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Abstract

The numerous challenges faced by professionals working with individuals with special needs lead to burnout.
This burnout can significantly impact the behaviors exhibited by professionals, causing a decrease in work
efficiency and even raising doubts about the personal and professional aspects of employees. This study seeks
to evaluate the behaviors displayed by professionals in situations of high burnout. Behaviors such as internal
states, social approach, increased violence, feelings of guilt, and demotivation at work are some of the main
behaviors that may appear, diminishing the quality of work with the groups they work with and who receive
services in institutions. On the other hand, these behaviors also affect the work environment among
colleagues, causing burnout for them as well. The findings of this study aim to highlight these behaviors and
emphasize institutional interventions in offering supportive programs for work-life balance to minimize work-
related burnout, thereby increasing the quality of services for individuals with disabilities of any level.
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1. Introduction

Working with individuals with special needs is often considered a mission, as it requires not only high
professional skills but also significant commitment and high empathy. The hard work and emotional
involvement often lead to high burnout for professionals, which results in behaviors associated with
this burnout as well as in the quality of services received by the beneficiaries.

The decline in motivation and the various tensions that arise often create a stressful work
environment, which, if not managed promptly, can lead to collective burnout. Consequently, the
activation of personal defense mechanisms may result in work neglect or even professional
abandonment. This study seeks to explore the image of burnout and the behaviors that stem from it.
It also aims to encourage reflection on institutional interventions to train and support staff working
with individuals with special needs, striving for a satisfactory balance between the profession and
personal life. This study will conduct an analysis of behaviors and solutions to increase the quality of
services.
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2. Literature review

Work burnout is a broad concept that involves many factors and the personalities of individuals
experiencing stress (Smith, 2004). In a study by Thornton (2000), about 40% of teachers reported job
dissatisfaction, which led them to experience higher levels of stress and, consequently, burnout due to
high demands at work. According to Stein (2003), a study revealed that personal, professional, and
health conditions lead to high levels of burnout.This results in inappropriate behavior toward oneself,
colleagues, and beneficiaries. In the references provided by Dean (2000), the strategies and coping
mechanisms to reduce the negative effects at work, especially for therapists, teachers, and professionals
working with individuals with special needs, should be highly considered, as levels of anxiety and
depression are rising, according to the author’s studies. In a survey conducted by Christina Maslach
and Michel P. Leiter, published by Balknap Press and Harvard University Press in 2022, most workers
in America reported high levels of dissatisfaction at work, with only 20% indicating they are happy in
their jobs, and the situation becomes more severe on a global scale. The most significant factor
identified was that the majority of respondents attributed their job dissatisfaction to health-related
issues.

The increase in tension with beneficiaries and parents is often a trap that professionals fall into
(Grayson and Alvarez, 2008). According to them, positive relationships are a protective factor in
preventing burnout. Another protective factor is the consideration of professionals in responding to
teachers' needs (Meng, 2010; Fernet et al., 2012).

3. Methodology

For this study, a quantitative data collection method was used to gather as much data as possible to
understand the behaviors exhibited by burnout at work among professionals working with individuals
with disabilities. This research project is aimed at examining this phenomenon as part of institutional
programs supporting the staff.

The purpose of the study is to assess the impact of professional burnout on professionals working
with individuals with special needs and to identify the behaviors that emerge as a result of burnout so
that institutional intervention can increase job satisfaction and the quality of services for individuals
with disabilities.

Some hypotheses that the study aims to test are:

1. The increase in burnout levels at work leads to behaviors such as guilt, demotivation, and
tension, which results in a decrease in work quality.
Burnout negatively impacts the professional, personal, and social well-being of employees.
The lack of evaluative and therapeutic resources provided by institutions increases the risk of
burnout and decreases work efficiency.

4. Environments that foster isolation raise stress levels and contribute to higher emotional
burnout among professionals.

5. The analysis of collected data will test these hypotheses, laying a clear foundation for practical
and strategic solutions.

