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ABSTRACT 

This study examined the effect of burnout on line staff performance of Sepah Bank of Fars province. This 

study id descriptive-survey in terms of its nature and methods of descriptive and it is applied in terms of 

practical purpose. The population included all line staff of Sepah of Fars Province included 160 people. 

Due to the small size of population for example, 160 people were selected as sample of study. To collect 

information about the theoretical framework and literature of study, library method was used, and 

Maslach burnout questionnaire and organizational performance questionnaire of Achieve were used to 

analyze the data, multivariable regression was used to test hypotheses, and Pearson correlation test and t-

test were used to examine the level of indices. The results showed that at least two dimensions of 

emotional and personal performance can predict organizational performance and they can predict that it is 

significant at the level of ( 01/0  =α ). Regression equation to the main hypothesis can be written as 

follows: (emotional analysis ( 475/0 ) – personal performance ( 578/0 ) + 2/747= organizational 

performance) 
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INTRODUCTION 

Humans are considered as the main capital of organizations. The most important factors for efficiency in 

the continuous is continuous care of staff against occupational injuries, keep the joy and satisfaction, a 

sense of belonging to a body of work, respect the balance between work and life and prevent them from 

burnout. The result of burnout is loss of motivation, enthusiasm, energy, and reduced performance at 

work and life (Saatchi, 2014). According to the ILO, one of three staff has mentioned the conflict between 

work and family life as one of the biggest problems. Therefore, pay attention to mental health in all 

aspects of life, including one's working life is very important. Organizations attempt to maintain self-

esteem, confidence and self-esteem, establishment of reward and promotion system, respect and 

appreciation for them, appointment based on merit, giving works to staff in accordance with their 

knowledge and capabilities are ways to prevent burnout and intensify it. The concept of burnout was 

introduced as the first time by Mr. "Herbert Freudvenberger", German-born psychologist (d. 1993 in 

America) in 1974. He considers the burnout in state of fatigue, and frustration that appears as result of fail 

to achieve the desirable result due to sacrifice of one's life or communication procedures. Burnout 

declines the quality of service presented by staff (Alvani et al., 2009). 

Burnout also is created as result of physical, mental, emotional fatigue and hard work in the process of 

long-term exposure to work (Christina et al., 2001). Burnout is a multi-dimensional structure consisting 

of emotional exhaustion, depersonalization, and lack of personal accomplishment, happening in different 

degrees among those who work with people. Emotional fatigue is a sense of physical and mental 

discharge that occurs due to job pressures in a way that someone who was already motivated, lively and 

cheerful, now he feels that his work is boring and meaningless. Depersonalization includes negative and 

heartless response, free from emotion, and lack of attention or indifference to clients. Reduction of 

personal achievement means that a person feels that his performance will not be successful; in fact, we 

can say that perception of success not real success is considered in this process. In fact, the feeling of 
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reduced personal accomplishment is a negative evaluation of himself in relation to do work due to the low 

competency in performing individual tasks. 

With regard to definitions and explanations provided, to progress and development in all fields, safe, 

thoughtful, capable and creative staff must be used, because the use of the healthy physical and mental in 

service, educational, economic and industrial institutions raise productivity levels. On the one hand, the 

banks as one of the most vital systems of community service have special status and importance, and 

banking is a job in which burnout is commonly seen among staff (Tavakoli, 2009). Sepah Bank has been 

no exception in this regard and since the researcher himself is the employer of Sepah Bank with several 

years of experience operational work, this has led him lead to be closely involved with this issue. 

Therefore, this important issue encouraged him to investigate it scientifically. 

After preliminary search, he found that no such study has been done, at least in Sepah Bank of Fars 

province. Gradually this became an important concern of researcher. Considering the importance and 

necessity of this important issue in Sepah Bank, researcher was encouraged to conduct an applied 

research entitled as "Impacts of burnout on the performance of line staff of Sepah Bank of Fars Province". 

It is hoped that the researcher could take a step in order to improve performance of staff and reduce staff 

burnout that could led to the success of the institution in achieving its vision and objectives. 

