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Abstract: The low level of tendency to stay in organization (workplace engagement) and quitting work will be
very expemnsive for orgamzations. The current research 1s aimed at study on role of occupational burnout
susceptibility in workplace engagement by Zahedan University of Medical Sciences (Iran). The methodology
of this investigation was of correlation type. Statistical population in this study comprised of the Zahedan
University of Medical Sciences during 2016 so that with respect to sample size, 225 respondents were elected
as sample from the personnel. Two standard inventories were utilized for this purpose including occupational
burnout susceptibility and workplace engagement questionnaires. The SPSS Software was used for data
analysis. The important findings from this survey suggested that there is a negative significant relationship
among susceptibility to occupational burnout and workplace engagement in personnel in Zahedan University

of Medical Sciences.
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INTRODUCTION

With rising of competition and spreading human
resources development techniques, the organizations try
to maintain their susceptible personnel and empower them
in order to be able to show their higher performance but
the orgamization are always afraid of this point that to lose
their human capitals and incur losses since, every
organization spends a lot of costs for trammng and
education and preparation of their persomnel up to the
stage of appropriate exploitation and efficiency and they
undergo losing skills and experiences which have been
acquired by trying for several years by losmg their
valuable workforces (Hom and Griffeth, 1995; Caio,
1991).

The low level of tendency to stay in organization
(workplace engagement) and quitting work will be very
expensive for organizations. Whenever, an employee
quits his/her worlk, the other one will be substituted with
him/her by employment and is tramned to have sufficient
time to acquire experience.

Those personnel who are not so interested n
workplace engagement may recede from the organization
psychologically and their concentration on work will be

reduced so their self-efficacy in work 1s lowered and these
cases are cost-consuming for the given organization
(Duper and Day, 2007).

Compared to low- level employment conditions with
the limited opportunities, the workplace engagement is
lesser at time of creating abundant occupational
opportunities. When people find economic climate
appropriate with boosting economy, they will notice this
point that they can easily replace their job to mcrease
therr satisfaction.

There a lot of evidences at orgamzational level that 1s
followed eventually by quitting the orgamzation and
costs of finding employees and their substitution (Deery
and Tverson, 1996). Reduced workplace engagement and
tendency to quit organization may decrease efficiency of
the organization (Bedeian et al., 1991).

Lack of sense of belonging and organizational loyalty
and low level workplace engagement in organization may
cause personnel to quit the organization after acquisition
of experience and finding another job more benefits. The
consequences and losses caused by quitting services by
persommel will be more expensive for the orgamization. The
first loss 18 employment and finding the employees and
then traimng costs (Mowday et al., 1979).

Corresponding Author: Mcohammad Ghasemi, Department of Management, University of Sistan and Baluchestan, Zahedan, Iran
2483



Asian J. Inform. Technol., 15 (14): 2483-2488, 2016

The manpower with low sense of loyalty and
organizational commitment and workplace engagement
not only do not move toward fulfillment of organizational
objectives, but they may be effective n creating culture of
indifference toward organizational issues and problems
among other colleagues (Hosseinian, 2007).

Occupational burnout 1s defined as relatively fixed
emotions caused by lack of interest and complicacy of
focus on current activities. These emotions may cause the
employee to show a lot of self-conscious effort to
maintain or returning the attention. Some researchers
believe that the problem conceming to attention are
assumed as the basic characteristics of being prone to
occupational burnout (Fisherl, 1993). In this case,
persommel report that they could not concentrate their
mind on the available tasks and or they may make a lot of
effort to concentrate their attention (Hamilton, 1981).
Demrad-Frye and Laird (1989) suggest that the main
behavioral element mn susceptibility for occupational
burnout 1s to try for maintamance of mind. The potential
for occupational burnout is composed of five elements.

