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ABSTRACT 

     The purpose of this study was to determine predictors of burnout in professional 

parachurch workers. Parachurch refers to organizations that minister alongside the 

denominational churches and are not under the authority or control of any local church or 

denomination. Like the Salvation Army, parachurch organizations began in response to 

an observed need that was not met by denominational churches.  

     This study considered three predictor variables: (a) the responsibility for raising and 

maintaining financial support for personal income and ministry, (b) role ambiguity of the 

job, and (c) the feeling of loneliness on the job. Burnout, the criterion variable in this 

study, was measured by the Maslach Burnout Inventory-HSS, 3rd ed. (MBI).  The sample 

consisted of 216 employees of the Navigators, a 70-year-old parachurch organization, 

chosen randomly from a list of 561 experimentally accessible Navigator workers who had 

been employed a minimum of five years. Participants completed a questionnaire that 

contained selected demographics; the Maslach Burnout Inventory; questions addressing 

the pressure of raising and maintaining financial support; the Role Ambiguity Scale; and 

the UCLA Loneliness Scale. The questionnaire took approximately 30 minutes to 

complete. Three multiple regression analyses were performed to examine the 

relationships between the criterion variable of burnout and its subscales of emotional 

exhaustion, depersonalization, and personal accomplishment and the predictor variables 

and demographics. 

     Loneliness was the significant predictor of two of the three subscales of burnout: 

emotional exhaustion and depersonalization, and role ambiguity was the significant 

predictor of reduced personal accomplishment, p < .001. Age was negatively correlated  
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with emotional exhaustion and depersonalization, p < .001, indicating that the younger 

workers were more susceptible to burnout than older workers. The predictor variable of 

raising support was significant, p < .001, in predicting emotional exhaustion, especially 

when added to loneliness. The variable of loneliness when added to role ambiguity 

significantly increased the prediction of reduced personal accomplishment as a predictor 

variable.  
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CHAPTER I 

INTRODUCTION 

     Adam knew from an early age he wanted to make a difference in people’s lives. He 

was not sure exactly what that would look like, but he enjoyed helping his younger sister 

with her homework or his father with his work around the house. In college, he read a 

quote from George Bernard Shaw that resonated with him: 

This is the true joy in life, the being used for a purpose recognized by 
yourself as a mighty one; the being thoroughly worn out before you are 
thrown on the scrap heap; the being a force of Nature instead of a feverish 
selfish little clod of ailments and grievances complaining that the world 
will not devote itself to making you happy. (Larson, 1993, p. 2) 

 
     Giving himself to a cause he thought much bigger than himself, Adam, staying up late 

at night discussing answers to life’s questions, learned how to help other students grow in 

their spiritual lives. After college, he joined a parachurch organization that ministers to 

college students and continued his journey of helping people, which became his career. 

     After five years of ministering on campus, Adam found it difficult to pull himself out 

of bed for lunch with students. He was playing more video games by himself, and when 

he met with students, his thoughts would be on anything but the students’ needs. Adam 

was experiencing burnout. 

     “There is a cost to caring.” according to Figley, (1995, p. 1). Anyone in the profession 

of caring for people is subject to paying a cost. Skovholt (2001) describes it as: 

There is a continual pull, constant strain, a tautness. It may not be intense. The 
common form is subtle, felt as body tension. Usually it doesn’t knock one over. It 
is more like a small wave ripping through – maybe a wave going in two directions 
or waves pulling in three directions. Or is it four? Sometimes it is a skirmish that 
quickly becomes war. Exhausted when saying yes, guilty when saying no – it is  
between giving and taking, between other-care and self-care. This is a universal  
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dilemma in the human drama. It is just more intense for those in the high touch 
fields. It gets highly illuminated when intense human interaction – helping, 
teaching, or healing – is the occupational core. Here, giving of oneself is the 
constant requirement for success. Caring for others is the precious commodity. (p. 
1) 
 

     Adam’s profession of giving to others put him at risk for the phenomenon of burnout. 

     Burnout is one of the most familiar terms used when expressing the cost of caring. 

“For many years, burnout has been recognized as an occupational hazard for various 

people-oriented professions, such as human services, education, and health care” 

Maslach, (1998, p. 68). Schaufeli and Enzmann (1998) explained, “Everyone, it seems, 

already ‘knows’ what that is. Burnout has had global recognition in many workplaces, in 

many countries over many years” (p. ix). 

      Burnout is a term originally defined in the context of organizational stress, but it has 

proliferated into many other areas of life. Burnout, among those who reach out to others 

in the context of an organization, produces the double risk of organizational stress and the 

overextension of themselves as they meet the needs of other people. 

     Jenkins and Baird (2002) wrote: “Maslach (1982) provided the most widely used 

construct definition of burnout” (p. 424). Maslach’s (1982) definition of burnout is:  

“A syndrome of emotional exhaustion, depersonalization, and reduced personal 

accomplishment that can occur among individuals who do ‘people work’ of some kind” 

(p. 3). Maslach (1982) continued describing burnout as:   

It is a response to the chronic emotional strain of dealing extensively with other 
human beings, particularly when they are troubled or have problems. A pattern of 
emotional overload and subsequent emotional exhaustion is at the heart of the 
burnout syndrome.  A person overly involved emotionally, overextends himself or 
herself, and feels overwhelmed by the emotional demands imposed by other 
people. (p. 3) 
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Statement of the Problem 
 

     While the term burnout is familiar, parachurch is a word that is not easily recognized.  

To understand the study being proposed, greater understanding of what a parachurch 

organization is and does is needed. The Salvation Army is a well-known organization that 

is identified with helping poor, hungry, and homeless people. The Salvation Army is one 

of the first responders to aid in the event of a natural disaster. It began as a parachurch 

organization and is a good example of what a parachurch organization is and how one is 

started. 

     In 1865 at age 36, William Booth and his wife Catherine responded to the observed 

need in East London for helping people who were experiencing the effects of alcohol, 

prostitution, and poverty. As preachers of the Christian gospel, the Booths saw that the 

church of England was doing little to help the condition of poor people. Ellis (2007) 

explained:  

William preached in unusual venues ranging from a stable to a disused pub, while 
Catherine raised funds among the city's well-to-do. Crucially, the Booths had 
espoused social work as a means to an end, William reasoning that no one could 
concentrate on the message of the Lord on an empty stomach. Soup kitchens and 
"Food for the Millions" shops were created to help provide the poor with 
sustenance. (p. 20) 

     The name Salvation Army was the result of a joke of the eldest son, Bramwell. 

Hearing the workers who labored with no pay called a “volunteer army,” in 1878, he 

changed the name of the organization from The Christian Mission to The Salvation 

Army. The cause spread to the United States in 1879, and then to France, India, and  

Australia.  
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     After spotlighting the poverty and social injustice that he believed hampered people's 

path to salvation, William Booth described the ways in which the Salvation Army could 

remove those hurdles. These included the establishment of city colonies, farm colonies, 

and overseas colonies as places of rehabilitation; shelters for the destitute in every town; 

lost persons bureaus; and prison reforms like rehabilitation for ex-prisoners. (Ellis, 2007, 

p. 22)  

     The Salvation Army has evolved into a church denomination today, but the process of 

one person’s seeing a need that the established church was overlooking, and focusing his 

or her efforts to meet that need, is the pattern of how parachurch organizations begin. 

White (1978) explained: “The prefix ‘para’ means ‘along side of, by, near.’ Thus, the 

term parachurch means ‘along side of the church’” (p. 19). White (1978) concluded that 

to avoid confusion about what the “church” is, a more accurate term would be “‘para-

local church,’ referring to a local congregation” (p. 19). White’s (1978) definition of 

parachurch is as follows: “Any spiritual ministry whose organization is not under the 

control or authority of a local congregation” (p. 19).  

     Hadden, (1999), further explained:  

The defining characteristic of a parachurch is that it stands outside of the 
organizational structure of well-established religious bodies. The autonomy of the 
para-church from established religious bodies allows a much greater degree of 
flexibility for innovation than is possible within an established organizational 
hierarchy. Parachurches are often the creation of an entrepreneur or a small cadre 
of people who seek to achieve specific goals. The parachurch is effectively a new 
form of religious organization that dates from the early 19th century. In the first 
quarter of the 19th century, parachurch organizations were abundant in many 
forms -- Bible tract societies, independent educational organizations, independent 
missionary groups, and moral reform organizations. The parachurch model is the 
most significant organizational form in urban revivalism from the early 19th 
century. (no page number available) 
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     Parachurch organizations work with church denominations in specialized areas such 

as ministries to high school and college students and military personnel. Often 

parachurch organizations specialize in food distribution to hungry persons, thus helping 

meet the needs of homeless individuals and families, and assisting with medical issues. 

Some examples of parachurch organizations are Young Life, World Vision, Feed the 

Children, Feed the Poor, The Navigators, and The Billy Graham Evangelistic 

Association. Caring for people who are needy defines the lives of professional 

parachurch workers. Since this definition encompasses the tenets of burnout, it therefore 

makes these workers subject to the probability of experiencing burnout. Other tenets 

unique to professional workers in parachurch organizations include earning low incomes 

that often result in strained personal financial resources, role ambiguity (as they are not 

working for a recognized denomination), and loneliness that occurs because of isolation 

from a support group like a church. All of these pressures converge on the parachurch 

worker to create conditions of potential burnout. 

Significance of the Study 

     The concept of burnout was popularized in the mid-1970s when Freudenberger (1974) 

characterized it as an adverse reaction to work in the human services settings. Söderfeldt, 

Söderfeldt, and Warg (1995) reported: “Many scientific symposia have dealt with 

burnout (Cherniss, 1980). Between 1980 and 1985 alone, more than 300 articles in 

refereed periodicals and at least a dozen books were published (Roberts, 1986)” (p. 639). 

Söderfeldt, Söderfeldt, and Warg (1995) also reported: “A reason for the popularity of the 

concept is that it carries low stigma. Unlike other labels, such as incompetence or 

inaptitude, burnout does not imply that the person afflicted is to blame” (p. 639).  
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     In a search of current statistics for burnout, the literature is deficient of reports. 

Maslach (1998) emphasized: “Burnout had popular origins, not academic ones. However, 

despite its evocative imagery and popular usage, burnout was initially a very slippery 

concept” (p. 69).  

     Statistical reporting of burnout’s presence is difficult, but some disciplines have 

attempted to collect data on burnout. For example, Lambie (2007), reporting on 

counselors, stated: “Findings from national survey studies of counseling professionals 

within human service settings estimate the incidence of burnout to be about 39%” (p. 83). 

In an article about pastors, Heinen (2007) reported: “At least 95% of pastors were very or 

somewhat satisfied with their ministries, but nearly 41% said they experienced stress very 

often or fairly often because of challenges in their congregations, according to a 2001 

Pew and Pulpit telephone survey of 870 pastors” (page unavailable). Cheek, Bradley, 

Parr, and Lan (2003), reporting on teachers, stated:   

Based on several international studies, approximately 60% to 70% of all teachers 
repeatedly show symptoms of stress, and a minimum of 30% of all educators 
show distinct symptoms of burnout (Antoniou, Polychroni, & Walters, 2000; 
Borg & Falzon, 1989; Capel, 1992; Kyriacou, 1980; Kytaev-Smyk, 1983; Lale, 
2001; Rudow, 1999). In fact, Lumsden (1998) found that teacher morale overall 
was so low that 40% of teachers surveyed would not select teaching again as a 
career, and 57% were either undecided about leaving teaching, actively planning 
to leave teaching, or would leave the teaching field if something better came 
along. (p. 204) 

 
And in an article in the Kokomo Tribune, Rush (2007) reported: “Harriet Thompson, 

Maconaquah School Corp.'s chief administrator of academic services, said about 40 

percent of new teachers leave the profession within the first five years” (p. B4). 

      Statistical research on burnout in human services occupations is present, but scarce. 

The significance of this study is that there is no burnout research on professional 
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parachurch workers, and this study adds to the body of research. 

     Addressing parachurch workers, Barrett, Johnson, and Crossing (2005) reported in 

The International Bulletin of Missionary Research that there were approximately 25,000 

parachurch service agencies in the world. They indicated that in the same year, there were 

5,357,000 parachurch workers (both paid and volunteer) globally. In reviewing the 

literature, there is abundant research addressing burnout in pastors, nurses, emergency 

response personnel, and the mental health helping profession; however, there is no 

research that assesses the burnout in parachurch workers, either paid or volunteer.  

     Professional parachurch workers are organizational employees, and most are required 

to raise their financial support to minister for the organization. They are usually assigned 

to a specific location where the target ministry population lives (campus town, military 

town, or locations with large homeless populations), and where the worker does not have 

the emotional support of a congregation with the same vision. The local workers are the 

only ones who share the vision of the organization, thus creating potential for feelings of 

loneliness, even though they are in the midst of many people (most of whom are very 

needy). These situations create the potential for burnout. The purpose of this study is to 

investigate the predictors of burnout in professional parachurch workers. 

Organization of the Study 

     Chapter 1 serves to introduce the study as well as to establish the basic purpose. 

Chapter 2 offers a review of the literature, and it is divided into three parts. It begins with 

describing the constructs of burnout with the history of its development and a review of 

related research in the areas of burnout. The chapter continues by describing the issues 

specific to professional parachurch workers. It concludes by describing the predictor  
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variables followed by the summary. Chapter 3 presents a detailed design of the study and 

includes the methods of data collection and the variables to be examined. Chapter 4 gives 

the results of the research, and Chapter 5 discusses the findings of the study. 

Research Questions 

     The purpose of this study is to determine how selected variables and their combination 

contribute to burnout in professional parachurch workers in the parachurch organization 

of The Navigators, an interdenominational mission organization. The specific research  

questions are: 

1. Do factors of the responsibility for raising and maintaining financial support for  

     personal income and ministry, role ambiguity, feelings of loneliness, and 

demographic variables including age, gender, number of years working; the 

three roles of leader, field ministry or administration; the number of hours 

worked each week; the number of staff at their location; the number of days off; 

or their financial budget and account balance predict emotional exhaustion as a 

subscale of burnout in professional parachurch workers? 

2.  Do factors of the responsibility for raising and maintaining financial support for  

     personal income and ministry, role ambiguity, feelings of loneliness, and 

demographic variables including age, gender, number of years working; the 

three roles of leader, field ministry or administration; the number of hours 

worked each week; the number of staff at their location; the number of days off; 

or their financial budget and account balance predict depersonalization as a 

subscale of burnout in professional parachurch workers? 
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3. Do factors of the responsibility for raising and maintaining financial support for  

     personal income and ministry, role ambiguity, feelings of loneliness, and  

demographic variables including age, gender, number of years working; the 

three roles of leader, field ministry or administration; the number of hours 

worked each week; the number of staff at their location; the number of days off; 

or their financial budget and account balance predict reduced personal 

accomplishment as a subscale of burnout in professional parachurch workers? 

Definition of Terms 

 Burnout – For this study, the Maslach and Jackson (1981) definition will be used. They 

define burnout as a three-dimensional syndrome of emotional exhaustion, 

depersonalization, and reduced feelings of personal accomplishment. 

Emotional Exhaustion - feelings of being emotionally overextended and exhausted by 

one’s work. 

Depersonalization - an unfeeling and impersonal response toward recipients of one’s 

service, care, treatment, or instruction. 

Reduced Feelings of Personal Accomplishment - a tendency to evaluate negatively one’s 

own work. 

Parachurch – “Ministries or organizations working alongside churches but that are 

generally not tied to specific denominations or congregations” (CrossSearch.com, 2006). 