Burnout 

The concept of burnout was introduced in 1974 in a paper presented by Freudvenberger. Studies related to 

burnout took new from by studies conducted by Maslach in California a questionnaire that he developed 

to measure burnout accepted widely and it was used around the world. 

Researchers and experts have offered numerous definitions of burnout: 1-Neberger (1974) considers the 

burnout as state of fatigue or failure created due to lifestyle or communications that does not lead to the 

desired result. 2. Maslach and Jackson (1981), Maslach et al., (2001) and Maslach (2003) say: Burnout is 

a psychological syndrome that is result of long-term exposure to stress in the workplace and includes 

three categories: emotional analysis, depersonalization, and personal accomplishment. 3. Farber (1983) 

(quoted by Babylon, 2000) believes that it is a state of physical, emotional and psychological fatigue 

resulting in long-term direct confrontation with people in a situation where it is overwhelming. 4. Pince & 

Aronson (1981, quoted by the Babylonian, 1379) claim that it is physical and emotional syndrome created 

as result of the development of negative tendencies and loss of feeling and interest to clients and staff. 

Based on what was said above, it can be said that burnout is a state associated with reduction in his 

adoptability with stressful factors and it is a syndrome including physical and emotional and 

psychological fatigue that leads to negative attitudes toward job, and the desire to the lack of proper 

communication with co-workers. Therefore, burnout may lead to a variety of physical and mental 

diseases. On the other hand, researchers have generally associated it with job stress, as Maslach and 

Jackson (1981) argued, burnout can be considered as a kind of job stress. 

Organizational Performance 

Knowledge of the factors affecting the performance of the organization is very important for managers, 

because it is important to take appropriate steps at the beginning. However, the defining and measuring of 

the concept of performance is not easy. Researchers have presented various definitions of organizational 

performance, but it still remains a controversial issue (Barney, 1997). According to the definition of 

Xavier (2002), the performance equals economy, efficiency, and effectiveness for a particular program or 

an activity. However, Daft (2000) states that organizational performance is organizational activities to 

achieve goals by using resources effectively and efficiently. Similarly, Richard (2001) stated that 

organizational performance is organizational activities to achieve the goals and objectives (according to 

Abo-jarard et al., 2010). 

Ho (2008) states that organizational performance is an indicator, assessing how goals of an organization 

or institution are achieved. The most popular definition of performance has been provided by Neely et al., 

(2002): "the process of explaining the efficiency and effectiveness quality of past actions." According to 

this definition, the performance is divided into two components: 1) performance, which describes how to 

use resources in production, services or products, the relationship between the real and the ideal 
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combination of inputs to produce certain outputs, and 2) the effectiveness that describes degree to achieve 

organizational goals. These are usually explained in the form of the appropriateness (the degree of 

compliance between outcomes with the needs of customers), accessibility (aspects such as frequency, 

providing among priority groups, and physical distance) and quality (the degree of realization of the 

required standards) (Dollery & Worthington, 1996). 

 

MATERIALS AND METHODS 

Methodology 

The current study was descriptive-survey in terms of nature method, and it is an applied research in terms 

of purpose. The population included all line staff of Sepah Bank of Fars province, included 160 people. 

Due to the small size of population, all 160 people were selected as sample of study. To collect data about 

the theoretical framework and literature of study, library method was used, and to analyze the data two 

questionnaire were used: 

1. The Maslach Burnout Questionnaire: Maslach Burnout questionnaire was used to measure the degree 

of burnout among staff. This questionnaire consists of three main subtests and one secondary subtest. The 

three main subtests measure categories of emotional analysis, depersonalization, and personal 

performance measure and the fourth dimension is raised out in the form of optional questions. 

2.Achieve Organizational Performance Questionnaire: Hersey and Goldsmith Organizational 

Performance Questionnaire (Achieve) has 42 questions that measure seven components of ability (items 

of 1-2-3-20), clarity (items of 4-5-6-7- 8-38-39), help (items of 9-11-12-13-15), incentives (items of 16-

18-19-21-22-25), evaluation (items of 23-30-31-32 -33-34-35-36-37), reliability (items of 17-24-26-27-

28-29), and environment (items of 10-14-40-41-42). The analysis method used in this research is 

correlation and structural equations. To test the hypotheses of study, multivariate regression analysis was 

used, and Pearson correlation test and T-test were used to assess the level of indices. 