Regarding the participants in the study, 130 professionals participated, including special
education teachers, therapists, and staff from residential and day centers. The participants were
selected using a purposive sampling approach based on their work experience in these institutions for
at least one year and their commitment to participating in the study. Ethical considerations related to
this study include confidentiality and willingness to engage.

The data collection instrument was a structured questionnaire, which included the Likert scale
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evaluation. It was divided into several sections, such as demographic data (age, gender, work
experience, and the institution's profile). In the second section, a checklist was used to measure
burnout at work, and the rest of the questionnaire predicted possible behaviors that might result from
burnout. The list of behaviors was developed from focus group meetings in all institutions, resulting in
a list of thirty behaviors that could emerge from burnout. The data was collected over a six-month
period by distributing questionnaires in the major cities that provide services for individuals with
disabilities, such as Tirana, Vlora, Fier, Durrés, Berat, and Lezhé.

Data analysis was performed using SPSS software to identify the most frequent behaviors and
correlate them with burnout.

The limitations of the study include the inclusion of a small sample size, which limits the
generalizability of the results. This was due to the fact that the questionnaires were conducted
physically to clarify any uncertainties and ensure the data was as valid as possible.

4. Data Analysis

87% of the respondents are female, while 13% are male, indicating a dominance of women in this
profession. Approximately 70% of the respondents are under 50 years old, with an equal distribution
across different age groups. 50% of the respondents have up to 10 years of work experience, while 35.4%
have more than 20 years of experience. The majority, 80% of the respondents, work in special schools
and residential centers, while a minimal percentage works in inclusive schools.

The majority of participants (54.7%) report that their relationships with the parents of the
students do not impact their professional life. This suggests that for most, these relationships are not
a key factor influencing their work, possibly due to the high focus on relationships with colleagues and
other work aspects. However, a small portion (3.1%) states that relationships with parents have a
complete impact, indicating that for some individuals, these relationships may have significant
emotional and professional weight.

A large portion of the respondents (46.9%) state that their relationships with students and
colleagues do not affect their work at all. The portion that believes the impact is sufficient is 11.7%,
while very few (6.3%) think it is complete. This result suggests that for most individuals, relationships
with students and colleagues are less important in experiencing their professional life. However, there
may be a small group who perceive this impact as more significant, reflecting the social and emotional
dynamics that occur in educational settings.

The majority (35.2%) of the respondents believe that relationships among students and colleagues
do not have an impact, while a significant group (30.5%) reports that the impact is small. This could
indicate a negative perception of relationships among students and colleagues in educational or work
environments, possibly due to competition, lack of cooperation, or conflicts that might occur in these
groups.

Regarding workplace humiliation, 32.8% of participants report that it has no impact, while 14.8%
perceive it as completely harmful. This result indicates a high sensitivity to negative dynamics and may
reflect a significant level of tension and stress in the work environment. Humiliation can create a
negative atmosphere and seriously affect individuals' emotional well-being.

Mistakes at work are perceived as a factor with a noticeable impact. 35.7% of the respondents
believe that mistakes have a small impact, while a small portion (7.9%) states that they can have a
significant impact. This suggests that individuals may feel insecure and concerned about the
consequences of mistakes, which may lead to increased stress and feelings of insecurity in the
profession.

Gossip at work is perceived to have a moderate impact, with 28.1% of respondents believing it is
sufficient, while 7.8% consider it an important factor. This result suggests that gossip can create an
atmosphere of insecurity and affect interpersonal relationships, contributing to an uncomfortable and
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tense work environment.

The majority (41.4%) of participants say that competition has no impact, while a considerable
portion (25.8%) considers it a sufficient factor. This result suggests that many individuals may not feel
driven or affected by competition, but some may see it as an opportunity for career advancement,
offering potential motivation.

