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Impacts of Optimism and Job Characteristics
on Job Burnout among the Millennial

Generation: Evidence from a Survey of
Community Service Workers in Shaanxi, China

Xiaorong JIANG1, Hui YANG2

Abstract

Currently, the Millennial Generation has become the backbone of the employee
population in China. However, changes in society and culture, as well as the
unique social values and personality traits of the Millennial Generation, have
caused job burnout in the workplace. Since the problem of job burnout in the
Millennial Generation has become increasingly prominent, there has been ex-
tensive attention from academia and industries. In this study, the hierarchical
regression and dominance analysis on the survey data from a questionnaire for
community service workers in Shaanxi Province of China in 2015 were conducted
to explore the influence mechanism of optimism and job characteristics on job
burnout in the Millennial Generation. Results show that optimism and job cha-
racteristics affect the degree of job burnout of individuals of the Millennial
Generation. Trait optimism and leadership support have significant negative
impacts on job burnout, while work overload has a significantly positive impact
on job burnout among the individuals of the Millennial Generation; role am-
biguity, co-worker support, and job autonomy have significant influence on
emotional exhaustion, depersonalization, and diminished personal accomplish-
ment of job burnout among the individuals of the Millennial Generation. In
addition, predictive capacity of job characteristics on job burnout varies among
individuals of the Millennial Generation. The conclusions provide important
references for improving the mental health management of individuals, the coun-
seling of group psychological problems, and organizational performance.

Keywords: individuals of the Millennial Generation, job burnout, optimism,
job characteristics, community service.
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Introduction

Since the implementation of the Reform and Opening up policy, China has
made remarkable economic achievements. On the one hand, the rapid development
of the economy and technology brings material prosperity, comfort, and con-
venience; on the other hand, these rapid changes also bring uncertainty and direct
pressure for individuals. In addition, rapid changes of the environment increase
the amount and intensity of requirements for enterprises and organizations. Com-
patibility between the management features of enterprises and organizations and
the psychological characteristics of individuals, as well as individuals’ proper
handling of good work-life balance under the rapid development of the society,
highlights the indirect pressure of individuals due to environmental changes.
Prolonged accumulation of pressure in a large quantity evolves into job burnout.
According to the Chinese Job Burnout Index Survey in 2014, 70% of respondents
had mild job burnout, and 13% of respondents had severe job burnout (i.e., one
out of eight respondents showed severe job burnout (Chinese Job burnout Index
Survey, 2014). Hence, the current condition of job burnout of the Chinese em-
ployee population is not optimistic.

Among the employee population in China, the Millennial Generation is a
special group who grew up in the era of economic boom and has become the
backbone of China’s employee population. The Millennial Generation has diffe-
rent social values and personality traits from the previous generation. Due to the
great differences in management between generations, many unprecedented mana-
gement problems and conflicts have emerged. In addition to the dual pressures of
work and life faced by specific age groups, the job burnout is particularly pro-
minent in the Millennial Generation. Especially in recent years, many young
employees from FOXCONN have committed suicide, jumping from high-rise
buildings in Shenzhen, Zhengzhou, and Kunshan, China. Job burnout of the
Millennial Generation has aroused academic and public concerns. Existing reports
of the Millennial Generation are limited to the differences in intergenerational
values (You, Sun & Lei, 2013) and the correlation between the individuals’ values
and personality traits and their dedication to their work and performance (Hou, Li
& Tu, 2014; Zhang, David & Li, 2013; Pan, 2012; Ma, Huang & Zhu, 2014).
Rarely is there an empirical study of the job burnout of the Millennial Generation
and its influencing factors.

On the other hand, job burnout is a more severe stress derived from prolonged
accumulation of pressure. Existing reports in job burnout are based on the survey
data from Western populations to reveal job burnout based on certain personality
traits of individuals or to investigate different influencing factors and possible
outcomes of job burnout regarding the characteristics of the job or the workplace.
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Bakker, Demerouti & Sanz-Vergel (2014) indicated that job burnout would trigger
a series of health problems. Since job burnout is related to psychological aspects
of individuals, which are greatly affected by cultural traditions of society and the
ethnic personalities of the individuals, it is unclear if the findings of job burnout
in Western populations can reflect the situation of the individuals of the Millennial
Generation in China. Hence, further verification is necessary. Existing Chinese
literatures are mostly follow-ups and validation studies that are based on the job
burnout of a particular industry. For example, Sun & Guo (2011) studied the
effect of job position characteristics and related factors on job burnout of coun-
selors. Li & Zhou (2013) studied the correlations of psychological capital with
emotional labor strategies and job burnout. Cao, Peng & Liang (2013) also
conducted a follow-up and forecasting research on job engagement and job burn-
out. However, perspective studies of the effects of optimism and job characteristics
on job burnout have been rarely reported. In fact, research on positive orga-
nizational behavior indicated that optimism has a significant and positive impact
on work-related outcomes and a significant impact on individuals who are facing
role stress. To study the job burnout from the angle of optimism, many aspects
that have been ignored in the existing reports can be included. The concept of job
characteristics plays an important role in management and social psychology
research, which includes job burnout. Appropriate and reasonable job charac-
teristics can effectively eliminate the job burnout of the Millennial Generation to
a certain extent and have a positive impact on occupational health among the
Millennial Generation (Warr, 1987).

Based on the above literature, this study uses the survey data of community
service workers in Shaanxi, China, to conduct empirical analysis to reveal the
relationships between optimism and job characteristics and job burnout. Relevant
conclusions of this study can help in understanding the roles of individuals of the
Millennial Generation regarding the development of community service and
provide a reference on how endogenous strength changed the present situation of
community service in China.

The remainder of this paper is organized as follows. Section 2 describes the
literature review and research hypothesis. Section 3 introduces data, variables,
and methods. Section 4 explores the relationship between optimism, job cha-
racteristics, and job burnout of the Millennial Generation using hierarchical
regression analysis and dominance analysis.Section 5 mainly discusses the re-
sults. And conclusions are summarized in section 6.

REALITIES IN A KALEIDOSCOPE
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Literature Review and Research Hypothesis

The Millennial Generation and Job burnout

China’s labor market has made significant changes since the turn of 21st
century, and the Millennial Generation has become the backbone of the employee
population in China. In this study, the Millennial Generation refers to individuals
who were born in the 1980s (Li, 2015). Compared to the employees of the previous
generation, the Millennial Generation has distinct characteristics. They have lived
through the unique one-child policy, resulting in being the favorite child of their
families. The Millennial Generation was born and raised in the time since the
reform and opening-up policy, when China experienced an economic boom and
rapid development. This Millennial Generation also experienced great conflicts
and integration of Eastern and Western cultures due to economic globalization
and rapid development of internet technology (Tapscott, 1998). In addition, the
Millennial Generation has high educational backgrounds that coincide with the
reformation of higher education in China (Lyons, 2004). Employees of the Mille-
nnial Generation, having grown up in such an environment, have unique social
values and distinctive personality traits, focusing on work-life balance, life quality,
and enjoyment of life. This generation has a strong sense of innovation but low
job satisfaction and employee loyalty (Shri, 2011; Meister & Willyerd, 2010). It
also has a strong desire of short-term returns but a lack of patience and dislikes
following rules and regulations at work (Twenge, Campbell, Hoffman & Lance,
2010). The Millennial Generation has computer and technical expertise but, there
is a lack of communication and listening skills (Wey Smola & Sutton, 2002).
Currently, the administrators of organizations and enterprises are usually part of
the population born before the implementation of the reform and opening-up
policy. The great differences between management and the Millennial Generation
have led to unprecedented management problems and conflicts (Shri, 2011), such
as frequent job-hopping and deviant behaviors at work (Ilies, Johnson, Judge &
Keeney, 2011). On the other hand, due to the traditional culture of China, each
individual of the Millennial Generation will have to earn a living for his or her
parents, parents-in-law, and one to two children as dependents, after getting
married. In addition, in order to response to the environmental changes, orga-
nizations and enterprises constantly place higher requirements to the Millennial
Generation. Moreover, rapid development of economic and technological de-
velopment brought uncertainty to the career and financial statuses of the Mille-
nnial Generation, forcing them to learn new skills continuously. Hence, the
Millennial Generation is subjected to a greater degree of job burnout compared to
other generations. Results of our survey also validated the previous findings as
described above.
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The term Ź „job burnout” first appeared in the field of psychology. U.S.
Clinical psychologist, Freudenberger (1974), observed that people who engaged
in medical practice have continued depletion of energy and enthusiasm, becoming
less caring about others's feelings and details of work. This phenomenon is known
as burnout. After the proposal of this concept, it immediately aroused attention
from academia and the public, and it was widely extended to fields such as
sociology and management. After many years of research, Maslach (2001) ulti-
mately defined job burnout as the inability to effectively and positively deal with
different pressures at work. Individuals of the Millennial Generation are pre-
occupied with emotions and interpersonal relations at work, thereby resulting in
a chronic accumulation of psychological reactions. Maslach classified job burnout
into three dimensions, including emotional exhaustion, depersonalization, and
diminished personal accomplishment. Emotion exhaustion is the core feature of
job burnout that mainly exhibits as physical and mental exhaustion. Deper-
sonalization can only be perceived by others through specific behaviors, including
the repelling of work and refusing to work or communicate at work. diminished
personal accomplishment refers to the individuals who cannot be satisfied and
feel achievement in their careers. The classification of these three dimensions of
job burnout has been widely accepted by many researchers.