 

RESULTS AND DISCUSSION 

Results 

Testing hypotheses of study: to investigate hypotheses of study, multiple regressions was used to study 

and the amount of R, R², statistics F, t and regression coefficients are shown in the tables below. In 

addition, multiple linear or high cross-correlation between independent variables has been examined, 

because if there is multiple linear it would be problematic for multiple regression. Since variance has 

increased the regression coefficients and it leads an unstable equation. It is worth noting that tolerance 

values are 01/0 or less or VIF values greater than 10 indicate a multiple line (Maser et al., 2012). 

Main hypothesis of study: there is significant relationship between burnout and organizational 

performance of staff of Sepah Bank. 

 

Table 1: calculation of correlation coefficient and determination of burnout and organizational 

performance 

Model R R² R²justified Estimated standard 

error 

Emotional analysis /0 468 /0 219 /0 214 /0 49888 

Emotional analysis of personal 

performance 

/0 604 /0 365 /0 357 /0 45127 

 

To investigate the main hypothesis of study, burnout has been included as a predictor variable and its 

impact on organizational performance has been analyzed in general. The results of Table 4-7 shows that 

only two dimensions of emotional analysis and personal performance can be predict organizational 

performance and depersonalization is not a good predictor for organizational performance. In the first 

model, based on value of R2, 22% of the organizational performance variance can be explained by that. In 

the second model in which personal performance was added, this value increases to 36/5%. In other 
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words, 36/5% of organizational performance variance can be explained by these two dimensions of 

burnout. 

 

Table 2: Calculation of the ratio of burnout and organizational performance 

Model Sum of squares Degree of 

freedom 

Mean of 

squares 

F Significa

nce 

Emotion 

analysis 

regression 11/055 1 11/055 44/417 /0 000 

remaining 39/324 158 /249   

total 50/379 159    

Emotional 

analysis of 

personal 

performance  

 

regression 18/407 2 9/203 45/193 /0 00 

remaining 31/972 157 /0 204   

total 50/379 159    

 

In the table 2, the ratio of F has been calculated that it is 44/417 in the first model and 45/193 in the 

second model and both of them are significant at the 0/01 level. 

 

Table 3: Output of coefficients obtained from regression analysis of main hypothesis of the study 

Model Non-standardized 

coefficient 

Standardiz

ed 

coefficient 

t signifi

cance 

 

Collinearity 

Statistics 

B Standar

d error 

Beta tolera

nce 

VIF 

1 intercept 4/228 /0 149  28/305 /0 000 

 

  

Emotional 

analysis 

-0/557 /0 084 -0/468 -6/665 /0 000 1/000 1/000 

2 intercept 2/747 /0 281  9/771 /0 000   

Emotional 

analysis 

-0/475 /0 077 -0/400 -6/191 /0 000 /0 969 1/032 

Personal 

performance 

/0 578 /0 096 /0 388 6/008 /0 000 /0 969 1/032 

 

In the Table 3, obtained tolerance is 1 and 969/0 VIF is 1 and 1/022. As the values of tolerance are higher 

than 0/01 and VIF value is less than 10, it is indicated that there is no multiple linear. Standardized beta 

coefficient in the first model is -0 / 468 and it is - 0/400and 0/388 in the second model, and the obtained t 

is significant at the alpha level of 0/01.  

