually challenged by high work demands (i.e. work pressure and high emotional demands). Subsequently, employees can develop a DP attitude towards work as a coping strategy to distance themselves from stress (Taris et al., 2005). 

Objectives and hypothesis formulation
This study has two aims: (a) to analyse the relationships between the dimensions of burnout (EE, DP, and PA) linked to the theoretical model proposed by Taris et al. (2005), and (b) to analyse the relationships between the dimensions of burnout (EE, DP, and PA) and job satisfaction.
Based on the studies reviewed in the previous subsection, we propose the following hypothesis:
Hypothesis 1. There is a significant and positive relationship between EE and DP. The model assumes that persistent DP may lead to a reduction in PA. 
	By emphasising the role of DP as an unsuitable coping strategy, Taris et al. (2005) predicted the feedback effects of DP on the other two Maslach Burnout Inventory (MBI) dimensions (i.e. EE and PA) to be such that EE increases and PA decreases, contingent on an earlier DP. DP has often been a coping strategy to reduce the sensation of burnout (Golembiewski et al., 1986; Taris et al., 2005; Jenaro et al., 2007). This conceptualisation is based on the Conservation of Resources theory (COR) (Hobfoll, 1989), which states that DP is not just a behavioural manifestation of burnout, but it also involves a strategy to control the losses and is utilised to avoid a further reduction in limited resources. COR predicts that, for a short time, this behavioural strategy can improve an employee’s ability to maintain an adequate performance level in stressful situations. In the long term, however, DP is expected to reduce access to social support. Consequently, depersonalised employees will become increasingly isolated, leading to a further decrease in resources for PA. Thus, we propose the following hypothesis:
Hypothesis 2. There is a significant and negative relationship between DP and PA.
	Finally, the model also contains a separate distinct effect of EE on the reduction of PA. Thus, we propose the following hypothesis:
Hypothesis 3. There is a significant and negative relationship between EE and feelings of PA.
	Job satisfaction (JS) acquires special relevance in the field of work and organisational psychology (Dormann and Zapf, 2001) due to its impact on both the individual and the organisation (Nagar, 2012). Hence, JS acts as an indicator of the individual’s well-being with regard to their work according to Spector (1997), who considers that job satisfaction can be understood as global feelings towards work and attitudes related to various aspects of work.
Furthermore, a systematic review by Saunders (2019) pointed out that JS is linked to several variables such as working hours, stress, and management support. Additionally, job dissatisfaction is associated with a greater intention to quit the job. Job satisfaction has been related to factors such as the following: salary (Lee and Lin, 2014); a persons’ emotions (Jepsen and Hung-Bin, 2003); relationships with co-workers (Asif et al., 2013), superiors, or bosses (Hon and Lu, 2010); a person’s liking for the activities; task autonomy; and commitment to their work (Nahar et al., 2013).
	Regarding burnout and job satisfaction, numerous studies have concluded that the association between the two variables is negative. That is, as burnout sentiments show themselves more clearly, satisfaction in the workplace decreases (Figueiredo-Ferraz et al., 2012; Kim and Back, 2012). Although both burnout and job satisfaction show a high correlation, Spector (1997) observed that both variables are conceptually different, given that job satisfaction is an attitudinal response and burnout is more of an emotional response to a job.
	As for the dimensions of the burnout, the results indicate that job satisfaction is negatively associated with EE and DP; unlike PA whose association with job satisfaction is positive (Penn et al., 1988; Griffin et al., 2010; Rouleau et al., 2012). Several investigations have shown intense divergence, in that some studies have found a strong correlation between EE and JS (Schermuly et al., 2011), while others have considered PA to be a better indicator of JS (Shepherd et al., 2011). According to Alarcon (2011), EE and DP affect levels of JS, which is in contrast to the results of Rutherford et al.’s study (2011), which demonstrated that DP does not influence levels of JS.
	Nevertheless, the dimensions of burnout have been shown to be predictors of job satisfaction (Lee et al., 2011). With respect to this point of view, Fogarty et al. (2000) justified this statement based on theoretical elements. First, burnout stems from a process by which the individual assesses labour demands along with their own resources. This assessment has an impact on the psychology and well-being of employees. Second, both constructs arise as a result of emotional responses, and for this reason, we propose the following hypotheses:
[bookmark: _Hlk37055351]Hypothesis 4. A significant negative relationship is expected between EE and job satisfaction.
Hypothesis 5. A significant negative relationship is expected between DP and job satisfaction.
Hypothesis 6. A significant positive relationship is expected between PA and job satisfaction.
	Based on the relationships, Figure 1 shows the set of relationships proposed, which are based on the formulation of hypotheses.
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Figure 1. Hypothesized causal model.

