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Abstract: Job burnout is a kind of chronic psychological respond and is often seen in job positions 
where a person spends a long time in close interactions with his/her colleagues. This can lead to higher 
business expenses, lower outcomes and etc. Nowadays no matter where and in which position one is, 
people experience some levels of stress and psychic pressure which is an undeniable fact in modern 
organizations. Mental health of subjects is an important factor in organizational psychology and 
interpersonal relations. Job burnout is related to some factors like job, the organizational position of a 
person, organizational environment and professional interpersonal relations. The aim of this study is to 
determine the amount of job burnout in relation to job features which lead to job burnout among the 
Agricultural Bank' employees of Isfahan city. The methodology of this research is a descriptive-
surveying one with a statistical population of 55 employees of Agricultural Bank of Isfahan city, in 
which 50 samples were chosen randomly. The job burnout and job features data were collected by the 
means of a standardized questionnaire. The collected data were then analyzed through the SPSS 
software. The results of this research show a meaningful and significant relationship between job 
features and job burnout; by the increase in features like conflict and, ambiguity and role congestion, 
job burnout increases.  
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INTRODUCTION 

 
A healthy organization is one that pays equal attention to both, the employees’ physical and mental health 

and also the organizational goals and productivity. Although organizations can gain their goals in short time 
spans by applying various methods while forgetting humanistic features in the work environment, the employees 
may generally be nervous, aggressive, upset, unsatisfied and pessimistic or suffer from job burnout. (Saatchi, 
2007). 

Job is an important source of financial income and social status, which can also lead to dissatisfaction, and 
wear and tear of body and mind. Work environment consists of physical, mental, and social stimuli which each 
can be a stress making factor. Working pressure is one of the most common reasons for stress. People spend a 
long period of time for their jobs and the feeling of stress and anxiety and/or disability of compatibility with the 
job position, or dissatisfaction could end up in stress.  

Nowadays innovative organizations try to apply some techniques to make their employees compatible with 
these changing conditions in order to gain their organizational aims and goals. Modern contemporary human has 
to bear some limitations and pressures in order to be able to make him/her compatible to changes and job 
features. So a satisfactory job might turn into a tense and unsatisfactory profession and end up in job burnout.    

A concept which recently has taken the attention of industrial-organizational psychologists is exhaustion, 
fatigue, and devastation of a job agent, which are technically all called job burnout. It seems that job burnout is a 
kind of response by the employee to the stress making interpersonal elements in the job environment, in which 
inter-contacts between the agent and his or her colleagues, authorities, directors and the clients that exceed the 
capacity of the agent will lead to changes in his or her attitudes and behaviors (Saatchi, 2008). Job burnout is a 
result of job, inner and outer personal factors. In this research three main job specifications (role contradictions 
and conflicts, role ambiguity and role congestion) and their effect on job burnout is studied.       

Most professional careers face pathologies, and bank' staff is not an exception. Working in a bank is a job in 
which burnout is very common due to working with figures, numbers and equations on one side and following 
predetermined rigid standards. Any stress and exhaustion in these working environments can make the financial 
status of bank face with critical. Thus this research has tried to determine the amount of burnout in employees of 
the Agriculture banks in Isfahan city, and also determine the relationship of job characteristics such as role 
conflict, role ambiguity, and Role Congestion with burnout dimensions  
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2. Job Burnout: 
In the recent decade due to technological developments and fast and complicated changes and progresses in 

working spaces, job burnout and mental job stress are the most critical subjects of work-lifestyle and health in 
the complicated industrial world.  

Job burnout is an epidemic and general phenomena which occurs due to a unique reaction of a person with 
the working environment, and it results in the losing of motivation, enthusiasm, energy a decrease in desirable 
energy in life. Job burnout generally commences with indecent and abnormal reactions against conflict, 
frustration, and job stress, but this reaction finally becomes so severe that causes personal functional disorder, 
and thus leads to physical and psychological illnesses especially in job positions which bring with themselves 
more responsibility and are higher in stress. Whenever a person is in stressful situations for a long time, he/she 
will face a condition named job burnout (Goudarzi and et al, 2001)     

According to Faber (1983) there is a close relationship between stress and burnout. Stresses occur whenever 
expectations and environmental demands are not in harmony with the capabilities and abilities of the subject. 
The higher the expectations and environmental demands, the lower the capabilities of the person become and 
thus mental pressure and stress increases and leads to a negative experience and job burnout. In fact job burnout 
occurs due to continuous stress and mental pressure.     