According to the data of Tables 1,2 and 3, it should be stated that this hypothesis is confirmed and at least 

two dimensions of burnout have significant relationship with organizational performance and can predicts 

that it is significant at the level of α=0/01. Regression equation of the first hypothesis can be written as 

follows: 

 

Table 4: Correlation coefficient and determination calculation of burnout and the ability dimension 

Model R R² R²justified Estimated standard 

error 

Emotional analysis 384/0 147/0 142/0  773/0  

Emotional analysis- personal 

performance 
470/0 221/0 211/0 742/0  
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Emotional analysis (0/475) –personal performance (0/578) + 2/747 = organizational performance 

Research hypothesis: there is significant relationship between burnout and performance ability of Sepah 

Bank staff. 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the ability dimension has been analyzed. Results of Table 4 indicated that only two dimensions of 

emotional analysis and personal performance can be predictor of ability dimension and the 

depersonalization is not a good predictor to ability dimension. In the first step where emotional analysis 

was included, based on value of R2, almost 15% of variance of ability dimension can be explained by 

that. In the second model in which personal performance is added, this value increases to 22%. In other 

words, 22% of ability dimension variance can be explained by these two dimensions of burnout. 

 

Table 5: The calculation of ratio of F of burnout and ability dimension 

Model Sum of squares Degree of 

freedom 

Mean of 

squares 

F Signific

ance 

Emotional 

analysis 

regression 16/364 1 16/364 27/324 /0 00 

remaining 94/622 158 /0 599   

total 110/986 159    

Emotional 

analysis 

personal 

performance 

regression 24/539 2 12/269 22/283 /0 00 

remaining 86/447 157 /0 551   

total 110/986 159    

 

In the table 5, the ratio of F has been calculated that it is 27/324 in the first model and 22/283 in the 

second model and both of them are significant at the 0/01 level. 

In the Table 6, obtained tolerance is 1 and 969/0 VIF is 1 and 1/032. As the values of tolerance are higher 

than 0/01 and VIF values is less than 10, it is indicated that there is no multiple linear. Standardized beta 

coefficient in the first model is -0 / 384 and it is -0/335 and 0/276 in the second model, and obtained t is 

significant at the alpha level of 0/01.  

According to the data of Tables 1,2 and 3, it should be stated that this hypothesis is confirmed and at least 

two dimensions of burnout have significant relationship with ability and it can predicts that it is 

significant at the level of α=0/01. Regression equation of the first sub-hypothesis can be written as 

follows: 

Emotional analysis (0/591) – personal performance (0/61) + 3/222 = organizational performance 

 

Table 6: Output of coefficients obtained from regression analysis of burnout and ability dimension 

Model Non-standardized 

coefficient 

Standard

ized 

coefficien

t 

t Signific

ance 

 

Collinearity Statistics 

B Standa

rd 

error 

Beta B Standard 

error 

1 intercept 4/784 /0 232  20/646 /0 000   

Emotional 

analysis 

-0/677 /0 130 -0/384 -5/227 /0 000 1/000 1/000 

2 intercept 3/222 /0 462  6/970 /0 000   

Emotional 

analysis 

-0/591 /0 126 -0/335 -4/685 /00 000 /0 969 1/032 

Personal 

performance 

/0 610 /0 158 /0 276 3/853 /000 /0 969 1/032 
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Research hypothesis: there is significant relationship between burnout and clarity of performance of 

Sepah Bank staff. 

 

Table 7: Correlation coefficient and determination calculation of burnout and the clarity dimension 

Model R R Square R²justified Estimated standard error 

Emotional analysis /0 610 /0 372 /0 368 /0 28049 

Emotional analysis- personal 

performance 

/0 659 /0 434 /0 427 /0 26717 

 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the clarity dimension has been analyzed. Results of Table 7 indicated that only two dimensions of 

emotional analysis and personal performance can be predictor of clarity dimension and the 

depersonalization is not a good predictor to ability dimension. In the first step where emotional analysis 

was included, based on value of R2, almost 37% of variance of clarity dimension can be explained by 

that. In the second model in which personal performance was added, this value increases to 43%. In other 

words, 43% of clarity dimension variance can be explained by these two dimensions of burnout. 