Materials and Methods
Participant Recruitment and Ethical Statement 
The study was based on a cross-sectional research design. Initially, all information about the purpose of the research, as well as all questions and instructions for answering the questionnaires, were sent to the General Council of Social Work of Spain. After this, the General Council oversaw the inclusion of the questions on the platform of the organisation’s website, and the questionnaire was sent to all the professionally qualified social workers via email. In this email, their collaboration was requested, and the procedure for accessing a self-administered survey via the Internet (https://es.surveymonkey.com/) was described. In the documentation provided to each respondent, their consent to participate in the study was requested, and the confidentiality of the data was guaranteed. In order to resolve any possible doubts that might have arisen regarding both the purposes of the research and the use of the results or the completion of the instrument, a telephone number was attached whereby consultations could be made with members of the research team, should they be necessary.
The study was carried out with the approval of the Ethics and Research Commission of the General Council of Social Work of Spain.

[bookmark: _Hlk5618015]Measurement Instruments
Burnout was evaluated with the Maslach Burnout Inventory (Maslach & Jackson, 1986), adapted for Spanish samples (Gil-Monte and Peiró, 1999). This instrument is composed of 22 items and consists of three subscales intended to measure the symptoms of burnout: EE (nine items, e.g. Due to my work, I feel emotionally exhausted), DP (five items, e.g. I think I treat some clients as if they were objects) and PA (eight items, e.g. I feel like I am positively influencing the lives of others through my work). The participants rated each item on the survey, using a 7-point scale to indicate how frequently they experienced the situation described in the item during the past year, ranging from 0 (“Never”) to 6 (“Always”). Low scores on PA at work and high scores on EE and DP correspond to high levels of burnout. The internal reliability analyses, calculating the value of Cronbach’s alpha, presented high values on the scales of EE (α = 0.89) and PA (α = 0.75) and lower values on the scale of DP (α = 0.70). 
Job satisfaction, which is considered a positive and pleasant attitudinal response resulting from the subjective perception of work experiences, was evaluated with the Job Satisfaction Survey (Spector, 1997). In this case, a version translated into Spanish by Marion-Landais (1993) was used. This survey’s scale is composed of 36 items measuring nine dimensions of job satisfaction: pay (e.g. I feel I am being paid a fair amount for the work I do) , advancements and promotions (e.g. There is really too little chance for promotion on my job), supervision (e.g. My supervisor is quite competent in doing his/her job), fringe benefits (e.g. I am not satisfied with the benefits I receive), contingent rewards (e.g. When I do a good job, I receive the recognition for it that I should receive), working conditions (e.g. Many of our rules and procedures make doing a good job difficult), relationships with co-workers (e.g. I like the people I work with), nature of work (e.g. I sometimes feel my job is meaningless), and communication (e.g. Communications seem good within this organisation). Each dimension is composed of four items measured on a 6-point Likert scale (1 – disagree very much; 6 – agree very much) reflecting the degree of agreement or disagreement on the part of the participants in relation to the formulated expressions. Cronbach's alpha coefficient (α) in our study was α = 0.90 for the total test.
Finally, several control variables were included that could affect the relationship between burnout dimensions and job satisfaction. Variables related to the personal characteristics of social workers were (a) gender (0 = man, 1 = woman), (b) age (years), (c) type of cohabitation (0 = without a regular partner, 1 = with a regular partner), (d) having children in the home (0 = with children, 1 = without children), and (e) suffering from a chronic illness (0 = no, 1 = yes).
Work-related variables were (f) work setting (0 = private, 1 = public), (g) sector of the population served (0 = specialised social services, 1 = community social services), and (h) work experience (0 = <15, 1 = >15).