The first component is called external drives (stimuli).
This area denotes that individual burnout and disinterest
should be so high that the contextual derives camnot
stimulate the given person. In this case, the individuals
become very quickly mdifferent to environmental stimuli
so that it is very difficult for these people to find
motivating occupational derives and they need to very
challenging derives; they could not adapted to relatively
repeated tasks so they need to a lot of changes and
diversities to maintain their well-being and health (Dory,
1982). The internal derives (interpersonal stressors) are
the second factors which refer to the problem regarding
lack of capability to create and keep attention on doing
activities and mability to find their favorable actions and
lack of creative ideas and mability to self-motivation
(Hill and Perkins, 1985). The third factor 1s concerned with
emotional reactions (responses). Some of these reactions
can be implied including anxiety, sense of indifference and
frustration toward repetition of activities and tasks, lack
motivation and stimulation. The perceived time is the
fourth component. This factor refers to way of using time.
Time 1s passed slowly for this group of people and they
could not use time appropriately and they are not able to
do their tasks within stipulated time (Tolor, 1989). The
neurosis (emotional exhaustion) is the fifth element. The
patience and tolerance of these people is at low level and
they may become neurctic versus the conditions which
require patience (Lee, 1986). Burnout susceptibility 1s a
general complamt in work so a noticeable percentage of
personnel may experience it for short term or long run
(Barabalet, 1999). Many researchers are unanimously
agree in this point that work burnout is an unpleasant
mood during which focus on work becomes very difficult

for personnel and time is passed very slowly for this
group. The susceptibility to occupational burnout is
usually  accompanies with neurosis  (emotional
exhaustion), stimulation, avoidance from occupational
position. Unfortunately, the organizational researchers
have little information about dimensions of occupational
burnout. Nevertheless, there are some evidences which
there are some evidences which indicate occupational
burnout will be followed by hazardous and serious
consequences. This type of personnel may be exposed to
loss attention and sleeping disorder (insomma) and they
will exercise more occupational accidents mn long run (Cox,
1980). Despite of this point that susceptibility to
occupational burnout may results in several negative
consequences and side-effects, it has not been yet
addressed too seriously.

With respect to the above 1ssues, the basic question
for which the researcher intends to find suitable answer 1s
as follows: is there any relationship among susceptibility
of personnel to occupational burnout with their workplace
engagement in Zahedan University of Medical Sciences?

Research hypotheses

Major hypothesis: There i1s relatonship among
susceptibility of personnel to occupational burnout with
their workplace engagement in Zahedan University of
Medical Sciences.

Minor hypotheses: There 1s relationship among external
derives and workplace engagement in Zahedan University
of Medical Sciences:

¢  There is relationship among internal derives and
workplace engagement in Zahedan University of
Medical Sciences

s There is relationship among emotional reactions and
workplace engagement in Zahedan University of
Medical Sciences

¢  There is relationship among perceived time and
workplace engagement in Zahedan University of
Medical Sciences

¢ There is relationship among newosis (emotional
exhaustion) and workplace engagement in Zahedan
University of Medical Sciences

MATERIALS AND METHODS

The present investigation is of applied type in terms
of objective and it is descriptive and correlation type in
terms of method This study is carried out in order to
explore the role of susceptibility to occupational burnout
in personnel’s workplace engagement in Zahedan
University of Medical Sciences. In this study, statistical
population includes all personnel in Zahedan University
of Medical Sciences during 2016, With respect to
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Table 1: Mean and standard deviation of research variables

Variables Mean 5D

Susceptibility to occupational burnout 2.74 0.291
External derives 3.07 0.464
Tnternal derives 2.79 0.511
Emotional reaction 2.58 0.508
Perceived time 2.66 0.501
Neurosis 2.50 0.632
Workplace engagement 3.28 0.629

methodology and research questions and in order to
acquire sample size, some participants were elected as
sample that was totally 225 employees.

Research tools

Occupational burnout questionnaire: In this study,
occupational burmnout questiomnaire was employed to
measure the rate of susceptibility to job burnout and this
mventory has been prepared by Danovitch and Keith and
1t was translated and edited by Taghavi and by advice of
Naami (2010) in Iran for the first time. This 28-question
inventory includes 5 choice answers where the higher
orders indicate the further susceptibility to occupational
burnout. Questionnaire i
occupational burnout including internal derives, external
derives, emotional reaction, perceived time and neurosis.
The rate of content validity of this questionnaire was
reported by Harris (20009 as 0.8 and Watt end Davis (1991)
0.82 and Watt and Blanchard (1994) 0.81 and Watt and
Erving (1996) 0.84 and Watt and Danovitch as 0.84. In the
current research, the reliability of questiommaire has been
reported by Cronbach alpha coefficient as 0.89.

measures five areas in

Questionnaire of workplace engagement: To determine
validity of this standard inventory, this 19 question
mventory was delivered to five teachers from Islamic
Azad University in Rafsanjan branch with a perfect
explanation and introduction regarding the given
variables and they were asked to determine the validity of
these questions with the framework of some choices
mcluding perfectly appropriate, appropriate, relatively
appropriate, inappropriate and perfectly mappropriate.
After receiving their answers, 1t was identified by method
of validity percentage that validity rate for workplace
engagement questionnaire was estimated 90%. The
reliability of this inventory has been reported 0.92 by
means of Cronbach alpha coefficient (Table 1).

