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O ccupational performance serves as one of the most influential
components in organizations incorporating an important
part of organizational studies. One of the factors that is expected
to lead performance in contravention of the organization's goals
is the problem of job burnout. Therefore, the aim of this research
was to investigate the job burnout role on occupational per-
formance of experts in Jihad Agriculture Organization of Mazan-
daran, Iran. The statistical population comprised 255 experts;
155 experts were selected for the study using stratified random
sampling. Data were collected using a researcher-made ques-
tionnaire composed of two sections of job burnout section en-
compassing issues on emotional fatigue, personal accomplishment
failure, depersonalization and conflict, and occupational per-
formance section covering areas like ability, role clarity, support,
encouragement, assessment, credibility and environment. The
content validity of the questionnaire was confirmed by experts'
opinions. Also, based on the average variance extracted
(0.554>AVE< 0.741) and composite reliability (0.846>CR<0.944),
the questionnaire had a convergent validity and appropriate re-
liability. SPSS16 and Smart PLS2 software were used to analyze
the data. The achieved results of the research showed that job
burnout had a significant negative impact on occupational per-
formance of experts in Jihad Agriculture Organization. According
to the achieved results of the research, it is recommended to
create incentives such as giving responsibility to experts and
encouraging and respecting them.
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INTRODUCTION

The existential philosophy of the organiza-
tion relies on human. Human beings are the
bodies of the organizations who move and
run the organizations. Organizations without
a human being will not have any idea, and
their administration will not be possible
(Mahdizadeh Ashrafi & Ilka, 2009). One of the
concepts that has attracted the attention of
organizational-industrial psychologists in re-
cent years is getting fatigue, exhausted, loose
and weakened on job operator’s part which
is referred to as job burnout (Maslach et al,,
2001). From the perspective of various re-
searchers, job burnout is the reduction of the
individual’s ability to adapt to stressful con-
ditions and the outbreak of physical and emo-
tional fatigue syndrome (Maslach & Jackson,
1981). High job burnout may result in nega-
tive organizational consequences such as job
dissatisfaction, low organizational commit-
ment, and low occupational performance
(Chen & Kao, 2011). Occupational perform-
ance refers to individuals’ performance in ac-
cordance with statutory duties and refers to
human resources activities in relation to the
assignment of tasks assigned to them, and the
extent to which an employee is likely to be
successful in the performance of his or her
job and behavioral duties (Babu et al., 2002).

The determination and strength to improve
and efficiently use resources (human re-
sources), capital, materials, energy and infor-
mation are the goals of all managers of
economic organizations, manufacturing and
industrial units, and service providers. The
appropriate organizational structure, operat-
ing procedures, the required equipment and
tools of doing work, a balanced work space
and, most importantly, a qualified and compe-
tent manpower are considered as essential el-
ements to be taken into account by managers
in order to increase the performance of an or-
ganization. Improving the performance of the
organization’s staff in a disorderly and chaotic
environment coupled with insecurity is im-
possible (Khamaki & Mostaghimi, 2013). Re-
garding the effective factors such as stress and

job burnout on occupational performance
seems to be essential. The results of the re-
searches show that stress and job burnout
have a significant relationship with occupa-
tional performance (Hsieh et al., 2004). In
fact, the occupational performance level de-
pends on the amount of work and the diffi-
culty of doing it, and it is argued that the
relationship between performance, stress and
job burnout is an inverted U function, which
is referred to as the Yerkes-Dodson law. Ac-
cording to this law, there is a desirable arousal
task for performing a good task; simple tasks
with higher arousal are performed; compli-
cated tasks with lower arousal are better im-
plemented and performed (Mohd Nor, 2011).

Occupational performance

Employees in organizations, with their at-
tempt and desirable performance, help the or-
ganization achieve its goals and keep it in
competition. Likewise, organizations always
endeavor to identify the factors that increase
these positive features which consequently
lead to an increase in the organization’s effi-
ciency (Barati Ahmadabadi et al.,, 2010). Oc-
cupational performance is what the person is
doing and includes those activities that are re-
lated to the goals of the organization (Agha
Yousefi & Saleh Mirhasani, 2011). Vakili et al.
(2009) considered the performance to be the
behavioral patterns that directly relate to the
production of goods, services or activities that
indirectly provide the necessary support for
the organization’s technical processes. Ya-
mani (1995) perceived occupational perform-
ance as a term that also involves the concept
of activity for both work and outcome. Hejazi
& Shams (2005) find common ground for all
definitions of occupational performance, that
is, the manner and extent of performing as-
signed duties and responsibilities. The func-
tion of an individual in an organization
depends on his personality and the role of the
organization, as well as on the success and or-
ganizational conditions. These conditions
have been studied and considered as environ-
ment, culture, feelings, communication skills



Job Burnout Role on the... / Soleimani & Charmchian Langerodi

and empowerment (Ezheie et al., 2009).

