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Abstract

The objective of this study is to identify the figure of the burnout syndrome and its implications with the
management and leadership in an educational institution using a descriptive documentary method and
the observation technique is used as a non-obstructive strategy to identify the problems in the institution,
the concepts of management and leadership are described with the intention of verifying the causes that
originated the burnout syndrome, the new management, concerned about improving the work center,
accepts proposals that, according to the research carried out, suggest the application of engagement with
the intention of improving the organizational climate, as well as seeking that the personnel be more
participative with the organization's projects, that they express their ideas and opinions actively, that they
show enthusiasm and are motivated, identify their talents and relocate them for the achievement of
objectives. The aim is to motivate workers to professional and personal growth.

Management and Burnout Syndrome: Leadership and Engagement as a Strategy

Objective

Methodology

Contribution

To identify the figure of burnout
syndrome and its implications with
management and leadership in an
educational institution.

Descriptive documentary method
and the observation technique is
used as a non-obstructive strategy to
identify the problem in the

Application of strategies for a better
organizational climate.

Reduction of labor conflicts.
Potentiation of professional growth

Improve communication channels.
Improve labor relations.
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institution.

Resumen

Este estudio tiene como objetivo identificar la figura del sindrome burnout y sus implicaciones con la
direccion y el liderazgo en una institucion educativa utilizando un método documental descriptivo y se
utiliza la técnica de observacion como estrategia no obstructiva para identificar la problemaética en la
institucion, se describen los conceptos de direccion y liderazgo con la intension de verificar las causas
que originaron el sindrome burnout, la nueva direccion preocupada por mejorar el centro de trabajo
acepta propuestas que de acuerdo con la investigacion realizada se sugiere aplicar el engagement con la
intencidn de mejorar el clima organizacional ademéas se busca que el personal sea mas participativo con
los proyectos de la organizacidn, que expresen sus ideas y opiniones activamente que muestren
entusiasmo y estén motivados, identificar sus talentos y reubicarlos para el logro de objetivos. Se trata
de motivar a los trabajadores a un crecimiento profesional y personal.

Direccién y Sindrome Burnout: Liderazgo y Engagement como estrategia

Objetivo Metodologia Contribucion

Aplicacion de estrategias para un
mejor clima organizacional.
Disminucion de conflictos laborales.
Potencializacion  del  crecimiento
profesional

Mejorar canales de comunicacion
Mejorar relaciones laborales.
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Identificar la figura del sindrome
burnout y sus implicaciones con la
direccion y el liderazgo en una
institucion educativa

Método documental descriptivo y
se utiliza la técnica de observacion
como estrategia no obstructiva
para identificar la problematica en
la institucion

Bournout, Direccion, Liderazgo, Engagement
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Introduction

Work demands, misinformation about the requirements of the job position in organizations, poor
administrative and personnel management are causing problems that are gradually growing, usually not
observed, if not until it reaches the limit of the members of the institution. In this project we talk about
burnout syndrome, according to Fernandez et. al. (2010), it is also known as professional burnout
syndrome, PDS is also called work-related stress syndrome or job burnout syndrome. The term in English
is burnout, which translated into Spanish means to be burned out, worn out, exhausted and losing
enthusiasm for work.

In the institution where the study is being carried out, the situation is present; the personnel is
tired, feels irritated and presents health problems, high absenteeism has been generated, in this project
the concept of management and leadership has been studied with the intention of demonstrating to the
new leader the difference for a new management model, also the proposal of engagement is made as a
strategy to improve the organizational climate.

The purpose of this article is to show the difference between leadership and management,
concepts used in organizations that the application of one and the lack of the other can generate or not
the bournout syndrome in the company, a review of the literature is made to define the main concepts
and demonstrate the need to maintain a balance between management and leadership to reduce or avoid
bournout in the organization.

The methodology used is descriptive documentary since it makes use of different researches to
integrate the concepts mentioned above, in addition, the observation technique is used to describe the
situation in the company.

Administrative Aspects
Leadership

Garcia (2015), relies on Weibler and Rosenstiel to establish leadership; it consists of influencing others,
through a socially accepted behavior, influence that orients towards a behavior focused on objectives
(Weibler (2001), likewise (Rosenstiel 2000), indicates that the determinants of behavior are found within
the factors of capacity (training), will (motivation), values and norms, as well as situational conditions
(circumstances). In this aspect, leadership can be defined as the influence that will obviously be exerted
by the members of an organization to achieve institutional objectives.