According to social cycle theory, and from a medical point of view, job burnout
is a negative emotional state caused by cyclical pressure. Individuals with job
burnout have a series of physical and mental health problems. Peterson et al.
(2008) showed that an individual is vulnerable to exhaustion, irritability, depre-
ssion, neck pain, memory loss, and decreased sleep quality in the early stage of
job burnout. Ahola (2007) believed that job burnout is a risk factor for inducing
cardiovascular disease. Some scholars indicated a correlation between job burnout
and depression. Once an individual experiences a high degree of job burnout, he
or she will experience psychological difficulties (Hakanen & Schaufeli, 2012;
Ahola, Hakanen, Perhoniemi & Mutanen, 2014).

Scholars broadly define the antecedents of job burnout into four categories:
individual characteristics, job characteristics, professional characteristics, and
organizational features. For example, Hall & Savery (1987) showed a significant
correlation between lacking job autonomy and feeling pressure at work in some
individuals. Hillhouse, Adler & Walters (2000) demonstrated that job burnout
was positively related to emotional disorders and poor health. Swider & Zi-
mmerman (2010) used element analysis for identifying the multiple correlations
between the three dimensions of job burnout. They also showed that individual
factors (e.g., neuroticism and perfectionism) played an important role in the
development of job burnout. Hence, different characteristics and abilities of
individuals as well as their differences in work demands and attitudes toward the
accessible resources at work determined the development of job burnout. Bakker
et al. (2014) summarized the causes of job burnout into two categories: situational

REALITIES IN A KALEIDOSCOPE
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factors and individual factors. Situational factors included job demands and
resources, and individual factors referred to financial situation and the personality
of an individual.

In addition, scholars have conducted studies on job burnout in different coun-
tries and industries and achieved certain results. Rath, Huffman, Phillips, Car-
penter & Fowler (2015) showed that job burnout of gynecological oncologists
was associated with their work-related stress and low job satisfaction. Moreover,
young female clinicians were more likely to feel exhausted at work. Goddard,
Hoy & Hoy (2000) believed that a teacher community with an adequate spirit of
collectivism made it easier for teachers to access collective support from peers,
including spiritual support and assistance in educational skills, which had a direct,
positive effect on reducing the sense of helplessness in the profession. Karatepe &
Aleshinloy (2009) studied the job burnout of frontline hotel employees in Nigeria
and showed that some negative emotions would intensify the emotional disorders
of the employees, while intrinsic task motivation could reduce the emotional
disorders. Wong & Wang (2009) conducted a survey analysis of tour guides in
Taiwan and demonstrated that chronic stress affected the physical health of the
participants. In addition, many studies identified the effectiveness of the Maslach
Burnout Inventory (MBI). Schaufeli, Leiter & Kalimo(1995) studied the validity
of the Maslach Burnout Inventory - General Scale (MBI-GS) based on the data
from the Netherlands, Canada, and Finland. Richardsen & Martinussen (2004)
tested the factors affecting the validity and consistency of the MBI based on
sample data from 1590 workers in Norway. Bria, Sp=nu, B\ban & Dumitra[cu
(2004) tested the factors affecting the validity and consistency in BMI-GS based
on the sample data from 1190 healthcare professional in Romania. Invariant
measures in the study included professional roles, gender, age, and years of
service.

According to the above literature review, studies of job burnout have aroused
extensive attention from academia and the public and some advancements have
been made in the past four decades (Gholipour, Anvari, Kalali & Yazdani, 2011;
Anvari, Kalali & Gholipour, 2011). Existing research of job burnout in sociology,
management, psychology, and other disciplines focused primarily on the ante-
cedents of job burnout and studied the relationship between job burnout and
certain situational factors, or a single psychological factor of individuals. In
medical disciplines, symptoms of job burnout mainly focused on abnormal psy-
chology and behaviors, confirming that these manifestations are closely associated
with job burnout. In addition, current studies of job burnout mainly focused on
service sector populations, such as clinicians, teachers, police, and other front-
line service personnel. However, job burnout research focusing on individuals of
the Millennial Generation is rarely reported. Moreover, empirical studies of the
effects of optimism and job characteristics on the job burnout of individuals have
not been reported.
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Hypothetical Relationships between Optimism and Job burnout

Optimism is a concept that emerged with the rise of positive psychology. The
academic definition of optimism has been disputed, and there is no consensus.
According to the definition in the Cihai (Word Ocean) dictionary, optimism refers
to a persistent mood of happy and self-sufficient towards anyone, anything, and
any event. Ancient Taoists in China considered lifestyles in harmony with nature,
syncretism between heaven and man, and non-outrageous or presumptuous atti-
tudes as an extremely happy life. Tiger (1979) defined optimism as „a mood or
attitude of an individual associated with a community need of a social or material
future, which is in his or her favor, or for his or her pleasure”. Based on the above
definitions, the basic characteristics of optimism can be summarized as a sub-
jective mind or an attitude, which is closely connected to an individual’s expec-
tations of the future and affects current or future behaviors. Optimism is a positive
attitude that includes three components: cognition, emotion, and behavioral ten-
dencies; emotion is the basic driving force of optimism. A lot of research has been
done on optimism from the perspective of the dynamic process. Seligman (1987)
believed that optimistic people attribute good things to internal, stable, and co-
mmon factors, but they attribute bad things to external, temporary, specific and
unstable factors. Seligman (1987) named this phenomenon optimistic explanatory
style. Psychologists advocating social learning theory view optimism as a learning
process, the result of stimulus and response interactions. They think that indi-
viduals make the necessary exploration of the causality and significance of a
stimulus and response and then decide whether to generate learning. Zhang &
Fishbach (2010) proposed that a function of optimism is a self-control strategy,
enabling individuals to be optimistic, predict the future, and thus overcoming
obstacles and ultimately pursuing the expected results. Zhang & Niu (2013)
suggested that the cognitive and emotional factors of optimism (explanatory style
theory) and its motivational factor (theory of self-regulation) affect the positive
results of optimists.

Chang, Rand & Strunk (2000) studied the correlation between optimism and
job burnout and found that optimism was an important psychological resource of
individuals and was negatively correlated with job burnout. In addition, Hanssen
et al. (2014) believed that optimism was an important variable for predicting
mental health and social adaptation levels of individuals. Individuals could adjust
job burnout through optimism. Optimistic individuals look forward to the future
and are less likely to have job burnout. They consider problems to be attributed to
external reasons and believe that they are capable of changing the present situation
and the outcome of the future, as well as reducing the sense of helplessness
themselves. Kluemper, Little & DeGroot (2009) showed that there are two types
of optimism: trait optimism and state optimism. Trait optimism has the cha-
racteristics of continuity and stability, while state optimism has the characteristics
of temporary and volatile.

