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Abstract

Burnout syndrome represents one of the most serious disorders in contemporary work
environment. One of the professions that did not receive much attention in the scientific
research of burnout is that of recruiters, even though literature shows that recruiters face
work-related stress on a daily basis, which can often lead to burnout among this group of
employees. The aim of this paper is to attempt to identify whether and to what extent
burnout is present among recruiters in Serbia (both in-house recruiters and those employed
in recruiting companies and agencies) and to reveal the determinants which influence the
possibility of burnout occurrence among this group of workers. The most frequently
examined variables affecting burnout in other professions were analyzed: age, work
experience, marital status, strict deadlines and work pressure. Copenhagen Burnout
Inventory (CBI) was used to measure the level of burnout. The results obtained by a
quantitative research using questionnaires conducted among 100 recruiters in Serbia have
shown that recruiters in Serbia face burnout to an extent (overall burnout, individual, work-
related and client-related burnout), while all examined variables (except employee’s age)
were found to have statistically significant impact on burnout presence among recruiters.
What adds value to this paper is the fact that the amount of burnout studies conducted in
Serbia in general is scarce and mostly focused on helping professions. The research has a
practical purpose to help companies and human resource departments create appropriate
burnout prevention training programmes targeted for recruiters.

Key words: burnout, burnout syndrome, recruiter, recruitment, Copenhagen Burnout
Inventory, CBI.
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JA JIX CE PETPYTEPHU Y CPBUJHU
CYOYABAJY CA CHHAPOMOM U3I'APAIbA?
YTULHAJ JEMOI'PA®CKUX ®AKTOPA, POKOBA
N IIPUTUCKA HA TIOCJTY HA TIOJABY U3I'APAIBA

Arncrpakr

CuHApOM H3rapama NpecTaBiba jeaH O Hajo30WbHHjIX opeMehaja y caBpeMEHOM
pamHOM OKpyXemy. Perpyrepu cy jemHa on mpodecuja ko0joj Huje mocBeheHo MHOTrO
HaKKBE Y HAyYHUM HCTPKUBAIMA, HAKO CE Y JIUTepaTypy HaBOAH Jia Ce PerpyTepH CBa-
KOJIHEBHO CYOUaBajy ca CTPECOM Ha paJry, KOjH YeCTO MOXe JIOBECTH JI0 110jaBe CHHAPOMA
u3rapama OBe TpyIe 3arnocieHux. b oBor paza je 1a Mokyia Ja UASHTHQUKYje 1a I
je My Kojoj MepH CHHIPOM HM3rapama IpucyTaH Koz perpyrepa y Cpouju (Ko OHHX KOjH
perpyTyjy KaHIuaaTe 3a CBOT MOCIIOABIA M KOJI OHHX KOjH Cy 3aIlOCIIeHH y areHIyjama n
perpyTyjy KaHauaaTe 3a KiInjeHTe) U 1a OTKpHje (akTope Koju yTudy Ha MoryhHocT noja-
BE CHH/IPOMA M3rapama KO OBE IpyIe 3arociIeHuX. AHAIU3UPAHE cy BapHjadie Koje Haj-
yemhe yTudy Ha W3rapame y OpYTUM mpodecrujaMa: CTapocT, pagHO MCKYCTBO, OpadHu
CTaTyc, CTPMKTHH POKOBH M TIpUTHCaK Ha paxy. Konenxaren-ynutauk (CBI) 3a mepeme
CHHJIpOMa M3rapara KopuIheH je 3a Mepere CTeNeHa H3JI0KEHOCTH CHHIPOMY M3rapaba.
PesynraTy MOOHMjeHH eMITUPH]CKUM HCTPKUBAKEM ITyTeM YIUTHUKA KOjU j€ TOITyHHIIO
100 perpytepa y Cpbuju nokasanu cy 1a ce perpyrepu y CpOuju y U3BECHOj MEpH CyOda-
Bajy ca CHHIPOMOM M3rapama (YKyITHO M3raparme, H3rapame Ha JJNYHOM HHBOY, H3raparmbe
Y BE3H ca IT0CJIOM, H3rapare y Be3H ca KIHMjeHTHMa), a IIOKa3alio Ce J]a CBE NCIIMTHBAHE Ba-
pujadine (OCHM CTApOCTH 3aIIOCIICHOT) MMajy CTATUCTHYKH 3HayajaH yTHI[A) HA TIPUCYCTBO
CHHJZIpOMa H3rapama Koz perpyrepa. [ToceOHa BpeIHOCT paja oriieia ce y YHHBCHULM Ja
je Opoj ucTpaxuBama y Be3W ca CHHAPOMOM m3rapama y CpOuju BeoMa Mad H Jia cy ce
ayTOpHU Y JIOCA/IAIIbUM HUCTPAXKHBAKBUMA YITIABHOM OaBUIN H3rapareM KO HoMaxyhnx
npodecuja. OBO MCTpaXXHMBaEke MMa U NMPAKTHYHU JONPUHOC — Jia IOMOTHE KOMITaHHjama
U O7IeJbEHbHMA 32 JbYJICKE Pecypce ja OcMHCIe oAroBapajyhe nporpame o0yke 3a npeBeH-
W]y CHHAPOMA H3rapama KoJ| perpyrepa.