Job burnout

Job burnout is one of the occupational haz-
ards that can lead to poor service quality
(Abazari & Khajehali Jahantighi, 2017). Job
burnout is a product of long-term stress in
the workplace and is one of the main factors
in reducing the efficiency and loss of staffs
(Safietal., 2016).]Job burnout shows extreme
emotional fatigue following years of conflict
and commitment to work and people (Sara-
son & Sarason, 1992). In other words, such
syndrome is a condition in which the power
and ability of people, with low levels of relief
and willingness to do work and activity, de-
crease. (Fouladband, 2006). Job burnout is a
reflection of emotional fatigue, lack of energy,
physical fatigue, mental illness, increased al-
cohol and drug use, pessimism, indignant
anger, depression and the loss of individual
success (Shukla & Trivedi, 2008). Job
burnout, on the one hand, has led to an in-
crease in addiction, divorce, job loss, and
physical and mental illness, and, on the other
hand, has led to a reduction in labor produc-
tivity and a blow to the economy and produc-
tion of the country (Jeldkar, 2000).

Job burnout and occupational performance

A large body of research has been con-
ducted on job burnout and occupational per-
formance, and their results have been
presented by various researchers. Ghare-
hbiglo (2018) found that the components of
emotional fatigue, depersonalization and the
sense of adequacy (from the components of
job burnout) can significantly explain the
changes in the individual performance of the
staff. Zakerian et al. (2018) showed that the
level of education and the amount of working
hours per week had a positive and negative
effect on occupational performance, respec-
tively. But age, sex, marital status, employ-
ment status, number of years of work and
work shift did not affect occupational per-
formance. Bakhshi et al. (2017) found that
there was a significant relationship between

occupational performance and gender and
education level. However, there was no sig-
nificant relationship between occupational
performance with work experience and age.
Ulimwengu et al. (2016) found that number
of agents is not a sufficient indication of per-
formance, but an effective system needs to
focus on the enabling environment for agents
to be motivated to work as mandated.
Barabadi et al. (2015) showed that only job
burnout is a predictor of task performance.
The results of this study showed that job
burnout was a factor in weakening the level
of task performance. Sheikhepour et al.
(2014) concluded that there was a negative
relationship between Islamic work ethic, pre-
cise work, autonomy and social efficacy with
job burnout, but there was no significant re-
lationship between humanitarian work and
job burnout. Jia-Chern et al. (2016) con-
cluded that employees’ health had a positive
impact on the reduction of job burnout,
which means that employees’ health is in-
versely related to job burnout and job
burnout has an inverse relationship with oc-
cupational performance. Natasha et al.
(2015) found that job burnout had a negative
impact on job satisfaction, general health of
nurses, productivity and occupational per-
formance, and also on the caring quality of
patients. Laiba et al. (2011) found that there
was a negative relationship between jobs re-
lated stresses and occupational performance.
[t is also recommended that organizations
prevent excessive work through the adoption
of occupational restoration techniques and
reduce the ambiguity of roles and stress, and
increase activities such as counseling work-
shops to reduce job stressors.

Job burnout is related not only to the men-
tal health of a person, but also to his produc-
tivity. Therefore, getting acquainted with
coping strategies with psychological stress
and overcoming burnout can help improve
mental health and increase the effectiveness
and performance of the organization (Amiri
et al,, 2011). The innovation and new aspect
of the research was in extracting the struc-
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tural equation model using Smart PLS soft-
ware. First, the questions of burnout and job
performance were identified by reviewing
the sources, and the PLS software confirmed
them. Then, the final model of job perform-
ance was extracted with emphasis on job
burnout. As far as the subject of the present
research is concerned, no research has been
done on the job burnout role on the occupa-
tional performance of experts in Jihad Agri-
cultural Organization of Mazandaran
Province and model design at the university
level. Therefore, the aim of this research was
to investigate the job burnout role on occu-
pational performance of experts in Jihad
Agriculture Organization of Mazandaran
Province, Iran.