 

Table 8: Calculation of ratio of F of burnout and clarity dimension 

Model Sum of 

squares 

Degree of 

freedom 

Mean of 

squares 

F Significa

nce 

Emotion analysis regression 7/363 1 7/363 93/587 /0 000 

remaining 12/431 158 /0 079   

total 19/794 159    

Emotional analysis of 

personal performance 

 

regression 8/587 2 4/294 60/153 /0 000 

remaining 11/207 157 /0 071   

total 19/794 159    

 

In the table 4-14, the ratio of F has been calculated that it is 93/587 in the first model and 60/153 in the 

second model and both of them are significant at the 0/01 level. 

 

Table 9: Output of coefficients obtained from regression analysis of burnout and clarity dimension 

Model Non-standardized 

coefficient 

Standardize

d coefficient 

t Significa

nce 

 

Collinearity 

Statistics 

B Standa

rd 

error 

Beta  B 

1 intercept 1/284 /0 084  15/291 0/000 1/000 1/000 

Emotional 

analysis 

/0 454 /0 047 /0 610 9/674 /0 000 

2 intercept /0 680 /0 166  4/084 /0 000   

Emotional 

analysis 

/0 488 /0 045 /0 655 10/728 0/0 00 /0 969 1/032 

Personal 

performance 

/0 236 /0 057 /0 253 4/141 /0 000 /0 969 1/032 

 

In the Table 9, obtained tolerance is 1 and 0/969 and VIF is 1 and 1/032. As the values of tolerance are 

higher than 0/01 and VIF values is less than 10, it is indicated that there is no multiple linear. 

Standardized beta coefficient in the first model is -0 / 384 and it is 0/655 and 0/253 in the second model, 

and obtained t is significant at the alpha level of 0/01. According to the data of Tables above, it can be 

stated that this hypothesis is confirmed and at least two dimensions of burnout have significant 
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relationship with clarity dimension and it can predicts that it is significant at the level of α=0/01. 

Regression equation of the second sub-hypothesis can be written as follows: 

Emotional analysis (0/488) – personal performance (0/236) + 0/68 = organizational performance 

There is significant relationship between burnout and help dimension of performance of Sepah Bank staff. 

 

Table 10: Correlation coefficient and determination calculation of burnout and the help dimension 

Model R R Square R²justified Estimated standard 

error 

Emotional analysis 0/380a /0 144 /0 139 /0 70383 

Emotional analysis- 

personal performance 

0/453b /0 205 /0 195 /0 68060 

 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the help dimension has been analyzed. Results of Table 4-16 indicated that only two dimensions of 

emotional analysis and personal performance can be predictor of clarity dimension and the 

depersonalization is not a good predictor to ability dimension. In the first step where emotional analysis 

was included, based on value of R2, almost 14% of variance of clarity dimension can be explained by 

that. In the second model in which emotional analysis was added to model, this value increases to 19/5 %. 

In other words, 19/5 % of help dimension variance can be explained by these two dimensions of burnout. 

 

Table 11: Calculation of ratio of F of burnout and help dimension 

Model Sum of 

squares 

Degree 

of 

freedom 

Mean of 

squares 

F Significa

nce 

Personal performance 

 

regression 13/191 1 13/191 26/627 /0 00 

remaining 78/269 158 /0 495   

total 91/460 159    

Personal performance 

Emotional analysis 

regression 18/734 2 9/367 20/221 /0 000 

remaining 72/726 157 /0 463   

total 91/460 159    

 

In the table 11, the ratio of F has been calculated that it is 26/587 in the first model and 60/153 in the 

second model and both of them are significant at the 0/01 level. 

 

Table 12: Output of coefficients obtained from regression analysis of burnout and clarity dimension 

Model Standardized 

coefficient 

Standard

ized 

error 

t Signific

ance 

 

Collinearity 

Statistics 

Toleran

ce 

VIF 

B Standar

d error 

Beta 

1 intercept 1/421 0 /347  4/095 /0 000   

Personal 

performance 

/0 763 /0 148 /0 380 5/160 /0 000 1/000 1/000 

2 intercept 2/317 /0 424  5/466 /0 000   

Personal 

performance 

/0 674 /0 145 /0 336 4/642 /0 000 /0 969 1/032 

Emotional 

analysis 

-0/400 /0 116 -0/250 -3/459 /0 001 /0 969 1/032 
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In the Table 12, obtained tolerance is 1 and 0/969 and VIF is 1 and 1/032. As the values of tolerance are 

higher than 0/01 and VIF values is less than 10, it is indicated that there is no multiple linear. 