Grunfeld et al. (2000) defined job burnout as a psychological status which derives from higher longer levels 
of stress in job life and is more common in jobs that a person spends longer hours in close contact with others. 
This expression was first proposed by Freudennberger in late 1960’s when he saw signs of fatigue in his 
employees. He believes job burnout is a kind of fatigue and exhaustion which is a result of a difficult and 
undesirable job. He believed that job burnout shows itself with different symptoms and its intensity differs from 
person to person (Brooking, 1992).     

Caspinger and et al. (2001) show that job burnout is a phenomenon completely in correlation with job 
conditions. Experimental witnesses prove the fact that severe job burnout leads to accumulative expenses both 
for the organizations and people and can even increase the amount of absences, and quitting jobs among 
employees, and on the other hand decreases the level of job satisfaction, organizational commitment and 
productivity (Togia, 2005). 

The most popular definition of job burnout has been the one given by Maslach and Jackson: Job burnout is 
a psychological syndrome including affective fatigue, personality metamorphosis, and feeling personal 
incompetent.      
 
Affective Fatigue: 

A feeling of being under stress and the devastation of emotional resources in a person is called affective 
fatigue, which results in losing affective energies. People show signs of affective fatigue when they are not 
capable of communicating with others. In affective fatigue the person feels absurd, hopeless, and stuck; which 
are due to physiological and affective demands.        
 
Personality Metamorphosis: 

Personality Metamorphosis is a negative and severe response to people, usually by those who one gets 
services from. Role conflict in job leads to personality metamorphosis. In this situation the person faces feelings 
like suspicion, apathy and a very low sensitivity towards people.   
 
Personal Incompetency: 

This is a reduced feeling of merit in carrying out personal duties, and also a negative analysis of oneself in 
job. Longer working hours per week and more job experience lead to such a feeling and thus the person feels all 
of his/her efforts have been a vain effort and are valueless.  

According to the  Maslach burnout inventory (MBI) theory, burnout is a result of some job specifications 
like Role Ambiguity, Role Conflict, and Role Congestion which according to Lambert (2004) are inner and 
interpersonal factors. 
 
3. Job specifications: 

Various researches have been carried out focusing on the causes and effects of job stress which most are 
related to role stress. Role ambiguity, conflict and congestion are mainly the role stressors which in many 
studies in the field of job stress gain the highest rank among other stressors. (Jackson and Shuler, 1985) 
 
Role Ambiguity: 

The amount of doubt in job responsibilities and functions according to Goupta and Jenkins (1985) is role 
ambiguity. In other words the expectations from a person’s role in an organization are unclear (Rizo, Hause, 
Liertsman, 1970). All in all the expression role ambiguity in an organization is based on unclear goals, 
expectations, and limitations and is related to concepts like complexion in duties, in technology and in fast rapid 
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changes of an organization. According to some researchers role takers need to know 6 fundamentals in order to 
have a lower role ambiguity. First they should know what expectations to have from others. Second they should 
know the activities that correlate with these expectations. Third the role taker should know the results of his/her 
acts. The fourth element is to know the rewards and the punishments of their actions. Fifth is the fact that the 
role takers should expect and be able to figure out when they will be punished or rewarded due to their actions. 
Sixth and finally is determining the type of attitude, behavior and action that fulfill their personal needs or 
makes them feel unsatisfied (Judith, 2000).     
 
Role Conflict: 

In this condition, members of an organization get into a situation in which several contradictory and 
paradoxical roles are acted by the employee, or he/she is demanded to follow several contrastive goals. Role 
conflict has several types. In some cases role conflict occurs when contrastive expectations are demanded from a 
person (Ibid, 1997).   
 
Role Congestion: 

Role Congestion consists of quantitative and qualitative factors. The quantitative factor includes demands 
exceeding the amount of time needed to be fulfilled, and the qualitative factor is related to job complication. 
When a person has to grant large amount of demands in a limited time which do not match logically with each 
other, he/she has to play his/her role much more excessively, which might not be bearable for him/her and thus 
this leads to stress. Extreme roles occur due to bearing several various responsibilities and roles by a subject. 
Some jobs naturally have heavy duty roles for their subjects to play, which can bring stress for them (Michael, 
2001).     
 
4. . Background of Research: 

Masclash (2001) in a research shows 6 organizational factors are effective in job Burnout. Large amount of                
work, amount of low control on work, little amount of reward, Discrimination in work environment, conflict 
between personal values and job environment Values. He proves that among demographical   specifications, age 
has the most with job Burnout; that is younger people face have higher levels of job burnout.  