Role Ambiguity – “The predictability of the outcome or responses to one’s behavior and 

the existence or clarity of behavioral requirements, often in terms of input” 

(Rizzo, House, and Lirtzman, 1970). 

Loneliness – “Cut off from others; producing a feeling of bleakness or desolation; sad 
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from being alone” (Merriam-Webster’s Collegiate Dictionary, 1993). 

Limitations 

      The following limitations of the investigation are noted: 

1. The sample will consist only of Navigator professional parachurch workers 

who return a questionnaire. Thus, the sample may not be representative of typical 

professional parachurch workers. 

2. Only one parachurch organization will be used to gather data to predict factors 

contributing to burnout.  Thus, generalizations to other parachurch organizations with 

different missions may not apply. 

Assumptions 

          1.  The instruments used, the Maslach Burnout Inventory, the Role Ambiguity 

Scale, and the UCLA Loneliness Scale will have the validity and reliability to accurately 

measure the factors of burnout. 

          2. Because professional parachurch workers face similar issues, the data collected 

will be generalizeable to other parachurch organizations. 

     Knowing the predictors of burnout in professional parachurch workers can help  

people like Adam and the parachurch organization he represents address the issues that 

are highly correlated with burnout. It is hoped that this information would allow Adam to 

minister more effectively many years into his career. 
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CHAPTER II 

REVIEW OF THE RELATED LITERATURE 
      This review of the literature will address the construct of burnout including the 

history of its development. Burnout will be defined and the issues specific to professional 

parachurch workers will also be discussed. The predictor variables of (a) the 

responsibility for raising and maintaining financial support, (b) role ambiguity, and (c) 

loneliness also will be discussed. A summary concludes the chapter.  

The Construct of Burnout 

     Burnout is a term that has face validity for most people (Skovholt, 2001), but the 

definitions of burnout have varied greatly since the term first appeared. Graham Greene 

(1961) wrote a novel about a man who was “burnt-out.”  This man, who was spiritually 

tormented and disillusioned, worked in a leper colony, and his symptoms matched the 

current definitions of burnout. But the book did not make the term a household word in 

the 1960s.  

     Freudenberger (1974, 1975) is usually given credit for coining the term burnout when 

he took a word that was used colloquially in the 1960s that referred to chronic drug users 

(burned out on drugs) and applied it to the psychological state of some volunteers who 

worked with him. Farber (1983) concluded: “For the most part, it was Freudenberger, as 

well as Christina Maslach and Ayala Pines, colleagues at the University of California at 

Berkley, who popularized the concept, pioneered its study, and legitimized its status as a 

critical social issue” (p. 2). 

     Initially, burnout research focused on “people occupations,” such as day care workers, 

(Maslach & Pines, 1977), nurses (Freudenberger, 1974; Harris, 1984; Kovecses, 1980), 
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therapists (Laron, Gilbertson, & Power, 1978), lawyers (Maslach & Jackson, 1978), 

police officers (Brown, Fielding, & Grover, 1999; Burke, 1998; Burke, Shearer, & 

Deszca, 1984; Kop, Euwerma, & Schaufeli, 1999; Maslach & Jackson, 1979), clergy 

(Johnson, 1980; Malony & Falkenberg, 1980), and teachers (Anderson & Iwanicki, 1984; 

Jones & Emanuel, 1981). Maslach (1982a) suggested that the problems of the helping 

professions came from the chronic stresses of dealing with human problems related to the 

occupation. Burnout research has since expanded to include other areas of non-human-

service occupations (Maslach, 1982b; Maslach & Leiter, 1997). 

     Christina Maslach and her colleagues have become the experts on burnout. Early in 

her writings, Maslach, (1976), described burnout as follows: “A form of distancing that 

not only hurts [the helping professionals] but is damaging to their clients” (p. 16).  Then 

she expanded her description to include the gradual loss of caring for their clients. At the 

same time, she emphasized the gradual onset of burnout introduced by Freudenberger 

(1977). As her description of burnout developed, she concluded that it is not a unifactor 

phenomenon.  Rather, she thought it was essential to consider an individual’s experience 

with the three factors of burnout, namely emotional exhaustion, increased 

depersonalization, and decreased feelings of personal accomplishment (Maslach & 

Jackson (1981). A phase model of burnout as proposed by Golembiewski, Munzenrider, 

and Stevenson (1986) suggested that depersonalization was the first phase of burnout, 

followed by reduced feelings of personal accomplishment and finally by emotional  

exhaustion. Leiter and Maslach (1988) disagreed and proposed that emotional exhaustion  

is experienced first, and that leads to depersonalization, which then leads to the decline of 

personal accomplishment. Golembiewski and Munzenrider (1988) continued their work 
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on a phase model but have been criticized by Leiter (1993) “for reducing burnout to the 

single dimension of emotional exhaustion. This dimension of burnout has consistently 

been found to be more strongly correlated with environmental stressors” (p. 240). Leiter 

(1993) also criticized the phase model of burnout for altering the Maslach Burnout 

Inventory and affecting its meaning. Leiter (1993) suggested a revised model where 

personal accomplishment develops separately from the other two factors, and 

depersonalization and reduced personal accomplishment are linked causally. Needing to 

recognize different experiences of human service workers, multiple forms of the Maslach 

Burnout Inventory (MBI) were developed to assess burnout in human service and non-

human-service occupations. 

Defining Burnout 

     In the first 10 years of studies of burnout, the concept was defined in a variety of 

ways. Pines, Aronson and Kafry (1981) used the following definition: “Characterized by 

physical depletion, by feelings of helplessness and hopelessness, by emotional drain, and 

by the development of negative self-concept and negative attitudes toward work, life, and 

other people” (p. 15). They go on to differentiate burnout from tedium by the following 

distinction:        

Tedium and burnout are similar in terms of symptomatology but are different in 
origin. Tedium can be the result of any prolonged chronic pressures (mental, 
physical, or emotional): burnout is the result of constant or repeated emotional 
pressure associated with intense involvement with people over long periods of 
time. (p. 15) 
 

     Freudenberger and Richelson (1980) defined burnout as: “A state of fatigue or  

frustration brought about by devotion to a cause or a way of life, or relationship that 
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failed to produce the expected reward” (p. 13). Edelwich and Brodsky (1980) used the 

definition: “A progressive loss of idealism, energy, purpose, and concern as a result of 

conditions of work” (p. 14). They also suggested that “The seeds of burnout are contained 

in the assumption that the real world will be in harmony with (one’s idealistic) dreams” 

(p. 16). Cherniss (1980) defined burnout as the following: “A process in which a service 

provider psychologically disengages from the work in response to job-related stress” (p. 

24). Welch, Mederios and Tate (1982) offered the following definition of burnout: “A 

complex process which affects at least five major areas of human functioning: physical, 

intellectual, emotional, social, and spiritual” (p. 6). 

     Farber (1983) wrote: “There is a general consensus that the symptoms of burnout 

include attitudinal, emotional, and physical components” (p. 3). Farber (1983) also stated: 

“In addition, burned out professionals may become cynical toward clients, blaming them 

for creating their own difficulties or labeling them in derogatory or diagnostic terms” (p. 

3). Farber (1983) also believed that burnout is not an event, but rather a process, and that 

the process is not identical for every person. Maslach (1976) described burned out 

professionals as those who: “lose all concern, all emotional feelings for the persons they 

work with and come to treat them in detached or even de-humanized ways” (p. 16). 

Maslach (1998) emphasized: “Burnout had popular origins, not academic ones. However, 

despite its evocative imagery and popular usage, burnout was initially a very slippery 

concept” (p. 69).   

     The core features among the various definitions of burnout include the following: (a) 

occupational stress overload; (b) loss of caring; (c) increased cynicism; (d) behavior  

changes and negative attitude changes in response to stress; (e) less energy, productivity, 
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and interest in the job; (f) decrease of physical and mental resources; (g) negative views 

of self regarding professional competency; and (h) emotional exhaustion (Freudenberger, 

1977; Kahn, 1978; Maslach 1982a, 1982b; Maslach & Jackson, 1981; Maslach & Leiter, 

1997; Maslach & Pines, 1978; Maslach & Schaufeli, 1993; Riggar, 1985).   

     With the various definitions evolving in the early 1980s, Maslach and Jackson (1981) 

provided a more detailed definition of burnout as “a syndrome of emotional exhaustion, 

depersonalization, and reduced personal accomplishment that can occur among 

individuals who do ‘people work’ of some kind” (p. 99). The definition developed by 

Maslach and Jackson (1981) will be used in this study. 

Issues Specific to Professional Parachurch Workers 

     Due to the scarcity of literature referencing parachurch organizations and professional 

parachurch workers, the following section of the literature review will focus on the three 

typical functions of professional parachurch and church workers: burnout and pastors (to 

include missionaries), burnout and teachers, and burnout and counselors. 

Burnout and Pastors and Missionaries 

     “The job description for modern pastors is a recipe for burnout” according to Brumley 

(2007, p. B1). Brumley added “Until a few years ago it was a subject congregations and 

pastors avoided. But that began to change as the job became more demanding and studies 

estimated that 1,000 to 1,500 were dropping out every month” (p. B2). The problem was  

described by Edmondson (1995): “Modern pastors face ever increasing demands. With 

committees, counseling, calling, Bible studies, bulletins, and building programs, the 

pastor’s job as commonly conceived today is wide ranging indeed” (p. 52). Baugess 

(2002) concluded: “It is commonly understood that a minister is on call for the 
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congregation twenty-four hours a day so that he or she is never completely disengaged 

from work” (p. 9).  

     In a study of Dutch Reformed pastors Evers and Tomic (2003) described the job of a 

pastor as “being included in the category of human service workers because of the 

various roles and activities that make up a pastor's job, such as the roles of counselor, 

teacher, preacher, and manager” (p. 330).  The study found:  

that 11% of the respondents report suffering frequently from emotional 
exhaustion. Extrapolation to the entire Dutch population of pastors would mean 
that about 140 of them suffer from emotional exhaustion. Fewer than 3% of the 
pastors indicate suffering feelings of depersonalization, i.e. behaving in a cold, 
cynical, and callous way towards their parishioners. (p. 330) 

 
     Evers and Tomic (2003) also wrote: 

 
Regarding the relationships between the three dimensions of burnout, we may 
conclude that the more pastors suffer from emotional exhaustion, the more they 
show symptoms of depersonalization, and the less they feel a sense of personal 
accomplishment. Feelings of personal accomplishment also diminish when the 
level of depersonalization increases. (p. 330) 
 

     Croucher (2005) explained: “The essence of the problem, however, is the clash 

between expectations and reality. Clergy are often put on a pedestal – by others 

and themselves. Many of these expectations just can’t be met” (p. 5). 

     Burnout is not limited to Protestant denominations. In a study of Catholic  

priests, Virginia (1998), found that “Secular clergy reported significantly greater  

emotional exhaustion on the Maslach Burnout Inventory than did monastic clergy. 

Overall group comparisons revealed that secular clergy experienced the highest degree of 

burnout and depression, monastics the least, and religious priests falling in between” (p. 

49).    
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Grosch and Olsen (2000) observed:  

Most clergy began their careers with high ideals, enormous optimism, idealism 
about their ability to be helpful, and a commitment to help people. They believed 
that the right combination of quality training, compassion, and commitment would 
enable them to bring healing to a wide variety of individuals. They entered the 
field not to make money, but to bring help to as many individuals as possible. The 
sad reality is that for many, idealism, commitment, and compassion gave way to 
disillusionment and despair. Contrary to their initial expectations, many of their 
well-intentioned ministerial efforts were both ineffective and unappreciated, 
leading to discouragement and, in some cases, burnout and despair. (p. 619)  

 
Parachurch workers are subject to experiencing similar feelings to those described above. 

     Parachurch workers perform various roles during their week, such as meeting with 

those who desire more information about their religious message, leading small  

group discussions, and meeting with those financially interested in supporting their 

efforts. Rodgerson and Piedmont (1998) addressed the issue of how stressful a clergy’s 

life can be: 

Religious events themselves can create stress (Park & Cohen, 1992), including 
those that mark life transitions (e.g., baptism, funeral), times of change and growth 
(e.g., conversion, accepting new responsibilities), and social involvement (e.g., 
joining a new congregation). For the clergy, the list of stressful “religious events” 
may be even longer if we consider the daily operations of the local congregation 
as “religious” (e.g., congregational business meetings, discussion of theological 
positions, financial reports, etc). (p. 517) 

 
     Missionaries leave the comfort and familiarity of their home and country to take the 

message of their religion to those in other countries who have not heard it. Expectations 

are high, as workers believe their message can change others’ lives. Dyment (1989) 

conducted research into the role of unrealistic expectations in predicting burnout in  

missionaries.  He found that “Overall, the hypotheses relating to unrealistic expectations 

were most strongly supported for Achievement Identity, a measure of self-image based 

on professional success, which correlates significantly with all MBI scales” (p. v). He 
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continued to report: “Job factors were by far the most significantly related to overall 

burnout. Specifically, role conflict, and role clarity explained nearly three times as much 

variance as did any of the unrealistic expectation variables” (p. v).  

      In another study of burnout among missionaries, Chester (1983) reported that the 

burnout level was higher for wives than husbands. Chester concluded that missionaries 

did not seem to be able to recognize the stress they were experiencing. Chester also found 

that there was a direct correlation between burnout and the number of years serving as a  

 missionary and the number of years married and the number of children in the family. 

The criticisms of Chester’s investigation were that it had no independent variable and 

little theoretical grounding. 

Burnout and Teachers 

     Anyone involved in “people work” is subject to the phenomenon of burnout.  

Teachers are no exception. For most professional parachurch workers, teaching is a role 

that occurs regularly.  For example, they teach how to better the learners’ lives. Inasmuch 

as there is scarcity of literature on professional parachurch workers, reviewing the 

literature on teaching can contribute to our understanding of the issues professional 

parachurch workers face. 

     Friesen and Sarros (1989) reported the following:  

Overall work stress was the major predictor of emotional exhaustion for both 
teachers and administrators. Even though satisfaction with work load was 
significantly correlated with overall work stress (r = 0.44 for teachers and r = 
0.39 for administrators), it also entered as a predictor of emotional exhaustion for 
both groups. (p. 183) 

 
    “The finding that overall work stress and satisfaction with workload were the major 

predictors of emotional exhaustion for both teachers and school-based administrators 
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supports research findings which indicate that work stress and burnout are positively 

correlated” (Friesen & Sarros, 1989, p. 185).   

     A qualitative study by Schlichte, Yssel, and Merbler (2005) found that the need for a 

mentor and someone to listen was reported by the first year teachers. Brock and Grady 

(2002) addressed the issue of burnout in principals: “Burnout occurs when our heart is in 

one place and our work is in another. The passion dies and we no longer look forward to 

the work that previously gave us joy. Work is no longer rewarding” (p. 6). Parachurch 

workers rarely have mentors on-site to help them evaluate the day to day issues of 

ministry. 

     Ayalom (1989) found seven predictor variables that were evaluated for predicting 

burnout among teachers: (a) role overload; (b) instructional rewards; (c) job design;  

(d) role ambiguity; (e) classroom environment; (f) goal clarity; and (g) frequency of 

interaction with other teachers and administrators. Of the seven, only rewards obtained 

from student progress, and teacher and administrator recognition were determined to have  

a significant influence as predictors of end-of-the-year burnout. Ayalom also found that 

high levels of skill variety in the job did not contribute to less teacher burnout in this 

sample. 