REALITIES IN A KALEIDOSCOPE
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This study adopts the classification of optimism described by Kluemper et al.
(2009) to divide optimism into two types: trait and state. Trait optimism represents
a personality trait and a habitual behavior across a variety of situations; state
optimism represents an attitude, which is based on individual values to give
evaluative statements concerning people, objects, and events. As for the condition
of the Millennial Generation in China, adolescence is an important period for the
formation and exploration of personality and values. The Millennial Generation
in China during this period has experienced the implementation of the basic
national policy - reform and opening-up policy - as well as rapid economic
development, resulting in the great differences of personality and value between
the Millennial Generation and the older generations in China. Convenient living
conditions and an abundance of material items contributed to a more cheerful
character of the Millennial Generation in China. They have confidence in the
future and are willing to enjoy life. Furthermore, studies have shown that opti-
mistic individuals usually have stronger immunity and less illness. Optimism
allows individuals to maintain a good attitude, seeking the timely supports from a
wide range of social networks and taking effective measures to resist external
pressure. The hypotheses of this study are put forward:

Hypothesis 1: Trait optimism has a negative impact on job burnout among the
individuals of the Millennial Generation in China.

Hypothesis 1a: Trait optimism has a negative impact on emotional exhaustion
among the individuals of the Millennial Generation in China.

Hypothesis 1b: Trait optimism has a negative impact on depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 1c: Trait optimism has a negative impact on diminished personal
accomplishment among the individuals of the Millennial Generation in China.

Hypothesis 2: State optimism has a negative impact on job burnout among the
individuals of the Millennial Generation in China.

Hypothesis 2a: State optimism has a negative impact on emotional exhaustion
among the individuals of the Millennial Generation in China.

Hypothesis 2b: State optimism has a negative impact on depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 2c: State optimism has a negative impact on diminished personal
accomplishment among the individuals of the Millennial Generation in China.
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Hypothetical Relationships between Job Characteristics and Job burnout

In society, all kinds of products and services required for survival and de-
velopment of individuals originate from organizations. When individuals want to
make a career and acquire a higher sense of psychological accomplishment, they
should join an organization to work in a specific position. Therefore, in the
analysis of job burnout, important factors to be addressed are job characteristics.

Job characteristics are defined as factors associated with the job itself. From
the 1960s to the 1980s, many scholars actively explored the dimensions and
measures of job characteristics and made some new findings. There are two types
of research that focus on the results of variables associated with job characteristics.
The first type of study suggests that job characteristics have a close relationship
with job satisfaction and organizational commitment. For example, the model of
job characteristics proposed by Hackman & Oldham (1974) and the vitamin model
proposed by Warr (1985) suggested that job characteristics not only affected
motivation and performance of employees, but also their job satisfaction, atten-
dance, and professional happiness. The second type of study investigated the
correlation between job characteristics and job burnout. Some scholars proposed
and improved the job demands-resources model and classified job characteristics
into two general categories: job demands and job resources (Demerouti, Bakker,
Nachreiner & Schaufeli, 2001; Bakker, Demerouti & Verbeke, 2004). The job
demands-resources model indicated that job demands (e.g., work overload, role
ambiguity, and job insecurity) might cause psychological stress, and this psycho-
logical stress had different degrees. The lack of job resources (e.g., lack of
leadership support, co-worker support, and job autonomy in the workplace) might
prevent the achievement of job objectives, leading to the generation of frustration
and a sense of failure for the individuals. Demerouti & Bakker (2011) indicated
that job resources played a buffer role in the relationship between job demands
and job burnout. A certain interaction was found between demands and job
resources. Demerouti & Bakker (2011) indicated that individuals who participated
in activities that shaped the work environment could fully create and make use of
job resources to maintain their job engagement.

Studies have shown that work overload is significantly associated with job
burnout, especially in the dimension of emotional exhaustion. Moore (2000)
studied the causes of emotional exhaustion among employees from the infor-
mation technology industry and showed that work overload is the most important
contributing factor of emotional exhaustion. Among the Millennial Generation in
China, their career lives are often at an early or exploring and growing stage. In
this stage, the Millennial Generation not only deeply and accurately understands
the job requirements, but also becomes self-sufficient experts, particularly in
these drastic changes of China’s current environment. In addition, given the higher
requirements of innovation in business, the Millennial Generation of China is

REALITIES IN A KALEIDOSCOPE
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currently under heavy work overload, requiring enormous time and efforts to
engage at work. On the other hand, under the influence of the national culture of
China, individuals from different generations are greatly attached to family lives
and domestic affections. The Millennial Generation, at the current age range, has
its own families and spares some time and efforts to take care of family life,
greatly challenging the physical and mental health of the Millennial Generation.
In this regard, we propose the following hypotheses:

Hypothesis 3: Work overload has a positive impact on job burnout among the
individuals of the Millennial Generation in China.

Hypothesis 3a: Work overload has a positive impact on emotional exhaustion
among the individuals of the Millennial Generation in China.

Hypothesis 3b: Work overload has a positive impact on the depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 3c: Work overload has a positive impact on diminished personal
accomplishment among the individuals of the Millennial Generation in China.

Role ambiguity refers to the uncertainty of individuals in experiencing their
roles in an environment, i.e., the lack of understanding of a given role. Maslach,
Schaufeli & Leiter (2001) indicated that role ambiguity is associated with job
burnout. Alarcon (2011) indicated that role ambiguity is an important cause of job
burnout. The Millennial Generation of China belongs to the young employees
group and has individual differences in understanding roles at work, which is due
to different personalities and perceptions, as well as the non-scientific mana-
gement of the organizations, leading to irrational distribution of tasks, which is
one of the important causes of role ambiguity. Regardless of any cause of role
ambiguity, the Millennial Generation of China has to deal with work pressure due
to unclear definitions of their roles at work. This may possibly develop into job
burnout over time. In this regard, we propose the following hypotheses:

Hypothesis 4: Role ambiguity has a positive impact on the on the job burnout
among individuals of the Millennial Generation in China.

Hypothesis 4a: Role ambiguity has a positive impact on emotional exhaustion
among the individuals of the Millennial Generation in China.

Hypothesis 4b: Role ambiguity has a positive impact on depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 4c: Role ambiguity has a positive impact on diminished personal
accomplishment among individuals of the Millennial Generation in China.

Leadership and co-worker supports are categorized as organization support.
Studies have shown that the lack of social support is an important cause of job
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burnout; leadership support is more important than co-worker support in this
regards (Maslach et al., 2001). Leadership support is defined as leaders’ believing
in the valuable contributions of their employees, as well as their interests in
employee wellbeing to a certain extent (Stamper & Johlke, 2003). Adequate
assistance to employees provided by the leaders of the organization effectively
encourages task implementation and stress handling, thereby reducing job burnout
(Cropanzano, Howes, Grandey & Toth, 1997; Jawahar, Stone & Kisamore, 2007;
Walters & Raybould, 2007). Leadership and co-worker supports are rare and
precious resources for individuals of the Millennial Generation at workplaces.
Leadership and co-worker supports provide great help to the Millennial Ge-
neration on spiritual and material levels, such as sharing their knowledge and
information, giving positive recognition and praise, and providing a pleasant and
relaxed work atmosphere. This supports mentally inspire and provide specific
help and guidance to the Millennial Generation, even though the individuals
encounter heavy workloads or difficulties at work, allowing the Millennial Ge-
neration to complete tasks successfully. In this regard, we propose the following
hypotheses:

Hypothesis 5: Leadership support has a negative impact on the job burnout
among the individuals of the Millennial Generation in China.

Hypothesis 5a: Leadership support has a negative impact on emotional ex-
haustion among the individuals of the Millennial Generation in China.

Hypothesis 5b: Leadership support has a negative impact on depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 5c: Leadership support has a negative impact on diminished per-
sonal accomplishment among individuals of the Millennial Generation in China.

Hypothesis 6: Co-worker support has a negative impact on the job burnout
among individuals of the Millennial Generation in China.

Hypothesis 6a: Co-worker support has a negative impact on emotional ex-
haustion among the individuals of the Millennial Generation in China.