KibyuHe peun: wu3rapame, CHHIPOM U3rapama, perpyrep, perpyroame, CBI.

INTRODUCTION

Since the mid-seventies when Freudenberger (1974) introduced the
term burnout into psychology, the number of research examining burnout
syndrome has been on the increase. One of the reasons is the ever-
increasing pace of life and the consequent rise of reported work related
stress (Smith, 2019). On the other hand, the findings have proven that
burnout syndrome does not exist only in the helping professions, as it was
previously thought, but also among the professionals of all walks of life
(Schaufeli, Maassen, Bakker & Sixma, 2011).

Nevertheless, one of the professions that has not received much
attention in the scientific research of burnout is that of recruiters. Moreover,
to the knowledge of the authors of this paper, no study has examined the
burnout process as it applies to the profession of recruiters. Contrary to
that, there is a lot of professional literature that analyzes the burnout
syndrome among recruiters (Savage, 2013; Weeks, 2017; Zoromski,
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2007). Studies show that the recruiting sector is one of the most stressful
working environments in the contemporary workplace (Berry, 2008).
Factors that are thought to contribute to the high level of recruiters’ stress
are a large number of external and internal clients, role conflicts, pressure
from both clients and managers, strict deadlines, constant rejections in a
highly competitive market, as well as their personal characteristics (Sorgaard,
Ryan, Hill & Dawson, 2007; Torrington, Hall & Taylor, 2011).

Having all this in mind, the aim of this paper is to attempt to identify
the extent to which recruiters (in-house as well as those employed in
recruiting companies and agencies) are exposed to burnout syndrome and
to reveal the determinants which influence the possibility of burnout among
this group of workers. What adds value to this study is the fact that the
amount of burnout study conducted in Serbia in general is scarce and
mostly focused on helping professions. The research has a practical purpose
to help companies and human resource sectors create appropriate burnout
prevention training programmes targeted for recruiters.

LITERATURE REVIEW
Burnout Syndrome

Burnout is typically defined as a state of complete emotional, mental
and physical exhaustion caused by excessive and prolonged occupational
stress (lvancevi¢, Vaci & Nisi¢, 2016). Freudenberger (1974) described
it as a gradual loss of idealism, energy, sense of purpose and goals,
which is usually experienced among workers in helping professions,
and presents a direct consequence of the conditions they work in and is
their response to a high level of chronic stress. In the decade that followed,
Christina Maslach conducted numerous studies on burnout and concluded
that it is a cluster of symptoms that appear in the situation of prolonged stress
in the workplace and is characterized by three dimensions: emotional
exhaustion, depersonalisation and diminished personal accomplishment
(Maslach, 1982). Emotional exhaustion refers to the state or feeling of a
particular emotional extension that is accompanied with physical exhaustion
(Maslach and Jackson, 1979; Savicki and Cooley, 1982). Depersonalisation
is described as the developing of a specific negative attitude towards
coworkers and clients, manifested through cynicism, indifference and
lack of concern for the people in the workplace and gradual isolation
and distancing from them (Maslach and Jackson, 1979). Diminished
personal accomplishment is defined as a subjective feeling of personal
incompetence and lack of success at work (Maslach and Jackson, 1979).
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Recruitment and Potential Stress Factors in the Recruiting Process

Strategically and practically speaking, one of the most important
functions of human resource management is recruitment. It precedes the
selection process and consists of the activities and policies that are conducted
with the aim of identification and attraction of prospective employees
(Breaugh & Starke, 2000). Recruitment may be conducted internally or it can
be outsourced to specialized companies or professionals.