Most participants (48.4%) assert that others with higher qualifications do not influence their
personal ambition. This result may indicate that individuals are more motivated by other factors, such
as professional opportunities and personal experience, and are not heavily influenced by colleagues'
pressures. 41.4% of the respondents feel affected by injustices at work, while 18% express that these
completely impact them. This result indicates a high perception of unfairness in the workplace, which
may create feelings of fear and insecurity. This impact may have negative consequences on motivation
and performance in the professional environment. 33.6% of participants believe that the daily routine
has no impact, while 32% feel its impact is small. This suggests that the daily routine is a passive factor
that can influence the experience of professional life, but it is not very important for most. 35.2% of
participants state that they experience low job satisfaction, indicating concern over the level of
satisfaction and motivation in the work environment. This could be a factor negatively affecting
performance and engagement.

36.9% of participants believe that unfulfilled professional goals have no impact, while 22.3% see
them as a negative factor that could affect their stability and professional continuity. This result shows
that individuals who fail to achieve professional aspirations may experience frustration and insecurity.
48.5% of participants do not feel that their desire for their profession has decreased, but 10.8% state
that they have lost interest. This suggests that a portion of individuals may feel a loss of passion for
their profession, reflecting a potential career concern.

32% of participants state that they do not feel undervalued at work, while 15.6% are concerned
about lack of appreciation. This indicates that some individuals feel unclear about the potential
recognition they might receive in the workplace.

Regarding family problems, 48.5% of participants believe they do not affect their work, suggesting
that many individuals may have the ability to manage their personal and professional lives. However,
36.2% believe that social and family problems are an influential factor, reflecting possible challenges in
balancing these two aspects.

64.6% of participants state that the lack of proper education is not an obstacle, but 12.3% see it as
a barrier to their professional development, suggesting that some individuals may experience
difficulties advancing their careers due to the lack of necessary qualifications.

60.8% of participants express that abuse of power is an insignificant phenomenon, while 6.2%
consider it a major issue. This suggests that for the majority, abuse of power is not a primary concern,
but for a small portion, it may be an important issue.

60.8% of participants state that they do not avoid their job responsibilities, indicating a high level
of commitment to their professional duties and a strong work ethic.

5. Discussions

In this case, we have identified several important factors influencing individuals' behaviors and
perceptions in an educational and professional environment. The analysis is based on the Rotated
Component Matrix, where the components are grouped into different categories related to various
aspects of work and conditions that affect performance and individuals' feelings. Here is a detailed
analysis of each identified factor and its impact:

School social environment: This factor is related to the conditions and social relationships within
the educational environment. Most of the elements under this factor relate to the physical environment
of the school and the relationships occurring within it. This group of factors indicates that satisfactory
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conditions for organizing the school environment, such as infrastructure and programs, have a
significant impact on the quality of the educational experience and interactions between individuals.

Job security: This factor includes variables related to job security and hierarchical relationships
within the institution. This category suggests that feelings of security or insecurity in the workplace
are closely related to the impact of relationships with authorities and opportunities for personal and
professional development.

Work evaluation scale: This factor is related to how individuals feel valued and the results they
have achieved in the workplace. It includes variables that show the impact of feelings of recognition
and personal achievements on mental health and work performance. When individuals do not feel
valued, they may experience high levels of stress and insecurity.

Workplace ethics: This factor is associated with workplace ethics and practices that can influence
collegial and organizational relationships. It includes variables related to transparency and honesty in
daily communication and actions. A lack of sufficient accountability or the presence of gossip may
contribute to creating an insecure atmosphere.

Family engagement: This factor is related to the impact of personal and family problems on
performance and relationships at work. It reflects how sensitive individuals may be to aspects that
happen outside of work and affect the quality of professional relationships.

Evaluation of the situation with people in need: This factor is related to the assessment and care
individuals have for people with disabilities or those requiring special assistance at work. It highlights
the importance of recognizing and supporting individuals facing certain difficulties, which helps create
a supportive and fair environment.

Financial evaluation for work done:This factor is related to the financial aspect of work, focusing
on wages and motivation derived from comparison with individuals with higher qualifications. This
factor shows how much salary levels may impact individuals' satisfaction and their drive to progress in
their careers.

As seen in the table below, the KMO test is 73.6% (0.736). Since 0.73 > 0.50, we can conclude that
the data set is suitable for factor analysis. The second test we will look at is the Bartlett test. As seen
from the table, the Bartlett test is significant (Sig.), which means that there are high correlations among
the variables; in other words, our data set is suitable for factor analysis.