Hypothesis 6b: Co-worker support has a negative impact on depersonalization
among individuals of the Millennial Generation in China.

Hypothesis 6c: Co-worker support has a negative impact on diminished per-
sonal accomplishment among individuals of the Millennial Generation in China.

Job autonomy refers to independent decision making of personnel who im-
plement the task by formulating mission objectives, methods of implementation,
and project planning and scheduling. Hall & Savery (1987) showed that deficiency
of job autonomy for employees significantly affected their feelings of work
pressure. Job autonomy alleviates mood disorders and emotional exhaustion of

REALITIES IN A KALEIDOSCOPE
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employees (Morris & Feldman, 1996, 1997; Bakker, Demerouti & Euwema,
2005). Kim (2008) proposed that job autonomy reduced the possibility of emo-
tional exhaustion of hospitality staff, leading to avoidance of cynical attitudes and
improvement of professional performance. Given the differences of characteristics
between the new and the older generations in China, individuals of the Millennial
Generation pursue career success and successful completion of the work; they
also prefer autonomy in work arrangement. Once individuals of the Millennial
Generation have job autonomy, they can feel the responsibility from work, and
the increased sense of responsibility helps the Millennial Generation remain
vigilant in their duties to overcome various difficulties and get the job done. In
this regard, we propose the following hypotheses:

Hypothesis 7: Job autonomy has a negative impact on job burnout among the
individuals of the Millennial Generation in China.

Hypothesis 7a: Job autonomy has a negative impact on emotional exhaustion
among the individuals of the Millennial Generation in China.

Hypothesis 7b: Joy autonomy has a negative impact on depersonalization
among the individuals of the Millennial Generation in China.

Hypothesis 7c: Job autonomy has a negative impact on diminished personal
accomplishment among the individuals of the Millennial Generation in China.

Data, Variables, and Methods

Source of Data and Operationalizing Variables

This study used multi-stage stratified surveys with a random sampling appro-
ach to send out 1319 questionnaires from January 2015 to May 2015 to community
service workers in seven regions of Guanzhong, Shaannan and Shaanbei areas of
Shaanxi Province (i.e., Xi'an, Weinan, Baoji, Tongchuan, Hanzhong, Ankang, and
Yulin), to collect relevant data. In China, the community service industry is an
important component of the tertiary industry. Community services are the sum of
all the welfare benefits provided by different welfare entities within a community,
and are generally associated with for-profit organizations (Han, 2010). Of the
questionnaires sent out, 1260 questionnaires were returned. This study collected
a total of 1125 valid questionnaires, with an effective rate of 85.3%. To ensure the
effective rate and the effectiveness of the questionnaires, this survey adopted the
following methods. The first method was controlling the issuers of the ques-
tionnaires. In addition, to fully understand the background of the issuers, we
conducted pre-survey training to introduce interviewing skills to the members of
our research team. Members of our research team were responsible for explaining
to the survey respondents how to fill out the questionnaires, ensuring that the
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security measures being taken, and answering the questions raised by the survey
respondents, thereby maximizing the understanding of the questionnaires and
cooperation of the survey respondents. The second method was controlling the
survey process. To ensure the reasonable sampling and quality of the ques-
tionnaire, we used a variety of approaches, such as collaborating with the regional
alumni associations to conduct the survey. Therefore, the survey was fully gua-
ranteed without delay, and the research organization was ensured a more targeted
investigation, thereby promising good research quality; the third method was
carefully screening the questionnaires. To ensure the reliability of the data, ques-
tionnaires with aberrant values, which were incompatible with normal rules, data
distribution with skewed distribution, obvious regularity, or similar answers, were
considered invalid. In addition, questionnaires with default values or more than
10% unanswered questions were also considered invalid. Table 1 demonstrates
the generation information of the samples in this study.

Table 1. General characteristics of community service workers in Shaanxi Province,
China.
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Demographic variables  Classification  Frequency  Percentage %  

Male  746  66.3 
Gender 

Female  379  33.7 

26  623  55.4 
Age 

26‐36  502  44.6 

Junior middle 
school 

10  0.9 

Technical 
secondary school 

97  8.6 

Senior middle 
school 

117  10.4 
Education 

College and above  901  80.1 

Unmarried  347  30.8 
Marriage status 

Married  778  69.2 

3 years  178  15.8 

3‐5years  349  31.0 

6‐10 years  372  33.1 

11‐15years  159  14.1 

Length of service 

20 years  67  6.0 

Grassroots level  661  58.8 

Middle level  365  32.4 Position 

Top level  99  8.8 

Total sample    1125   

 



198

REVISTA DE CERCETARE {I INTERVEN}IE SOCIAL| - VOLUMUL 53/2016

Job burnout of the individuals of the Millennial Generation in China was
considered the dependent variable in this study. We utilized the MBI-GS proposed
by Schaufeli, Leiter, Maslach, &Jackson (1996) due to its greatest influence and
extensive application as the inventory of job burnout. MBI-GS contained three
sub-scale measures, including emotional exhaustion, depersonalization, and di-
minished personal accomplishment, and it had a total of 15 questions (i.e., five
questions about emotional exhaustion, four questions of depersonalization, and
six questions about personal accomplishment). In this survey, the situation of job
burnout was self-reported by the respondents. Despite the measure of personal
accomplishment being scored reversely (i.e., the higher the score, the better sense
of personal accomplishment), the other measures were positively scored. A five-
point Likert scale was used in MBI-GS. Respondents were asked to rate their
agreement with each measure and question. For example, respondents were asked
to rate from scale of 1 to 5 the following statement, “I feel exhausted after a day
of work” (from scale 1-“disagree very much” to scale 5-“agree very much”).

Independent variables of this study included optimism and job characteristics.
Optimism was measured using a revised version of the Revised Life Orientation
Test (LOT-R) (Scheier, Carver & Bridges, 1994), which included a total of six
questions. Measurement of trait optimism was according to the methods proposed
by Kluemper et al. (2009). Respondents were asked to self-report their overall
conditions over the past year in the six questions. The measurement of state
optimism was according to the methods proposed by Kluemper et al. (2009) and
Shifren & Hooker(1995) that also included a total of six questions. Respondents
were asked to self-report their conditions over the past week in the six questions.
The measurement of optimism was scored using a five-point Likert scale. Res-
pondents were asked to rate the degree of each measure and question. For example,
respondents were asked to rate from a scale of 1 to 5 to the following statement,
“I always hope for the best in uncertain situations” (from scale 1-“disagree very
much” to scale 5-“agree very much”).

The measurement of job characteristics was conducted using a job content
questionnaire (JCQ), based on the Work Design Survey proposed by Morgeson &
Humphrey (2006), as well as Occupational stress indicator proposed by Cooper,
Sloan & Williams(1988), we combined with the actual needs of this study, and
modified the above measures which covered five factors, including work overload,
job ambiguity, leadership support, co-worker support, and job autonomy, for the
measurement of job characteristics. This questionnaire contained 33 questions,
including seven questions about work overload, four questions about job am-
biguity, eight questions about leadership support, five questions about co-worker
support, and nine questions about job autonomy. Respondents were asked to self-
report their conditions of job characteristics. A five-point Likert scale was used to
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evaluate the job characteristics of each individual. Respondents were asked to rate
the degree of agreement of each measure and question. For example, in the
statement of “There is too much workload in a period of time,” respondents were
asked to rate from a scale 1 to 5 to show their agreement (from scale 1-“disagree
very much” to scale 5-“agree very much”).

Table 2 demonstrates the reliability analysis of different variables according to
the research objectives of this study. Internal consistency of the test scale was
assessed with Cronbach's α reliability coefficient. As shown in Table 2, the
overall Cronbach's α reliability coefficient of the scales was 0.816, which was
higher than the ideal value (i.e., 0.7), indicating that all scales used in this study
fulfilled the internal consistency with high reliability. Cronbach's α reliability
coefficients of the three subscales were also larger than 0.7, indicating that each
subscale fulfilled the internal consistency with high reliability.