Recruiters face a lot of challenges daily, first of all, in connection to
the workload. They have to source candidates, distribute job advertisements,
go through numerous application forms and assess applicants, but also
conduct a number of interviews on a daily basis (Melanthiou, Pavlou &
Constantinou, 2015; Torrington et al., 2011). Due to the highly competitive
market, the attraction of new employees increasingly demands certain
sales-related qualities of recruiters who consequently face a variety of new
challenges (Lievens, van Dam & Anderson, 2002; Weeks, 2017) and
experience additional work pressure. Some of those challenges include
being able to bear constant rejections without allowing them to affect their
emotions negatively. Another thing that has made the recruiters’ job more
complex and demanding in the recent decades is the soaring number of social
media and new technologies, which can also present a distraction. Despite the
fact that the Internet enabled online recruitment and dramatically enlarged the
number of potential clients, it has also made the job of extracting important
information from such an enormous pool of data more difficult. It has also
forced recruiters to be faster and more responsive, and do more work for the
same amount of time decreasing simultaneously the time needed for rest.

In addition, it should be emphasized that another factor contributes
to the recruiter’s potential stress and that is the human factor. The
recruiter’s job depends, on one hand, on the will of candidates and clients,
and on the other hand, on the will of a hiring manager and other managers
in the company (Weeks, 2017). The change of will of any of them in any
stage of the recruiting process can make the recruiter’s work futile
(Weeks, 2017).

Recruiters often face short deadlines, long work hours, lack of
benefits and the appropriate trainings which can all lead to burnout and
the consequent turnover (Oh & Pizam, 2008). For those reasons it is
important to examine the level of burnout of professional recruiters and
the impact of certain variables to its occurrence. Since this study
represents a pioneer research of burnout syndrome among recruiters (in
Serbia), some of the most commonly examined variables have been
chosen for the analysis. The goal of it should primarily be to provide
guidelines for structuring effective burnout prevention strategies thus
preventing recruiters’ turnover and maintaining recruiters’ health.
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Relationship Between Age, Work Experience, and Burnout

The very pioneer of burnout scientific research, Christina Maslach,
and her coworkers claim that of all the demographic variables that have
been studied, age is the one that has most consistently been related to
burnout (Maslach, Schaufeli & Leiter, 2001). It is added that burnout
level is usually reported to be higher among younger employees, usually
bellow the age of 30. They also mention that work experience, as another
variable, is frequently negatively correlated to burnout, higher levels of
which being more present earlier in employees’ career. However, they
state that those findings should be taken with caution since the reasons
behind them were not examined thoroughly (Maslach et al., 2001).

One of the most comprehensive studies that examined the
correlation between age and work experience and burnout is Brewer &
Shapard’s (2004) study: ‘Employee Burnout: A Meta-Analysis of the
Relationship between Age or Years of Experience’. They performed a meta-
analysis on the data that were extracted from 34 studies and concluded that
there is a significant though not large negative correlation between age and
burnout, and the very same was proven for work experience in a field and
burnout (Brewer & Shapard, 2004). Nevertheless, their study also showed
that the results differed in correlation to specific occupational group (social
workers, educators, nurses, clergy and other occupations). Recruiters were
not included in the study.

In the study ‘Burnout in the general population’ (Ahola et al.,
2006) it was shown that burnout seemed to slightly increase with age, mostly
among human resource workers. Another inclusive study was carried out in
Finland, testing the relation between age and burnout in the adult working
population encompassing all fields of work activity. It showed that burnout
both decreases and increases with age, reporting the highest levels of it in the
youngest and the oldest working women, as well as the middle aged
working men (Ahola, Honkonen, Virtanen, Aromaa & Lénnqgvist, 2008).

Other studies examined the relation between age and burnout
within particular occupations. Foreman’s (1996) study on clergy showed
that those between the age of 30 and 39 experienced more burnout than
those younger than them, but that burnout level also decreased with the
following decades. Antoniou, Polychroni & Vlachakis (2006) found that
younger teachers in Greece experienced higher level of burnout in terms
of emotional exhaustion and disengagement from profession, while older
teachers experienced higher level of stress when lacking ‘government
support’. Byrne (1991) also suggested that younger and less experienced
teachers experienced higher level of burnout.
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Marital Status and Burnout

Since the beginning of burnout research, marital status of employees
has been of one the examined variables. Maslach and Jackson’s (1985)
earlier study showed a consistent level of lower burnout presence among
the employees who were married than among those who were not,
emphasizing the importance of family responsibilities, and adding further,
more drastic findings that childless employees showed higher levels of
burnout than those who had children. In their later study, Maslach et al.
(2001) once again found evidence that those who were unmarried
(particularly men) seemed to be more susceptible to burnout in comparison
to those who were married. In their opinion, employees who were single
seemed to experience even higher level of burnout than the divorced. In
addition, Ahola et al. (2006) reported in their study that being single,
divorced or widowed carried a potential risk of burnout for men.