Transformational leadership is a leadership style that enhances the awareness of the collective
interest among the members of the organization and helps them to achieve their collective goals (Garcia
2012, quoted by Roque and Arriaga 2020).

Delgado (2003), shares what Peter Drucker (n.d.) states “the task of the leader is to develop
leaders. This is increasingly relevant at a time when many people know more than their boss. The boss
must learn to build a team in which specialists take the lead in the areas they dominate with superiority.”
But he also points out that, “In crises there is no shared leadership. When the ship is sinking, the captain
cannot bring people together to hear them. He has to give orders. That's the secret of shared leadership:
knowing in which situations to act as boss and in which to act as partner.”

The organization where the subject of this article is being studied is an elementary school.
According to the concepts presented, the problem arose due to the absence of a leader because the person
in charge of administrative management did not have clear objectives, the universal values and norms
that should be followed and respected in any institution or social environment were exceeded, there was
no teamwork and the collective interest was lost. The institution's collaborators require a more efficient
administrative management that maintains an adequate organizational climate and fosters personal
development.

The organization in charge of an administrator who establishes what is done, how it is done, when
it is done, according to the position given is known as director, that is why it is required to know
theoretically the concept and capabilities of this.
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Organizational climate

Coda (1992), on the other hand, considers the organizational climate to be the indicator of the degree of
satisfaction of the members of a company, in relation to different aspects of the culture or apparent reality
of the organization, such as: human resources policy, management model, company mission,
communication process, professional valorization and identification with the company.

The institution under study is managed by a person who has no experience in the management of
human capital, does not carry out its activities under a procedures manual where the members of the
institution can base themselves to perform their functions, in relation to the resources there is no adequate
use of them: the responsibility of managing an educational institution has is relevant since it has
connotations of social character.

For the institution the human capital, referring to the teachers, help the leader to achieve
objectives, the leader is not alone his team is the one that strengthens him with the various activities in
the institution to teach a class, participate in competitions, develop learning strategies in the classroom,
civic events within the institution, as well as the participation of teachers in courses, workshops and other
activities that have with other institutions of the same level periodically.

In the educational organizational environment, it will allow the development of a set of
informative, implementation and control mechanisms, which can be used by the management to increase
the probability that the behavior of the people who are part of the institution is consistent with its
objectives (Majad 2016).

Management

A manager takes responsibility for the organization to facilitate the achievement of objectives through
the group of people who make up the organization by managing resources.

Sanchez (2007), task-oriented managers are understood as those who are defining quantitative
objectives, insisting on their achievement, exploring new means of efficiency, or adopting new methods
to manage the knowledge, skills, information and understanding used by their collaborators to achieve
the proposed results, some of the characteristics they present are the following:

Table 1
Director's characteristics.

Characteristic Description
Norms,  Obijectives | The degree to which the leader is concerned with the definition and detailed or itemized
and Standards description of the tasks, objectives and activities to be performed, as well as with the establishment

of the norms and standards within which such tasks, objectives and activities are to be
Performance accomplished.

Control It is the degree to which the leader is concerned with exercising control, as well as the means and
forms used by the leader to exercise that control.
Performance The degree to which the leader is concerned with knowing the success or failure of the

achievement of the objectives and tasks assigned to his or her employees, as well as the nature or
use of performance information in the management process.

Orders It is the form or manner in which the leader issues orders to his collaborators, as well as the
character of such orders. Responsibilities: The responsibilities that the leader assigns to his
collaborators in terms of planning, programming, execution and presentation of results.

Power It is the type of power that the leader has, whether formal or informal, as well as its possible uses
in the solution of individual, group and organizational conflicts.

Source: Sanchez 2007
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This is generated with good management where the leader studies the structure of the organization
and establishes objectives to be achieved, which will be based on a procedure manual that establishes
responsibilities, must value the staff and create work teams that are committed and work towards the
goals of the organization. This study supports the need for a transformational leader because there is no
adequate work environment in the organization.

The origin of the burnout syndrome in the institution under study.

The organization has been suffering for nine years a deterioration with the teaching staff, the
management far from setting goals, following manuals and/or integrating the staff, has been responsible
for causing discomfort among employees, giving preferences to some employees not to deliver forms,
not to do certain activities, among some other situations, which has led to major problems in the
organization.