     Studies of burnout in teachers have been positively correlated with self-efficacy 

(Friedman, 2003), absence of social support (Greenglass, Burke, & Konarski, 1997),  

inclusion (Cunningham, 2004), inconsequentiality, that is, the feeling that a person’s 

input does not match the perceived output (Farber, 1999), and work stress (Brown, 1985; 

Friesen & Sarros, 1989; Johnson, 2006; Russell, Altmaier, & Van Velzen, 1997). 

Professional parachurch workers have similar phenomenological experiences as teachers; 
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therefore, the literature would be applicable as well. 

Burnout and Counselors 

     A large part of the professional parachurch worker’s time is involved in  

counseling others who are attempting to change their lives. Reviewing the literature 

addressing burnout in counselors will add to the understanding of what professional 

parachurch workers experience in their roles. 

     A study by Farber and Heifetz (1982) reported on two hours of semistructured 

interviews with 60 psychotherapists. They found: “The majority of therapists interviewed 

(57.4%) attributed the occurrence of burnout to the nonreciprocated attentiveness, giving, 

and responsibility demanded by the therapeutic relationship” (p. 295).  

Other factors cited in accounting for burnout included overwork (22.2%), the 
general difficulty of dealing with patient problems (20.4%), discouragement as a 
function of the slow and erratic pace of therapeutic work (18.5%), the tendency of 
the therapeutic work to raise personal issues in psychotherapists (13.0%), the 
general passivity of therapeutic work (13.0%), and the isolation involved in 
therapeutic work (11.1%). (pp. 296-297) 
 

In short, the literature supports the idea that the counseling role is a contributor to 

burnout. The same therapeutic relationship described above (nonreciprocated 

attentiveness, giving, and responsibility) is required in professional parachurch workers 

in their ministry and could have the same effect of burnout on them. 

     Alienation and burnout have been theoretically linked, and Powell (1994) conducted 

an empirical study with social workers to examine the correlation. The researcher 

correlated with the Maslach Burnout Inventory (MBI) four of the five dimensions that 

Seeman (1959) proposed in defining the concept of alienation: Powerlessness, 

Meaninglessness, Isolation, and Self-estrangement. “All four dimensions of alienation 
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were significantly correlated with burnout” (Powell, 1994, p. 233). Burnout  

was correlated with meaninglessness at the .61 level, with powerlessness at the .49 level, 

with isolation at the .48 level, and with self-estrangement at the .71 level. Powell, (1994), 

concluded: “This study supports the hypothesis that alienation and burnout are strongly  

related concepts” (p. 234). Alienation is an experience of most professional parachurch 

workers as their job leaves them with feelings of powerlessness, meaninglessness, 

isolation, and self-estrangement. 

     In a longitudinal study of burnout in social workers, Poulin and Walter (1993) 

reported the following: “The zero-order correlation between the 1989 and 1990 burnout 

scales is quite strong (r = .66,  p <.001). Those who had high levels of burnout in 1989 

tended to have high levels of burnout in 1990” (p. 4). They further reported: “The 

strongest predictor of burnout is the level of perceived job stress in 1989 (r = .53, Beta = 

.43)” (p. 5). Professional parachurch workers are faced with job stress that reflects the 

pressures similar to those of social workers. 

     Farber (1983) reported: “Certain difficulties are inherent in therapeutic work – 

difficulties relating primarily to the nature of the therapeutic role (e.g., attentiveness, 

responsibility, personal vulnerability) and to the nature of the therapeutic process (e.g.,  

the slow, often erratic pace of therapeutic progress)” (p. 109). Professional parachurch 

workers have similar experiences when working in a counseling role with those to whom 

they minister.  

     Professional parachurch workers view themselves as doing a spiritual work. Lambie 

(2007), in a review of literature addressing burnout among school counselors wrote the 

following:  
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In addition, Grosch and Olsen (1994) identified symptoms of burnout related to 
the spiritual dimensions of life, which include loss of faith; loss of meaning and 
purpose; feelings of alienation and estrangement; despair; and changes in values, 
religious beliefs and religious affiliation. (p. 83) 
 

Burnout in professional parachurch workers takes it toll, not only physically, 

emotionally, and behaviorally, but also spiritually. 

     Jayaratne and Chess (1983) looked at job satisfaction and burnout in social 

workers and reported that:  

The burnout literature has consistently argued that role ambiguity, role conflict, 
and workload (among others) are important contributors to the “burnout 
syndrome” (Barrett & McKelvey, 1980; Harrison, 1980; Pines & Kafry, 1978). As 
noted earlier, the literature has made a conscious effort to distinguish between 
burnout and job satisfaction, arguing that these are interrelated but not identical 
dimensions (Harrison, 1980; Maslach & Jackson, 1981). (p. 135) 
 

The researchers continued to report: “Without directly testing the notion, it could be 

speculated that job satisfaction and burnout are of a different order” (p. 135). 

Predictor Variables 

The Responsibility for Raising and Maintaining Financial Support 

     Unlike other occupations where the employer is responsible for paying the employee 

for work performed, most professional parachurch workers are required to raise and  

maintain financial support for their personal and ministry expenses to accomplish the 

mission of the parachurch organization. Literature addressing the funding of parachurch 

organizations and their employees is limited.   

     Miller (1999) stated:  

Parachurch organizations have been an integral part of the American religious 
scene for well over a century, and they have grown rapidly in numbers since 
World War II. Little research is available on these diverse organizations, and 
even less is known about their financial status, although all of them are vying for 
financial support. (p. 119) 

 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

23 
 

 

     Miller (1999) also reported: “Mission revenue in general is stagnant or declining, and 

some are finding it increasingly difficult to maintain financial resources and personnel” 

(p. 120). Miller continued: “Most of the missions are highly dependent on financial 

contributions from individuals, and more than 90% use newsletters and direct  

mail to communicate with and solicit potential donors” (p. 123). Addressing the pressure 

of raising financial support, Miller reported: “Despite their skills, the directors face 

frustrations and disappointments. Thirty-eight percent said they were somewhat or 

dissatisfied with their ability to attract major donors. Over one-third (35 percent) said  

that donor attrition was a rising problem” (p. 123). Miller (1999), referring to parachurch 

organizations, concluded: “Very few survey their donors, actively seek new donors, 

target major donors, or have boards actively involved in fund-raising. These 

organizations report only very minimal efforts at submitting proposals to foundations or 

corporations” (p. 128). Professional parachurch workers experience all the pressures 

described by Miller (1999), and those pressures clearly would contribute to the construct 

of burnout.  

     Parachurch organizations are nonprofit organizations; therefore, research on nonprofit 

organizations can be applied to this study. Plas and Lewis (2001) in their studies of 

nonprofit organizations made three observations:  

First, burnout levels within organizations tend to be fairly stable over time, 
reflecting a more chronic than acute phenomenon. Second, role conflict and a lack 
of social support from colleagues and supervisors are antecedents of burnout. 
Third, burnout leads to physical symptoms, absenteeism, and job turnover. (p. 9) 

 
     Plas and Lewis (2001) reported: “Burnout can take either a behavioral withdrawal (an 

intention to leave, for example) or a psychological withdrawal (feelings of 
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depersonalization, for example. Results found that leaving the organization was often 

triggered by negative communication with colleagues about management” (p. 10). 

Working in nonprofit settings, like those of parachurch workers, contributes to the 

probability of burnout. 

     Harrison (1999) addressed burnout when working with volunteers: “Working with 

volunteers is, and always will be, a challenge. For some, this challenge not only becomes 

daunting, it actually becomes the basis for burnout” (p. 25). Parachurch workers’ target  

and focus is volunteering, making them candidates for burnout. 

     Emerson and Brauer (2002) reported that there are several burnout factors that pertain 

only to nonprofit organizations. One is denial: “Plenty of people come to the ‘do-good’ 

professions with the belief that they, along with others, should change the world. They 

can’t seem to do enough to help their agencies pursue their missions” (p. 39). They burn 

out when they realize that no one can solve every person’s problems.   

     Another factor Emerson and Brauer (2002) reported that leads to burnout was: 

“Exasperation with fundraising. Single-year funding cycles take a huge toll on  

nonprofit leaders and divert attention from doing the ‘real’ job” (p. 39). 

     Chronic underfunding is another factor that pertains only to nonprofit organizations. 

“When this becomes the norm, it leaves every person on a small staff with too much to 

do” (Emerson & Brauer, 2002, p. 39). The reality is that there is never enough money to 

do the job the way it should be done. 

     Professional parachurch workers face the pressures of funding their own outreach to 

others in need. The literature points to the reality that the pressures of fundraising and 

working for a nonprofit organization can lead to factors that contribute to burnout.  
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Role Ambiguity 

     Role ambiguity originates from both classical organizational theory and role theory 

(Kahn, Wolfe, Quinn, Snoek & Rosenthal, 1964). Rizzo, House, and Lirtzman (1970) 

defined role ambiguity as the lack of the necessary information available to a given 

organizational position. Professional parachurch workers face this factor daily. The 

mission is broad, but the specific day-to-day responsibilities are vague. 

Rizzo, House, and Lirtzman (1970) wrote:  

Every position in a formal organizational structure should have a    
specified set of tasks or position responsibilities. Such specification of duties, or 
formal definition of role requirements, is intended to allow management to hold 
subordinates accountable for specific performance. If an employee does not know 
what he has the authority to decide, what he is expected to accomplish, and how 
he will be judged, he will hesitate to make decisions. (p. 151) 

 
     Role theory states that role ambiguity will result in coping behavior by the employee, 

and that may take the form of attempts to solve the problem by avoiding the  

sources of stress, or using defense mechanisms that distort the reality of the situation.  

Role ambiguity increases the probability of burnout. Rizzo, House, and Lirtzman (1970) 

reported that: “High degrees of role ambiguity were associated with increased tension, 

anxiety, fear, and hostility, decreased job satisfaction, and loss of self-confidence, often 

with lower productivity” (p. 154). When an employee’s role is clearly expressed, 

satisfaction is increased and hostility is reduced according to a study by Smith (1957). 

     Combining  the factor of burnout among clergy, which is a role that professional 

parachurch workers perform and the predictor variable of role ambiguity, Foss (2001) 

reported that in a study of burnout among clergy, “Role ambiguity was moderately 

correlated with depersonalization, r = .31, p = .001, among clergy but not among 
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helping professionals” (p. 11). In a study with school counselors, Wilkerson and Bellini, 

(2006) reported:  

School counselors also report a great deal of confusion about what is  actually 
expected of them in their job. Role ambiguity is the difficulty that people 
experience as they try to understand and delineate their job roles when the 
requirements of that job are not clearly defined. (p. 441) 

 
     Role ambiguity is a factor that professional parachurch workers face daily. The  

literature from organizational theory, school counseling, and clergy reported that role 

ambiguity is an issue that contributes to job dissatisfaction. The predictor variable of role 

ambiguity should contribute to factors leading to burnout. 

Loneliness 

     Professional parachurch workers are on a mission. They are motivated to influence  

others who do not share the reason for living that they have. This drive can isolate the  

professional parachurch worker and create feelings of isolation and loneliness. Weiss  

(1973) stated: “Loneliness is among the most common distresses. For a condition so 

pervasive, loneliness has received remarkably little professional attention” (p. 1). Weiss 

(1973) observed that there are two types of situations that present the risk of loneliness. 

The first is when there is no committed relationship with an intimate other to fend off 

loneliness. “The second is the situation of the individual without links to the surrounding 

community” (p. 75). For many professional parachurch workers, the focus of the mission 

prevents them from involvement in the surrounding community of support, thus isolating 

them and creating feelings of loneliness. 

     Weiss (1973) wrote: “Men seem to depend more on the community of those with 

whom they work and to organize their identities in part to embrace their special work 
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competencies” (p. 147).  Weiss (1973) continued: “Each form of loneliness is marked by 

restless depression and amorphous, unfocused dissatisfaction. But anxiety and 

apprehension dominate the loneliness of emotional isolation, while boredom together 

with feelings of exclusion would seem to dominate the loneliness of social isolation” 

(p. 148).  

     Without mentioning burnout directly, Weiss (1973) alluded to the construct of 

burnout in describing the effects of isolation and loneliness. Researchers support the 

theory that loneliness and isolation are contributors to burnout. Laub (1998) established 

that: “Collegial isolation is an important predictor of emotional exhaustion, and strongly 

suggests it is also a predictor of depersonalization and personal accomplishment” (p. 88). 

     Lewandowski (2003) reported that:  

Sources of workplace frustration leading to burnout may originate within the 
organization, though individual characteristics can contribute to one’s ability to 
cope with high stress work environments. Role conflict and ambiguity, value 
conflicts, feelings of isolation, and working with high stress clients or in high 
stress fields of practice are some of the key organizational factors identified in the 
literature as contributing to burnout. (pp. 177-178) 

 
     Isolation and loneliness in the workplace have been identified as contributors to 

burnout. Professional parachurch workers experience the same feelings in their workplace 

of the mission field. 

Summary 

     In summary, the construct of burnout was first written about in the mid 1970s and: 

“provided an initial description of the burnout phenomenon, gave it a name, and showed 

that it was not an aberrant response by a few deviant people but was actually more 

common” (Maslach & Schaufeli, 1993, p. 1). Maslach and Schaufeli also reported that in 
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“the 1980s, the work on burnout entered a more focused, constructive and empirical 

period. Standardized measures of burnout were developed, thus providing researchers 

with more precise definitions and methodological tools for studying the phenomenon” (p. 

6).  Schaufeli, Enzmann, and Girault (1993) explained: “The most widely used self-report  

instrument for measuring burnout is the Maslach Burnout Inventory (MBI)” (p. 212). 

     The literature addressing burnout in care-giving occupations is adequate, but there is a 

scarcity of literature referencing parachurch organizations and professional parachurch  

workers. The paucity required a review of the three roles most common to professional 

parachurch workers: the role of pastor/missionary, the role of teacher, and the role of 

counselor. 

     The literature reports that the job description and expectations for pastors and 

missionaries is a “recipe for burnout” according to Brumley (2007, B1). The literature 

also reports that both Protestant and Catholic workers are subject to burnout, indicating 

no religious workers are exempt. 

     Because anyone involved in “people work’’ is subject to the phenomenon, teachers are 

at risk also. Therefore, we conclude isolation (Laub, 1998), work stress and lack of job 

satisfaction (Friesen & Sarros, 1989) were predictors of burnout.  

     Counseling, being a significant role for professional parachurch workers, was 

investigated as contributing to burnout. The literature reported that alienation (Powell, 

1994), job stress (Poulin & Walter, 1993), and spiritual dimensions of the role (Grosch & 

Olsen, 1994) were predictors of burnout in counselors. 

     The literature for the three predictor variables of the responsibility for raising and 

maintaining financial support for personal and ministry expenses, role ambiguity, and 
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loneliness was reviewed, and supported the possibility that the factors are predictors of 

burnout in professional parachurch workers. 
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CHAPTER III 

                           RESEARCH METHODOLOGY 

                                            Overview 

     The purposes of this chapter are to: (a) describe the research design, including 

identifying the predictor variables and the criterion variable, and stating the hypotheses in 

null form, (b) explain the pilot study that was conducted, (c) describe the population of 

this study and sample selection procedure, (d) describe the instruments that were used to 

collect data relevant to the study, (e) describe the procedures that were used to collect 

data, (f) describe the data processing and analysis (statistical analysis), (g) describe the 

methodological assumptions, (h) describe the limitations (weaknesses), and (i) 

summarize the chapter. 