Deadlines and Work Pressure, and Burnout

The consequence of a chronic exposure to stress is the reduced
responsiveness and the blockage of the HPA (Hypothalamic-Pituitary-
Adrenal axis) axis signal. Its result is the diminished secretion of cortisol
and adrenaline needed for the body to produce energy, and it appears in
the third stage of burnout which is fully named ‘Adrenal Burnout Syndrome’.
Thus, it is easy comprehend why some of the first researchers of this
syndrome, Maslach and Jackson (1985), found that work pressure is among
those organizational job stressors that are strongly associated with burnout,
its emotional exhaustion component in particular. Constable and Russell
(1986) also found that work pressure is one of the major determinants of
burnout among nurses. Similarly, Sethi, Barrier & King (1999) showed that
unrealistic deadlines are among the main reasons for burnout among IT
professionals. Pawlowski, Kaganer & Cater (2004) also examined unrealistic
deadlines as one of burnout predictors. For those reasons and the
synonymous conception of stress and the state of being “under pressure’, we
found it important to analyze the relation of these two variables and the
recruiters’ burnout.

To our knowledge no research examining the impact of age, work
experience, marital status, unrealistic deadlines or work pressure of recruiters
on burnout has been conducted so far. Having in mind the stated, the
following hypotheses were defined:

Hypothesis 1: Recruiters suffer from a high level of burnout.

Hypothesis 2: Age has an impact on recruiter burnout.

Hypothesis 3: Work experience in recruiting has an impact on
recruiter burnout.

Hypothesis 4: There is statistically significant difference in the level
of recruiter burnout regarding their marital status.
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Hypothesis 5: There is statistically significant difference in the level
of recruiter burnout regarding the existence of strict deadlines.
Hypothesis 6: Work pressure affects recruiter burnout.

METHOD

We conducted an online survey from February until March 2019.
The survey was distributed via email. Afterwards, the statistical analysis
was performed using SPSS 22. The survey consisted of questions regarding
four main areas: Demographic information and the Copenhagen Burnout
Inventory: Personal burnout, Work-related burnout and Client-related
burnout. The first section of the survey asked the respondents basic
demographic information which included gender, age, highest completed
degree, marital status, nationality, country in which they currently work in,
and the questions related to work experience. The following three sections
were related to Personal burnout, Work-related burnout, and Client-related
burnout. The questions used to measure the three types of burnout are from
the official CBI (Kristensen, Borritz, Villadsen & Christensen, 2005).
Personal burnout, Work-related burnout, and Client-related burnout are
measured using six, seven and six items respectfully. All of them are
measured on a Likert scale from 1 (Never/almost never/to a very low
degree) to 5 (Always/to a very high degree). Afterwards, the values have
been scored on a scale 0 to 100. Namely, the values have been recoded: 1
scoring 0, 2 scoring 25, 3 scoring 50, 4 scoring 75, and 5 scoring 100.

Sample

After conducting the survey, we collected 100 responses. It should
be emphasized that companies in Serbia mostly do not contain the position
of a recruiter, and if they do, the number of them is usually only one or two.
For this reason, we presume that the total number of 100 participants in this
study is quite representative for Serbia. We assessed 77 female recruiters
who make 77.0% of the sample, and 23 male recruiters (23.0%). The
disproportion in the gender of the respondents can be noted. Nevertheless,
such a result could have been expected as positions in HR are preferred by
females (Olson, Hanson Frieze & Good, 1987). The mean age of the
respondent is 33.41 with a standard deviation of 6.997. The age of the
respondents ranges from 22 to 53, with the median of 32. This indicates
that half of the respondents is younger than 32. We can conclude that we
have covered the part of the younger recruiter population. When it comes to
the highest education level completed, almost half of the respondents, 48% of
them, has a masters’ degree, followed by 44% who have the bachelors’
degree. The remaining respondents achieved high school, PhD, or
specialization. According to the marital status, 36% of them are married,
35% are in a relationship, while the rest are single. The mean number of
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years of experience in recruiting is 6.04 with the standard deviation of
4.726. The median years of experience is 4.5 which indicates that the
respondents covered by the research have experience in recruiting.

