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ABSTRACT: Job burnout is a serious problem of organizations that endangers employees' health. So
determining various antecedents of burnout has been an active area of research. The aim of this study was
examining the relationship between job stressors and job burnout among Shiraz University of medical
sciences employees. In this correlational research, 339 employees (237 female and 162 male) were
selected via stratified random sampling. Job stress and job burnout questionnaire were administrated to
sample. Data were analysed via statistical techniques such as descriptive statistics, Pearson correlation,
multiple regressions and one sample T test. Both dimensions of job stress were related positively with
burnout. Furthermore demographical variables such as gender, marital status, age, and work experience
were related with some dimensions of burnout. Job pressure and lack of organizational support bring about
job burnout. So administrators should reduce job pressure and support employees in their organizational
duties.
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INTRODUCTION

Nowadays, organizations noticeably pay attention to the matter of job stress in the workplace because this
issue fundamentally affects the success of their business. The managers of most organizations are willing to
identify the factors that create a stressful atmosphere in the work place; moreover, they diligently try to reduce
the negative effects of these factors because they know that they may negatively affect employees’ mental health
and their job performance. Since job stress factors indirectly and negatively affect the success of managers’
business, the managers diligently try to provide better working conditions for their employees. According to the
literature in this area of study, stress on the one hand can endanger an individual’s’ health status and as a results
may cause various diseases (or may increase the risk of various diseases) including cardiovascular diseases and
mental disorders [1, 2, 3, 4, 5]. On the other hand, it can reduce employees' quality of work; furthermore, it can
decrease the employees’ level of commitment to organizational goals of the business. Stress considerably affects
the employees’ motivation in the working place, so that they may work less enthusiastically for the organization.
This effect is noticeably distinguishable when it is accompanied by lack of support from external or internal
resources (the impact of stress on the employees’ motivation particularly increases when these employees are not
mentally supported by external or internal resources). This issue ultimately leads to the job withdrawal behaviors
as well as job burnout depression among the employees [1, 6, 7, 8, 9,10].

The term job burnout was first introduced by Freudenberger. He was the first researcher who used this
term in order to describe a mental syndrome which is associated with the employees who work in a stressful
atmosphere. This syndrome was withdrawal and fatigue which causes numerous symptoms. These symptoms are
categorized as physical, psychological and emotional symptoms. The physical symptoms include loss of energy,
chronic fatigue, weakness, chronic headaches, muscle tension, back pain, sleep disorders, multiple somatic
complaints and increased susceptibility to multiple diseases. The emotional symptoms include helplessness,
hopelessness, increased tension and conflict in the employee’s household environment, increased signs of
negative nervous attitudes such as agitation, anger, irritability and decreased signs of positive emotional attitudes
such as sincerity, humility and politeness. The psychological symptoms include [job] dissatisfaction and the
employee’s negative attitudes toward himself, his job, his life and ultimately job withdrawal behaviors
(absenteeism at work and escaping the office) [11].

According to Maslach et al. [12], job burnout has three basic dimensions including: emotional exhaustion,
depersonalization, reduced sense of personal accomplishment. The emotional exhaustion dimension is
considered as one burnout dimension which is closely related to the stress as well. This dimension is
characterized as lack of energy in the muscle. In this mental state, the individual experiences emotional depletion
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which results from excessive working. It is described as a feeling of being emotionally overextended and
exhausted by working, a sense of feeling psychologically and emotionally "drained” in which an individual feels he
is overwhelmed by the demands of others [13]. The depersonalization dimension results from using ineffective
coping strategies in order to deal with fatigue. It is characterized by certain attitudes including a sense of
alienation in the organization as well as isolation and dehumanization. The reduced sense of personal
accomplishment is associated with certain mental attitudes including: a sense of inadequacy, personal failure and
poor professional self-esteem [14].