Research Design 

     The research design is a predictive correlational study of professional parachurch 

workers in the parachurch organization the Navigators. The study attempted to predict a 

positive relationship between the criterion variables of emotional exhaustion, 

depersonalization, and reduced personal accomplishment, as subscales of the 

measurement of burnout, and the predictor variables of the responsibility for raising and 

maintaining financial support for personal income, role ambiguity, and the feeling of 

loneliness, and demographics of the participants, including age, gender, number of years 

working; the three roles of leader, field ministry, or administration; the number of staff at 

their location; the number of hours worked each week; the number of days off; and their 

financial budget and account balance. 
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Hypotheses to Be Tested 

     Based on a review of literature and the research questions, the following hypotheses 

are proposed: 

Hypothesis: 

 There will be no significant relationship between the criterion variable of burnout 

as measured by its subscales of emotional exhaustion, depersonalization and 

reduced personal accomplishment and the predictor variables of the responsibility 

for raising and maintaining financial support for personal income, role ambiguity, 

the feeling of loneliness and demographics including age, gender, number of years 

working; the three roles of leader, field ministry, or administration; the number of 

staff at their location; the number of hours worked each week; the number of days 

off; or their financial budget and account balance.  

Hypothesis a:  

There will be no significant relationship between the criterion variable of 

emotional exhaustion and the predictor variables of the responsibility for raising 

and maintaining financial support for personal income, role ambiguity, the feeling 

of loneliness, and demographics, including age, gender, number of years working; 

the three roles of leader, field ministry, or administration; the number of staff at 

their location; the number of hours worked each week; the number of days off; or 

their financial budget and account balance.  

Hypothesis b:  

There will be no significant relationship between the criterion variable subscale  

of depersonalization and the predictor variables of the responsibility for raising 
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and maintaining financial support for personal income, role ambiguity, the feeling 

of loneliness, and demographics, including age, gender, number of years working; 

the three roles of leader, field ministry, or administration; the number of staff at 

their location; the number of hours worked each week; the number of days off; or 

their financial budget and account balance.  

Hypothesis c:  

There will be no significant relationship between the criterion variable subscale of 

reduced personal accomplishment and the predictor variables of the responsibility 

for raising and maintaining financial support for personal income, role ambiguity, 

the feeling of loneliness, and demographics, including age, gender, number of 

years worked; the three roles of leader, field ministry, or administration; the 

number of staff at their location; the number of hours worked each week; the 

number of days off; or their financial budget and account balance. 

Pilot Study 

     Using the questionnaire developed for the study, a pilot study was conducted one 

month prior to the collection of data. Five professional parachurch workers employed by 

the Navigators were selected by convenience for the study.   

Selection of the Participants 

     The employees of the Navigators, an international, interdenominational, faith  

based organization, were chosen to be participants. The mission of the Navigators is to 

help others investigate and develop their spiritual longings and growth. The employees, 

or workers, are responsible for raising their financial support before going to their  
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designated assignments.  There, the workers are given a broad vision of what constitutes 

their work role.  There are usually a few other Navigator workers in the same location, 

and they are working at accomplishing the same mission. Thus, the sample is very 

homogeneous. 

     A random numbers table was used to select 300 participants from the experimentally 

accessible population of Navigators’ workers who have been employed more than five 

years (N = 561). A minimum of five years employment was selected to screen out any 

workers who were not career professional parachurch workers. Following the selection of 

the sample, the 300 participants were contacted by the Human Resources director of the 

Navigators by e-mail introducing them to and informing them of their selection to 

participate in the study and also alerting them that they were to receive a research 

questionnaire that would follow in the mail. With a 72 per cent return rate, there was a 

total of 216 participants who returned a completed questionnaire. 

Instrumentation 

     Data for the study were collected by using a questionnaire I assembled containing the 

following instruments: (a) the Maslach Burnout Inventory-HSS, 3rd ed. (Maslach, C., 

Jackson, S. E., & Leiter, M. P. 1996) (See Appendix C), (b) questions about the pressures 

of raising and maintaining financial support constructed by the author, (c) the Role 

Ambiguity Scale (Rizzo, House, & Lirtzman 1970) (see Appendix D), and (d) the UCLA 

Loneliness Scale (Russell, 1996) (see Appendix E). 

The Maslach Burnout Inventory-Human Services Survey 

     The Maslach Burnout Inventory (MBI), developed by Christina Maslach and Susan 

Jackson (1996), contains three subscales: Emotional exhaustion, Depersonalization, and 
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Reduced personal accomplishment. Emotional exhaustion measures feelings of being 

emotionally overextended and exhausted by one’s work. An example of a test question is 

“I feel emotionally drained from my work.” Depersonalization measures an unfeeling 

and impersonal response toward recipients of one’s service, care, treatment, or 

instruction. An example of a test question is “I feel I treat some participants as if they 

were impersonal objects.”  Reduced personal accomplishment measures feelings of 

competence and successful achievement in one’s work. An example of a test question is 

“I feel very energetic.” The Reduced personal accomplishment scale indicates feelings of 

competence and successful achievement in one’s work with people; therefore, scores are 

evaluated in the opposite direction from Emotional exhaustion and Depersonalization. 

Maslach and Jackson (1996) recommend reporting personal accomplishment as direct 

computations of item scores rather than as Diminished personal accomplishment based 

on reversed items. 

     The MBI uses a seven-point scale that measures how often one experiences the feeling 

with 0 indicating never and 6 indicating every day. A score of 27 or higher on emotional 

exhaustion indicates a high risk for burnout, 17-26 indicates a moderate risk, and 0-16 

indicates a low risk.  In the depersonalization subscale, a score of 13 or higher indicates a 

high risk for burnout, a score of 7-12 indicates a moderate risk, and 0-6 a low risk.  In the 

personal accomplishment subscale, 0-31 indicates a high risk for burnout, 32-38 a 

moderate risk, and 39 or over a low risk. The scores for each subscale are considered 

separately and are not combined into a single, total score. Thus, three scores are 

computed for each respondent. 

     Maslach and Jackson (1981) reported the following Cronbach alpha reliability 
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coefficients as evidence of the internal consistency of the MBI scales: .90 for Emotional  

Exhaustion; .79 for Depersonalization; and .71 for Personal Accomplishment. Test-retest 

reliability data were also assessed with a time period of two to four weeks. Correlations 

were reported as follows: .82 for Emotional Exhaustion, .60 for Depersonalization, and 

.80 for Personal Accomplishment. All test-retest reliability coefficients were significant 

at p < .001. Each subscale is normed to workers in the teaching, social services, and 

mental health occupations, thus making comparisons with professional parachurch 

workers scores relevant. The Maslach Burnout Inventory is viewed as a reliable and valid 

research instrument, and it is the instrument of choice in assessing burnout in professional 

research. 

Responsibility for Raising and Maintaining Financial Support 

     Questions addressing the hypothesis of the responsibility for raising and maintaining 

financial support for personal income were included in the questionnaire that I developed,  

and based on the data from the pilot study, they have face validity. A sample question is 

“I dread raising and maintaining financial support.” The questions used a seven-point 

scale that measures how often one experiences the feeling with 0 indicating never and 6 

indicating every day. 

The Role Ambiguity Scale 

     The Role Ambiguity Scale was developed by Rizzo, House, and Lirtzman (1970) as 

part of a systematic measurement of role conflict and role ambiguity in organizations. 

The questionnaire was developed with 30 items, 15 of which dealt with role ambiguity 

(even numbers) and 15 with role conflict (odd numbers). Rizzo, House, and Lirtzman 

(1970) define a role as follows:  
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A role is most typically defined as a set of expectations about behavior for a 
position in a social structure. Expectations define behavioral requirements or 
limits ascribed to the role by the focal person filling that position or by others who 
relate to the role or simply have notions about it. (p. 155) 

 
     Rizzo, House, and Lirtzman (1970) have defined role ambiguity as follows: 

 
Role ambiguity is not elaborately defined in the literature. The definition used 
here is in terms of (1) the predictability of the outcome or responses to one’s 
behavior (items 8, 16, 24, and 30), and (2) the existence or clarity of behavioral 
requirements, often in terms of inputs from the environment, which serve to guide 
behavior and provide knowledge that the behavior is appropriate (the remaining 
even-numbered items). (pp. 155-156)  

 
     They conducted a factor analysis of the role questionnaire items which were analyzed 

using an image covariance method (Kaiser, 1958) in order to test structural relationships 

of the role conflict and ambiguity definitions (Rizzo, House, & Lirtzman, 1970, p. 157).  

They reported the following findings: 

The results of factor and item analysis tended to show (1) that the two concepts of 
role conflict and role ambiguity emerged as separate dimensions, and (2) that 
scales derived on the basis of the factor analysis of sample A were relatively 
independent for both samples A and B, and (3) that theoretical components of 
these concepts did not emerge as distinct factorial entities. (p. 162) 

 
     A sample question from the Role Ambiguity Scale is: “I know exactly what is 

expected of me.” The Role Ambiguity Scale uses a seven-point scale with 1 being very 

false and 7 being very true. The lower the score of each item and the test total, the more 

ambiguous the participant feels about his or her role.  Reliability information for the Role 

Ambiguity Scale was not published by the authors. Inasmuch as role conflict and role 

ambiguity are separate concepts, only selected items from the role ambiguity items were 

used in this study. 

UCLA Loneliness Scale 

     Russell (1996) reported: “One factor that has stimulated interest in loneliness has been 
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the development of reliable and valid measures of this construct. Most research on 

loneliness has been based on one instrument, the UCLA Loneliness Scale” (pp. 20-21). 

The revised scale, UCLA Loneliness Scale (Version 3), includes 10 negatively worded 

items and 10 positively worded items, thus representing a change from the initial scale 

that contained only negatively worded items. Russell (1996) reported: “Version 3 of the 

loneliness scale appears to be very reliable; coefficient alpha ranged from .89 to .94 

across the samples” (p. 26). Russell also reported that: “Convergent validity for the 

UCLA Loneliness Scale (Version 3) is provided by correlation with other measures of 

loneliness. Scores on Version 3 of the loneliness scale were found to be strongly related 

to scores on the NYU Loneliness Scale and the Differential Loneliness Scale” (p. 27). 

     A sample question from the UCLA Loneliness Scale is “How often do you feel 

alone?” The UCLA Loneliness Scale uses a four-point scoring scale to describe how a 

person sometimes feels. The number one represents never and the number four represents 

always. Selected questions are reverse scored, and the scores for each item are summed 

together.  Higher scores indicate greater degrees of loneliness. The UCLA Loneliness 

Scale is the instrument of choice when measuring loneliness and is valid and reliable for 

the study of loneliness of professional parachurch workers. 

     The last section of the questionnaire was designed to collect demographics of the 

professional parachurch workers to describe the sample and be used as potential  

predictors in predicting burnout of parachurch workers. Demographics included the  

number of years working for the Navigators, the number of years in the present 

assignment, support group questions, personal characteristics such as age and gender, and 

questions about time off and income issues. An example of an included demographic 
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question was “How often do you take a day off in which you do NO ministry work?” The 

demographics variables were numerically dummy coded to be entered into the SPSS 

program.  The entire instrument was designed to take 30 minutes to complete.   

Data Collection Procedures 

     The questionnaire was sent to the participants via postal mail. The identity of each 

participant was protected by coding so participants could be free to respond honestly. An 

e-mail was sent to 300 randomly selected workers by the Director of Human Resources  

of the Navigators informing them of the questionnaire that was to follow. Included with 

the questionnaire was a cover letter written by the director of Human Resources of the 

Navigators to introduce the research and the self-report questionnaire’s importance to the 

organization. Participants were asked to return the completed questionnaire in one week. 

A follow-up letter was sent to the nonrespondents two weeks after the questionnaires 

were sent. When data were collected, they were entered into the Statistical Package for 

the Social Sciences (SPSS) software program for statistical management, analysis, and 

data display.  

Data Processing and Analysis 

     Because there are multivariate correlational variables, multiple regression was the 

statistical analysis used to analyze the data for predictive purposes. Three multiple 

regressions were performed. The criterion variables of the analyses were the subscales of 

the burnout scale, including emotional exhaustion, depersonalization, and reduced 

personal accomplishment, and the predictor variables were responsibility for raising and 

maintaining financial support for personal income, role ambiguity, and loneliness, and 

demographics. The items for the reduced personal accomplishment and role ambiguity 
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were reverse scored to present consistency in interpretation. 

Methodological Assumptions 

     Inasmuch as the study was nonexperimental, there were no assertions on the  

causation between burnout of parachurch workers and their psychological status variables 

(i.e., financial responsibility, role ambiguity, and loneliness) and demographic variables. 

However, based on the literature reviewed, it was predicted that parachurch workers’ 

psychological status variables would be a strong positive predictor for the variables of 

burnout.  

Limitations 

     The voluntary nature of the sample limited the generalizations that could be drawn 

from the study’s data set. It is possible that the answers of the persons choosing not to 

participate might differ significantly from the answers of the persons who chose to 

participate. The study was also restricted by the responses to a mailed questionnaire and 

not personal interviews. 

     It is possible that some of the demographics could correlate highly with the criterion 

variables and produce results that were not anticipated. Because the self-report 

questionnaire was designed to minimize the amount of time required to respond to the  

survey, the questionnaire was limited in scope.  

     The study was based on a correlational design. Because correlational studies do not 

provide information determining cause and effect, interpretation of findings was limited 

to direction and magnitude among variables.  

Summary 

     The criteria for being a participant in this study included being a Navigator parachurch 
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worker and having been employed for a minimum of five years. The experimentally 

accessible population of all career U.S Navigator parachurch workers (N = 561) with 

more than 5 years of employment was used to obtain a volunteer sample of 216 

participants among the 300 participants recruited to whom a self-report questionnaire was 

sent via postal mail.  Included in the questionnaire were measures of demographics and 

the predictor variables of the responsibility for raising and maintaining financial support 

for personal income, role ambiguity, and loneliness and criterion variable of burnout. 

Data were analyzed with SPSS using three multiple regressions to identify significant 

predictors for the criterion variables of burnout. It was predicted that the higher the 

responsibility for raising and maintaining financial support, role ambiguity, and 

loneliness, the higher level of burnout measured as emotional exhaustion, 

depersonalization, and reduced personal accomplishment parachurch workers would 

experience. No specific prediction on the relationship between demographic variables 

and burnout was made. 
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CHAPTER IV 

          RESULTS 

  Introduction 

     The purpose of this study was to determine predictors of burnout in professional 

parachurch workers. This study considered three psychological predictor variables: 

responsibility for raising and maintaining financial support for personal income and 

ministry; role ambiguity of their job; and the feeling of loneliness on the job; as well as 

demographic variables including age, gender, number of years working; the three roles of 

leader, field ministry or administration; the number of hours worked each week; the 

number of staff at their location; the number of days off; and their financial budget and 

account balance as potential predictors of burnout. Burnout, the target variable of the 

researcher’s interest in this study, was measured by the Maslach Burnout Inventory-HSS 

(MBI) that consists of three subscales: (a) emotional exhaustion, (b) depersonalization, 

and (c) reduced personal accomplishment. The three subscale variables of burnout served 

as criterion variables in the multiple regressions conducted to answer the research 

questions. Data collected from professional parachurch workers in the parachurch 

organization of the Navigators are presented in this chapter.  

Description of the Sample 

     Two hundred sixteen professional parachurch workers returned a questionnaire that was 

sent to 300 experimentally accessible staff members of the Navigators who had been  

employed for more than five years, resulting in a response rate of 72 percent. According to 

Cohen (1988), with 216 participants in the regression with 3 predictor variables and 11 

demographic variables, a = .05, the statistical power = .89. The mean age of the sample 
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was 56.47 years (SD = 12.14), and 190 participants (80%) were men. The mean number of 

years working for the Navigators was 24.64 (SD =12.74 ), and the mean number of years at 

their present assignment was 8.95 (SD =7.38 ). 