RESULTS AND DISCUSSION

As mentioned, several additional questions we inserted in the survey.
The first was related to whom the respondent recruits the candidates for. The
question had three levels: recruiting for clients’ needs, for the company’s
needs and both. A little more than half of the respondents (53%) recruit for
company’s needs, 26% recruit for clients and the rest recruit for both.
Therefore, 47% of the respondents were eligible for calculating the Client-
related burnout. Next, to differentiate the respondents regarding the existence
of strict deadlines for filling the positions we asked them whether or not they
have deadlines and what they think of them. The question was “The
deadlines for filling the position are” while the possible answers were “I do
not have deadlines, Deadlines are realistic and achievable, and Deadlines are
unrealistic and non-achievable”. Finally, we wanted to measure the frequency
of working under pressure. The question was “How often do you feel work
pressure”, and it was measured on a 5-point Likert scale from 1 (Never/very
rarely) to 5 (Always/very often).

To additionally inspect the scales used in the research, we conducted
the scale reliability analysis using the Cronbach’s alpha (Cronbach, 1951).
Scale reliability can be described as the level up to which all the items in a
scale measure the same concept (Tavakol & Dennick, 2011). It takes values
from 0 to 1, where 1 means complete internal consistency, and 0 means
complete inconsistency. The values of Cronbach’s alpha per scale are given
in Table 1. As it can be observed it varies from 0.957 (Client-related
burnout) to 0.869 (Work-related burnout). As the recommended threshold
is 0.7 (Peterson, 1994), we can conclude that all the scales are consistent.

Table 1. Cronbach’s alpha per construct

Personal Work-related Client-related
Construct

burnout burnout burnout
Cronbach’s alpha 0.926 0.869 0.957

In the next stage, the values of each type of burnout were obtained. As
suggested by the official CBI, the values of each burnout were calculated
using the simple mean of the items. Above that, the overall burnout was
obtained as the simple mean of the Personal, Work-related, and Client-
related burnout. In the next paragraphs we will provide basic descriptive
statistics for the three observed constructs and the overall burnout.

Comparing the mean values of the three types of burnout, we observe
that the Client-related burnout has the highest mean (55.496), followed
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by Personal burnout (42.875). This would indicate that 47% of the
sampled recruiters who work with clients sometimes or to a degree
experience client-related burnout. Interestingly, the respondents experienced
the lowest mean on Work-related burnout of 39.5. The standard deviations of
the three constructs show that the values of Client-related burnout vary
more than the scores of the remaining two types of burnout, 4.063 compared
to 2.252 (Personal burnout) and 2.237 (Work-related burnout). The mean
overall burnout is 43.685 meaning that the respondents are close to
“sometimes experiencing burnout”. The standard deviation is 2.219
which indicates that the results are stable and consistent. The box-plots of
the three constructs and the overall burnout score are given in Figure 1.
The box-plot for Personal burnout shows that there are several outliers,
precisely there are three respondents who are experiencing extreme personal
burnout. Other types of burnout and overall burnout showed no outliers.
Comparing the medians, the median of the Client-related burnout is the
highest. The same accounts for the interquartile range. Therefore, it can
be concluded that there is a smaller level of agreement on the issue of
client-related burnout and that among the respondents who have clients,
this type of burnout is noticeable.

Thus, the Hypothesis 1 is not confirmed. The burnout scores in the
present study were above the average scores found by Kristensen et al.
(2005) which were 35.9, 33.0, and 30.9 for personal, work-related and
client-related burnout, respectively, across 15 jobs. In comparison to other
examined occupations in Serbia, e.g. translators, lectors, coordinator and
managers employed on the television (Trajkovi¢, Ivanovi¢ & Ivancevié,
2019), teachers and special education therapists (Ivancevi¢ & Kikovié,
2017), Serbian recruiters suffer from a much lower degree of burnout
syndrome, which is also in contrast to the Hypothesis 1.
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Figure 1 Box plot comparing the values of the three types of burnout
and overall burnout

Hypothesis 2 and 3 were explored using the Pearson’s correlation
coefficient between Age and Work experience on one side and burnout
types on the other. The obtained correlation coefficients are given in
Table 2. When it comes to the impact of Age on burnout, we can conclude
that there is no statistically significant impact. Thus, Hypothesis 2 is not
confirmed. This finding is contrary to the findings of Maslach et al. (2001),
Brewer and Shapard (2004), Ahola et al. (2006), Ahola et al. (2008) who
found that employees’ age has influence on the presence of burnout
syndrome.

Table 2. Pearson’s correlation coefficient
between Age and Work experience and burnout

Personal  Work-related Client-related Overall

Construct burnout burnout burnout burnout

Age -0.111 -0.028 0.039 -0.040

Work experience 0.121 0.232" 0.209 0.235"
" p<0.05

Contrary to Age, Work experience has an impact on Work-related
burnout and the Overall burnout. Pearson’s correlation coefficients of
0.232 and 0.235, although weak, indicate that the more experienced
recruiters are more prone to work-related burnout and overall burnout.
Thus, Hypothesis 3 is confirmed. However, contrary to what was expected,
the study has shown that work experience is positively correlated to
burnout, indicating that more experienced recruiters are more susceptible
to work-related and overall burnout. This finding differs from the results
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of Brewer and Shapard’s (2004) research, as they found a significant
negative correlation between work experience in the field and burnout.