METHODOLOGY

The methodology of this study will be dis-
cussed in terms of the population, sampling
and data collection, data analysis, and validity
and reliability of the measurement. Regard-
ing the literature in this field, the theoretical
research model is presented in Figure 1. As it
is evident, job burnout with four dimensions
of emotional fatigue, personal accomplish-
ment failure, depersonalization and conflict
has impacts on occupational performance
with seven dimensions of ability, role clarity,
support, encouragement, assessment, credi-

Emaotional fatizue

Perzonal

bility, and environment.

Population, sampling and data collection

The statistical population of this research
consisted of 255 experts from the Jihad Agri-
culture Organization of Mazandaran
province. Using the Cochran formula, the final
sample size was estimated to be 155 subjects.
Regarding the heterogeneous distribution of
experts in different parts of the organization,
stratified random sampling was used to ob-
tain the samples.

The data gathering tool in this research was
a researcher-made questionnaire that was
used to extract variables and formulate them
from various sources. In addition to individ-
ual characteristics, the questionnaire was di-
vided into two main parts: first the job
burnout with 25 questions divided among
four main components of emotional fatigue
(9 questions), personal accomplishment fail-
ure (8 questions), depersonalization (5 ques-
tions) and conflict (3 questions), as well as
occupational performance with 42 questions
in terms of seven components of ability (4
questions), role clarity (7 questions), support
(5 questions), encouragement (6 questions),
assessment (9 questions), credibility (6 ques-
tions) and environment (5 questions). The
Likert scale was: very low (1), low (2), mod-
erate (3), high (4), and very high (5).
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Figure 1. Theoretical Research Model
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Data analysis

This is an applied study. The methods of
analysis used in this study involved a combi-
nation of descriptive and quantitative re-
search. Descriptive statistics and structural
equation modeling (SEM) were used for data
analysis.

After collecting and categorizing the data,
the descriptive and inferential statistics were
used and SPSS{g software and also Smart
PLS software were used to extract structural
equation model. In addition, PLS is a very suit-
able method when researchers want to meas-
ure causal relationships (Henseler et al,
2009). The PLS, unlike Lisrel can provide an
appropriate approach for researchers due to
less dependency of sample size, variables
level, normal distribution (Chin, 1998). So, for
the mentioned reasons in this study, Smart
PLS, software was used to analyze the data.

Validity and reliability of measurement

The content validity of the questionnaire
was confirmed by experts’ opinions. Also,
based on the average variance extracted
(0.554 >AVE< 0.741) and composite reliabil-
ity (0.846 >CR < 0.944), the questionnaire
had a convergent validity and appropriate re-
liability.

RESULTS

Descriptive analysis of the data revealed
that the average age of respondents was
39.20 years, the youngest and the oldest were
23 and 55, respectively. The sample consisted
of 67.1 percent male and 32.9 percent female.
Results also showed that 71.6 percent of the
respondents with the most frequency were in

a family of 3 to 5 people, the highest house-
hold size was 7 people and the lowermost
was one person. The findings also showed
that 46.5 percent of respondents with the
highest frequency had 10 to 20 years of work
experience and 24.5 percent with the lowest
frequency had less than 10 years of work ex-
perience and 67.7 percent of respondents did
not have any other job.

Based on the results of the relationship be-
tween occupational performance of experts
and the individual characteristics, there was
no significant relationship between occupa-
tional performance and age and work expe-
rience (Table 1).

In order to investigate the linear relation-
ship between the observed and latent vari-
ables, and examine the convergent validity
and reliability of the research instrument, the
factor load of each statement was obtained
(Table 2). Two indicators of Cronbach’s alpha
and composite reliability were used to test
the reliability of internal consistency and
one-dimensionality. The optimal level of
Cronbach’s alpha should be higher than 0.7
to evaluate target block as homogeneous and
one-dimensional (Nunnally, 1967) and is ac-
ceptable for a composite reliability of 0.8 and
more than 0.7 (Nunnally & Bernstein, 1994).
Therefore, according to the obtained values
in Table 2, all reflecting factors of the struc-
tural model of this study had a satisfactory in-
ternal consistency. Meanwhile, the obtained
values from the AVE showed the convergent
validity of the components, so that the mini-
mum value of the AVE, or the average vari-
ance extracted in the convergent validity,
should be 0.5 (Lee, 2017).