     With regard to their role in the organization, the questionnaire gave respondents the 

freedom to choose more than one role they served in the organization. One-hundred-

twenty-nine participants (60%) identified themselves as leaders, 162 (75.3%) identified 

themselves as working in the field ministry, 18 (8.4%) identified themselves as working in 

an administrative role, and 22 (10%) identified themselves in the category of other.   

     The mean of the number of staff located together was 5.6. The average number of hours 

worked each week was 44.61 (SD =13.25), with 36 staff members (18%) working 40 

hours, 33 staff members (16.5%) working 45 hours per week, 52 staff members (26%) 

working 50 hours per week, and 21 staff members (10.5%) working 60 hours per week. 

One staff member reported working 90 hours per week.  One hundred sixty eight staff 

members (79.2%) reported having a budget reserve. 

Review of the Hypotheses 

     The null hypothesis addressed in the study is stated: 

  There will be no significant relationship between the criterion variable of 

burnout with its subscales of emotional exhaustion, depersonalization and reduced 

personal accomplishment and the predictor variables of the responsibility for 

raising and maintaining financial support for personal income, role ambiguity, the 

feeling of loneliness and demographics including age, gender, number of years 

working; the three roles of leader, field ministry, or administration; the number of 

staff at their location; the number of hours worked each week; the number of days 
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off; their financial budget and account balance.  

The hypothesis includes three subhypotheses for the three subscales of the measure of 

burnout. 

Subhypothesis a  

There will be no significant relationship between the criterion variable subscale of 

emotional exhaustion and the predictor variables of the responsibility for raising 

and maintaining financial support for personal income, role ambiguity, the feeling 

of loneliness, and demographics, including age, gender, number of years working; 

the three roles of leader, field ministry, or administration; the number of staff at 

their location; the number of hours worked each week; the number of days off; or 

their financial budget and account balance.  

Subhypothesis b  

There will be no significant relationship between the criterion variable subscale of 

depersonalization and the predictor variables of the responsibility for raising and 

maintaining financial support for personal income, role ambiguity, the feeling of 

loneliness, and demographics, including age, gender, number of years working; 

the three roles of leader, field ministry or administration; the number of hours 

worked each week; the number of staff at their location; the number of days off; 

or their financial budget and account balance. 

Subhypothesis c  

There will be no significant relationship between the criterion variable subscale of 

reduced personal accomplishment and the predictor variables of the responsibility 

for raising and maintaining financial support for personal income, role ambiguity,  
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the feeling of loneliness, and demographics, including age, gender, number of 

years working; the three roles of leader, field ministry, or administration; the 

number of staff at their location; the number of hours worked each week; the 

number of days off; or their financial budget and account balance.  

Demographic variables were dummy coded by assigning a number to be entered into the 

multiple regression. 

Data Analysis for the Hypotheses 

Subhypothesis a  

     For subhypothesis a, a multiple regression analysis was calculated to predict emotional 

exhaustion from the predictor variable of the responsibility for raising and maintaining 

financial support for personal income and ministry, role ambiguity, the feeling of 

loneliness, and demographics. The variable of emotional exhaustion had a Cronbach’s 

Alpha of .904 making the subscale very reliable. The predictor variables also had strong 

reliability with financial support having a .842 Cronbach’s Alpha; role ambiguity having an 

.823; and loneliness having a .930. Descriptive statistics of the variables are presented in 

Table 4.1. 
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Table 4.1 

                                            Descriptive Statistics 

  
 Variable N Minimum Maximum Mean Std. Deviation 
emotional 
exhaustion 216 .00 5.44 1.58 1.04 

financial support 215 .00 6.00 2.69 1.28 
role ambiguity 216 1.20 6.10 2.92 .94 
loneliness 216 1.00 3.35 1.96 .47 
age 215 28 81 56.47 12.14 
gender 216 1 2 1.12 .33 
years 214 0 55 24.64 12.74 
leader 215 0 1 .40 .49 
field 215 0 1 .75 .43 
admin 215 0 1 .08 .28 
staff 207 0 400 5.65 28.40 
hours 200 2 90 44.61 13.25 
days off 210 0 4 3.23 1.140 
budget 209 0 5 3.40 1.63 
balance 212 0 1 .79 .41 

 
  
     The results of this analysis indicated that loneliness was the first significant predictor to 

enter the regression equation of prediction of the burnout subscale of emotional exhaustion, 

adjusted R² = .31, F (1, 188), = 85.14, p < .001. The demographic variable of age was 

added to the regression equation which increased the explained variance of emotional 

exhaustion by 7%; the F-value for the increased R² was F(1, 188) = 23.87, p < 001. The 

negative regression coefficient of the variable age indicated that the younger the 

parachurch workers, the higher level of emotional exhaustion experienced. The regression 

equation with two predictors had an adjusted R² = .38, F(2, 187), = 59.66, p < .001 for the 

regression equation. When the predictor of raising support was added to the regression as 

the next significant predictor, it increased an additional 6% of the explained variance of 

emotional exhaustion. One hundred sixty eight staff members (79.2%) reported having a 
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budget reserve; therefore, it was theorized that the predictor variable of the responsibility of 

raising financial support was not as significant as expected. For the regression equation 

with three predictors, the adjusted R² = .44, F(3, 186) = 50.92, p < .001. The next 

significant predictor selected to enter the regression equation was the demographic variable 

of the number of hours worked, and it increased the explained variance of emotional 

exhaustion by 2%, F(1, 179) = 8.92, p < .001. The regression equation explained 46% of 

the variance of the criterion variable, F(4, 185) = 42.04, p < .01. The positive regression 

coefficient indicates that the longer the working hours, the higher level of burnout 

experienced. The last significant predictor included in the regression equation was the 

demographic variable of gender, which added 1% of the explained variance of the variable 

of emotional exhaustion, F(1, 184) = 3.97, p < .05. With male coded as 1 and female coded 

as 2, the positive regression coefficient of the variable indicated that females experienced 

more emotional exhaustion than males. The final regression model including significant 

predictors of loneliness, age, raising financial support, number of years working, hours, and 

gender explained 47% of the variance of the criterion variable of emotional exhaustion, 

F(5, 184) = 34.97, p < .001. Table 4.2 shows the results of the multiple regression analysis 

step-by-step, with information on R², adjusted R² and increased R²; Table 4.3 shows the 

unstandardized regression coefficients and standardized regression coefficients of the final 

regression equation for predicting emotional exhaustion. The coefficients indicate that 

loneliness, financial support, hours worked, and gender were positively related, while age 

was negatively related to emotional exhaustion. The standardized regression coefficients 

indicate, among significant predictors, loneliness was the relatively most important 

predictor, followed by age, recruiting financial support, hours, and gender.  
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Table 4.2 

                                              Model Summary 
 

 
a  Predictors: (Constant), loneliness 
b  Predictors: (Constant), loneliness, age 
c  Predictors: (Constant), loneliness, age, financial support 
d  Predictors: (Constant), loneliness, age, financial support, hours 
e  Predictors: (Constant), loneliness, age, financial support, hours, gender 
  
Table 4.3 
 
                                                Coefficients 
 

Model  
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

95% Confidence 
Interval for B 

   B 
Std. 

Error Beta   
Lower 
Bound 

Upper 
Bound 

5 (Constant) -.749 .527  -1.422 .157 -1.787 .290 
  loneliness .948 .123 .434 7.720 .000 .705 1.190 
  age -.020 .005 -.235 -4.227 .000 -.030 -.011 
  finan supp .203 .045 .248 4.471 .000 .113 .293 
  hours .015 .004 .182 3.319 .001 .006 .023 
  gender .364 .182 .107 1.993 .048 .004 .724 
 
a  Dependent Variable: emotional exhaustion 

 
Subhypothesis b  

     For sub-hypothesis b, a multiple regression analysis was calculated to predict 

depersonalization from the predictor variable of the responsibility for raising and 

maintaining financial support for personal income and ministry, role ambiguity, the feeling 

Change Statistics 
Model 

R 
R 

Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .558(a) .312 .308 .86655 .312 85.114 1 188 .000 
2 .624(b) .390 .383 .81822 .078 23.866 1 187 .000 
3 .672(c) .451 .442 .77807 .061 20.798 1 186 .000 
4 .690(d) .476 .465 .76202 .025 8.915 1 185 .003 
5 .698(e) .487 .473 .75598 .011 3.971 1 184 .048 
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of loneliness, and demographics. The Cronbach’ Alpha for role ambiguity was .823, 

demonstrating strong reliability. Descriptive statistics of the variables are presented in 

Table 4.4. 

Table 4.4 

                                         Descriptive Statistics 
  
 
 Variable N Minimum Maximum Mean Std. Deviation 
depersonalization 216 .00 3.80 .80 .75 
financial support 215 .00 6.00 2.69 1.28 
role ambiguity 216 1.20 6.10 2.92 .94 
loneliness 216 1.00 3.35 1.96 .47 
age 215 28 81 56.47 12.14 
gender 216 1 2 1.12 .33 
years 214 0 55 24.64 12.74 
leader 215 0 1 .40 .49 
field 215 0 1 .75 .43 
admin 215 0 1 .08 .28 
staff 207 0 400 5.65 28.40 
hours 200 2 90 44.61 13.25 
days off 210 0 4 3.23 1.14 
budget 209 0 5 3.40 1.63 
balance 212 0 1 .79 .41 

      

     The results of this analysis indicated that loneliness was a significant predictor of the 

burnout subscale of depersonalization, adjusted R² = .29, F(1, 188), = 79.82, p  < .001. The 

demographic variable of age was added to the regression, which increased the explained 

variance of depersonalization by 5%; the F-value for the increased R² was F(1, 187) = 

15.22, p < 001. The negative regression coefficient of the variable age indicated that the 

younger the parachurch workers, the higher level of depersonalization they experienced. 

The final regression model with two predictors had an adjusted R² = .34, F(1, 187), = 

50.54, p < .001 for the regression equation. Table 4.6 shows the steps of the multiple 
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regression analysis, with information on R², adjusted R², and increased R²; Table 4.7 shows 

the unstandardized regression coefficients and standardized regression coefficients of the 

final regression equation for predicting depersonalization. The coefficients indicate that 

loneliness was positively related and age was negatively related to depersonalization, which 

means that older workers experienced less depersonalization than younger counterparts. 

The standardized regression coefficients indicate, among significant predictors, loneliness 

was relatively the most important predictor, followed by age.  

Table 4.5                                           

Model Summary 

         

Change Statistics 

Model R 
R 

Square 
Adjusted 
R Square 

Std. 
Error of 

the 
Estimate 

R Square 
Change F Change df1 df2 

Sig. F 
Change 

1 .546(a) .298 .294 .64033 .298 79.818 1 188 .000 
2 .592(b) .351 .344 .61740 .053 15.225 1 187 .000 

 
a  Predictors: (Constant), loneliness 
b  Predictors: (Constant), loneliness, age 
 
Table 4.6 
                                                         

Coefficients 
 

Model  
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

95% Confidence Interval for 
B 

 
 B 

Std. 
Error Beta   

Lower 
Bound Upper Bound 

1 (Constant) -.902 .198  -4.564 .000 -1.292 -.512 
 loneliness .872 .098 .546 8.934 .000 .679 1.064 

2 (Constant) .108 .321  .335 .738 -.526 .741 
 loneliness .784 .097 .491 8.109 .000 .593 .975 
 age -.015 .004 -.236 -3.902 .000 -.022 -.007 

 
a  Dependent Variable: depersonalization 
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Subhypothesis c  

     For subhypothesis c, a multiple regression analysis was calculated to predict reduced 

personal accomplishment from the predictor variable of the responsibility for raising and  

maintaining financial support for personal income and ministry, role ambiguity, the 

 feeling of loneliness, and demographics. The Cronbach’s Alpha for loneliness was .930 

indicating strong reliability for the variable. Descriptive statistics for the variables are 

presented in Table 4.7. 

Table 4.7 

                                           Descriptive Statistics 

  
 Variable N Minimum Maximum Mean Std. Deviation 
personal 
accomplishment 216 .00 5.67 1.47 .91 

financial support 215 .00 6.00 2.69 1.28 
role ambiguity 216 1.20 6.10 2.92 .94 
loneliness 216 1.00 3.35 1.96 .47 
age 215 28 81 56.47 12.14 
gender 216 1 2 1.12 .33 
years 214 0 55 24.64 12.74 
leader 215 0 1 .40 .49 
field 215 0 1 .75 .43 
admin 215 0 1 .08 .28 
staff 207 0 400 5.65 28.40 
hours 200 2 90 44.61 13.25 
days off 210 0 4 3.23 1.14 
budget 209 0 5 3.40 1.63 
balance 212 0 1 .79 .41 

 
     The results of this analysis indicated that role ambiguity was a significant predictor of 

the burnout subscale of reduced personal accomplishment, adjusted R² = .20, F(1, 188), = 

47.44, p < .001. The predictor variable of loneliness was added to the regression, which 

increased the explained variance of depersonalization by 5%; the F-value for the increased 
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R² was F(1, 187) = 15.11, p < 001. The regression equation with two predictors had an 

adjusted R² = .25, F(2, 187), = 33.05, p < .001. The last significant predictor included in the 

regression equation was the demographic variable of the number of hours worked, which 

increased 2% of the explained variance of the variable of reduced personal 

accomplishment, F(1, 186) = 4.20, p < .05. The negative regression coefficient of the 

variable of number of hours worked indicated that the fewer hours worked, the greater 

sense of reduced personal accomplishment experienced by the parachurch worker. The 

final regression model including significant predictors of loneliness, age, and the number of 

hours worked explained 27% of the variance of the criterion variable of reduced personal 

accomplishment, adjusted R² = .27, F(3, 186) = 23.81, p < .001. Table 4.8 shows the steps 

of the multiple regression analysis, with R², adjusted R² and increased R²; Table 4.9 shows 

the unstandardized regression coefficients and standardized regression coefficients of the 

final regression equation with significant predictors for the criterion variable of reduced 

personal accomplishment. The coefficients indicate that role ambiguity and loneliness were 

positively related to reduced personal accomplishment, and the number of hours worked 

were negatively related to reduced personal accomplishment. The standardized regression 

coefficients indicate among significant predictors that role ambiguity was the relatively 

most important predictor, followed by loneliness and the number of hours worked. 
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Table 4.8                                               

Model Summary 

 
a  Predictors: (Constant), loneliness 
b  Predictors: (Constant), loneliness, role ambiguity 
c  Predictors: (Constant), loneliness, role ambiguity, hours worked 
 
Table 4.9 
 

Coefficients 
 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

95% Confidence Interval 
for B 

  
 B 

Std. 
Error Beta t Sig. 