For investigating whether there is difference in burnout depending
on the marital status, we used analysis of variance (ANOVA). Significant
differences have been observed for Personal burnout, Work-related burnout,
and Overall burnout, providing support for Hypothesis 4. Therefore, the
more detailed insights are presented in Table 3. Beside mean and standard
deviation per group and the value of the statistics, we conducted post hoc
tests to inspect among which groups there is a statistically significant
difference. Levene’s test showed that the variances are equal between
different groups of Personal, Work-related and Overall burnout (p<0.05)
in all three cases. Therefore, the chosen post hoc test was the LSD (Least
significant difference) test as this test requires equal variances (Day &
Quinn, 1989).

A pattern of differences can be observed. Regarding burnout, the
single respondents are more prone to burnout than their colleagues who
are married or in a relationship. The most drastic difference is observed
for Overall burnout, where the mean for single respondents is 52.801
compared to 37.709 (In a relationship) and 42.151 (Married).

Table 3. Parameter values of burnout types for different marital status,
the significance of the ANOVA test, and the post hoc test

Construct Groups Mean+SD ANOVA Post hoc
Personal Married . . 39699 £ 19.530 . Married < Single
burnout In a relationship 38.809 + 24.122 3.315 In a relationship < Single

Single 51.724 + 22.258
Work-  Married 38.789 +£18.133 Married < Single
related  In arelationship 32.653 +22.837 4.356" In a relationship < Single
burnout  Single 48.645 £ 24.079

Married 42.151 + 19.064 . .

. ) . <

t?l]’rf]rgyt In arelationship 37.709 +23.085 4.032° a'?"ef;tri'ggshii'ggé?ngle

Single 52.801 + 22.523

* p<0.05

The study has shown that marital status affects recruiter burnout in
the manner that recruiters who are married or in a relationship showed
lower risk of developing burnout. These findings are aligned with the
results of Ahola et al. (2006) who concluded that not being married increases
the potential risk of burnout. Interpreting the results of Maslach and
Jackson’s (1985) study, Greenglass and Burk (1988) say that family life
teaches people to handle critical and interpersonal situations at work more
effectively, gaining practice in problem solving and conflict resolution within
family framework. They also add the importance of probable support that
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the family provides for its members, thus helping them cope with work-
related stress better (Greenglass & Burke, 1988).

To accept or reject the Hypothesis 5, we compared the values of
different types of burnout among the recruiters depending on their attitude
towards deadlines. As only 6 respondents said they do not have deadlines, we
focused on the comparison of the respondents who have deadlines. Most of
the recruiters believe that the deadlines are realistic and achievable
(70%), while only 26% believe the opposite. According to Zimmerman
(1987) and De Winter (2013), the t-test can be used in cases when the
samples are not the same size. The parameter values of burnout types for
different opinions on deadlines, the significance of the t-test, absolute
mean difference and the observed difference are given in Table 4.

Table 4. Parameter values of burnout types for different marital status,
the significance of the t-test, absolute mean difference
and the observed difference

Absolute mean

Construct Deadlines Mean £ SD t-test - Difference
difference
Realistic and
Personal achievable 39.940 +18.921 - Realistic <
- -3.086 14.920 L
burnout  Unrealistic and 54.861 + 24.440 Unrealistic
nonachievable ' -
Realistic and
Work- achievable 36.020 £20.858 - Realistic <
related Unrealistic and -3.190 15.765 Unrealistic
burnout : 51.785 + 21.010
nonachievable
. Realistic and
Client- . hievable 51.172 £ 24.607 - Realistic <
related Unrealistic and -2.202 18.967 Unrealistic
burnout : 70.139 + 24.607
nonachievable
Realistic and
Overall  achievable 40.137£19.735 3355 16.182 Realistic <
burnout  Unrealistic and ' ) Unrealistic

. 56.320 + 22.250
nonachievable

~p<0.01

The results indicate that for three types of burnout and the overall
burnout there is a statistically significant difference between the recruiters
who have realistic and unrealistic deadlines, supporting the Hypothesis 5.
In all four cases, the recruiters who have unrealistic and non-achievable
deadlines experience higher values of burnout. The greatest mean difference
was for Client-related burnout (18.967) followed by Overall burnout
(16.182). The statistically significant difference for Work-related and
Client-related burnout could have been expected, but the result that the
pressure of unrealistic deadlines has an important impact on Personal
burnout is an interesting finding. Similar to the findings of Pawlowski et
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al. (2004) and Sethi et al. (1999), we can conclude that the work pressure
manifested through deadlines has an impact not only on work activities,
but also on personal relations.