Table 2. Reliability analyses of total scale and subscales of the questionnaires

Analytical Methods and Strategies

This study is based on the survey data of community service workers in
Shaanxi Province, China. Hierarchical regression analysis and dominance ana-
lyses were performed to explore the impacts of optimism and job characteristics
on the job burnout of the Millennial Generation in China. The advantage of the
hierarchical regression analysis is that it can accurately measure the correlation
degree between various factors, which improves prediction outcome. The ad-
vantages of dominance analysis include the ability to show the predictive power
of each variable, facilitating the comparison of the strength of predictive power.

In this study, the data analysis was divided into two parts: (1) the hierarchical
regression analysis based on all samples to obtain the degree of influence of the
independent variable on the dependent variable, to examine the predictive power
of the dependent variable and to verify our hypotheses; and (2) the dominance
analysis of the all samples to obtain the strength of predictive power of the
independent variable on the dependent variable and to provide a new direction to
prevent job burnout of the Millennial Generation in China.
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Scale  Item Number   Cronbach’s α 

Revised Life Orientation Test  6  0.835 

Job Content Questionnaire  28  0.829 

Maslach Burnout Inventory‐
General Survey 

16  0.871 

Total Scale  50  0.816 
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Analysis Results

Hierarchical Regression Analysis between Optimism or Job Characteristics
and Each Dimension of Job burnout among Individuals of the Millennial Ge-
neration

After collecting the data, we used SPSS 20.0 software (SPSS, Chicago, IL) for
statistical and preliminary analysis. In the hierarchical regression analysis, we
introduced the demographic variables in the first layer. Trait optimism and state
optimism were introduced to represent optimism, and work overload, job ambi-
guity, leadership support, co-worker support, and job autonomy were used to
represent job characteristics in the second layer of regression analysis. Through
the calculating of ΔR2 and their significances, we evaluated the degree of in-
fluence of the introduced independent variables on the dependent variable of this
study. No collinearity was found between the independent variables. Thus, the
regression equations were introduced to examine the predictive power of the
dependent variable (Table 3).

Table 3. Hierarchical regression analysis of each dimension of optimism and job
characteristics associated with job burnout among individuals of the Millennial Ge-
neration

 

Variables 
Emotional 
Exhaustion 

Y1 

Depersonalization Y2 
 

Diminished  
Personal 

Accomplishment 
Y3 

Demographic 
Variables 

     

Gender  0.028  ‐0.067  ‐0.005 

Length of Service  0.004  ‐0.028  ‐0.108* 

Marriage Status  ‐0.026  ‐0.051  ‐0.071 

First step 

Position  ‐0.055  ‐0.040  ‐0.067 

Optimism /Job 
Characteristics 

 
 

   

Trait Optimism X1  ‐0.134**  ‐0.128**  ‐0.142** 

State Optimism X2  ‐0.011  ‐0.023  ‐0.016 

Work Overload X3  0.243***  0.210***  0.112** 

Role Ambiguity X4  0.093*  0.040  0.012 

Leadership Support X5  ‐0.143*  ‐0.189***  ‐0.142** 

Co‐worker Support X6  0.019  ‐0.048  ‐0.124** 

Second step 

Job Autonomy X7  ‐0.083  ‐0.181***  ‐0.240*** 

 



201

Note: * P <0.05,** P <0.01,*** P <0.001, the same below

The regression equations of this study are as follows:

The regression equation shows that, after controlling the demographic va-
riables, trait optimism had significantly negative impacts on emotional exhaustion,
depersonalization, and diminished personal accomplishment (P < 0.01), with the
path coefficients of - 0.134, - 0.128, and - 0.142, respectively, proving hypotheses
H1a, H1b, and H1c. State optimism had no significant impact on job burnout
(non-significant under the conditions of P < 0.05, P < 0.01, and P < 0.001),
confirming that hypotheses H2a, H2b, and H2c were not tenable.

In addition, of the job characteristics, work overload had significant positive
impacts on emotional exhaustion, depersonalization, and diminished personal
accomplishment, with the path coefficients of 0.243, 0.21, and 0.112, respectively,
proving hypotheses H3a, H3b, and H3c. Job ambiguity had a significant, positive
impact on emotional exhaustion (P < 0.05), with the path coefficient of 0.093,
proving hypothesis H4a but not hypotheses H4b and H4c. Leadership support had
significant negative impacts on emotional exhaustion (P < 0.05), depersonalization
(P < 0.001), and diminished personal accomplishment (P < 0.01), with the path
coefficients of - 0.143, - 0.189, and - 0.142, respectively, proving hypotheses
H5a, H5b, and H5c. Co-worker support had a significant, negative impact on
diminished personal accomplishment (P < 0.01), with the path coefficient of -
0.124, proving hypothesis H6c but not hypotheses H6a and H6b. Job autonomy
had significant negative impacts on depersonalization and diminished personal
accomplishment, with the path coefficients of - 0.181 and 0.24, respectively,
proving hypotheses H7b and H7c, but not hypothesis H7a.

Lastly, the regression analysis demonstrated that trait optimism, work overload,
job ambiguity, and leadership support contributed to the prediction of emotional
exhaustion, with the explained variance increasing by 11.6%. Trait optimism,
work overload, leadership support, and job autonomy contributed to the prediction

 1 1 3 4 5

2 1 3 5 7

3 1 3 5 6 7

0.134 0.243 0.093 0.143

0.128 0.210 0.189 0.181

0.142 0.112 0.142 0.124 0.240

Y X X X X

Y X X X X

Y X X X X X
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R2    0.108  0.203  0.193 

F    7.799***  16.491***  15.549*** 

ΔR2    0.116  0.192  0.163 

ΔF    13.616***  26.847***  22.498*** 
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of depersonalization, with the explained variance increasing by 19.2%. Trait
optimism, work overload, leadership support, co-worker support, and job auto-
nomy contributed to the prediction of diminished personal accomplishment, with
the explained variance increasing by 16.3%. These results suggested that each
dimension of job characteristics had predictive capacity on specific performance
of job burnout.

Dominance Analysis of Each Dimension of Job Characteristics on Job burnout
among Individuals of the Millennial Generation

We used dominance analysis to evaluate the predictive effects of job cha-
racteristics on different dimensions of job burnout among individuals of the
Millennial Generation of China (given the little impact of state optimism on the
job burnout among the individuals of the Millennial Generation, this paper does
not discuss the predictive power of trait and state optimisms on different di-
mensions of job burnout among the individuals of the Millennial Generation )
(see Tables 4, 5, and 6 for details).

Table 4. Relative contributions of work overload, role ambiguity and leadership
support for the prediction of emotional exhaustion

According to the qualitative dominance analysis in Table 4, the explained
variation showed that work overload, role ambiguity, and leadership support
contributed 55.45%, 20.79%, and 23.76%, respectively, indicating that work

ΔR
2
 

Variables R
2
 

X3  X4  X5 

K=0, Average 
contribution 

‐  0.060  0.033  0.034 

X3 (Work Overload ) 0.060  ‐  0.027  0.030 

X4 (Role Ambiguity) 0.033  0.053  ‐  0.016 

X5 (Leadership Support ) 0.034  0.056  0.013  ‐ 

K=1, Average 
contribution 

  0.055  0.020  0.023 

X3X4 0.087  ‐  ‐  0.015 

X3X5 0.092  ‐  0.010  ‐ 

X4X5 0.050  0.052  ‐  ‐ 

K=2, Average 
contribution 

  0.052  0.010  0.015 

X3X4X5 0.102  ‐  ‐  ‐ 

Total average 
contribution 

  0.056  0.021  0.024 

The percentage of 
predicted variance (%) 

  55.45  20.79  23.76 
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overload was most effective in predicting emotional exhaustion in the Millennial
Generation.

Table 5. Relative contributions of work overload, job autonomy and leadership
support for the prediction of depersonalization

According to the qualitative dominance analysis in Table 5, the explained
variation showed that work overload, job autonomy, and leadership support con-
tributed 28.89%, 39.44%, and 31.67%, respectively, indicating that leadership
support was most effective in predicting depersonalization in the Millennial
Generation.