Gheiasi, and et al. (2009) in a study on the employees of Tehran prisons proved that those employees who 
worked in shifts, faced higher amount of job burnout in comparison to those who were staff of the prisons and 
had a fix working time. The results show that job burnout among shift employees was 60.7%, while among 
official staff this rate was only 39.5%. The amount of personal unsuccessfulness among the shift employees was 
62.8% while 32.7% of the official staff felt unsuccessful. The amount of feeling self-alienated among shift 
employees was 75% and in the official staff it was 25%.      

Saberi, and et al. (2007) in a study on job burnout among teachers found out by the increase in age and 
experience, burnout decreases. Also higher education, psychiatric disorders, type of housing, and sexual 
dissatisfaction were important factors determining the amount of job burnout. 

Parshuram, and et al. (2004) in a research on 11 graduate-specialized medicine students in the ICU of 
Toronto hospital during 35 working shifts found out that quantitative elements like free hours during the shifts, 
number of times being called by patients and the number of strikes were key factors in job burnout mining the 
amount of job burnout. 

  
Research Hypothesis: 

1. There is a positive relationship between Role Paradox and Job Burnout 
2. There is a positive relationship between Role Ambiguity and Job Burnout 
3. There is a positive relationship between Role Congestion and Job Burnout 
4. Fatigue, personality metamorphosis, and personality incompetency experienced by the bank' employees 

lead to job burnout. 
 
The Conceptual Model of the Research: 
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6. Methodology: 
This research is a surveying-descriptive type and for collecting related information library records were 

used. The statistical population of this study was Agricultural Bank' employees of Isfahan city. 50 members of 
the population were chosen randomly. 3 questionnaires were the means of collecting the data. For evaluating job 
burnout the standard questionnaire of Masalach and Jackson was used. This questionnaire consists of 22 
questions which measure the three scales of affective fatigue (9 questions), personality metamorphosis (8 
questions) and the feeling of incompetency (8 questions). For the study of role conflict and role ambiguity the 
questionnaire of Rizzo and et al., and for the measurement of role congestion the questionnaire of Beehr and et 
al. were applied. For answering the questions the 7 degree Lickret spectrum was used that has a variation range 
from complete agreement to complete disagreement. The SPSS software was used for the analysis of the data.  
 
7. Research Findings:    

First for measuring the reliability and validity of the data the specifications of stability, repetitiveness, 
compatibility, and cohesion of the collected data, evaluation of the data was done by the means of SPSS and 
Cronbach alpha and are presented in table 1.  

According to table 1, the amount of alpha is higher than 0.7 for job specifications and job burnout, which 
proves that the variables of this research had cohesion.  

 
Table 1: Cronbach Alpha for Measuring Cohesion 

VariableCronbach Alpha  
Job Specification0. 89 
Job Burnout0.74 

 

The aim of this research is to investigate the relationships between job specifications and job burnout, thus 
the present article shows the availability and intensity of the relationship with the test and the amount of 
solidarity it is tried to evaluate each element of job specification and job burnout which are evaluated two by 
two. The aims of this research are expressed through the research hypothesizes: 

1. There is a positive relationship between Role Paradox and Job Burnout 
2. There is a positive relationship between Role Ambiguity and Job Burnout 
3. There is a positive relationship between Role Congestion and Job Burnout 
4. Fatigue, personality metamorphosis, and incompetency experienced by bank' staff lead to job burnout.      
In table 2, the descriptive statistics from the variables of the present research are demonstrated. According 

to this table in job specifications, role conflict, and in job burnout, personality metamorphosis had the highest 
mean and this shows that role conflict is more common and in job burnout, personality metamorphosis played a 
more important role.  
 
Table 2: Descriptive Statistics of Job Burnout and Job Specifications Dimensions           

Variable Mean Standard 
Deviation 

Job Specification 
Role Conflict 2. 69 0. 597 
Role Ambiguity 4. 56 0. 645 
Role Congestion 4. 60 0. 518 

Job Burnout 
Affective Fatigue 4. 66 0. 476 
Personality Metamorphosis 4.77 0. 423 
Personal Incompetence      4.71 0. 536 
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In table 3, the aim of this study is evaluated to see if there is a significant relationship between the two 
variables of job specification and job burnout. It also tries to figure out the direction of and the amount of 
solidarity. According to this table (by the means of the χ test) there is a significant relationship between the two 
variables (P-Value< 0.05) and the amount of solidarity was 0.507 in the positive way, that is, by the increase of 
job specifications (conflict, ambiguity, congestion), job burnout (affective fatigue, personality metamorphosis, 
and incompetency) was in an ascending pattern with a coefficient of 0.507.     
 