Standardized beta coefficient in the first model is 0 / 380 and it is 0/336 and 0/250 in the second model, 

and obtained t is significant at the alpha level of 0/01. According to the data of Tables above, it can be 

stated that this hypothesis is confirmed and at least two dimensions of burnout have significant 

relationship with help dimension and it can predict that it is significant at the level of α=0/01. Regression 

equation of the second sub-hypothesis can be written as follows: 

Emotional analysis (0/40) – personal performance (0/317) + 2/317 = organizational performance 

There is significant relationship between burnout and incentive dimension of performance of Sepah Bank 

staff. 

 

Table 13: Correlation coefficient and determination calculation of burnout and the incentive 

dimension 

Model R R² R²justified Estimated standard 

error 

Emotional analysis /0 496 /0 246 /0 241 /0 60014 

Emotional analysis- personal 

performance 

/0 631 /0 398 /0 390 /0 53814 

 

Table 14: Calculation of ratio of F of burnout and incentive dimension 

Model Sum of 

squares 

Degree of 

freedom 

Mean of 

squares 

F Significan

ce 

Personal 

performance 

regression 18/592 1 18/592 51/619 /0 000 

remaining 56/907 158 /0 360   

total 75/499 159    

Personal 

performance 

emotional 

analysis 

regression 30/033 2 15/017 51/854 /0 000 

remaining 45/466 157 /0 290   

total 75/499 159    

 

Table 15: Output of coefficients obtained from regression analysis of burnout and incentive 

dimension 

Model Non-standardized 

coefficient 

Standardi

zed 

coefficien

t 

t Signifi

cance 

 

Collinearity 

Statistics 

B Standard 

error 

Beta Toleran

ce 

VIF 

1 intercept 1/004 /0 296  3/391 /0 001   

Personal 

performance 

/0 905 /0 126 /0 496 7/185 /0 000 1/000 1/000 

2 intercept 2/291 /0 335  6/835 /0 000   

Personal 

performance 

/0 778 /0 115 /0 426 6/777 /0 000 /0 969 1/032 

Emotional 

analysis 

-0/575 /0 092 -0/395 -6/286 /0 000 /0 969 1/032 

 

In the table 14, the ratio of F has been calculated that it is 51/619 in the first model and it is 51/854 in the 

second model and both of them are significant at the 0/01 level. 
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In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the incentive dimension has been analyzed. Results of Table 13 indicated that only two dimensions of 

emotional analysis and personal performance can be predictor of incentive dimension and the 

depersonalization is not a good predictor to incentive dimension. In the first step where emotional 

analysis was included, based on value of R2, almost 14% of variance of incentive dimension can be 

explained by that. In the second model in which emotional analysis was added to model, this value 

increases to 39 %. In other words, 39 % of incentive dimension variance can be explained by these two 

dimensions of burnout. 

In the Table 15, obtained tolerance is 1 and 0/969 and VIF is 1 and 1/032. As the values of tolerance are 

higher than 0/01 and VIF values is less than 10, it is indicated that there is no multiple linear. 

Standardized beta coefficient in the first model is 0 / 496 and it is 0/426 and 0/395 in the second model, 

and obtained t is significant at at the alpha level of 0/01. According to the data of Tables above, it can be 

stated that this hypothesis is confirmed and at least two dimensions of burnout have significant 

relationship with incentive dimension and it can predict that it is significant at the level of α=0/01. 

Regression equation of the second sub-hypothesis can be written as follows: 

Emotional analysis (0/575) – personal performance (0/778) + 2/291 = organizational performance 

There is significant relationship between burnout and evaluation dimension of performance of Sepah 

Bank staff. 