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 736
Bartlett's Test of Sphericity | Approx. Chi-Square | 4788.035
df 465
Sig. .000

If the communality value exceeds 1, in this situation, either the dataset is small or too many or too few
factors have been specified in the research. In the table below, the variables with a common variance
are less than 1; therefore, we can proceed with the factor analysis and NSE.
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In this factor analysis, we have 7 components with eigenvalues greater than 1, which are considered the
most important. These components explain 80.414% of the total variance. This finding is an important
indicator that these 7 components account for most of the variations in the data and are crucial for the
interpretation of the factor analysis. Components 1 through 7 explain a large portion of the variance
(up to 80.414%), suggesting that these 7 components can be used to represent your data and reduce
dimensionality. After component 7, the loadings for the other components (8 and beyond) are smaller
and contribute little to the total variance, indicating that they may be unnecessary for further analysis.
In total, 22 components are relevant for analysis because the eigenvalue is greater than 1. The graph
below illustrates this.
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Components with eigenvalues > 1: The first 22 components are valid for analysis because they have
eigenvalues greater than 1, meaning they explain a significant portion of the total variance. The first
component explains about 20.91% of the variance, while the second component explains 9.46%.
Together, these two components explain 30.37% of the variance after the second component. After the
22 components, about 92.9% of the total variance is explained. This ratio means you can reduce the
data to 22 components and still retain most of the original information, making this a good level to
stop and interpret further.

Strong correlations: Variables with a loading of 0.837 in component 1 and a loading of 0.777 in
component 1 and -0.310 in component 2 show strong relationships with the respective components.
These loadings indicate a strong connection between these variables and certain factors. Some
variables are loaded positively on one component and negatively on another. This suggests that these
variables are related to multiple factors, and you may need to consider their multi-dimensional nature
when interpreting the results. Factor rotation helps clarify which variables are linked to which factors,
making the factor structure easier to interpret. By examining the sum of the squared rotated loadings,
you can better understand how the variance is distributed across the components, with the aim of
simplifying and clarifying the interpretation of the factors.

6. Conclusions

Most individuals feel exhausted after a workday, and this is an issue that should be addressed to prevent
professional burnout. A significant portion feel pessimistic, while the majority lack strong ambitions
to advance in their careers, which could be a result of high workload and lack of support. There is a
noticeable level of irritation and loss of control, which may indicate that individuals are experiencing
high stress and need intervention in stress management and more support at the workplace. Issues
such as forgetting meetings and deadlines, along with feelings of boredom with completed work,
suggest the need for a better planning and organizing system. Overall, these data indicate that many
individuals are experiencing a high workload and may need support and opportunities to better
manage their professional and personal lives.

In this analysis, the first 7 components are essential and explain 80.414% of the total variance.
The larger components, especially 1and 2, are crucial and contribute more to explaining data variations.
The result shows that these components are key, and the factors associated with them are more
significant for understanding. Factor analysis has helped identify 22 components that are important for
understanding the dynamics among different variables in this study. These components can be used to
simplify and better interpret the data and highlight the connections between specific variables and the
variations in behaviors and conditions studied.

7.  Recommendations

Based on the data derived from the study, the following recommendations can be made to improve
well-being and work effectiveness:
Workload and its management: Clear plans should be established to eliminate overload, delegate tasks,
and create personalized schedules.

Career motivation: Provide training for professional development, recognize achievements, and
offer support to help employees manage work challenges.

Psychological well-being and stress management: Implement psychological support programs for
employees, increase social activities, offer support for professional life, and promote a balance between
personal and professional life.

Organizational system adjustment: Provide technological tools for work management, establish
a work culture that sets deadlines and priorities.
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Effective and open communication at work: Encourage open and effective communication
between colleagues and leaders, create positive environments, offer appreciation, and organize
workshops for motivation and conflict management.

Overall, these recommendations can help reduce stress, increase motivation, and improve the
quality of professional life for employees working with individuals with special needs.
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