To explore the effect of work pressure on burnout we used the
Spearman’s correlation coefficient between the Work pressure indicator
and different types of burnout. The Spearman’s correlation coefficient
was used as we observed the correlation between a scale and ordinal
variable, and Gardner and Martin (2007) and Jamieson (2004) showed
that in case of tests which involve Likert scale non-parametric tests yield
better results. As presented in Table 5, the obtained correlation coefficients
range from 0.254 (Work-related burnout) to 0.330 (Client-related burnout).
We can conclude that Hypothesis 6 is supported as observed work pressure
has a statistically significant impact on the development of burnout, whereas
it has a slightly stronger impact on the Client-related burnout than the
other two types of burnout and overall burnout. As all correlation coefficients
are positive, we can observe that the increased work pressure increases
burnout. The findings are aligned with the findings of Maslach and Jackson
(1985) and Constable and Russell (1986) who found that work pressure
was strongly associated with employee burnout.

Table 5. Spearman’s correlation coefficient
between Work pressure and burnout

Personal Work-related Client-related Overall
Construct

burnout burnout burnout burnout
Work pressure  0.316™ 0.254" 0.330" 0.308™

~p<0.01, * p<0.05

CONCLUSION AND RECOMMENDATIONS
FOR FURTHER RESEARCH

The finding of this study that Serbian recruiters sometimes face
burnout syndrome leads us to believe that recruiter burnout should be
treated all the same. Due to the fact that age has no statistical significance
on the presence of burnout, burnout awareness and prevention programmes
should be conducted for all age groups equally. Another valuable finding of
the study is that work experience influences burnout of recruiters, which
implies that burnout prevention trainings should be more often targeted to
more experienced workers regardless of their age. They could also be
interviewed more frequently in the attempt to check their levels and
potential risk factors for burnout development, and more attention should
be paid both from supervisors and HR department in this regard. It is also
a recommendation for further research to examine what factors contribute
to the positive correlation between burnout and work experience among
recruiters, as well as to determine whether this correlation is different in



1364

different countries. In addition, since employees who are married or in a
relationship showed lower risk of developing burnout, those individuals
who are single should gain more support from the company, including
supervisors, HR department and their colleges. Thus, they will be able to
combat everyday work stress more easily and with a greater sense of
safety. Despite the fact that the data on marital conflicts and the female
perception of their family roles were not included in this study, they
should not be neglected in the burnout prediction in general and should be
a subject of another research. As both unrealistic deadlines and work
pressure were found to affect recruiter burnout, companies should pay
more attention to organizing work better in order to provide more realistic
deadlines for recruiters, as well as attempt to reduce pressure to accomplish
the goals set in a short period of time. HR managers should also engage in
developing programmes that will focus on retaining employees (Slavkovié,
Babi¢ & Stojanovi¢ Aleksi¢, 2015) to prevent recruiters’ turnover.

Having in mind that burnout syndrome among recruiters occurs to
some extent, other variables, like companies’ factors, should also be
investigated in order to understand whether they could influence the risk
of burnout, such as working conditions or supervisors and colleagues
support. Nevertheless, it is an encouraging datum that recruiters show a lower
level of burnout than other professions, and good practices and policies
their companies provide to them should be examined more closely and
transferred to other industries whose employees suffer more dramatically
from this omnipresent, modern-day disorder.

Another possible future direction of study could be the application
of more advanced statistical multivariate analysis. For example, factor
analysis could be employed to additionally check the grouping of the
variables related to burnout. Also, structural equation model modelling
(SEM) could be conducted to investigate the effect of control variables on
specific burnout dimensions. One of the limitations of the study which
could be tackled in the future research is the sample size. Namely, the
research could be extended in the countries in the region.
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JA JIX CE PETPYTEPHU Y CPBUJHN
CYOYABAJY CA CHHAPOMOM U3I'APAIbA?
YTULHAJ JEMOI'PA®CKUX ®AKTOPA, POKOBA
N IIPUTUCKA HA TIOCJTY HA TIOJABY U3I'APAIBA
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Peny6muka Cpbuja
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Pe3ume