 

Table 16: Correlation coefficient and determination calculation of burnout and the incentive 

dimension 

Model R R² R²justified Estimated 

standard 

error 

Personal performance /0 404 /0 164 /0 158 /0 59439 

Personal performance emotional analysis /0 491 /0 241 /0 231 /0 56799 

 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the evaluation dimension has been analyzed. Results of Table 16 indicated that only two dimensions of 

emotional analysis and personal performance can be predictor of evaluation dimension and the 

depersonalization is not a good predictor to incentive dimension. In the first step where emotional 

analysis was included, based on value of R2, almost 16% of variance of incentive dimension can be 

explained by that. In the second model in which emotional analysis was added to model, this value 

increases to 24 %. In other words, 24 % of incentive dimension variance can be explained by these two 

dimensions of burnout. 

 

Table 17: Calculation of ratio of F of burnout and evaluation dimension 

Model Sum of 

squares 

Degree of 

freedom 

Mean of 

squares 

F Significan

ce 

Personal 

performance 

regression 10/915 1 10/915 30/895 /00 000 

remaining 55/821 158 /0 353   

total 66/736 159    

Personal 

performance 

emotional 

analysis 

regression 16/086 2 8/043 24/932 /0 000 

remaining 50/649 157 /0 323   

total 66/736 159    

 

In the table 17, the ratio of F has been calculated that it is 30/895 in the first model and it is 24/932 in the 

second model and both of them are significant at the 0/01 level. 
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Table 18: Output of coefficients obtained from regression analysis of burnout and evaluation 

dimension 

Model Non-standardized 

coefficient 

Standardiz

ed 

coefficient 

t signific

ance 

 

Collinearity 

Statistics 

B Standar

d error 

Beta  B 

1 intercept 1/759 /0 293  6/001 /0 000   

Personal 

performance 

/0 694 /0 125 /0 404 5/558 /0 000 1/000 1/000 

2 intercept 2/624 /0 354  7/417 /0 000   

Personal 

performance 

/0 608 /0 121 /0 354 5/018 /0 000 /0 969 1/032 

Emotional analysis -0/387 /0 097 -0/283 -4/004 /0 000 /0 969 1/032 

 

In the Table 18, obtained tolerance is 1 and 0/969 and VIF is 1 and 1/032. As the values of tolerance are 

higher than 0/01 and VIF values is less than 10, it is indicated that there is no multiple linear. 

Standardized beta coefficient in the first model is 0 / 404 and it is 0/354 and -0/283 in the second model, 

and obtained t is significant at the alpha level of 0/01. According to the data of Tables above, it can be 

stated that this hypothesis is confirmed and at least two dimensions of burnout have significant 

relationship with evaluation dimension and it can predict that it is significant at the level of α=0/01. 

Regression equation of the second sub-hypothesis can be written as follows: 

Emotional analysis (0/387) – personal performance (0/608) + 2/624 = organizational performance 

There is significant relationship between burnout and credit dimension of performance of Sepah Bank 

staff. 

 

Table 19: Correlation coefficient and determination calculation of burnout and the credit 

dimension 

Model R R² R²justified Estimated 

standard error 

Emotional analysis /0 431 /0 185 /0 180 /0 63673 

 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the evaluation dimension has been analyzed. Results of Table 19 indicated that only emotional analysis 

can be predictor of credit dimension and the depersonalization and personal performance dimensions are 

not a good predictor to credit dimension. Accordingly, 18% of variance of credit dimension can be 

explained by emotional analysis and the remaining depends on other factors.  

 

Table 20: Calculation of ratio of F of burnout and credit dimension 

Model Sum of 

squares 

Degree of 

freedom 

Mean of 

squares 

F Significance 

Emotional 

analysis 

regression 14/573 1 14/573 35/946 /0 000 

remaining 64/057 158 /0 405   

total 78/630 159    
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In the table 20, the ratio of F has been calculated that it is 35/946 and it is significant at the 0/01 level. 