Table 6. Relative contributions of work overload, job autonomy, leadership and co-
workers’ supports for the prediction of diminished personal accomplishment
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ΔR
2
 

Variables  R
2
 

X3  X5  X7 

K=0, Average contribution  ‐  0.060  0.098  0.087 

X3 (Work Overload)  0.060  ‐  0.091  0.073 

X5 (Leadership Support)  0.098  0.053  ‐  0.037 

X7 (Job Autonomy)  0.087  0.047  0.048  ‐ 

K=1, Average contribution    0.050  0.070  0.055 

X3X5  0.152  ‐  ‐  0.029 

X3X7  0.135  ‐  0.046  ‐ 

X5X7  0.135  0.046  ‐  ‐ 

K=2, Average contribution    0.046  0.046  0.029 

X3X5X7  0.181  ‐  ‐  ‐ 

Total average contribution    0.052  0.071  0.057 

The percentage of 
predicted variance (%) 

  28.89  39.44  31.67 

 

ΔR
2
 

Variables  R
2
 

X3  X5  X6  X7 

K=0, Average 
contribution 

‐  0.023  0.074  0.062 
 

0.101 

X3 (Work 
Overload) 

0.023  ‐  0.070  0.052  0.092 

X5 (Leadership 
Support) 

0.074  0.020  ‐  0.020  0.055 

X6(Co‐worker 
Support) 

0.062  0.013  0.031  ‐  0.076 

X7 (Job 
Autonomy) 

0.101  0.015  0.026  0.036  ‐ 

K=1, Average 
contribution 

  0.016  0.042  0.036  0.074 

X3X5  0.093  ‐  ‐  0.015  0.049 

X3X6  0.074  ‐  0.033  ‐  0.072 

X3X7  0.116  ‐  0.026  0.030  ‐ 

X5X6  0.094  0.014  ‐  0.021  0.053 

X5X7  0.127  0.009  0.008  0.018  ‐ 

X6X7  0.137  0.014  ‐  ‐  ‐ 
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According to the qualitative dominance analysis in Table 6, the explained
variation showed that work overload, leadership support, co-worker support, and
job autonomy contributed 9.68%, 23.87%, 21.29%, and 45.16%, respectively,
indicating that job autonomy was most effective in predicting a diminished per-
sonal accomplishment in the Millennial Generation.

Discussion

This study hypothesized that a high degree of trait optimism, state optimism,
leadership support, co-worker support, and job autonomy reduced pressures at
work and effectively alleviated job burnout of the individuals of the Millennial
Generation; and workload and role ambiguity led to job burnout of the individuals
of the Millennial Generation. Through this empirical study, we proved that opti-
mism and job characteristics have impacts on job burnout of the individuals of the
Millennial Generation. Although some minor differences were found in the mea-
surement of optimism, job characteristics, and job burnout, as well as the res-
triction of the scope of study to community service workers of Shaanxi Province,
China, the results of this study were consistent with the existing findings of
relevant studies around the world.

First, Table 3 indicated that optimism had impacts on job burnout of the
individuals of the Millennial Generation. Specifically, of the two dimensions of
optimism, trait optimism had a significant impact on the job burnout but not the
state optimism among the individuals of the Millennial Generation. This finding
confirmed that optimism can be divided into two categories, trait optimism and
state optimism, proposed by Klumemper et al. (2009). Researchers can better
understand optimism from the perspectives of trait optimism and state optimism,
which promotes the development of the theory of optimism. In Table 3, impacts of
trait optimism on the three dimensions of job burnout were listed in descending
order: diminished personal accomplishment, emotional exhaustion, and deper-
sonalization. These results illustrate that the management of various organizations

K=2, Average 
contribution 

  0.012  0.022  0.013  0.058 

X3X5X6  0.107  ‐  ‐  ‐  0.048 

X3X5X7  0.142  ‐  0.010  ‐  ‐ 

X3X6X7  0.146  ‐  ‐  ‐  ‐ 

X5X6X7  0.145  0.010  ‐  0.021  ‐ 

K=3, Average 
contribution 

  0.010  0.010  0.021  0.048 

X3X5X6X7  0.155  ‐  ‐  ‐  ‐ 

Total average 
contribution 

  0.015  0.037 
 

0.033  0.070 

The percentage 
of predicted 
variance (%) 

  9.68  23.87  21.29  45.16 
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in the society, particularly the organizations with dramatic environmental changes,
who look for member of the Millennial Generation with optimistic traits to
participate the labor force and focus on training optimistic traits in the Millennial
Generation, have important and practical significance to effectively resist and
alleviate the job burnout. In addition, based on the highly contextual features of
state optimism, effective regulation by organization management to create a
harmonious and forgiving working atmosphere can help form and consolidate
optimistic attitudes of the Millennial Generation, thereby assisting the completion
of work tasks.

Second, Table 3 showed that job characteristics had an impact on job burnout
of individuals of the Millennial Generation in China. Specifically: (1) work
overload had a significant, positive impact on job burnout of individuals of the
Millennial Generation. In addition to the regular duties at work and routines of
daily life, as well as the limited energy of the Millennial Generation, an over-
whelming workload easily causes job burnout, which could be fully manifested in
workers’ emotions, behaviors, and mental states. Timms, Brough & Graham
(2012) confirmed a significant correlation between work overload and job burn-
out. Although we limited the scope of the study to community service workers of
Shaanxi Province, China, our findings are consistent with the results of Timms et
al. (2012); (2) Role ambiguity had a significant impact on emotional exhaustion
and led to physical and mental fatigue. The clarification of roles in the workplace
helps the Millennial Generation understand their roles and the requirement of
organization. These findings were consistent with the study of Maslach et al.
(2001); (3) Leadership support had a significant, negative impact on job burnout,
which had descending degrees of influence in depersonalization, emotional ex-
haustion, and diminished personal accomplishment. Leadership usually represents
the image of the organization, reflecting the expectations and requirements of the
organization. Leadership support provides more encouragement and help than co-
worker support to the Millennial Generation; (4) Co-worker support had a negative
impact on the diminished personal accomplishment. This result is consistent to
the findings of Walter & Raybould (2007). Co-worker support in all aspects
provides spiritual encouragement and specific help and guidance to the Millennial
Generation at work. It effectively alleviates the job burnout and inspires the
Millennial Generation’s confidence at work; (5) Job autonomy had negative
impacts on depersonalization and diminished personal accomplishment. These
findings are consistent with the conclusion of Kim (2008). Job autonomy mi-
nimizes the cynical attitudes of the Millennial Generation and promotes their
sense of responsibility and their professionalism.

Third, Tables 4, 5, and 6 showed the results of dominance analysis. In the
Millennial Generation, work overload had the strongest predictive power in
emotional exhaustion; leadership support had the strongest predictive power in
depersonalization; and job autonomy had the strongest predictive power in

REALITIES IN A KALEIDOSCOPE
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diminished personal accomplishment. To prevent the job burnout of the Millennial
Generation in China, administrators of the organizations should focus on the work
overload, leadership support and job autonomy in the management. They should
emphasize a “people-oriented” approach to create a relaxed working environment,
respecting the physical and mental needs of employees. They should also ra-
tionally allocate their tasks according to their job positions and give more job
autonomy to the employee. Moreover, to prevent the job burnout of the Millennial
Generation, leading to the transformation of individual problems to social and
psychological problems, administrators of the organization should implement
scientific management and advocate humanistic management to maintain the
mental health of the Millennial Generation, establishing a highly efficient orga-
nization and a harmonious society.

Importantly, results between studies conducted in specific regions, industries,
and age groups and the existing reports (i.e., studies conducted without regional
and age restrictions) were basically consistent. Further study will be necessary to
verify the impact of different degrees of regional development and population
density on job burnout.