Data Analysis
The data were analysed with IBM SPSS version 20 (IBM Corp., 2011) and SmartPLS version 3.2.8 (Ringle et al., 2015). A descriptive analysis of the sample was also run in SPSS. To validate and contrast the proposed hypotheses, a structural equations model was proposed. We used the Partial Least Squares Structural Equation Modelling  (PLS-SEM) approach because it is a commonly accepted method to estimate structural equation models (Hair et al., 2013). PLS-SEM is a second-generation multivariate data analysis method that is often used in social science research because it can test theoretically supported linear and additive causal models. This analysis was run in SmartPLS (Ringle et al. 2015).
The parameters of the measurement and the structural model were estimated in a single step. Despite this, the recommendations established by Chin (2010) and Hair et al. (2013) were followed to present the results, first evaluating the measurement model and then evaluating the statistical significance of the parameters. This process thus ensures the validity and reliability of the measurements.

Results
Descriptive Statistics
The participants were 947 social workers (90.1% women) with an average age of 39.4 years (SD = 8.9, range = 21-63). The average age of the women was 39.5 years (SD = 8.8) and that of the men was 39.3 (SD = 8.9). Most of the professionals were married or lived with a partner (69.8%, n = 661), and 51.6% (n = 489) did not have children. Approximately one-third of those surveyed (32.0%, n = 303) had been in their current position for less than 5 years, 42.9% (n = 406) from 5‒15 years, and 25.1% (n = 238) for more than 15 years. Of the total number of participants, 613 (64.7%) worked in the public sector and 293 (35.3%) in the private sector. Six hundred and one participants (63.5%) worked in specialised social services (mental health, the elderly, education, children, and families), whereas 346 (36.5%) were engaged in community social services, which are considered the gateway to the social protection system. 
The results obtained indicate that the study sample was similar to the general population of social workers in Spain in terms of gender, age, and professional experience, according to reports by Urien-Angulo et al. (2019). All participants gave their informed consent.

Measurement Model Evaluation
The following procedures were carried out to validate the measurement model: (a) a calculation of the individual reliability of the item using the factorial load in the case of reflective constructs (EE, DP, PA, and JS), and (b) an examination of the validity of the construct.
Several tests were carried out to determine whether the questionnaire was sufficiently dependable. The first test focused on determining whether to accept an item as part of a reflective construct. For this purpose, the items had to have factorial load (λ) or simple correlations equal to or greater than 0.707 (Carmines and Zeller, 1979). However, some authors have claimed that this rule (λ ≥ 0.707) should not be as rigid in the initial stages of scale development (Hair et al., 2013) and have suggested that items with loads between 0.4 and 0.7 could be removed from a scale if their suppression leads to an increase in the average variance extracted (AVE) or the Composite Reliability index (pc) is above the suggested threshold values (AVE = 0.5; pc = 0.7). Hence, three items (MBI_04, MBI_07, and MBI_15) were eliminated due to very weak loads (≤ 0.4). Loads for 16 items ranged from 0.552 to 0.687, while the remaining item loads were above 0.7. The rest of the items were maintained for this study, given their contribution to the content validity (AVE = 0.5; pc = 0.7). Table 1 shows the results.

Table 1. Structural model measurement tool: convergent reliability and validity.
[image: Imagen que contiene Diagrama
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The second test assessed the reliability of the construct through two measures of internal consistency: Cronbach’s Alpha (α) and the Composite Reliability index (pc). The interpretation of both values was similar, using the proposal of Hair et al. (2013), suggesting 0.7 as a reference point for both α and pc. The results of Table 1 show that all constructs were dependable and had satisfactory internal consistency.
The convergent validity test also helped to determine the reliability of a partial least squares (PLS) instrument, calculated through the average variance extracted (AVE). As can be seen in Table 1, the AVE coefficient for reflective constructs was greater than 0.5. According to these suggestions, all AVE measures were valid.
Finally, it is necessary to assess the discriminant validity. For this purpose, Fornell and Larcker’s (1981) method was used, which is based on the idea that a construct should share more variance with its items than with other constructs in each model. In this sense, Table 2 shows that the square root of the AVE was greater than the correlation between the variables. This means that all constructs were more related to their items than to those of other constructs.


Table 2. Measuring instrument: discriminant validity.
	 