According to demand - job resources model, job burnout is the outcome of two various types of working
conditions (job burnout occurs in case of two working conditions): the first one is the kind of job demands in
which extensive work is needed. As a result, this kind of working conditions carries several psychological costs
including job burnout. The job sources are defined as the working conditions that may facilitate the achievement
of business objectives. It is also defined as the conditions that may reduce job demands or as the conditions that
may lead to personal growth [15].

Job resources are valuable Kinds of resources for an individual since they meet job demands. Lee et al [16]
found out that major job stressors in the work place include role ambiguity, role conflict, stressful events and
extensive work pressures. On the other hand, the major job resources include social support received from
various sources, job promotion opportunities, job control and participation of the employees in the decision
making process. An individual should also get positive feedbacks from external resources. The rate of these
feedbacks is based on that employee’s efforts and accomplishment in the job. The feedbacks should also be
specific to that individual. In other words, the certain feedbacks given to one individual should not be given to
another individual as well.

Maslach stated that six organizational factors may affect the incidence of job burnout in an employees
including: high workload, low levels of job control, poor remuneration, lack of social communication,
discrimination in the workplace and value conflict between individual values and workplace values [17]. Lee et al.
[18] identified work and time pressures as job burnout predictors. Lewandowski conducted a study on
underlying organizational factors that may cause job burnout. The results of this research suggested that
organizational factors affect (result in) the employees' anger and frustration. These factors are also considered as
the underlying factors which result in job burnout behaviors in the employees. These underlying factors include
the employees’ age and gender as well as wage and labor laws. These factors have a direct impact on job
dissatisfaction and burnout [19]. This study, by relying on empirical and theoretical evidence whose brief
description was provided in the above, aimed to test following hypotheses :

1. The work pressure and lack of organizational support factors, as job stressors, have a significant
relationship with job burnout .

2. Underlying factors including gender, age, work experience, marital status, etc. have a significant
relationship with job burnout.

MATERIALS AND METHODS

This research is a correlation type of research. In this study, all employees who work in medical, dentistry
and nursing schools of Shiraz Medical University were selected as the statistical population. Based on Lin Table
[10] research, the sample size required for this research was considered as 322 individuals by considering 5%
sampling error. In order to ensure adequacy of the sample, 392 individuals were selected from the employees
using stratified random sampling method .

The research tools include Vagus and Spielberger job stress scale [11] and Maslach job burnout scale [12,
13]. The Vagus and Spielberger job stress scale include 30 items. Each item in this scale defines a general stressor
event in the workplace. Based on factorial analysis of the data collected from 1791 individuals who worked in
various companies and the university, Vagg and Spielberger concluded that there are two main factors in this
Scale. They called these two factors lack of organizational support and work pressure based on what was
extracted from analysis of items’ contents [14]. In this research, the Farsi translation version of the
questionnaires was used. The structural validity of the questionnaire was studied with help of exploratory factor
analysis method. The factor structure (structural content) of the job stress questionnaire was examined by main
factor analysis method with help of varimax rotation. The results of this analysis indicated that this questionnaire
consists of two factors including work pressure and lack of organizational support. In total, these factors
explained 37.81% of the overall variance. In addition, KMO value for the sample adequacy was equal to 0.9. The
result of Bartlett's test of sphericity was significant in 0.01% level of significance (0.0001). The questionnaire
reliability was studied using alpha correlation coefficients. The results are reported in Table 1. The results of
Table 1 show that the reliability of the questionnaire is within acceptable range.

Table 1.Cronbach's alpha coefficients for the job stress questionnaire dimensions.

Lack of organizational support 15 0.88 353
Working pressure 15 0.87 351
The total stress 30 0.92 337
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The Maslach questionnaire is a common tool for measuring job burnout. It includes 22 items. This scale
measures three dimensions of emotional exhaustion, depersonalization and feelings of personal accomplishment.
This was translated by Philian [15] in Iran. The content validity and reliability of this questionnaire was examined
by Cronbach's alpha coefficient .