Conclusions

This study used the survey data from community service workers of Shaanxi
Province, China in 2015 to explore the impacts of the dual perspectives of
optimism and job characteristics on job burnout of individuals of the Millennial
Generation in China. In addition, we identified the predictive power of different
dimensions of job characteristics on job burnout and obtained the following
conclusions. (1) Optimism was classified into trait optimism and state optimism.
Trait optimism had a significant, negative impact, while state optimism had no
impact on job burnout of the individuals of the Millennial Generation; the greater
the degree of trait optimism, the more ability of the individual to alleviate job
burnout. The Millennial Generation with trait optimism could adjust individual
behaviors to actively and effectively complete their tasks and alleviate job burnout.
(2) Job characteristics were divided into five dimensions: work overload, lea-
dership support, role ambiguity, co-worker support, and job autonomy. Work
overload had a significant, positive impact on job burnout; leadership support had
a significant, negative impact on job burnout; role ambiguity had a significant,
positive impact on the emotional exhaustion of job burnout; co-worker support
had a negative impact on the diminished personal accomplishment of job burnout;
and job autonomy had negative impacts on depersonalization and diminished
personal accomplishment of job burnout. The more the leadership and co-workers
provide support, the higher the job autonomy and ability of the individual to
alleviate job burnout. Leadership and co-worker supports provide spiritual
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encouragement and assistance at work. A high degree of job autonomy could
enhance the sense of responsibility of the Millennial Generation. These factors
promote successful completion of work and delayed the generation of job burnout.
(3) Among the five dimensions of the job characteristics, work overload had the
strongest predictive power on emotional exhaustion; leader support had the stron-
gest predictive power on depersonalization; and job autonomy had the strongest
predictive power on diminished personal accomplishment.

Although this study, to some extent, has made up for the shortage of empirical
research in the theoretical system of job burnout among the individuals of the
Millennial Generation in China, this study still has some limitations. First of all,
this study is limited by the cross-sectional research data, respondents of the
questionnaires and interviews were restricted to community service workers in
Shaanxi Province, China, limiting the representativeness of the sample and the
universality of the conclusions. In fact, further studies should be based on the
current findings to expand the sources of sampling from the Millennial Generation
by adding the sample data from eastern coastal areas or other regions to conduct
multi-regional comparative analysis. This will investigate the regional, industrial,
and cultural differences in the impacts of optimism and job characteristics on the
job burnout among the individuals of the Millennial Generation in China, im-
proving the reliability of the research findings. Second, the embodiment of opti-
mistic traits and adjustment of job characteristics require a period of time, resulting
in a delay of their impacts on job burnout of individuals of the Millennial Ge-
neration. Cross-sectional data from the community service workers in Shaanxi
Province, China, did not adequately reflect the dynamic process of the influences
of optimism and job characteristics and gave relatively strong assumptions in the
analysis. Further studies could consider doing follow-up surveys with the Mille-
nnial Generation to obtain time series data, enrich the research methods of this
study, and avoid a shortage of the existing cross-sectional data. Lastly, this paper
only focused on the dual perspectives, optimism and job characteristics, to study
the problems of job burnout, so it obviously could not cover all factors affecting
job burnout. The degrees of job burnout of individuals of the Millennial Ge-
neration were not only caused by the above two factors. Hence, further consi-
derations of researchers from management and psychology fields are necessary to
incorporate more influencing factors that establish a study model; this also helps
evaluate cross-impacts on the job burnout of individuals of the Millennial Ge-
neration to better address the problems of job burnout.
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208

REVISTA DE CERCETARE {I INTERVEN}IE SOCIAL| - VOLUMUL 53/2016

Acknowledgements

This work was supported by National Social Science Foundation of China
(15BGL109), Soft Science Research Project of Shaanxi Province (2015KRM045),
Science and Technology Research Project of Xi’an (SF1408-3), Social Science
Major Theoretical and Practical Problems Research Projects of Shaanxi Province
(2016Z111), and Xi’an University of Technology Doctoral Start-up Fund (2016).

References

Ahola, K. (2007). Occupational burnout and health. Helsinki: Finnish Institute of
Occupational Health.

Ahola, K., Hakanen, J., Perhoniemi, R., & Mutanen, P. (2014). Relationship between
burnout and depressive symptoms: A study using the person-centred approach.
Burnout Research, 1(1), 29-37.

Alarcon, G. M. (2011). A meta-analysis of burnout with job demands, resources, and
attitudes. Journal of Vocational Behavior, 79(2), 549-562.

Anvari, M. R. A., Kalali, N. S., & Gholipour, A. (2011). How does personality affect on
job burnout?. International Journal of Trade Economics & Finance, 2(2), 115-
119.

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: state of the
art. Journal of Managerial Psychology, 22(3), 309-328.

Bakker, A. B., Demerouti, E., & Euwema, M. C. (2005). Job resources buffer the impact
of job demands on burnout. Journal of occupational health psychology, 10(2),
170-180.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement:
the JD-R approach. Annual Review of Organizational Psychology and Orga-
nizational Behavior, 1, 389-411.

Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demandsresources
model to predict burnout and performance. Human resource management, 43(1),
83-104.

Bria, M., Spânu, F., Bãban, A., & Dumitraºcu, D. L. (2014). Maslach Burnout Inventory–
General Survey: Factorial validity and invariance among Romanian healthcare
professionals. Burnout Research, 1(3), 103-111.

Cao, W.L., Peng, C.H., Liang, L. (2013). Research on job engagement and job burnout on
abroad. Science Research Management, 34(11), 154-160.

Chang, E. C., Rand, K. L., & Strunk, D. R. (2000). Optimism and risk for job burnout
among working college students: stress as a mediator. Personality & Individual
Differences, 29(2), 255-263.

Chinese Job burnout Index Survey. (2004, December 5). 70% of respondents had mild
job burnout, and more than 10% of respondents had severe job burnout. Retrieved
from: http://www.chinahrd.net/article/2004/12-05/167363-1.html

Cooper, C. L., Sloan, S. J., & Williams, J. S. (1988).Occupational stress indicator:
Management guide. Windsor, UK: NFER-NeIson.



209

Cropanzano, R., Howes, J. C., Grandey, A. A., & Toth, P. (1997). The relationship of
organizational politics and support to work behaviors, attitudes, and stress. Journal
of Organizational Behavior, 18(2), 159-180.

Demerouti, E., & Bakker, A. B. (2011). The Job Demand-Resources model: Challenges
for future research. South African Journal of Industrial Psychology, 37(2), 1-9.

Demerouti, E., Bakker, A.B., Nachreiner, F., & Schaufeli, W.B. (2001). The Job Demands-
Resources model of burnout. Journal of Applied Psychology, 86(3), 499-512.

Freudenberger, H. J. (1974). Staff burn-out. Journal of Social Issues, 30(1), 159-165.
Gholipour, A., Anvari, M. R. A., Kalali, N. S., & Yazdani, H. R. (2011, January).

Investigation of the effects of the big five personality model on job burnout (survey
in an iranian hospital). Paper presented at the International Conference on Eco-
nomics and Finance Research (ICEFR) 2011. Republic of Singapore, SGP: IACSIT
Press.

Goddard, R. D., Hoy, W. K., & Hoy, A. W. (2000). Collective teacher efficacy: Its
meaning, measure, and impact on student achievement. American Educational
Research Journal, 37(2), 479-507.

Hackman, J. R., & Oldham, G. R. (1974). The job diagnostic survey: An instrument for
the diagnosis of jobs and the evaluation of job redesign projects. Affective Be-
havior, 4, 87.

Hakanen, J.J., & Schaufeli, W.B. (2012). Do burnout and work engagement predict
depressive symptoms and life satisfaction? A three-wave seven-year prospective
study. Journal of Affective Disorders, 141(2-3), 415-424.

Hall, K., & Savery, L. K. (1987). Stress management. Management Decision, 25(6), 29-
35.

Han, Y.D. (2010). Development of community services in the UK and US and the
inspiration to China. Theory and Reform, 3, 24-29.

Hanssen, M.M., Vancleef, L.M.G., Vlaeyen, J.W.S., Hayes, A.F., Schouten, E.G.W., &
Peters, M. L.(2015). Optimism, motivational coping and well-being: Evidence
supporting the importance of flexible goal adjustment. Journal of Happiness
Studies, 16(6), 1525-1537.

Hillhouse, J. J., Adler, C. M., & Walters, D. N. (2000). A simple model of stress, burnout
and symptomatology in medical residents: A longitudinal study. Psychology, He-
alth & Medicine, 5(1), 63-73.