Table 3: The Analysis of Job Burnout and Job Specifications Relationship 

Variable                P-Value  Correlation Coefficient  
Job Burnout with
 Job Specifications

0. 000                       0. 507 

 
Since the main aim of this study was the analysis of job burnout and job specifications’ relationship, so in 

table 4 first the amounts of Correlation Coefficient and P-Value of job burnout and job specification are 
presented in pairs According to this table, all the coefficients in the levels of 0.01 up to 0.05 are meaningful, and 
thus having a relationship is proved. On the other hand according to the amounts presented by the means of the 
correlation coefficient, the amount of correlations are given which are all positive; for example between role 
conflict and affective fatigue, personality metamorphosis, and incompetency there was a significant and 
meaningful relationship. The level of this relationship was higher on role conflict with incompetency in 
comparison to the other two dimensions of job burnout.  
 
Table 4: Pierson’s Correlation Coefficient and P-Value، among the subordinate variables of job Burnout and Job Specifications    

Role 
Congestion 

Role 
Ambiguity 

Role 
Conflict 

Personal 
Incompetency 

Personality 
Metamorphosis 

Affective 
Fatigue 

 
 

     1 
Correlation 
Coefficient Affective Fatigue 

      P-Value 

    1 **0.561 
Correlation 
Coefficient 

Personality 
Metamorphosis 

     0.000 P-Value 

   1 **0.613 **0.477 
Correlation 
Coefficient 

Personal 
Incompetency 

    0.000 0.000 P-Value 

  1 **0.621 **0.312 **0.308 
Correlation 
Coefficient Role Conflict 

   0.000 0.007 0.007 P-Value 

 1 **0.790 **0.354 *0.234 **0.501 
Correlation 
Coefficient Role Ambiguity 

 

  0.000 0.002 0.045 0.000 P-Value 

1 **0.841 **0.744 **0.481 **0.333 **0.455 
Correlation 
Coefficient Role Congestion 

 0.000 0.000 0.000 0.004 0.000 P-Value 
** Correlation in 0.01 level / *Correlation in 0.05 level 

 
The last hypothesis is that do the factors of affective fatigue, personality metamorphosis, and incompetency 

lead to job burnout? For testing and analyzing of this hypothesis table 5 is presented in which correlation 
coefficient and P-value is calculated. According to this table all the three variables of affective Fatigue, 
personality metamorphosis, and personal incompetency had a positive effect on job burnout and the amounts of 
the correlation coefficient are near 1. 
 
Table 5: Affective Fatigue, personality metamorphosis and Personal Incompetency lead to jobBurnout                                                  

Job Burnout 
P-Value Pierson’s Correlation Coefficient

0.000 0.807Affective Fatigue 
0.000 0.849Personality Metamorphosis 
0.000 0.852Personal Incompetency 
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Fig. 1: The structure of the model has been presented with the amount of correlation coefficient of each factor  
            and the relationship between Job Burnout and Job Specifications  

 
8. Conclusion and Suggestions: 

This research with four hypotheses and by the aid of statistical methods studied the relationship between the 
two variables of job burnout and job specifications. Results have proved that the three job specifications (role 
conflict, role ambiguity, role congestion) were considerably related to job burnout. There is a positive 
significant and meaningful relationship between role conflict and affective fatigue, personality metamorphosis 
and incompetency. This fact shows higher results between the two variants of role conflict and incompetency in 
comparison to the other two job burnout features. Role ambiguity and congestion were also key factors in job 
burnout. By studying the effects of job burnout on the Bank' employees we found out that personality features 
play an important role in job burnout leading to leaving one’s job position. 

This research focused on Bank' employees and their job specifications. The data and results of this research 
makes managers and directors capable of reducing job stress and thus job burnout by applying decent programs 
and prevent damage and failure in their organization.  

Another applied feature of this study is that for choosing suitable employees and staff to work in the bank 
systems managers and directors should pay great amount of attention to the suitability of a job position with the 
candidate’s personality especially for accountants who have an important job in helping directors manage their 
financial affairs. Education in this field could be rally helpful.   

Following advices and suggestions can be helpful: 
1) Holding educational courses to shed light on the job position and the employees’ roles and 

responsibilities. 
2) Making job positions attractive through job progress, enrichment and circulation 
3) Providing necessary equipment for the employees for higher productivity and better services 
4) Improving communication networks in organizations 
5) Increasing the level of knowledge about stress management in directors and managers  
6) Generating motivation and in employees by rewarding top employees in the fields of profession, 

education, research etc. by the means of financial rewards, family vacations and etc. 
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