Table 1
Relationship between Occupational Performance and Individual Characteristics (Spearman Correlation Coefficient)
Variable 1 Variable 2 r p-value
Age Occupational Performance 0.083- 0.302
Work experience Occupational Performance -0.070 0.386
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Main factor Latent variable Observable variable Symbol Factor load
Sometimes I feel emotionally tired of my job. B1 0.785
[ feel like I'm dead at the end of a working day. B2 0.820
Sometimes I get completely tired of a working day. B3 0.786
Q
& Sometimes I feel pressured when working with my employees,
53 . B4 0.791
EE colleagues, the manager and the clients.
Té é Most of the time, I feel that this job has stopped me. B5 0.846
g OE Sometimes I feel I am not successful in this job. B6 0.750
E Most of the time I feel 'm not working hard at my job. B7 0.497
Sometimes having direct contact with employees, colleagues, the
: B8 0.634
manager and the clients makes me feel stressed.
Sometimes I feel that I have reached my end. B9 0.726
Cronbach Alpha=0.895 =0.916 CR  AVE=0.554
I often do not understand the feelings of employees, colleagues,
, . B10 0.666
o managers and clients regarding my work.
% Most of the time I feel that I cannot handle it effectively. B11 0.847
E Sometimes I do not positively influence the fate of the staff and
3 . . B12 0.772
E o the organization through my judgment.
= E % Most of the time I do not feel energetic. B13 0.807
2 E' £ I cannot easily create a relaxed environment for employees, col-
=) S 2 . B14 0.804
2 ) leagues, managers and clients.
; Tr: After a hearty meeting with the staff, colleagues, the manager and B15 0.809
e s the client, I do not feel happy and rejuvenated. '
g Dq% [ feel sometimes [ have not been fruitful in my career. B16 0.782
2 Most often I do not deal with emotional issues with a complete
- . B17 0.725
serenity.
Cronbach Alpha=0.906 =0.924CR AVE=0.606
Sometlmes [ treat some employees, colleagues, boss and client as B18 0.704
£ objects.
E ’cﬁ‘ Sometimes I feel depressed when I go into this profession. B19 0.898
Tg § Most of the time I feel worried that this job has hurt me emotionally. =~ B20 0.825
O =
n =5 i -
5& [ feel it really does not matter to me_what happens to some em B21 0.811
2 ployees, colleagues, managers and client.
A [ feel employees, colleagues, managers and client blame me for
. . . - B22 0.815
not paying attention to the working conditions.
Cronbach Alpha=0.870 =0.906 CR  AVE=0.661
I've sometimes come across problems with employees, colleagues,
. B23 0.757
LT managers and clients.
S5 i ;
€8 I feel in some ways like employees, colleagues, managers and B24 0.872
35 clients.
) . . .
[ feel disappointed about the way I met with some employees, col- B2S 0.781

leagues, managers and the clients.

Cronbach Alpha=0.726 =0.846 CR  AVE=0.648
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Table 2
Countinued
Main factor Latent variable Observable variable Symbol Factor load
Lo To what extent is your field of study relevant to your job? P1 0.810
()
& qg To what extent is your current job related to your work experience? P2 0.911
(3]
E é How much does your talent and abilities fit with your current job? P3 0.893
Q
<& How responsible are to deal with your work? P4 0.690
Cronbach Alpha=0.846 =0.898CR  AVE=0.690
How important is your job to the organization? P5 0.744
'tg How much do you know about the purpose of your work? P6 0.803
£ How much do you know about the priority of your work in the
g L P7 0.793
£ organization?
“g How do you know the best practices for doing your job? P8 0.738
= How much work is done in your office based on an administra-
2 Lo P9 0.824
E tive hierarchy?
E)’ How far does your work provide planning and designing? P10 0.770
2 To what extent does the organization try to familiarize people
. - P11 0.586
with their jobs?
Cronbach Alpha=0.872 =0.902CR  AVE=0.569
To what extent are employees being supported by their direct
. . . P12 0.813
. manager in performing complex and diverse tasks?
[3¢]
o 9 Are the sections and sub-sections in support of your assigned tasks? P13 0.715
X
5 1 1 -
S % é Hon m1.1ch7cooperat10n do you have with other parts of the or P14 0.687
g 3L ganization?
5 @ L How much do you have the support of your managers when ex-
S 2 = Lo o P15 0.890
S8 periencing personal problems?
= § How much do you get encouraged about how to do the work? P16 0.820
,§ ;,‘:: Cronbach Alpha=0.910 =0.934CR AVE=0.741
§ = 5 What is your willingness and desire to fulfil the assigned tasks? P17 0.702
=
g E How much do you contribute to the organization’s decisions? P18 0.745
= %7 How much do you get spiritual and material rewards when you P19 0.758
E g show your initiative?
& g To what extent does your current job fit your interests and desire? P20 0.773
4]
= . - - . .
§ To what extent does your job have satisfying content and diversity? P21 0.829
5 To what extent are your innovations and ideas appreciated? P22 0.836
Cronbach Alpha=0.866 =0.900 CR  AVE=0.602
To what extent is the task you are performing the result of a
. . . P23 0.762
prominent performance of an organizational unit?
How much do you know about the quality of your work? P24 0.760
To what extent are you familiarized upon the process of improv-
o i f by your managers? P25 0.778
.3 ing your performance by y gers?
(=S e .
Q= To what extent are you aware of your positive and negative out-
5 g comes? P26 0.841
2 £ How much do you know about your performance weaknesses? P27 0.770
[
& How much do you know about your strengths? P28 0.758
To what extent is the flow of information between employees in P29 0.773
in-service training interactive? ’
How much of your work is regularly evaluated? P30 0.685
How much do you know about your job expectations? P31 0.610