	DP
	EE
	JS
	PA

	DP
	.795
	
	
	

	EE
	.535
	.771
	
	

	JS
	-.346
	-.559
	.657
	

	PA
	.320
	.353
	-.272
	.720

	Note: DP, depersonalization; EE, emotional exhaustion; JS, job satisfaction; PA personal accomplishment. 
Diagonal: square root of the average variance extracted (AVE).





Structural Model Evaluation
Once the reliability and validity of the constructs had been verified, an analysis of the relationship between the constructs and the predictive capacity of the endogenous variables was carried out. Therefore, we assessed the weight and nature of the relationships (hypothesis) between the different variables. This assessment involved the use of two basic indicators: the explained variance (R2), which indicates the predictive power of the model, and the standardised path coefficients (β), which indicate the strength of the relationships between dependent and independent variables (Johnson et al., 2006).
Regarding the predictive capacity of the model, the R2 of the dependent variables must be equal to or greater than .1 since lower values provide little information (Falk and Miller, 1992). Chin (1998) established the following reference values: from .67 is “substantial”, from .33 is “moderate”, and from .19 is “weak”. The values of R2 obtained in this model showed a scarce predictive power for the variables EE and PA (R2 = .029 and .148, respectively), and a moderate valuation for the variables DP and JS (R2 = .335 and .333, respectively). Table 3 shows these results.

Table 3. Summary of variance explained (R2). Stone-Geisser test (Q2).
	Construct
	R2
	Q2

	EE
	.029
	.016

	DP
	.335
	.179

	PA
	.148
	.148

	JS
	.333
	.320


Note: DP, depersonalization; EE, emotional exhaustion; JS, job satisfaction; PA personal accomplishment. 


To establish how exogenous variables in dependent constructs contribute to the variance explained, the values obtained in the path coefficients were used (β). According to Chin (1998), these values must reach at least .2 to be considered significant. It should be noted that the non-parametric bootstrap technique was used with a resampling procedure with replacement, considering 947 cases with 5,000 samples, as recommended by Hair et al. (2013). Commonly used critical values for two-tailed tests are 1.65 (significance level = 10%), 1.96 (significance level = 5%), and 2.57 (significance level = 1%). As shown in Table 4, only hypothesis H5 was not significant.

Table 4. Structural model results.
	Hypothesis
	Suggested effect
	Path coefficients
	t-value (bootstrap)
	pValue
	Support

	H1: +EE  →  +DP
	+
	.518***
	20.343
	.000
	Yes

	H2: +DP  →  -PA
	-
	-.184***
	5.259
	.000
	Yes

	H3: +EE  →  -PA
	-
	-.255***
	6.908
	.000
	Yes

	H4: +EE  →  -JS
	-
	-.519***
	20.753
	.000
	Yes

	H5: +DP  →  -JS
	-
	  -.04ns
	1.282
	.200
	No

	H6: +PA  → +JS
	+
	.076***
	2.675
	.008
	Yes

	
	
	
	
	
	

	Control variables
	
	Path coefficients
	t-value (bootstrap)
	pValue
	Support

	Gender → DP
	
	-.084***
	2.884
	.004
	Yes

	Age → DP
	
	-.181***
	6.553
	.000
	Yes

	Work sector → DP
	
	.089***
	2.900
	.004
	Yes

	Chronic illness → EE
	
	.119***
	3.599
	.000
	Yes

	Group_leaders  → JS
	
	.082***
	3.041
	.002
	Yes

	Sector_population → DP
	
	.102***
	3.329
	.001
	Yes

	Sector_population → EE
	
	.124***
	3.809
	.000
	Yes

	Sector_population → JS
	
	-.072***
	2.782
	.005
	Yes


Notes: EE, emotional exhaustion; DP, depersonalization; PA personal accomplishment; JS, job satisfaction