In this study, the exploratory factor analysis using main factor analysis and direct oblimin rotation were
used in order to measure the structural validity of the questionnaire. The results of this analysis indicated that
this questionnaire consists of three factors: emotional exhaustion, depersonalization and reduced sense of
personal accomplishment. In total, these factors explained 51.82% of overall variance of the questionnaire. It
should be noted that KMO value was equal to 0.88 for the sample adequacy in this analysis. The result of Bartlett's
test of sphericity was significant 0.01% in level of significance (0.0001). In order to investigate reliability of the
job burnout questionnaire, Cronbach's alpha coefficient was calculated for overall score of the questionnaire’s
dimensions. The results of this analysis are provided in Table 2 which shows acceptable reliability of the
questionnaire .

Table 2. Cronbach's alpha coefficients for job burnout questionnaire

Emotional exhaustion 9 0.86 380
Professional decrement 8 0.8 371
Alienation 5 0.77 389

Total 22 0.89 363

Collected data of the research were analyzed using descriptive statistics, correlation matrix, multiple
regression model and independent t-test.

RESULTS

Table 3 shows the means and standard deviations for continuous variables of the research separately for
each sex. Some of the findings shown in the table are as follows :

The mean age of female individuals is 33.19 years old while the one for male individuals is 36.30 years old.
Average job experience for male individuals is 11.23 years while the one for female individuals is 9.23 years. The
average monthly salary of male individuals is 530,000 toman while the one for female individuals is 470,000
toman. Moreover, the female individuals had the highest scores in both work pressure and lack of organizational
support factors compared to male individuals. Table 4 shows the correlation matrix of continuous variables of the
research. The results of the table indicated that:

a.Age and work experience of the respondents had a significant negative relationship with the job burnout
and its dimensions. In other words, increased age and work experience was associated with a reduction in the job
burnout and its dimensions.

b.Level of education and monthly salaries had no significant relationship with the job burnout dimensions .

c. Work pressure and lack of organizational support had a significant positive relationship with all three
dimensions of the job burnout. In addition, this positive relationship was stronger in emotional exhaustion
dimension compared to other two dimensions of the job burnout.

In order to evaluate effect of the job stress dimension on incidence of job burnout in the employees,
multiple regression model was used where all of the predictors were entered simultaneously into the model. The
results of this analysis (Table 5) indicated that both work pressure and lack of organizational support were
positive and significant predictors for the job burnout. In total, these predictors explained 17% of the variance in
the job burnout. Lack of organizational support was a stronger predictor for job burnout compared to work
pressure.

In order to compare the incidence of job burnout between male and female employees, t-test for
independent samples was used. The results of this analysis indicated that there was a significant difference
between male and female respondents regarding reduced sense of personal accomplishment dimension
(presented in Table 6). Moreover, the female individuals had a higher score in this dimension compared to male
individuals.

Then, t-test for independent samples was used in order to compare the incidence of job burnout between
married and single employees. The results of this analysis indicated that there was a significant difference
between incidence of job burnout in single and married employees regarding their scores in three dimensions of
emotional exhaustion, depersonalization and job burnout (presented in Table 7). Moreover, single employees had
higher scores in these three dimensions.

Table 3. Means and standard deviations of the research variables in male and female employees .

N SD X N SD X N SD X
age 393 7.52 3445 234 7.43 3319 159 7.30 36.30
Experience 385 7.18 1044 229 6.77 9.23 156 7.62 11.23
Monthly salary 332 239136 476934 197 237029 473563 135 239038 530548
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Working pressure 370 10.44 43.81 222 10.32 44.51 148 10.56 42.77