Ox cpenyHe cemamIeceTHX TOJMHA, Kaja je TEPMHUH CHHAPOM H3rapama YBENCH y
IICHXOJIOTH]y, CTAJHO ce roBehaBa Opoj MCTpaXknBama Ha TeMy CHHIpOMa m3rapama. Cko-
pHja UCTpaKMBama Cy IMOKas3ayia J]a ce CHHIPOM H3raparma He jaBjba CaMo y MoMaKyhum
npodecujama, Kako ce paHuje cMaTpaio, Beh U y JpyruM 3aHUMamKkMa. Y OBOM pajiy ce
UCTpaXKyje CHHIPOM H3rapama KOJ perpyrepa, pH 4eMy ce UMajy Yy BHAY CIelH(HIHO-
ctH oBe npodecrje 1 OPOjHH M3a30BU Ca KOjUMa Ce PerpyTepH CBaKOIHEBHO cycpehy y
THoIvIely KOJMYMHE MOCTa U MPUTHCKA Ha nociy. CTpaTelky U HPaKTHYHO TJIEIAHo, pe-
TPYTOBamE NMPECTaBIba jeIHy O Haj3HAUajHUjHX (PYHKIMja MEHAIMEHTA JbYICKHIX pecyp-
ca. Mimajyhu y Buly 2 OBO HCTpa)KHBambEe NPEICTaBIba MPBO HCTPAKUBABE CHHIPOMA U3-
rapama Koz perpyrepa y Cpouju, 3a aHanmzy cy omabpaHe Heke o7 Hajuemhe UCIIUTHBA-
HHX Bapujabmi. EMmupujcko uctpakuBame je cripoBeneHo 2019. roauHe ImyTeM OHIajH-
YIIUTHHUKA KOJH je AUCTpUOyHpaH MejioM. 3a CTaTHCTHYKY aHamm3y kopuiheH je SPSS
22. Y3opak ce carojao on 100 perpyrepa. C 063upom Ha To aa kommanuje y CpOuju Haj-
venthe HeMajy HO3MLIMjy PerpyTepa WM, ako je UMajy, OONYHO MMajy jeIHOT WIIH JIBa pe-
TpyTepa, MOXKE Ce cMaTpaTH Jia yKymnad 6poj ox 100 ucrmraHmKa mpeacTaBba penpe3eHTa-
THBaH y30pak 3a Cpoujy. Konenxaren-ynutauk (CBI) xoprmhed je 3a Mepeme cHHApoMa
u3rapama Koji perpyrepa. Pe3ysraTu cy nokasanu Jia M3rapame y Be3u ca KIMjeHTHMa NMa
HajBehy cpenmy BpemHocT (55,496), a 3aTuM u3rapame Ha JUIHOM HUBOY (42,875). Ucrm-
TaHWIM Cy MMaJM HajHIKY CPEby BPEOHOCT 3a M3rapame y Besu ca nociom (39,5).
Cpenmba BpeHOCT 3a YKYITHO U3rapambe U3HOCH 43,685, ITo 3HauM Ja ce UCIIUTAHULIM T10-
HEKaJl CyouaBajy ca CHHAPOMOM m3rapama. [IponaleHo je ma cnenche Bapujabne mmMajy
yTHIaj Ha MOTyhHOCT TOjaBe CHHIpPOMA M3rapama KOJ perpyrepa — PagHO HCKYCTBO,
OpavHH cTaTyc, POKOBH U MpUTHCAK Ha mocity. Hajsehu pmsuk o cyouaBama ca CHHApPO-
MOM H3rapama HOCE perpyTepH ca BHUILE UCKYCTBa Y CTPYIH, KOjU HUCY y Opaky, KOju
MMajy HepealHe POKOBE U BEJHKH MPUTUCAK Ha MOCIy. Pe3ynraTi oBor HCTpaKuBamba, Ko-
j¥ cy mokazaim ja ce perpyrepu y CpOuju MOBpEMEHO CyouaBajy ca CHHIPOMOM H3rapa-
a3, TIOJICTAKIIM CY HAC Jia BepyjeMo Ja je MOTPeOHO BPIUIMTH MPEBEHII]Y U JICUCHE OBOT
nopemehaja. 113 oBor pasinora, y pagy cy JaTe CMEpHHIIE 32 OCMUIIBABAbE ePEKTHBHUX
cTpartervja 3a TMPEeBEHIMjy CHHIpOMA M3rapama KOJ perpyrepa Koje MMajy 3a b Ja
cripede QIyKTyalyjy perpyTepa U jia cadyBajy FbUXOBO MEHTAJIHO 371aBJbe.