Hou, X.F., Li, Y.P., Tu, Y.D. (2014). Work values of Chinese millennial generation:
Structure, measurement and effects on employee performance. Acta Psychologica
Sinica, 46(6), 823-840.

Ilies, R., Johnson, M.D., Judge, T.A., & Keeney, J. (2011). A within-individual study of
interpersonal conflict as a work stressor: Dispositional and situational moderators.
Journal of Organizational Behavior, 32(1), 44-64.

Jawahar, I. M., Stone, T. H., & Kisamore, J. L. (2007). Role conflict and burnout: The
direct and moderating effects of political skill and perceived organizational support
on burnout dimensions. International Journal of Stress Management, 14(2), 142-
159.

Karatepe, O. M., & Aleshinloye, K. D. (2009). Emotional dissonance and emotional
exhaustion among hotel employees in Nigeria. International Journal of Hospitality
Management, 28(3), 349-358.

REALITIES IN A KALEIDOSCOPE



210

REVISTA DE CERCETARE {I INTERVEN}IE SOCIAL| - VOLUMUL 53/2016

Kim, H. J. (2008). Hotel service providers’ emotional labor: the antecedents and effects
on burnout. International Journal of Hospitality Management, 27(2), 151-161.

Kluemper, D.H., Little, L.M., & DeGroot, T. (2009). State or trait: Effects of state
optimism on job-related outcomes. Journal of Organizational Behavior, 30(2),
209-231.

LI Feng. (2015). New generation’s trusts on christianity and the mediation effect: Based
on the Date in Yangte River Delta.society. Society, 35 (2), 137-165.

Li, X.Y., Zhou, E.H. (2013). Research on the relationship of psychological capital,
Emotional Labor Strategies and Job Burnout. Journal of Management Science,
26(1), 38-47.

Lyons, S. (2004). An exploration of generational values in life and at work. Dissertation
Abstracts International, 3462A (UMI No. AATNQ94206).

Ma Z.Q., Huang Y.Y., Zhu Y.Y. (2014). Effect of pressure on work performance of the
new generation employees—from the perspective of psychological resilience
regulation. Enterprise Economy, 407(7), 47-51.

Maslach, C. (2001). What have we learned about burnout and health?. Psychology &
Health, 16(5), 607-611.

Maslach, C., Schaufeli, W.B., & Leiter, M.P. (2001). Job burnout. Annual Review of
Psychology, 52, 397-422.

Meister, J.C., & Willyerd, K. (2010). Mentoring millennials. Harvard Business Review,
88(5), 68-72.

Moore, J. E. (2000). One road to turnover: An examination of work exhaustion in
technology professionals. Mis Quarterly, 24(1), 141-168.

Morgeson, F. P., & Humphrey, S. E. (2006). The Work Design Questionnaire (WDQ):
Developing and validating a comprehensive measure for assessing job design and
the nature of work. Journal of applied psychology, 91(6), 1321-1339.

Morris, J. A., & Feldman, D. C. (1996). The dimensions, antecedents, and consequences
of emotional labor. Academy of management review, 21(4), 986-1010.

Morris, J. A., & Feldman, D. C. (1997). Managing emotions in the workplace. Journal of
managerial issues, 9(3), 257-274.

Pan Q.H. (2012). Work engagement of the new generation employees from the per-
spective of psychological contract. Enterprise Economy, 31(8), 95-98.

Peterson, U., Demerouti, E., Bergström, G., Samuelsson, M., Asberg, M., & Nygren, A.
(2008). Burnout and physical and mental health among Swedish healthcare wor-
kers. Journal of Advanced Nursing, 62(1), 84-95.

Rath, K.S., Huffman, L.B., Phillips, G.S., Carpenter, K.M., & Fowler, J.M. (2015).
Burnout and associated factors among members of the Society of Gynecologic
Oncology. American Journal of Obstetrics & Gynecology, 213(6), 824-832.

Richardsen, A. M., & Martinussen, M. (2004). The Maslach Burnout Inventory: Factorial
validity and consistency across occupational groups in Norway. Journal of Occu-
pational and Organizational Psychology, 77(3), 377-384.

Schaufeli, W. B., Leiter, M. P., & Kalimo, R. (1995). The General Burnout Inventory
(MBI-GS): A self- report questionnaire to assess burnout at workplace. Paper
presented at the APA/NIOSH Congress Work, Stress and ,Health: Creating Heal-
thier Workplace, Washington, DC.



211

Schaufeli,W.B.,Leiter,M.P.,Maslach,C.,&Jackson,S.E.(1996). Maslach Burnout Inventory
-General Survey. In C. Maslach, S.E. Jackson, M.P. Leiter(Eds.).The Maslach
Burnout Inventory-Test manual (3rd ed., pp. 22-26). Palo Alto, CA: Consulting
Psychologists press.

Scheier, M. F., Carver, C. S., & Bridges, M. W. (1994). Distinguishing optimism from
neuroticism (and trait anxiety, self-mastery, and self-esteem): a reevaluation of the
Life Orientation Test. Journal of personality and social psychology, 67(6), 1063-
1078.

Seligman, M., & Nolen-Hoeksema (1987). Explanatory Style and Depression. In D.
Magnusson, and A.Ohman. Psychopathology: An Interactional Perspective. New
York: Academic Press.

Shifren, K., & Hooker, K. (1995). Stability and change in optimism: A study among
spouse caregivers. Experimental aging research, 21(1), 59-76.

Shri, C. (2011). Developing the next generation of leaders: How to engage millennial in
the workplace. Leadership Advance Online, 1, 1-6.

Stamper, C. L., & Johlke, M. C. (2003). The impact of perceived organizational support
on the relationship between boundary spanner role stress and work outcomes.
Journal of Management, 29(4), 569-588.

Sun Q.W., Guo L. (2011). Effects of job characteristics and related factors on job burnout
of counselors. Psychological Science, 34(5), 1178-1182

Swider, B.W., & Zimmerman, R.D. (2010). Born to burnout: A meta-analytic path model
of personality, job burnout, and work outcomes. Journal of Vocational Behavior,
76(3), 487-506.

Tapscott, D.(1998). Growing up digital: The rise of the net generation. New York: Mc
Graw-Hill.

Tiger, L. (1979). Optimism: The Biology of Hope. New York: Oxford University Press.
Timms, C., Brough, P., & Graham, D. (2012). Burnt-out but engaged: the co-existence of

psychological burnout and engagement. Journal of Educational Administration,
50(3), 327-345.

Twenge, J.M., Campbell, S.M., Hoffman, B.J., & Lance, C.E. (2010). Generational
differences in work values: Leisure and extrinsic values increasing, social and
intrinsic values decreasing. Journal of Management, 36(5), 1117-1142.

Walters, G., & Raybould, M. (2007). Burnout and perceived organisational support among
front-line hospitality employees. Journal of Hospitality and Tourism Management,
14(2), 144-156.

Warr P.(1987). Work, unemployment and mental health. New York, NY: Oxford Uni-
versity Press.

Wey Smola, K., & Sutton, C.D. (2002). Generational differences: Revisiting generational
work values for the new millennium. Journal of Organizational Behavior, 23(4),
363-382.

Wong, J. Y., & Wang, C. H. (2009). Emotional labor of the tour leaders: An exploratory
study. Tourism Management, 30(2), 249-259.

You, J., Sun, Y.C., Lei, H. (2013). An empirical study of generational differences in work
values for hinese new generation. Soft Science, 27(6), 83-88.

Zhang, H., & Niu Z.B. (2013). An empirical research on impacts of trait and state
optimism on service performance of frontline service employees: Based on the

REALITIES IN A KALEIDOSCOPE



212

REVISTA DE CERCETARE {I INTERVEN}IE SOCIAL| - VOLUMUL 53/2016

framework of “role stress-burnout-job outcome”. Nankai business review, 16(1),
110-121.

Zhang, L.L., David M DeJoy, Li, N. (2013). The relationship between self core-evaluation
and work engagement among young employees: A moderated meditational model.
Soft Science, 27(4), 111-115.

Zhang, Y., & Fishbach, A. (2010). Counteracting obstacles with optimistic predictions.
Journal of Experimental Psychology: General, 139(1), 16-31.