When examining the relationships between the three dimensions of burnout, we observed that the relationship between EE and DP among social workers was positive and significant (βEE→DP = .518; t = 20.343; p < .01), which supports hypothesis H1. A negative and significant relationship was observed between DP and PA (βDP→PA = -.184; t = 5.259; p < .01), which supports hypothesis H2. Likewise, there was a negative and significant relationship (βEE→PA = -.255; t = 6.908; p < .01) between EE and PA in the social workers sample, which supports hypothesis H3. 
The following set of hypotheses examined the relationship between the three dimensions of burnout and job satisfaction among social workers. EE had a negative and significant relationship with JS (βEE→JS = -.519; t = 20.753; p < .01), thus confirming hypothesis H4. Therefore, social workers experiencing higher levels of EE will have lower levels of JS. DP did not present a significant relationship with JS, so hypothesis H5 was not supported (βDP→JS = -.040; t = 1.282; p > .05). Finally, PA presented a positive and significant relationship with JS, thereby supporting hypothesis H6 (βPA→JS = .076; t = 2.675; p < .01). In this case, the magnitude was very small.
In the case of control variables, there appear to have been some significant associations with EE, DP, and JS. Female social workers showed significantly lower levels of DP (βGENDER→DP = -.084; t = 2.884; p < .01) than men. Older age was significantly associated with lower levels of DP (βAGE→DP = -.181; t = 6.553; p < .01). The development of activity in the public sector obtained a significantly higher score in DP (βWORK_SECTOR → DP = .089; t = 2.900; p < .01) than the activity of practitioners who worked in the private sector. Social workers having a chronic disease had a significant and positive association with DP (βCHRONIC_ILLNESS → DP = .119; t = 3.599; p < .01). Social work team leaders showed significantly higher levels of JS (βGROUP_LEADERS→ JS = .082; t = 3.041; p < .01) than those without this type of responsibility. Work in community social services (as opposed to that in specialised social services) was significantly associated with greater DP (βSECTOR_POPULATION→ DP = .102; t = 3.329; p < .01), greater EE (βSECTOR_POPULATION→ EE = .124; t = 3.809; p < 0.01), and lower JS (βSECTOR_POPULATION→ JS = -.072; t = 2.782; p < .01).
To measure the predictive power of model-dependent constructs, the Stone-Geisser procedure or Q2 parameter (cross-validated redundancy) was used. This test was run using the blindfolding technique. Parameter Q2 must be greater than zero to have predictive validity (Chin, 1998) since values above zero determine that the predictability of the model is relevant (Sellin, 1995). As Table 3 shows, all Q2 values met this condition. Therefore, the predictive relevance of the model in relation to endogenous latent variables was supported.
Finally, we calculated the standardised residual value of the mean square root (SRMR), which is the average difference between the predicted and observed correlations (variances and covariances) based on the standard error of the residual. Therefore, it can be considered as a measure of goodness-of-fit of the model for PLS-SEM (Henseler et al., 2014). According to Hu and Bentler (1999), values lower than .08 are generally considered a good fit. The SRMR value obtained from this model was .057, which indicates an adequate level of fit. Figure 2 illustrates the results.
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Discussion
As stated in the introduction, this research had a twofold objective: (a) to analyse the relationships between the dimensions of burnout from the theoretical model proposed by Taris et al. (2005), and (b) to analyse the relationships between the dimensions of burnout and job satisfaction. These objectives have been achieved using a sample of 947 Spanish social workers. The PLS-SEM technique has allowed us to test the validity and reliability of the instrument as well as the predictive power and relations in the structural model.
	In line with the hypotheses developed about the relationships between burnout dimensions, our findings support the idea that high levels of EE among social workers are associated with high levels of DP. DP was associated with low levels of PA, and EE had direct effects on feelings of PA in the sample of social workers. These findings are consistent with the model of Taris et al. (2005), as DP and a reduction in PA develop simultaneously from EE. Previous literature has also supported some of the relationships between the dimensions of burnout found in this research. For instance, several studies found EE levels to be positively associated with DP and negatively associated with PA, and DP to be negatively associated with PA among social workers (Hussein et al., 2014; Lizano and Mor Barak, 2015; Hussein, 2018). Houkes et al. (2011) found evidence of a strong influence of EE on DP and of DP on PA in a study of 212 Dutch medical doctors. 
	The structural equation model adopted in this study demonstrated a series of relationships (raised as hypotheses) between the dimensions of burnout and job satisfaction among social work practitioners. The findings show that EE had a significant and negative relationship with job satisfaction. Numerous studies of social workers support the idea that workers with high EE levels typically have low JS scores. This negative relationship has been supported by several authors (Bhana and Haffejee, 1996; Hombrados-Mendieta and Cosano-Rivas, 2011; Lizano and Mor Barak, 2015; Soto-Rosales and González-Losada, 2018). However, some studies have not found the expected relationship between EE and job satisfaction in samples of child protection workers and social workers. Stalker et al. (2007) showed that Canadian child social workers scored high on overall JS despite having high scores on a measure of EE, indicating that these two elements can co-exist together. Hence, social workers who experience a sense of EE in relation to their work and the working relationships established within the organisation may have reduced levels of satisfaction.
	DP had a very small negative relationship with job satisfaction, although it was not statistically significant. Lizano and Mor Barak (2015), using a sample of public child welfare social workers from the United States, found that DP did not predict JS. A possible explanation for the null relationship found is that EE is more likely to influence wellbeing outcomes given the fact that workload may influence wellness. Conversely, DP is a manifestation of an interpersonal dimension of burnout and may not directly impact affective wellbeing (Lizano and Mor Barak, 2015).
PA was significantly and positively associated with job satisfaction, although its magnitude was very small. This relationship is also supported in studies such as that of Bhana and Haffejee (1996) who used a  sample of child welfare social workers in South Africa. Similarly, Caravaca et al. (2018) found that the PA dimension was statistically associated with the overall satisfaction of social workers who work in Spanish prisons.
The control variables used evidenced some significant associations with the constructs of the proposed model. In this sense, DP seemed to be lower among female social workers and those of more advanced age and with more experience. The analysis also indicated that working in the public sector and working in community social services increased the scores of DP in the sample of social workers, and that team leaders showed higher levels of job satisfaction.
The results obtained in this research provide additional relevant information to the current body of literature on burnout among social workers. The results have highlighted the importance of EE among social workers as a significant consideration to address with respect to the optimal development and management of social work organisations. The existence of burnout in social service organisations causes negative feelings among social workers that, in the end, have a negative impact on job satisfaction. 