 

Table 21: Output of coefficients obtained from regression analysis of burnout and credit dimension 

Model Non-Standardized 

coefficient 

Standardize

d coefficient 

t Signific

ance 

Collinearity 

Statistics 

B Standard 

error 

beta Tolera

nce 

VIF 

1 intercept 4/095 /0 191  21/480 /0 000   

Emotional 

analysis 

-0/639 /0 107 -0/431 -5/995 /0 000 1/000 1/000 

 

In the Table 21, obtained tolerance is 1 and VIF is 1. As the values of tolerance are higher than 0/01 and 

VIF values is less than 10, it is indicated that there is no multiple linear. Standardized beta coefficient in 

the first model is -0 / 431, and obtained t is significant at at the alpha level of 0/01. According to the data 

of Tables above, it can be stated that this hypothesis is confirmed and at least one dimension of burnout 

have significant relationship with credit dimension and it can predict that it is significant at the level of 

α=0/01. Regression equation of the second sub-hypothesis can be written as follows: 

Credit= 4/095- (0/639) emotional dimension 

There is significant relationship between burnout and environment dimension of performance of Sepah 

Bank staff. 

 

Table 22: Correlation coefficient and determination calculation of burnout and the environment 

dimension 

Model R R² R²justified Estimated standard error 

Emotional analysis /0 270 /0 073 /0 067 /0 61998 

 

In order to investigate this hypothesis, burnout has been included as predictor variable and its impact on 

the evaluation dimension has been analyzed. Results of Table 22 indicated that only emotional analysis 

can be predictor of credit dimension and the depersonalization and personal performance dimensions are 

not a good predictor to credit dimension.  

Therefore, only emotional analysis has been included in the regression analysis. Accordingly, 6/7 % of 

variance of environment dimension can be explained by emotional analysis and the remaining depends on 

other factors.  

 

Table 23: Calculation of ratio of F of burnout and environment dimension 

Model Sum of 

squares 

Degree of 

freedom 

Mean of 

squares 

F Significanc

e 

Emotional 

analysis 

regression 4/763 1 4/763 12/392 /0 001 

remaining 60/731 158 /0 384   

total 65/494 159    
 

In the table 23, the ratio of F has been calculated that it is 12/392 and it is significant at the 0/01 level. 
 

Table 24: Output of coefficients obtained from regression analysis of burnout and environment 

dimension 
Model Non-Standardized 

coefficient 

Standardized 

coefficient 

t Significance Collinearity 

Statistics 

B Standard 

error 

beta  B 

1 intercept 3/587 /0 186  19/321 /0 000   

Emotional 

analysis 

-0/365 /0 104 -0/270 -3/520 /0 001 1/000 1/000 
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In the Table 24, obtained tolerance is 1 and VIF is 1. As the values of tolerance are higher than 0/01 and 

VIF values is less than 10, it is indicated that there is no multiple linear. Standardized beta coefficient in 

the first model is -0 / 270, and obtained t is significant at the alpha level of 0/01. According to the data of 

Tables above, it can be stated that this hypothesis is confirmed and at least one dimension of burnout have 

significant relationship with environment dimension and it can predict that it is significant at the level of 

α=0/01. Regression equation of the second sub-hypothesis can be written as follows: 

Environment= 3/587 – (0/365) emotional analysis 

Discussion and Conclusion 

Issues related to performance and factors affecting it and the resulting consequences are important for any 

organization. On other hand, burnout can affect different job and organizational factors. Burnout can be a 

major factor in this regard. In this study, we investigated the issue of job and organizational performance and it 

was found that the degree of job performance of staff has impact on their job and organizational performance. 

It is expected that those staff having low burnout to have higher efficiency and as result an efficient and 

effective force can play an important role in improving the performance of organization. Without doubt, the 

role of top managers is undeniable in improving staff performance and if an appropriate atmosphere is 

provided for staff, burnout will reduce. 

Finally, based on the results of, researcher provides following recommendations:  

1. In employing staff in different positions, their talents and abilities must be considered. 

2. The context of enabling staff in organization should be considered. 

3. Communion and collaboration should be increased among staff. 

4. By participation of people in decision-making processes, this sense is created that decisions are right 

and fair. 

5. An opportunity should be provided in which passion and joyfulness among staff to be increased, 

including group activity, morning exercise, and an opportunity should be provided so that managers and 

staff achieve mutual understanding. 
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