Lower 
Bound Upper Bound 

3 (Constant) -.070 .331  -.212 .832 -.722 .582 
  role ambig .295 .072 .297 4.092 .000 .153 .437 
  loneliness .559 .142 .286 3.942 .000 .279 .839 
  hours -.009 .005 -.128 -2.049 .042 -.018 .000 

 
a  Dependent Variable: reduced personal accomplishment 
 
 Conclusions 
 
     The purpose of this study was to determine whether a relationship exists between 

burnout manifested in three subscales of emotional exhaustion, depersonalization, and 

personal accomplishment as measured by the Maslach Burnout Inventory to three 

predictor variables of the pressure of raising and maintaining support, role ambiguity, the 

feeling of loneliness, and demographics of age, gender, number of years working, the 

three roles of leader, field ministry or administration, the number of hours worked each 

Model R 
R 

Square 
Adjusted 
R Square 

Std. Error of the 
Estimate Change Statistics 

          
R Square 
Change F Change df1 df2 

Sig. F 
Change 

1 .449(a) .201 .197 .83645 .201 47.440 1 188 .000 
2 .511(b) .261 .253 .80673 .060 15.108 1 187 .000 
3 .527(c) .277 .266 .79992 .016 4.197 1 186 .042 
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week; the number of staff at their location; the number of days off; or their financial 

budget and account balance. This chapter presented the results of three multiple 

regression analyses, and the results indicated that loneliness was the significant predictor 

of two of the three subscales of burnout: emotional exhaustion and depersonalization, and 

role ambiguity was the significant predictor of reduced personal accomplishment. The 

demographic variable of age, when added to the prediction for variables of emotional 

exhaustion and depersonalization, increased the explained variance of burnout. The 

predictor variable of raising financial support was significant in predicting emotional 

exhaustion, following the predictor of loneliness. It was surprising that the predictor 

variable of financial support was not a stronger predictor. The predictor variable of 

loneliness when added to the regression equation following role ambiguity significantly 

increased the explained variance of reduced personal accomplishment. Except for the 

financial support variable being positively correlated with loneliness variable, the rest of 

the predictor variables were not highly correlated. Chapter V contains a summary of the 

study along with a discussion of the data analysis, limitations, and recommendations for 

further research and conclusions.  
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CHAPTER V 

DISSCUSSION 

     Chapter Five provides a summary of the study, a discussion of the findings and 

conclusions, implications, and recommendations for future research. 

Summary 

     The construct of burnout first appeared in the 1960s (Greene, 1961), and it was 

applied to the helping profession by Freudenberger (1974, 1975). Farber (1983) 

concluded: “For the most part, it was Freudenberger, as well as Christina Maslach and 

Ayala Pines, colleagues at the University of California at Berkley, who popularized the 

concept, pioneered its study, and legitimized its status as a critical social issue” (p. 2). 

Maslach and Jackson (1981) provided a detailed definition of burnout and one that is 

used most frequently: “a syndrome of emotional exhaustion, depersonalization, and 

reduced personal accomplishment that can occur among individuals who do ‘people 

work’ of some kind” (p. 99). 

     Inasmuch as there is a paucity of literature specific to parachurch workers, volunteer 

or professional, burnout as it relates to pastors, teachers, and counselors has been 

investigated in the literature, because these roles are most parallel to professional 

parachurch workers. Brumley (2007) believes “The job description for modern pastors is 

a recipe for burnout” (p. B2). In Kokomo, Indiana, about “40 percent of new teachers 

leave the profession within the first five years” according to Harriet Thompson, 

Maconaquah School Corp.'s chief administrator of academic services (Rush, 2007). And 

Lambie (2007) reported, “The number of counselors in schools and community mental 

health agencies who experience a moderate to high degree of burnout is pervasive” 
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(p.83). 

      The purpose of the study reported herein was to identify the correlation between three 

predictor variables of the responsibility for raising and maintaining financial support for 

personal income, role ambiguity, and the feeling of loneliness and burnout as measured 

by the Maslach Burnout Inventory-HSS, 3rd ed.. A randomly selected sample of 300 

participants was chosen from an experimentally accessible population of 561 professional 

parachurch workers.  They were sent a questionnaire consisting of 67 Likert-scale 

questions that included demographics, the Maslach Burnout Inventory, and questions 

addressing the predictor variables.  

     The study was designed to answer the following research questions: 

               1.   Do factors of the responsibility for raising and maintaining financial support   

 for personal income and ministry, role ambiguity, feelings of loneliness, 

and demographic variables including age, gender, number of years working; 

the three roles of leader, field ministry, or administration; the number of 

staff at their location; the number of hours worked each week; or their 

financial budget and account balance predict emotional exhaustion as a 

subscale of burnout in professional parachurch workers? 

 2.  Do factors of the responsibility for raising and maintaining financial support  

for personal income and ministry, role ambiguity, feelings of loneliness, and 

demographic variables including age, gender, number of years working; the 

three roles of leader, field ministry, or administration; the number of staff at 

their location; the number of hours worked each week; or their financial 

budget and account balance predict depersonalization as a subscale of 
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burnout in professional parachurch workers? 

3.  Do factors of the responsibility for raising and maintaining financial  

support for personal income and ministry, role ambiguity, feelings of 

loneliness, and demographic variables including age, gender, number of 

years working; the three roles of leader, field ministry, or administration; 

the number of staff at their location; the number of hours worked each 

week; or their financial budget and account balance predict reduced 

personal accomplishment as a subscale of burnout in professional 

parachurch workers?     

     A correlational design was used, and a multiple regression was conducted for each 

research question. Demographics were used as dummy variables in all three regressions. 

The predictor variable of loneliness was found to be a significant predictor of emotional 

exhaustion and depersonalization, and role ambiguity was found to be a significant 

predictor of reduced personal accomplishment.  When the variables of age, the 

responsibility for raising and maintaining financial support, the number of hours worked, 

and gender were added to the predictor variable of loneliness, the significance of the 

predictor of emotional exhaustion was further explained. When age was added to 

loneliness, the significance of the predictor of depersonalization was further explained.  

And when loneliness and the number of hours worked were added to the predictor 

variable of role ambiguity, the significance of the predictor variable of reduced personal 

accomplishment was further explained. 

Discussion of the Findings and Conclusions 

     This section provides a discussion of findings and conclusions. It begins with a 
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discussion of findings with attention given to the relationship between the criterion 

variable (burnout with its three subscales of emotional exhaustion, depersonalization, and 

reduced personal accomplishment), and the predictor variables (raising support, role 

ambiguity, and loneliness and demographics). 

Burnout 

     With the various definitions evolving in the early 1980s, Maslach and Jackson (1981) 

provided a more detailed definition of burnout as “a syndrome of emotional exhaustion, 

depersonalization, and reduced personal accomplishment that can occur among 

individuals who do ‘people work’ of some kind” (p. 99). Maslach’s (1981) definition was 

used in this study. 

     Maslach (1996) defines emotional exhaustion as “the feelings of being emotionally 

overextended and exhausted by one’s work” (p. 4). Describing emotional exhaustion, 

Maslach (1996) wrote: “Workers are no longer able to give of themselves at a 

psychological level” (p. 4). Fives, Hamman, and Olivarez (2007) found: “For teachers, 

emotional exhaustion refers to the feeling of having given all that one can, that the 

teacher has put all of her energy and focus into the task of teaching and has finally run 

out of resources” (p. 918). Emotional exhaustion is the subscale most commonly 

associated with burnout. 

     Depersonalization is defined by Maslach (1996) as “negative, cynical attitudes and  

feelings about one’s clients. The development of depersonalization appears to be related 

to the experience of emotional exhaustion, and so these two aspects of burnout should be 

correlated” (p. 4). Describing depersonalization, Maslach (1996) defined: “an unfeeling 

and impersonal response toward recipients of one’s services, care, treatment, or 
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instruction” (p. 4). Fives, Hamman, and Olivarez (2007) described depersonalization in 

teachers “when the teacher develops negative feelings and cynicism towards his or her 

students or even the school community” (p. 918). It leads to deterioration in the quality of 

care. 

     Reduced personal accomplishment “refers to the tendency to evaluate oneself 

negatively, particularly with regard to one’s work with clients. Workers may feel 

unhappy about themselves and dissatisfied with their accomplishments on the job” 

(Maslach, 1996, p. 4). The term used in the Maslach Burnout Inventory is personal 

accomplishment, but the more accurate description of the construct is a sense of reduced 

personal accomplishment.  That is the term used in this study. 

     Importantly Maslach (1996) “conceptualizes burnout as a continuous variable, ranging 

from low to moderate to high degrees of experienced feelings.  It is not viewed as a 

dichotomous variable, which is either present or absent” (p. 5). 

Regression with emotional exhaustion 

     The regression analysis of the subscale of emotional exhaustion and the three 

predictor variables of the responsibility for raising support, role ambiguity, and loneliness  

was conducted. Demographic variables including age, gender, number of years working; 

the three roles of leader, field ministry or administration; the number of hours worked 

each week; the number of staff at their location; the number of days off; their financial 

budget and account balance as potential predictors of burnout were included as dummy 

variables. The results of the regression indicated that the feeling of loneliness explained 

31% of the variance of emotional exhaustion. With a Pearson r of .56, loneliness proved 

to be a strong predictor of emotional exhaustion.  
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     Loneliness and the feeling of isolation have been investigated as a predictor of 

burnout. Laub (1998) established that “Collegial isolation is an important predictor of 

emotional exhaustion, and strongly suggests it is also a predictor of depersonalization and 

personal accomplishment” (p. 88). In an article by Schlichte, Yssel, and Merbler (2005) 

the authors reported that first year teachers are confronted with much advice on how to be 

an effective teacher, but “a growing awareness of these less exciting realities of teaching 

can be followed by feelings of ineffectiveness, loneliness, and alienation from the 

profession” (p. 35). Guy (1987) devoted an entire chapter to isolation in the practice of 

psychotherapy. He suggested physical isolation, isolation from colleagues, isolation from 

the outside world, isolation from family and friends, physical inactivity and fatigue, and 

the isolation of confidentiality contribute to the reality of isolation as a counselor.  The 

findings support the reality that professional parachurch workers will experience 

loneliness as they go about their business of helping people. 

     Using the forward method of conducting the multiple regression, the demographic  

variable of age was added to the regression, and it increased the explained variance of 

emotional exhaustion by 8%. Interestingly, the negative regression coefficient of the 

variable indicated that the younger the parachurch worker, the stronger the predictor of 

emotional exhaustion.  

     These findings are supported by the literature. A study by Randall (2007) showed that 

it is chronological age, and not years in ministry, that is negatively correlated with the  

emotional exhaustion and depersonalization subscales of burnout. He theorized  

that older workers may have learned how better to pace themselves in their work in order 

to minimize opportunities for burnout, or that the younger clergy left their jobs as a result 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

60 
 

 

of burnout. Randall (2007) concluded: “there is no need for psychological screening of 

candidates for the ministry; the younger they are, the more likely they are to be prone to 

burnout” (p. 44). Additionally, in a report released by the Substance Abuse and Mental 

Health Services Administration, Freking (2007) reported: “Younger workers had higher 

rates of depression than their older workers.” The findings point to the same phenomenon 

occurring among professional parachurch workers. 

     When the predictor variable of raising support was added to the regression, it 

increased an additional 6% of the explained variance of emotional exhaustion. Emerson 

and Brauer (2002) reported that one factor that led to burnout was: “exasperation with 

fundraising. Single-year funding cycles take a huge toll on nonprofit leaders and divert 

attention from doing the ‘real’ job” (p. 39). An article by Erica Perez (2007) reported: 

“Young professionals who have left non-profit jobs in Milwaukee say they were 

frustrated not only by low pay but also by limited career growth and political pressure  

from boards and other groups” (p. B4).  The responsibility of raising and maintaining 

financial support is a reality for nonprofit organizations, and the findings of this study 

suggest that professional parachurch workers face that reality as well. The literature 

supports the findings that fundraising exerts pressure on the worker.  

     The next significant predictor variable selected to enter the regression equation was 

the demographic variable of the number of hours worked, and it increased the explained  

variance of emotional exhaustion by 2%. In a study of Ohio psychologists by Wholford- 

Lotas (2005), those who spent more hours in direct service on average, had higher scores 

on the personal accomplishment subscale of the Maslach Burnout Inventory than those 

who did not spend as much time in direct service (p. 70). Wholford-Lotas (2005) also 
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reported that “The number of hours spent providing supervision to others was predictive 

of burnout on all three subscales” (p. ii). There is face validity to the concept that after a 

certain number of hours on the job, exhaustion affects the worker. 

     The last significant predictor included in the regression equation was the demographic 

variable of gender, which increased by 1% the explained variance of the variable of 

emotional exhaustion. The negative regression coefficient of the variable indicated that 

females predicted emotional exhaustion more than males. In a study by Rupert & Morgan 

(2005), “Women reported higher levels of emotional exhaustion in agency settings, 

whereas men experienced higher exhaustion in group independent practice settings” (p. 

544). Kelly (1990) reported in her study: “The analysis of the 245 returned questionnaires 

indicated that female pastors report a significantly higher degree of burnout as measured 

by the Emotional Exhaustion subscale of the Maslach Burnout Inventory” (p. 2). An 

article by Freking (2007), reporting on the latest statistics released by the Substance 

Abuse and Mental Health Services Administration, stated that: “Women were more likely 

to have had a major bout of depression” (p.A15).  

     It appears that in parachurch workers, a low correlation (.12) exists between gender 

and emotional exhaustion with women scoring higher than men on the subscale scores. 

A summary of the model is found in Table 5.1. 
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Table 5.1    

Model Summary 

 
a  Predictors: (Constant), loneliness 
b  Predictors: (Constant), loneliness, age 
c  Predictors: (Constant), loneliness, age, raising support 
d  Predictors: (Constant), loneliness, age, raising support, number of hours worked 
e  Predictors: (Constant), loneliness, age, raising support, number of hours worked,     
    gender 
 
Regression with depersonalization 

      A regression analysis of the subscale of depersonalization and the three predictor 

variables of the responsibility for raising support, role ambiguity, and loneliness was  

conducted. Demographic variables including age, gender, number of years working; the 

three roles of leader, field ministry or administration; the number of hours worked each 

week; the number of staff at their location; the number of days off; their financial budget 

and account balance as potential predictors of burnout were included as dummy 

variables. The results of the regression indicated that the feeling of loneliness explained 

29% of the variance of depersonalization. With a Pearson r of .55, loneliness proved to be 

a strong predictor of depersonalization. 

     Chandler (1983) commented on the place of loneliness and burnout: “Usually, up 

around the top of the reasons given for teachers either quitting their jobs or staying on the 

Change Statistics 

Model R 
R 

Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 
R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .558(a) .312 .308 .86655 .312 85.114 1 188 .000 
2 .624(b) .390 .383 .81822 .078 23.866 1 187 .000 
3 .672(c) .451 .442 .77807 .061 20.798 1 186 .000 
4 .690(d) .476 .465 .76202 .025 8.915 1 185 .003 
5 .698(e) .487 .473 .75598 .011 3.971 1 184 .048 
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job but doing as little as possible, is the isolation in which teachers must work” (p. 126). 

Collegial isolation relates to burnout (Kilgore & Griffin, 1998, Miller, Brownell, & 

Smith, 1999, and Rosenberg, O’Shea, & O’Shea, 1998). Loneliness takes its toll on 

teachers, and the results of this study verified that loneliness predicts depersonalization in 

professional parachurch workers. A study by Prout (1986) using the Maslach Burnout 

Inventory, reported: “It was noted that burnout scores increased with each higher range of 

loneliness scores. The data support the belief that feelings of isolation and loneliness will 

lead to greater levels of burnout” (p. 55). 

     Using the forward method of conducting the multiple regression, the demographic 

variable of age was added to the regression, and it increased the explained variance of 

depersonalization by 5%. As with emotional exhaustion, the negative regression 

coefficient of the variable indicated that the younger the parachurch worker, the stronger 

predictor of depersonalization. The findings suggest that younger professional parachurch 

workers are at greater risk of burnout than are the older workers. 

A summary of the model is found in Table 5.2. 