The Lack of organizational support 352 11.25 4493 207 11.23 45.63 145 11.23 43.94
The overall job stress 398  20.49 7859 237  20.67 88.72 161 20.17 85.93
Emotional exhaustion 379 10.02 19.29 223 9.23 20.01 156 11.00 18.27
Reduced professional efficacy 370 7.72 18.60 221 7.36 19.37 149 8.12 17.46
alienation 354 5 5.03 213 5 4.82 141 5 5.34
General exhaustion 398 17.95 42.38 237 16.06 4340 161  20.39 40.89

Table 4. The correlation matrix of continuous variables of the research

Age 1
Experience 0.83** 1
Education -0.02 0.17**- 1
Monthly salary 0.37** 0.29** 0.40** 1
Working pressure -0.04 -0.02 0.19**  0.19** 1
Lack of organizational 0.01 0.01 0.06 0.07 0.70** 1
support
The total stress 0.000 0.01 0.07 0.09 0.85**  0.94** 1
Emotional exhaustion -0.15**  -0.11* 0.08 -0.02 0.44**  0.48**  0.49** 1
Lack of adequate 0.21*  -0.16** -0.05 -0.08 0.15**  0.18**  0.20**  0.21** 1
Alienation -0.24**  -0.21** 0.02 -0.09 -0.20*  0.18**  0.21** 0.51** 00.40** 1
total burnout -0.21**  0.21**  -0.16** 0.02** -0.06** 0.36** 0.39** 0.41* 0.78** 0.78%* 1

**P <0.01 * P <0.05

Table 5. Multiple regression analysis in order to investigate the effect of job stress dimensions on employees’ job burnout

prediction.
intercept 8.91 211 0.04
Working pressure 0.34 0.19 0.41 0.17 2.86 0.01
Lack of organizational support 0.42 0.26 3.69 0.0001

Table 6. The results of independent t-test conducted in order to compare the incidence of job burnout between
female and male employees

X
Emotional exhaustion male 156 11.00 18.27 -1.62 295 0.11
female 223 9.23 20.01
Professional decrement male 149 8.12 17.46 -2.34
female 221 7.36 19.37 368 0.02
Alienation male 159 5.12 5.55 1.5 0.13
female 229 4.61 4.79 317
total burnout male 161 20.39 40.89 -1.31 289 0.19
female 237 16.06 43.40

Table 7. The results of independent t-test conducted in order to compare the incidence of job burnout between single and
married employees

X

Emotional exhaustion single 108 21.08 10.79 2.22 377 0.03
married 271 18.65 9.62

Professional decrement single 105 19.63 8.01 1.56 368 0.12
married 265 18.24 7.59

Alienation single 111 5.95 5.22 2.16 386 0.03
married 277 4.79 4.65

total burnout single 116 45.39 19.75 2.12 396 0.03
married 282 41.21 17.06

DISCUSSION

As it was noted in the previous section, work pressure and lack of organizational support had a significant
positive relationship with job stressors and job burnout. There are several empirical evidences on the
relationship between job stress and job burnout in a variety of studies, both in abroad or in Iran [16, 17, and 18].
In particular, some studies indicated that there is a significant relationship between work pressure and job
burnout. The results of these studies are in line with the results of this research. In Iran, Aziz Nejad et al. [19]
found a significant relationship between excessive work hours and job burnout. The existence of a relationship
between support resources and job burnout was confirmed in several studies as well [12, 13].
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The existence of a relationship between job stressors and job burnout can be proved theoretically as well. In
other words, based on theoretical approach, it is evident that there is a relationship between job stressors and job
burnout. The resource conservation model is one theoretical model which was used in order to prove the
existence of this relationship. This model suggested that job burnout may occur when the individuals feel
threatened by external resources. In other words, this may happen when the individuals feel that their internal
values are threatened by external resources. This issue may appear in following conditions: a) when job demands
are higher than the possible ones that an individuals can manage to overcome, b) when an individual loses job
resources (such as unemployment), c) when return on capital is insufficient (For example, an employee is helpful
to others; however, the other side doesn’t help him when he needed it in return) [2]. In this model, it is assumed
that the factors that threaten the individual’s sources are job stressor. Furthermore, the constant threat of an
individual’s resources may lead to the incidence of job burnout [18]. Thus, this model predicts that chronic stress
can lead to job burnout.