RESULTS AND DISCUSSION

The review of research hypotheses: There is relationship
among susceptibility to occupational burnout and
personnel’s workplace engagement in Zahedan University
of Medical Sciences.

To examine the major hypothesis, two Kendall and
Spearman Correlation tests were adapted so the results
are as in Table 2.

Data analysis indicates that the coefficients of
Kendall and Spearman correlation tests among two
variables of susceptibility to occupational burnout with
personnel’s workplace engagement in Zahedan University
of Medical Sciences are -0.198 and -0.281 with p-values
(sigmficance) as 0.000 and 0.000 respectively and they are
smaller than significance level (¢ = 0.05) as a result, there
is a significant relationship among variable of
susceptibility to occupational burnout and personnel’s
workplace engagement in Zahedan University of Medical
Sciences. Furthermore, negative sign of correlation
coefficients shows the reverse relationship among these
two variables. Likewise, determimation coefficient among
two variables (R?) is 0.092 and the variance is common
among two variables (with 9.2% variance, the rate of
variable of susceptibility to workplace engagement is
justified by susceptibility to occupational burnout).

There is relationship among external derives and
personnel’s workplace engagement in Zahedan University
of Medical Sciences. Data analysis shows that the
coefficients of Kendall and Spearman correlation test
among two variables of external derives and personnel’s
workplace engagement in Zahedan Umversity of Medical
Sciences are -0.065 and 0.090 with p-value (sigmficance)
as 0.154 and 0.160 respectively and they are greater than
significance level (¢ = 0.05); therefore, the assumption of
lacking relationship is not rejected at this level of
hypothesis and as a result there is no significant
relationship among variable of external derives and
personnel’s workplace engagement in Zahedan University
of Medical Sciences (Table 3).

There 18 relationship among variable of internal
derives and persomnel’s workplace engagement in
Zahedan University of Medical Sciences. Data analysis
indicates that the coefficients of Kendall and Spearman
correlation test among two variables of internal derives
with persommel’s workplace engagement 1n public
organization at Zahedan city are -0.234 and -0.235 with
p-value (significance) as 0.000 and 0.000 respectively and
they are greater than significance level (a¢= 0.05); thus,
lack of relationship 1s rejected at this level of hypothesis
and consequently there is a significance relationship
among mternal derives and persomnel’s workplace
engagement in Zahedan University of Medical Sciences.
Moreover, the negative sign of correlation coefficients
reflects the reverse relationship among these two
variables. Sirmlarly, the value of determination coefficient
among two variables (R?) is 0.155 so variance is common
among two variables (15.5% of variance for variable of
workplace engagement is defined by occupational internal
derives) (Table 4).
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Table 2: Statistics of Kendall and Spearman comrelation test regarding the relationship among variable of susceptibility to occupational burnout and personnel’s
workplace engagement in Zahedan University of Medical Sciences
Variable of susceptibility to occupational burnout in Kendall- Spearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient correlation Quantity  coefficient  Significance  Quantity  relationship Type of relationship coefficient
0.198 0.000 225 0.281 0.000 225 Has Reverse 0.092

Table 3: Statistics of Kendall and 8pearman correlation test regarding the relationship among variable of extemal derives and personnel’s workplace engagement.

in Zahedan University of Medical Sciences

Variable of external derives in Kendall- Spearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient cofrelation Quantity coefficient  Significance  Quantity  relationship Type of relationship coefficient
-0.065 0.154 225 -0.090 0.160 225 Has not - 0.005

Table 4: Statistics of Kendall and Spearman correlation test regarding the relationship among variable of internal derives and personnel’s workplace engagement

in Zahedan University of Medical Sciences

Variable of internal derives in Kendall- Spearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient  correlation  Quantity  coefficient  Significance  Quantity  relationship Type of relationship coefficient
-0.234 0.000 225 -0.325 0.000 225 Has Reverse 0.155

Table 5: Statistics of Kendall and Spearman correlation test regarding the relationship among variable of emotional reaction and persormel’s workplace

engagermnent in Zahedan University of Medical Sciences

Variable of emotional reaction in Kendall- 8pearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient correlation Quantity coefficient  Significance  Quantity  relationship Type of relationship coefficient
-0.125 0.006 225 -0.172 0.007 225 Has Reverse 0.023