Table 5.2                                                                

Model Summary 

       

Change Statistics 

Model R 
R 

Square 
Adjusted 
R Square 

Std. 
Error of 
the 
Estimate 

R 
Square 
Change 

     F 
Change df1 df2 

Sig. F 
Change 

1 .546(a) .298 .294 .64033 .298 79.818 1 188 .000 
2 .592(b) .351 .344 .61740 .053 15.225 1 187 .000 

        
 a Predictors: (Constant), loneliness 
 b Predictors: (Constant), loneliness, age 
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Regression with reduced personal accomplishment 

     The regression analysis of the subscale of reduced personal accomplishment and the 

three predictor variables of the responsibility for raising support, role ambiguity, and 

loneliness was conducted. Demographic variables including age, gender, number of years 

working; the three roles of leader, field ministry or administration; the number of hours 

worked each week; the number of staff at their location; the number of days off; their 

financial budget and account balance as potential predictors of burnout were included as 

dummy variables. The results of the regression indicated that role ambiguity explained 

20% of the variance of reduced personal accomplishment. With a Pearson r of .45, role 

ambiguity proved to be a strong predictor of reduced personal accomplishment.  

     A study by Piero, Gonzalez-Roma, Tordera, and Manas (2001), reported that 

“Changes in role ambiguity significantly account for changes in personal 

accomplishment” (p. 522). Another study by Kirk-Brown and Wallace (2004) found: 

“that role conflict was a significant predictor of the experience of burnout and that 

intrinsic job satisfaction was significantly predicted by the counselor’s perception of job 

challenge, as well as the level of organizational knowledge” (p. 29). Webber (2006) 

reported on role ambiguity in her study: “Maslach, Jackson, and Leiter (1996) identified 

several major variables related to stress and burnout in educators: low social support and 

autonomy, role ambiguity, inadequate resources, role conflict, and lack of participation in 

decision-making” (p. 40). 

     In a study of school counselors Wilkerson and Bellini (2006) found the  
 
following results:  “Demographic, intrapersonal, and organizational factors together  
 
account for a significant amount of the variation in burnout scores among this population.  
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Furthermore, in two models, emotional exhaustion and personal accomplishment, the 
 
intrapersonal variables in Step 2 contributed statistically significant amounts to the model  
 
in and of themselves (25% and 35%, respectively)” (p. 446). The literature converges  
 
with the findings of the current study of predictors of burnout in professional parachurch 

workers. The results of this study support the concept that functioning in unclear roles as 

a  professional parachurch worker is a predictor of reduced personal accomplishment.  

     Again, using the forward method of conducting the multiple regression, the predictor 

variable of loneliness was added to the regression, and it increased the explained variance 

of reduced personal accomplishment by 6%.  

     A study by Melamed, Szor, and Bernstein (2001) reported: “In the Pearson static 

correlation, there was a significant relationship between satisfaction at work and the lack 

of loneliness (p < 0.01). There was an inverse statistical correlation between satisfaction 

and ‘burnout’ (p < 0.01), and a connection between staff meetings and not feeling lonely 

(p < 0.05)” (p. 103).  

     Martin (1984), in a study of parachurch workers, reported: “Here we have studied the 

religious worker, and we have found him at times alienated. Yet the ministry of the 

religious is to reconcile the alienated” (p. 175).  He also found that: “Occupational Stress 

Theory, which emphasizes that stress is caused by a mismatch between the person’s 

needs and the environment’s resources, was viewed as a form of alienation” (p. 182). 

     The regression results and the literature pointed to the concept that job satisfaction 

(personal accomplishment) lowers the incidence of burnout.  Of the three subscales of the 

Maslach Burnout Inventory, reduced personal accomplishment (job satisfaction) had the 

lowest strength of prediction of burnout in professional parachurch workers. 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

66 
 

 

     The last significant predictor included in the regression equation was the demographic 

variable of the numbers of hours worked, which increased by 2% the explained variance 

of the variable of reduced personal accomplishment. Again, with a negative correlation, 

the findings point to the idea that the fewer number of hours worked the greater predictor 

of reduced personal accomplishment. 

     A summary of the model is found in Table 5.3. 

Table 5.3 

Model Summary 
 
 
 
 
 
 
 
 
 

a Predictors: (Constant), loneliness 
b Predictors: (Constant), loneliness, role ambiguity 
c Predictors: (Constant), loneliness, role ambiguity, number of hours worked. 
 
Conclusions 

    The purpose of this study was to determine how selected variables and their 

combination contribute to burnout in professional parachurch workers in the parachurch 

organization of The Navigators, an interdenominational mission organization. Loneliness, 

as measured by the UCLA Loneliness Scale (Russell, 1996), was the most significant  

predictor of two of the three subscales of burnout of the Maslach Burnout Inventory-HSS, 

3rd ed. (Maslach, C., Jackson, S. E., & Leiter, M. P. 1996). Loneliness refers to the 

feeling that one is not connected to other people. Isolation is another description of 

loneliness. The results of this study conclude that when professional parachurch workers 

Model R 
R 

Square 
Adjusted 
R Square 

Std. Error 
of the 
Estimate Change Statistics 

         
R Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .449(a) .201 .197 .83645 .201 47.440 1 188 .000 
2 .511(b) .261 .253 .80673 .060 15.108 1 187 .000 
3 .527(c) .277 .266 .79992 .016 4.197 1 186 .042 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

67 
 

 

feel lonely and isolated from connected relationships, they are susceptible to burning out 

in two of the three subscales: emotional exhaustion and depersonalization. 

     Role ambiguity, as measured by the Role Ambiguity Scale, (Rizzo, House, & 

Lirtzman, 1970) was the most significant predictor of reduced personal accomplishment.  

Reduced personal accomplishment refers to the tendency to evaluate oneself negatively, 

particularly with regard to one’s work with clients. The results of this study conclude that 

when job roles are not clearly defined by the organization, the feeling of personal 

accomplishment is reduced, which contributes to burnout in the professional parachurch 

worker. 

     Another conclusion of the study is that younger professional parachurch workers are 

more susceptible to burnout than older workers. Recent studies (Randall, 2007) support  

the findings that younger workers will struggle with burnout more than will older 

workers. 

     As suspected, the pressure of recruiting financial support for personal income is a 

moderate to strong predictor of burnout with a Pearson r of .42. Even though 79% of the 

participants reported income accounts in the reserve status, the pressure to recruit and 

maintain monthly support was still evident.  

     The number of hours worked also proved to be a predictor of emotional exhaustion 

with a Pearson r of .21, making it a small to medium strength predictor, and with a 

Pearson r of -.15, the number of hours worked had a small negative correlation with 

reduced personal accomplishment. As would be expected, the more hours you spend on 

the job, after a certain point, would contribute to emotional exhaustion and reduced 

personal accomplishment. Since a professional parachurch worker ministers to needs that 
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seem unending, knowing when to quit work becomes confusing. As a result, many  

workers put in more than 40 hours per week. In fact, 33 staff (16.5%) reported working 

45 hours per week, 52 staff (26%) reported working 50 hours per week, and 21 staff 

(10.5%) reported working 60 hours per week. One staff member reported working 90 

hours per week. Even with a medium and small strength of Pearson r, the number of 

hours worked becomes a significant predictor of burnout. 

      The variable of gender for predicting burnout had a Pearson r of .12, giving it small 

strength as a predictor of emotional exhaustion. And the literature converges with the 

findings of the study. The gender of female is a stronger predictor of emotional 

exhaustion than is male. 

     Role ambiguity had a medium strength in predicting reduced personal 

accomplishment (Pearson r = .45), and it was positively correlated. The positive 

correlation meant that the more ambiguous the role of the parachurch worker, the more 

reduced the feeling of personal accomplishment on the job. Workers without clearly 

defined job roles will be more susceptible to reduced personal accomplishment. 

Summary 

     To summarize the discussion of the findings and conclusions, the results of this study 

suggest that loneliness is the strongest predictor of burnout in professional  

parachurch workers as defined by the subscales of emotional exhaustion and 

depersonalization, and role ambiguity is the strongest predictor of reduced personal 

accomplishment of the Maslach Burnout Inventory. Loneliness refers to the feeling of not 

being connected to or supported by other people. Younger workers are more susceptible 

to burnout than older workers, and females more susceptible than males. The pressure of 
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recruiting and maintaining financial support also is a strong predictor of emotional 

exhaustion. Role ambiguity refers to the tendency to evaluate oneself negatively, 

particularly with regard to one’s work with clients, and unclear roles directly affect the 

feelings of reduced personal accomplishment. The number of hours worked and gender  

were also predictors of subscales of burnout. With p < .001 for almost every predictor, 

the study is a valuable tool for parachurch organizations that want to predict, understand, 

and prevent burnout among their workers. 

Implications of the Study 

     The results of this study highlighted several opportunities that would enhance the 

body of the scientifically based research with regard to professional parachurch 

organizations. This section will explore the implications of this study in two areas:  

implications for practice and implications for future research. 

Implications for practice 

     The outcomes of this investigation provide practical applications for parachurch 

organizations and their professional workers. First, this study identifies loneliness as the 

strongest predictor variable of two of the three subscales of the Maslach Burnout 

Inventory in professional parachurch workers. This study complements earlier research 

conducted on loneliness confronting pastors, school personnel, and counselors (Chandler, 

1983; Guy, 1987; Kilgore & Griffin, 1998; Laub, 1998; Melamed, Szor, & Bernstein, 

2001; Miller, Brownell, & Smith, 1999; Prout, 1986; Rosenberg, O’Shea, & O’Shea, 

1998; Schlichte, Yssel, & Merbler 2005). Parachurch organizations can make personnel 

assignments and conduct training to address the issue of loneliness in their staff members. 

     Secondly, the study identifies role ambiguity as the strongest predictor of feelings of 
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reduced personal accomplishment. Martin (1984) and Melamed, Szor, and Bernstein 

(2001) reported the significance of needing clear role descriptions in working in the 

human services field. Parachurch organizations can give their workers clearer job 

descriptions when assigning them to an area, helping to prevent burnout. 

     Thirdly, this study identifies younger workers as more susceptible to burnout than 

older workers; therefore, parachurch organizations can possibly prevent burnout by being 

alert to the younger workers’ needs when on their first few assignments. Lastly, this study 

points to the pressure of recruiting financial support and the number of hours worked; 

therefore, parachurch organizations can make policy decisions to address staff issues to 

lessen the potential for burnout in their workers. 

Implications for research 

     One implication for research that has developed out of this study is the need for an 

experimental approach to identify interventions that will prevent burnout in professional  

parachurch workers. There are no studies of this type for professional parachurch  

workers, and a scarcity of studies for the other helping professions. An inferential study 

would give results that would help parachurch organizations actively intervene with their 

workers to reduce burnout. 

     Another implication for research would be to replicate the study with other parachurch 

organizations to expand the generalization to a larger number of professional parachurch 

workers. The atmosphere among parachurch organizations seems to be one of 

cooperation, and a larger parachurch organization, such as Campus Crusade for Christ,  

could offer a larger pool from which to select participants. 
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Limitations 

     A significant limitation to this study was that it was correlational, which provided 

predictions of burnout, but it does not explain the cause of burnout in professional 

parachurch workers. The interpretation of findings was limited to direction and 

magnitude among variables, but it does not explain why the relationship exists in terms of 

cause and effect. 

     Another limitation to the study was that it used only participants from the Navigators, 

a parachurch organization that has an older population. Using another parachurch 

organization with younger workers could have produced results that would be more 

generalizeable to parachurch organizations with a younger population such as Young Life 

or Inter-Varsity Christian Fellowship. 

     A further limitation was that only those workers who returned a questionnaire were 

included in the statistical analysis. Those who did not return a questionnaire could have  

been so emotionally exhausted, they did not have the energy to add one more thing to  

their life that would require energy. Had they returned the questionnaire, the  

results might have been amended.  

     The instrumentation presented some limitation to the study. The Role Ambiguity 

Scale by Rizzo, House, and Lirtzman (1970) did not publish its validity and reliability, 

but only its factor analysis. Even though the scale has been used regularly since it was 

published, no one has researched the validity and reliability. Not knowing the validity  

and reliability of the instrument limited the validity of this study. Also, the questions 

addressing the pressure to raise and maintain financial support had only face validity, but 

no research validity and reliability data, further limiting the validity of this study. 
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     Finally, a limitation of the study may have been that the data were collected by a 

mailed, self-report questionnaire, and not by interview. Because the questionnaire was 

designed to minimize the amount of time required to respond to the survey, the 

questionnaire was limited in scope.  

Recommendations 

     Twenty-five thousand parachurch organizations around the world with 5,357,000 paid 

and nonpaid workers (International Bulletin of Missionary Research, 2005) labor daily to 

make a difference in the lives of others. Because “people work” takes its toll on those 

who labor so intensely, this study was initiated to discover what factors could predict 

burnout. And because this study found statistical significance for loneliness  

as a predictor of emotional exhaustion and depersonalization, and role ambiguity as a 

predictor of reduced personal accomplishment (the three subscales of the Maslach 

Burnout Inventory), and statistical significance for other predictors, research should 

continue to address the issue of burnout in professional parachurch workers. The 

following recommendations are provided. 

1. Future research should be completed to determine the causes of burnout 

related to the predictor variables. An experimentally designed study, using an 

inferential statistical analysis of directed interventions to measure the cause of 

burnout would give parachurch organizations more data on which to make 

decisions to care for their staff, both paid and volunteer. 

2. Future studies should include a pool of participants with a younger mean age. 

Since age is a significant predictor of emotional exhaustion and 

depersonalization, with the younger age being the stronger predictor of two 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

73 
 

 

subscales of burnout, experimental studies using younger population would 

give data helpful to motivating younger workers to continue in their job 

longer. 

3. Further research should expand to populations that include more than one 

parachurch organization. A study that used participants from several 

parachurch organizations, with greater diversity, would give data that would 

be more representative of all parachurch organizations. 

4. Replication studies using different predictor variables would be beneficial. 

One parachurch worker suggested that ego strength be studied as a predictor 

of burnout. Another suggested that personality type be studied as a predictor. 

5. Further research should include a comparison of burnout in workers in 

isolated settings with workers in a setting with many other workers.  

6. Possibly, surveying professional parachurch workers who have experienced 

burnout to collect suggestions for predictor variables would benefit the body 

of research. 

7. Further studies conducted with professional parachurch workers who minister 

outside the United States would greatly benefit many mission organizations. 

The factors facing a professional parachurch worker in another culture 

increase the probability of burnout. This study would help parachurch  

organizations identify what predictors are unique to working overseas. 

8. Future studies should be conducted using an interview methodology with 

those professional parachurch workers who have reported being in burnout or 

have been through burnout. This qualitative methodology would put a “face” 
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on the problem of burnout and give future researchers clearer direction in their 

research. 

9. Finally, a longitudinal study with younger workers would be beneficial to 

track their career direction as they deal with the identified predictors of 

burnout. Identifying why some leave the field and some continue for long 

careers would help parachurch organizations plan their training and care. 

     Adam, who was described in previous chapters, not unlike many young people, has 

strong desires to make his life count for purposes larger than himself. Some will work in 

the fields of teaching, medicine, counseling, or church ministry. But some will choose the 

less traditional way of helping people in need and work for a parachurch organization. 

For those like Adam, knowing what predicts burnout can help them avoid the emotionally  

disabling phenomenon of burnout.  

     This study presented useful and beneficial information regarding the prediction of 

burnout in professional parachurch workers. The information should be able to assist 

parachurch organizations to care for their workers by offering to new workers training  

that can prevent burnout. It can also assist parachurch organizations in caring for their 

workers by creating organizational structures and roles that will aid in preventing 

burnout. This study should not only help the current professional parachurch workers, but 

it should also help prevent burnout in future workers.  
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Appendix A 

        Cover Letter to Participants 

Dear Navigator Staff, 

     Burnout is a serious issue that we as an organization are addressing. Burnout can 
sideline and even disable staff for long periods of time, and it has been known to 
disqualify staff from future service. 