Based on additional findings of this research, the age and work experience factors had a significant negative
relationship with the job burnout dimensions. According to Maslach [12, 13], the age factor had the most stable
(strong) relationship with job burnout compared to other demographic characteristics. Thus, younger individuals
may experience job burnout behaviors sooner than old individuals. Brewer et al. [20] examined the relationship
between age and work experience factors and the incidence of job burnout in the employees using meta-analysis.
Their results indicated that there is a weak and negative relationship between age and work experience factors
and emotional exhaustion. The findings of this research on the existence of a relationship between age and work
experience factors and job burnout are in line with most of the results obtained in previous studies. The possible
reason behind this issue relies in the fact that older employees are more experienced than younger individuals.
The employees experience various situation in the workplace over time and gradually they may learn how to
handle difficult situations. When individuals become older as they work in an organization, they learn how to
successfully deal with job stress using masterful strategies. They may also learn how to handle the unpleasant
events which may happen in the work place in various situations. On the other hand, these experienced
individuals may have more realistic perception of career goals compared to younger employees. Therefore, they
may be less frustrated when they face stressful situations or when their occupational aspirations are not met.
Thus, it is expected that these individuals may less experience job burnout.

The results of examining job burnout in different genders also showed that there is a significant difference
in the reduced sense of personal accomplishment dimension between female and male employees. Moreover,
female individuals had higher scores in this dimension compared to male individuals. Examining other
dimensions showed no significant difference between female and male individuals. In contrast, most of other
studies indicated that male individuals had higher scores in the job burnout dimensions compared to female
individuals [1, 14, and 17]. Examining the items relevant to the reduced sense of personal accomplishment
showed that most of the items in this questionnaire are related to successful management of social and emotional
relationships in the work place (how to deal with clients, how to create a comfortable environment for the clients,
etc.). The female individuals possibly expect more flexibility from themselves than male individuals in the areas of
establishing emotional and interpersonal relationships with the clients (These expectations are the outcome
gender roles’ socialization and society’s expectations from the female individuals. In other words, society defines
some certain roles for female and male individuals which are specific to them. For example, male individuals are
expected to be strong. On the other hand, female individuals are expected to be emotional. Thus, it is clear that
female individuals are expected to act more successful than male individuals regarding establishing emotional
and social relationships with the clients in the work place.). Therefore, the female individuals may give
themselves lower scores when they evaluate their performance in these areas.

Additional findings of this research showed that single employees had higher overall scores than married
employees in the dimensions of emotional exhaustion, depersonalization and job burnout. It was confirmed in
several numbers of studies that the incidence of job burnout is higher in single employees than married
individuals [13]. In some other studies, no significant relationship was found between marital status and the
incidence of job burnout in the employees [4]. Probably the increased incidences of job burnout in single
employees may be due to their lower ages as well as their lower levels of work experience. As it was mentioned
earlier, as a result, these individuals may represent higher incidences of job burnout.

Given the undeniable importance of human resources in achieving organizational objectives, it is
recommended to examine other possible job burnout predictors, particularly those job stressors that were not
examined in this study. In addition, the effects of job stressors on organizational outcomes such as organizational
commitment and job satisfaction should be further examined in future researchers. On the other hand, according
to the existence of a relationship between job stress (work pressure) and lack of organizational support and job
burnout, it is recommended that the organizations’ managers tentatively try to make proper decisions in order to
reduce work pressure in the workplace for the employees. These managers should also provide the support
needed to assist the employees, so that the workers can better carry out their organizational responsibilities.
Moreover, it is essential to offer effective strategies to the employees in the area of coping with job stress and
educate them in this context. This measure can effectively improve the employees’ mental health. It may also
prevent the incidence of job burnout in them.
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