Burnout Syndrome
The symptoms of burnout syndrome are very similar to the symptoms associated with work stress in

general, however, in the case of burnout they can increase in intensity, especially in relation to changes
in behavior or character, among which can be found:

Table 2
Burnout symptoms

Symptoms Typology
Symptoms at the emotional level; Changes in mood
Demotivation
Mental exhaustion
Lack of energy and lower performance
Symptoms at the physical level; Affections of the locomotor system
Other psychosomatic alterations

Source: Balladares,2017

Burnout syndrome is a response to chronic stress at work (long-term and cumulative), with
negative consequences at the individual and organizational level, and which has very specific
peculiarities in certain areas of work, professional, volunteer, (Martinez 2010).

Factors conducive to burnout

Martinez (2019), talks about the factors that favor the presence of burnout syndrome, among which he
mentions:

1. At the individual level, the counter-transference or getting excessively involved in the needs and
problems of users, increases the level of demand and takes problem solving as a personal
challenge.

2. Interpersonal relationships at work, either with users or with other co-workers, where conflict

situations, quarrels and other adverse situations, can generate a climate of tension and discomfort,
which is increased by the lack of support or situations of harassment and bullying.

3. The organizational level characterized by bureaucracy or situations of inequity among workers,
favoritism or coordination problems that prevent the proper recognition of the work of each
professional.
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4, The social environment where the profession is executed, not being the favorite of the worker,
accessing this by mere labor necessity, thus existing an internal pressure to carry the economic
sustenance, rather than by institutional identity; which generates that the professional does not
feel committed to his work and therefore is more susceptible to feel dissatisfied with the functions
to be performed.

Consequences of burnout

The consequences of suffering from burnout syndrome are diverse, among which are described suicides,
separations or divorces, absenteeism, undesired rotation, sabotage, work accidents, deterioration of
quality, abandonment, demotivation, negativism, passivity, “passivity”, indifference, errors, indecision,
increase of drug addictions, low performance and productivity, poor quality and job dissatisfaction,
(Aranda 2013).

In the institution of study, the observation technique has been carried out: for (Matos 2008),
observation techniques; it consists of the valid and reliable systematic recording of behavior or manifest
conduct. It is the act in which the spirit captures an internal (perception) or external phenomenon and,
registers it with objectivity. This perception allows the development of behaviors of contemplation,
curiosity, reflection, research, visualization of events of the external and internal world. Based on the
previous concept, it can be defined that observation makes it possible to obtain data without interfering
in the environment or behavior of the observed subjects, with the legitimacy of the situations.

However, the observation technique in the institution revealed: people with little desire to go to
work, absenteeism, accidents at work, constant incapacity due to stress, lack of respect among colleagues
and from bosses to subordinates, fear of losing their job due to labor demands; identifying these situations
allows us to confirm that the staff is indeed burned out, that they have been abused in such a way that
has generated burnout syndrome.

Engagement

For Sandoval (2008), engagement is a psychological link with work, being psychologically linked to
work is something more than not being 'burned out' by work. Certain behaviors that we call 'extra-role'
(e.g., organizational altruism, group cooperation) require employees to be more than 'not' burned out;
they need to be excited. Psychological bonding is the theoretical opposite construct to burnout. In contrast
to burned-out employees, engaged employees are able to cope with the new demands that arise in
everyday work, and they manifest an energetic and effective connection to their jobs.

Proposal

As a proposal it is intended to apply engagement strategies, with the intention of recognizing the staff as
it is important to be interested in their welfare and psychological health, which will allow better
performance and loyalty to the institution, the objective of the strategies is the direct relationship with
the occupational health of human resources and management.

Establishing strategies to apply engagement aims to improve different aspects with employees, it
should have an impact on communication, employee recognition, motivate professional development,
including maintaining a balance between work and personal life, the strategies should be applied
whenever: clear goals and objectives are established, thus identifying what needs to be improved,
feedback is given to the employee, always being cautious and not going overboard with any comment
that may affect professionally or personally, then identify strategies to use, design them, plan their
implementation and implement them, seek the active participation of workers and finally at all times to
follow up on the implementation of engagement.



17
Conclusions
Working with human resources is an art, it depends on the leader with the commitment to establish
organizational goals and objectives, which can be met with the staff of the institution, when the person
who is in charge of the institution does not have the profile of leader and is only in charge of directing
the organization then problems arise that limit the performance of activities in the organization, the
objectives are not achieved; coupled with this problems arise between colleagues and there is no
communication.

The leaders of the institution seek to make a change by promoting the improvement of the
organizational climate, in addition to promoting a change in the personnel to commit themselves to new
challenges and a professional and personal change, engagement is a tool that can be useful if it is properly
applied.
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