 
     One of our senior staff, Gordon Jones, is conducting research on burnout and needs 
your help.  His research is focused on determining what will predict burnout in 
professional parachurch workers, and you are one of a small number of staff being asked 
for your responses. You were randomly selected from a list of full time Navigator 
representatives with more than five years of full time employment.  Gordon has enclosed 
a questionnaire to which he needs your honest responses.  In order that the results be 
representative, it is important that each questionnaire be completed and returned to 
Gordon as soon as possible. 

 
     You may be assured of complete confidentiality.  Your individual responses will be 
kept in the strictest confidence.  Data reported from your questionnaire will be used only 
in aggregate form.  The survey has an identification number for mailing purposes only.  
This is so that Gordon may check your number off the mailing list when your 
questionnaire is returned. Your name will never be placed on the questionnaire, and you 
have the right to decline participation in this study. 

 
     The results of this research will be used as the basis of a doctoral dissertation.  The 
results will be available to all parachurch organizations like Campus Crusade for Christ 
and Inter-Varsity Christian Fellowship.  You may receive a summary of the results by 
writing “copy of results requested” on the back of the return envelope, and printing your 
name and address below it.  Please do not put this information on the questionnaire. 

 
     Gordon would be happy to answer any questions you might have.  Please email him at 
egjones@sbcglobal.net, or call him at 806-795-1806. 

 
     Thank you for your assistance in this research. 

 
    Laboring with you, 

          Cheryl 
    Cheryl Meredith, Director 
    Human Resources 
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Appendix B 

     
 Introduction Email to Participants 

 

     Dear Navigator Staff, 

     Burnout is a serious issue that we as an organization are addressing. Burnout can 
sideline and even disable staff for long periods of time, and it has been known to 
disqualify staff from future service. 

 
      One of our senior staff, Gordon Jones, is conducting research on burnout and needs 
your help.  His research is focused on determining what will predict burnout in 
professional parachurch workers, and you are one of a small number of staff being asked 
for your responses. You were randomly selected from a list of full time Navigator 
representatives with more than five years of full time employment.  Gordon will be 
sending you a questionnaire in a few days to which he needs your honest responses.  It 
should not take more than 20-30 minutes of your valuable time, and postage is paid.  In 
order that the results be representative, it is important that each questionnaire be 
completed and returned to Gordon as soon as possible. 

 
     You may be assured of complete confidentiality.  Your individual responses will be 
kept in the strictest confidence.  More information about this will be included in the 
questionnaire you will receive in the mail. 
 
     Thank you for your assistance in this research. 

 
     Laboring with you, 

           Cheryl 
     Cheryl Meredith, Director 
     Human Resources 
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Appendix C 

       Follow-up Post Card to Participants 

     Two weeks ago, a questionnaire about burnout was mailed to you.  Your name was 
one of a very few randomly selected to receive this questionnaire.  If you have already 
complete and returned it to me, please accept my sincerest thanks.  If not, please do so 
today. Because it has been sent to only a small, but representative sample of staff, it is 
extremely important that yours be included in the study.  
 
     If by some chance you did not receive the questionnaire, or it was misplaced, please 
call me right now, collect (806-785-7441), and I will send another one in the mail to you 
today. 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 Texas Tech University, Eugene Gordon Jones, Jr. May, 2008 

 
 
 

  

90 
 

 

Appendix D 

Items from Maslach Burnout Inventory 

         (Maslach & Jackson, 1996) 

I. Emotional Exhaustion 

 I feel emotionally drained from my work 
 I feel used up at the end of the workday 
 Working with people all day is really a strain for me 
 I feel burned out from my work 
 

II. Depersonalization 
 
 I feel I treat some recipients as if they were impersonal ‘objects’ 
 I’ve become more callous toward people since I took this job 
 I worry that this job is hardening me emotionally 
 I don’t really care what happens to some recipients 
 

III. Personal Accomplishment 
 

 I deal very effectively with the problems of my recipients 
 I feel very energetic 
 I can easily create a relaxed atmosphere with my recipients 
 I have accomplished many worthwhile things in this job 
 
 

Source: Maslach Burnout Inventory-HSS (1996) 
  
 

Note: “Modified and reproduced by special permission from the publisher, CPP, Inc., 
Mountain View, CA  94043 from the Maslach Burnout Inventory-HSS by Christina 
Maslach and Susan E. Jackson copyright, 1986 by CPP, Inc. All rights reserved. Further 
reproduction is prohibited without the Publisher’s written consent.” 
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Appendix E 

Items from the Responsibility for Raising and Maintaining Financial Support 

I dread raising and maintaining financial support. 

I feel like raising and maintaining financial support exerts pressure on me. 
 
I tend to procrastinate my responsibilities to raise and maintain financial   support. 

I dream of NOT having to raise and maintain financial support. 

I am motivated by and enjoy raising and maintaining financial support. 

 

Source:  Eugene Gordon Jones, Jr. (2007) 
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Appendix F 

      Items from Role Ambiguity Scale 

I feel certain about how much authority I have. 

I have clear, planned goals and objectives for my job. 

There is a lack of policies and guidelines to help me. 

I am corrected or rewarded when I really don’t expect it. 

I know what my responsibilities are. 

I have to “feel my way” when performing my duties. 

I know that I have divided my time properly. 

I know exactly what is expected of me. 

I am told how well I am doing my job. 

Explanation is clear of what has to be done. 

 

Source: Rizzo, House, and Lirtzman (1970) 
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Appendix G 

Items from UCLA Loneliness Scale 

How often do you feel you lack companionship? 

How often do you feel part of a group of friends? 

How often do you feel you are no longer close to anyone? 

How often do you feel left out? 

How often do you feel no one really knows you well? 

How often do you feel isolated from others? 

How often do you feel shy? 

How often do you feel people are around you but not with you? 

How often do you feel that there are people you can talk to? 

How often do you feel there are people you can turn to? 

 

Note: Copyright 1994 by Daniel W. Russell. Reprinted with permission. 
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APPENDIX H 

Research Survey                              Participant # _____ 

 
Directions 
 
Please complete the following items of general information. The information that you will provide make 
the results of this study more meaningful.  All responses will be treated in a strictly confidential manner. 
You may decline to answer any question if you so choose.  Completion time is about 20 to 30 minutes.  
 
1. Age? _____ 
 
2. Gender? Male_____Female____ 
 
3. Number of years of full time Navigator employment? _____ 
 
4. Total number of years at your present assignment? _____ 
 
5. Your current role: (check all that apply) Leadership_____ Field Ministry_____ 
 
    Administration/Support _____ Other_____ 
        
6. How many other full time staff do you have working with you at your location? _____ 
 
7. On the average, how many hours a week do you spend in your job role? _____ 
 
8. How often do you take a day off in which you do NO ministry work? a. weekly_____ 
 
       b. 2-3 time/month_____c. once a month_____ d. rarely_____ e. almost never_____ 
 
9. What is your yearly financial support budget? a. $30,000-$40,000_____ b. $41,000- 
 
       $50,000_____ c. $51,000-$60,000_____ d. $61,000-$70,000_____ e. $71,000+_____ 
 
10.  Which of the following reflects your current financial situation?  Reserve_____ Deficit_____ 
 
 
 
 
 
The statements below represent different feelings people experience.  Read each statement carefully and 
decide how much you identify with the feeling stated. 
 
For each feeling, decide if you ever feel this way about your job. If you never had this feeling, circle 0 and 
go to the next statement. 
 
However, if you have experienced this feeling, indicate HOW OFTEN you feel it by circling the 
appropriate number on the 6 point scale. An example is shown below: 
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ANSWER CHOICES for Frequency of Feeling- HOW OFTEN: 0. Never.  1.  A few times a year or 
less.  2. Once a month or less.  3.  A few times a month.  4. Once a week.  5. A few times a week.             
6. Every day. 
 
 
Example: 
 
I feel depressed at work. 
 
                         0                 1                        2                     3                     4                       5                     6    
       Never       A few times         Once a            A few              Once                A few             Every 
               a year                month            times a               a                     times               day 
              or less                or less            month             week                a week 
 
If you occasionally feel depressed at work (say a few times a month) you would circle the number 3.  
  
 
11. I dread raising and maintaining financial support. 
 
                        0                 1                        2                     3                     4                       5                     6    
        
12. I feel that raising and maintaining financial support exerts pressure on me. 
 
                        0                 1                        2                     3                     4                       5                     6    
  
13. I tend to procrastinate my responsibilities of raising and maintaining financial support. 
 
                        0                 1                        2                     3                     4                       5                     6    
 
14. I dream of NOT having to raise and maintain financial support. 
 
                        0                 1                        2                     3                     4                       5                     6    
 
15. I am motivated by and enjoy raising and maintaining financial support. 
 

           0                1                        2                     3                     4                       5                     6     
 
16. I feel emotionally drained by work. 
 
                          0                1                        2                     3                     4                       5                     6     
 
17. I feel used up at the end of the workday. 
 
                          0                1                        2                     3                     4                       5                     6 
 
18.  
 
                         0                 1                        2                     3                     4                       5                     6 
 
19.  
 
            0                 1                        2                     3                     4                       5                     6 
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ANSWER CHOICES for Frequency of Feeling- HOW OFTEN:  0. Never. 1. A few times a year or 
less. 2. Once a month or less.  3. A few times a month.  4 Once a week.  5. A few times a week.            
6. Every day. 
 
                           0                 1                        2                     3                     4                       5                     6     
 
                     Never       A few times         Once a            A few              Once                A few            Every 
               a year                month            times a               a                     times               day 
              or less                or less            month             week                a week 
 
 
20. I feel I treat some recipients as if they were impersonal objects. 
                    
                         0                 1                        2                     3                     4                       5                       6 
             
21. Working with people all day is really a strain for me. 
 
           0                 1                        2                     3                     4                       5                       6 
                          
22. I deal very effectively with the problems of my recipients. 
 
                        0                 1                        2                     3                      4                       5                       6 
 
23. I feel burned out from my work. 
 
                         0                 1                        2                     3                     4                       5                      6 
   
24.  

          
            0                 1                        2                     3                    4                       5                     6 

 
25. I’ve become more callous toward people since I took this job. 
 
  0                 1                        2                     3                   4                       5                    6 
 
26. I worry that this job is hardening me emotionally. 
 
  0                 1                        2                     3                   4                       5                    6 
 
27. I feel very energetic. 
 
  0                 1                        2                     3                    4                       5                    6 
 
28.  
   
                            0                 1                        2                     3                     4                       5                    6 
 
29.  
 
  0                 1                        2                     3                     4                       5                    6 
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ANSWER CHOICES for Frequency of Feeling- HOW OFTEN:  0. Never. 1. A few times a year or 
less. 2. Once a month or less. 3. A few times a month. 4 Once a week. 5. A few times a week. 6. Every 
day. 
 
                           0                 1                        2                     3                     4                       5                     6     
 
                     Never       A few times         Once a            A few              Once                A few            Every 
               a year                month            times a               a                     times               day 
              or less                or less            month             week                a week 
 
 
30. I don’t really care what happens to some recipients.  
 
  0                 1                        2                     3                     4                       5                     6 
 
31.  
 
  0                 1                        2                     3                     4                       5                     6  
 
32. I can easily create a relaxed atmosphere with my recipients.  
 
  0                 1                        2                     3                     4                       5                     6 
  
33.  
 

0                 1                        2                     3                     4                       5                     6  
 
34. I have accomplished many worthwhile things in this job. 
 
  0                 1                        2                     3                     4                       5                     6  
 
35.  
 
  0                 1                        2                     3                     4                       5                     6  
 
36.  
 
                             0                 1                        2                     3                     4                       5                     6  
  
37.  
 

               0                 1                        2                     3                     4                       5                    6 
  
 
 
Note: Due to copyright restrictions, some questions from the Maslach Burnout Inventory-HSS (1996) were 
excluded from this document, but the participants received all the questions in the Maslach Burnout 
Inventory. 
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Directions: 
 
Below are several additional statements of job-related conditions you may be experiencing. Please 
read each statement carefully and decide how false or true the statement is about your job. 
 
Please choose one of the following answers for each of the questions below: 
                      

         1                 2            3     4                       5                          6       7 
                    Very            Mostly        Sometimes       Neutral          Sometimes          Mostly            Very 
                     false              false                false                      true                  true               true 
 

38. I feel certain about how much authority I have. 

          1                 2               3         4                 5               6       7 

39. I have clear, planned goals and objectives for my job. 
 
          1                 2               3          4                 5               6       7 
 
40. There is a lack of organizational policies and guidelines to help me. 
 
          1                 2               3          4                 5               6       7 
 
41. I am corrected or rewarded when I really don’t expect it. 
 
          1                 2               3          4                 5               6       7 
 
42. I know what my responsibilities are. 
         
                      1                    2               3          4                 5               6       7 
 
43. I have to “feel my way” when performing my duties. 

         1                 2               3          4                 5               6       7 
 
44. I know that I have divided my time properly. 
        

        1                 2               3          4                 5               6       7 
 
45. I know exactly what is expected of me. 
        

        1                 2               3          4                 5               6       7 
 
46. I am told how well I am doing my job. 

         1                 2               3          4                 5               6       7 

47. Explanation of job requirements is clear. 

         1                 2               3          4                 5               6       7 

______________________________________________________________________________________ 
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Directions: The following statements describe how people sometimes feel. For each statement, please 
indicate how often you feel the way described by circling the number that corresponds to your 
feeling. 
 
Here is an example:     How often do you feel happy? 

 
If you never feel happy, you would circle “never”; if you always feel happy, you would circle 
“always.” 

 
 
          NEVER          RARELY         SOMETIMES      ALWAYS 

  1                2               3               4 

48. How often do you feel that you are “in tune” with the people around you? 

  1  2  3  4  

49. How often do you feel that you lack companionship? 

  1  2  3  4    

50. How often do you feel that there is no one you can turn to?  

  1  2  3  4 

51. How often do you feel alone?  

  1  2  3  4 

52. How often do you feel part of a group of friends? 

  1  2  3  4 

53. How often do you feel that you have a lot in common with the people around you?  

  1  2  3  4    

54. How often do you feel that you are no longer close to anyone? 

  1  2  3  4   

55. How often do you feel that your interests and ideas are not shared by those around you? 

  1  2  3  4    

56. How often do you feel outgoing and friendly? 

  1  2  3  4     

57. How often do you feel close to people? 
 
   1  2  3  4  
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Directions: The following statements describe how people sometimes feel. For each statement, please 
indicate how often you feel by circling the number that corresponds to your feeling. 

                        NEVER          RARELY         SOMETIMES      ALWAYS 

  1                2               3               4 

 
58. How often do you feel left out?  
 
                             1  2  3  4  
 
59. How often do you feel that your relationships with others are not meaningful? 
 
  1  2  3  4    
     
60. How often do you feel that no one really knows you well? 
 
  1  2  3  4    
 
61. How often do you feel isolated from others? 
 
  1  2  3  4     
 
62. How often do you feel you can find companionship when you want it? 
 
  1  2  3  4  
 
63. How often do you feel that there are people who really understand you? 
 
  1  2  3  4 
 
64. How often do you feel shy? 
 
  1  2  3  4 
 
65. How often do you feel that people are around you but not with you? 
 
  1  2  3  4   
 
66. How often do you feel that there are people you can talk to? 
 
  1  2  3  4    
 
67. How often do you feel that there are people you can turn to? 
 
  1  2  3  4    
 
Thank you for taking the time to complete this questionnaire. I hope the results will be 
helpful to current and future parachurch workers. If you would like a summary of the  
findings, please e-mail me at egjones@sbcglobal.net, and I will send the results when they become 
available. 
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