Table 6: Statistics of Kendall and Spearman correlation test regarding the relationship among variable of perceived time and personnel’s workplace engagement

in Zahedan University of Medical Sciences

Variable of perceived time in Kendall- Spearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient correlation Quantity coefficient  Significance  Quantity  relationship Type of relationship coefficient
-0.049 0.286 225 -0.066 0.305 225 Has not - 0.002

There 1s relationship among varable of emotional
reactions and personnel’s workplace engagement in
Zahedan Umversity of Medical Sciences. Data analysis
that coefficients of Kendall and Spearman
correlation test among two vanables of emotional

shows

reactions and persomnel’s workplace engagement in
public organization at Zahedan city are -0.125 and -0.172
with p-value (significance) respectively as 0.0006 and
0.0007 and they are grater than sigmficance level
(&t = 0.05). Therefore, lack of relationship is rejected at this
level of assumption and as a result, there is a significant
relationship among emotional reactions and personnel’s
workplace engagement in Zahedan Umiversity of Medical
Sciences. In addition, the negative sign of correlation
coefficients signifies the reverse relationship among these
two variables. Likewise, determination coefficient among
these two variables (R2?) 1s 0.023.The variance is common
among two variables (2.3% of varance for variable of
workplace engagement is interpreted by occupational
emotional reactions) (Table 5).

There 1s relationship among variable of the perceived
time and personnel’s workplace engagement in Zahedan
Umniversity of Medical Sciences. Data analysis indicates
that coefficients of Kendall and Spearman correlation
among two variables of the perceived time and
personnel’s  workplace  engagement 1n  public
organizations in Zahedan city for -0.049 and -0.066 with
p-value (significance) are respectively 0.286 and 0.305 and
they are greater than significance level (¢ = 0.05). Thus,
lack of relationship is not rejected at this level of
hypothesis and as a result there is no significant
relationship among the perceived time and personnel’s
workplace engagement in Zahedan Umversity of Medical
Sciences (Table 6).

There is relationship among newrosis (emotional
exhaustion) and personnel’s workplace engagement in
Zahedan University of Medical Sciences. Data analysis
shows that coefficients of Kendall and Spearman
correlation test among two variables of neurosis
(emotional  exhaustion) and personnel’s workplace
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Table 7: Statistics of Kendall and Spearman correlation test regarding the relationship among variable of neurosis (emotional exhaustion) and personnel’s
workplace engagement in Zahedan University of Medical Sciences

Variable of neurosis (emotional exhaustion) in Kendall- Spearman Correlation Test

Workplace Correlation  Significance Correlation The existing Determination
Engagement coefficient cofrelation Quantity coefficient  Significance  Quantity  relationship Type of relationship coefficient

-0.063 0.170 225 -0.091 0.158 225 Has not - 0.012
engagement in Zahedan University of Medical Sciences REFERENCES

with values of -0.063 and -0.091 and p-value (significance)
are respectively 0170 and 0.158 and they are at
significance level (¢ = 0.05). Therefore, lack of relationship
is not rejected at this level of assumption and as a result
there is no significant relationship among variable of
neurosis and personnel’s workplace engagement in
Zahedan Urniversity of Medical Sciences (Table 7).

CONCLUSION

The given results from correlation test indicated that
there was a negative relationship among susceptibility to
occupational and personnel’s workplace
engagement in Zahedan Umniversity of Medical Sciences.
Therefore, it 13 expected that variable of susceptibility to
occupational burnout to lead to reduced engagement in
workplace. With respect to this fact that the personnel
with occupational burmmout at high level may not easily
concentrate on their activities and they have no new 1deas
for doing tasks and they may have few novel and creative
thoughts and at the same time occupational burnout leads
to emotional responses like depression (Farmer and
Sandberg, 1986), loneliness (Ahmad, 1990), anxiety and
hostility (Danovitch et al.,, 1991), neurosis, fear and sense
of guilt (Gordon et al., 1997). Whereas the personnel with
high susceptibility to occupational burnout may not
positively perceive their own occupational conditions
thus they need to very intense derives to become
motivated and in many industrial and organizational
environments there are no such stimuli so these factors
may cause personnel to save experience and to quit their
job in the organization as soon as they find other job
opportunity with more benefits and the consequences
and losses of quitting services by personmel will be more

burnout

exorbitant and expensive for the given orgamzation.
Therefore, it is suggested to organizations to prevent from
repeated and monotonous working trend by improvement
of quality of work mn any occupational unit and through
participation and negotiation regarding work goals and
developing the occupational goals and creating the
opportunity for promotion and increase the domain of
employee’s powers in his/her occupation with respect to
his/ her competencies and thereby to attract employees to
the organization and strengthen the engagement in
worleplace among personnel.