Limitations and Future Research
The findings of this study should be interpreted with caution due to various empirical design considerations. First, the cross-sectional design limits the interpretation of causal relationships between variables and suggests that future research should be approached with longitudinal designs to determine possible causal relationships between different variables among social workers.
	Secondly, due to the voluntary nature of the survey and the fact that the sample consisted of individuals who self-selected to participate, the findings are not necessarily generalisable to all Spanish social workers. Thirdly, the elimination of elements of the MBI due to a lower weighting is problematic and affects the comparability of the results with other studies that used a non-modified version of the MBI. Fourth, several subscales met the inclusion criteria but had factor loads or coefficients that were lower than recommended.
	Finally, the self-administered questionnaire suggests that the existence of biases is possible. Sekaran and Bougie (2009) pointed out that there is a tendency for participants to respond to research instrument questions based on what is considered most favourable in terms of current social norms and standards, regardless of their true feelings. One option to reduce this problem in future research would be to collect data from multiple sources.

Implications
The results of this study have important practical implications. Our findings support the model proposed by Taris et al. (2005) in which EE develops first. Then DP followed by a reduction in PA. Thus, burnout prevention measures should focus on specific organisational and situational determinants that have been shown to influence EE (Diestel and Schmidt, 2010). Managers should be aware of the factors that predict burnout and identify employees at an early stage of the process to minimise burnout (Alarcon, 2011). Managers should consider two types of interventions: individual and organisational. Regarding individual interventions, they should focus on increasing the worker’s personal resources (e.g., implementing strategies to actively address problems, having family friendly policies, facilitating self-care, or training in self-confidence). On the other hand, organisational interventions should focus on reducing the stressful elements of work (e.g. work overload or emotional demands) or on increasing labour resources (e.g. job autonomy, support from supervisors, teams and colleagues, on-going professional development opportunities, or social support).



Conclusion
This study supports the integrative model of Taris et al. (2005) in which higher levels of EE lead to higher levels of DP among social workers. In addition, higher levels of DP are associated with lower levels of PA. This study has shown a relationship between burnout and the components of EE, PA, and JS in a sample of social workers. Social workers’ personal and work characteristics such as gender, age, chronic illness, work setting, sector of the population served, and having responsibility over work teams are significantly associated with EE, DP, and job satisfaction.
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