Ahmed, SM.3., 1990. Psychometric properties of the
boredom proneness scale. Perceptual Motor Skalls,
71: 963-966.

Barabalet, I.M., 1999. Boredom and social meaning. Br. J.
Sociol., 50: 631-636.

Bedeian, A.G., ER. Kemery and A.B. Pizzpatto, 1991.
Career commitment and expected utility of present
job as predictors of turnover intentions and turnover
behavior. J. Vocational Behav., 39: 331-343.

Cascio, W.F., 1991. Costing Human Resources: The
Financial Tmpact of Behavior in Organizations. 3rd
Edn, Kent Publishing Co, ISBN:
9780534919382, Pages: 322.

Cox, T., 1980. Reptitive Work. In: Current Concerns in
Occupational Stress, Cooper, CL. and R. Payne
(Eds.). John Wiley and Sons, New York.

Damrad-Frye, R. and I.D. Laird, 1989. The experience of
boredom: The role of the self-perception of attention.
I. Personality Social Psychol., 57: 315-320.

Deery, MA. and RD. Iverson, 1996. Enhancing
Productivity: Intervention Strategies for Employee
Turnover. In:  Productivity Management in
Hospitality and Tourism, JTohns, N. (Ed.). Cassell
Publishing, London, pp: 68-95.

Dory, A., 1982. Individual differences in boredom
proneness and task effectiveness at work. Personnel
Psychol., 35: 141-151.

Dupre, KE. and A L. Day, 2007. The effects of supportive
management and job quality on the tumover
intentions and health of military personnel. Human
Res. Manage., 46: 185-201.

Farmer, R. and N.D. Sundberg, 1986 Boredom
proneness-the development and correlates of a new
scale. J. Personality Assess., 50: 4-17.

Fisherl, CD., 1993. Boredom at work: A neglected
concept. Hum. Relations, 46: 395-417.

Gordon, A, R. Wilkinson, A. McGown and S. Jovanoska,
1997. The psychometric properties of the boredom
proneness scale: An exammation of its validity.
Psychol. Stud., 42: 85-97.

Hamilton, J.A., 1981. Attention, personality and the
self-regulation of mood Absorbing interest and
boredom. Prog. Exp. Personality Res., 10: 281-315.

Boston,

2487



Asian J. Inform. Technol., 15 (14): 2483-2488, 2016

Harris, M.B., 2000. Correlates and characteristics of
boredom proneness and boredom. J. Applied Social
Psychol., 30: 576-598.

Hill, AB. and R.E. Perkins, 1985. Towards a model of
boredom. Br. J. Psychol., 76: 235-240.

Hom, P.W. and R. Griffeth, 1995. Employee Turnover.
South Western College Publishing, Cineinnati, Chio.

Hossemian, 3.H., 2007. The effective intra organizational
factors on improvement of organizational
commitment among personnel of police stations.
Q. Knowl.,, 2: 9-25.

Lee, T W, 1986. Toward the development and validation
of a measure of job boredom. Manhattan Coll. 7.
Bus., 15: 22-28.

Mowday, R.T., RM. Steers and L.W. Porter, 1979. The
measurement of organizational commaitment. J. Vocat.
Behav., 14: 224-247.

2488

Naami, A., 2010. The relationship among susceptibility to
occupational burnout and emotion relating to job,
cogmtive deficiencies and orgamzational limits.
J. Behav. Sci., 1: 75-82.

Tolor, A., 1989. Boredom as related to alienation,
assertiveness, internal-external expectancy and sleep
patterns. I. Clin. Psychol., 45: 260-265.

Watt, I.D. and F.E. Davis, 1991. The prevalence of
boredom  proneness and depression among
profoundly deaf residential school adolescents. Am.
Ann. Deaf, 136: 409-413.

Watt, ].D. and I.E. Ewing, 1996. Toward the development
and validaticn of a measure of sexual boredom. J. Sex
Res., 33: 57-66.

Watt, I.D. and M.J. Blanchard, 1994. Boredom proneness
and the need for cogmition. J. Res. Personality,
28: 44-51.



	2483-2488_Page_1
	2483-2488_Page_2
	2483-2488_Page_3
	2483-2488_Page_4
	2483-2488_Page_5
	2483-2488_Page_6