Cronbach Alpha=0.902 =0.920CR  AVE=0.564
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Table 2
Countinued
Main factor Latent variable Observable variable Symbol  Factor load
How fair do you consider the payment you receive for
- P32 0.868
what you do for the organization?
§ How much do you think the payment you receive is fair,
é considering the type of work and responsibilities youdo P33 0.862
g compared with the same staff?
—
£ How do you think the decision makers’ choice is fair? P34 0.824
(5} P .
& To what exte.nt are the decisions you make in your area P35 0.862
> of work applicable?
o E To what extent are the top officials’ decisions about the
% ;GGJ human resources of the organization consistent with the =~ P36 0.891
E — S rules of employment?
5’y . .
ng = To v.v}_lat exter?t a;e the provisions of the law subjected to P37 0.843
& £ decision making?
Tg :§ Cronbach Alpha=0.929 =0.944CR AVE=0.737
S s To what extent do you need to coordinate with other peo-
& ) . P38 0.803
= ple and units for your assigned tasks?
3 .
S _ How much budget and credibility do you have for your P39 0.829
25 work?
E % To what extent do the physical conditions of the work en-
§ g vironment comply with the health and safety aspects of P40 0.846
E £ work?
Sl To what extent do you have enough access to equipment
— e i P41 0.782
and facilities to carry out your duties?
To yvhat faxtent does the lack of facilities prevent you from P42 0.763
doing things?
Cronbach Alpha= 0.864 =0.902CR AVE=0.648

Figure 2 shows the final model of the effect
of job burnout on occupational performance
of experts in Jihad Agriculture Organization.
Based on the results, the dimensions of emo-
tional fatigue, personal accomplishment fail-
ure, conflict and depersonalization were the
most important factors in the rate of job
burnout among the experts in the Jihad Agri-
culture Organization, respectively. Items like
B5 in emotional fatigue, B15 from personal
accomplishment failure, B24 from conflict
and B19 from depersonalization components
were the most important items of job
burnout. The dimensions of assessment, en-
couragement, environment, credibility, role
clarity, support, ability ranked from the high-
est to the lowest, respectively, considering
the occupational performance of experts in
Jihad Agriculture Organization. Also, items
like P26 from the assessment, P22 from en-

couragement, P40 from environment, P36
from credibility, P9 from role clarity, P15
from support and P2 from ability dimensions
of occupational performance were the most
important items among experts from the
Jihad Agriculture Organization.

Based on the results obtained in Table 3, job
burnout had a significant negative impact on
the occupational performance of experts in
Jihad Agriculture Organization. As the results
showed, emotional fatigue and assessment
were the most important components in job
burnout and occupational performance of ex-
perts in Jihad Agriculture Organization.

As Table 4 shows the results of testing the
quality of the measurement model, this index
measures the ability of the model to predict
observed variables by their respective latent
variable values. Based on the results, the
value of SSO represents the sum of observed
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P32 P33

Figure 2. The Final Model of the Job Burnout Impact on Occupational Performance of Experts in Jihad
Agriculture Organization

Table 3
The Path Coefficient and t-values of the Research Components
Variable relationships Path coefficient t- value

Job burnout - emotional fatigue 0.874 43.602
Job burnout -personal accomplishment failure 0.754 15.471
Job burnout - depersonalization 0.684 17.908
Job burnout - conflict 0.695 13.00
Occupational performance- ability 0.714 13.372
Occupational performance- role clarity 0.774 17.109
Occupational performance - support 0.758 17.388
Occupational performance - encouragement 0.833 23912
Occupational performance - assessment 0.849 26.479
Occupational performance - credibility 0.802 22.338
Occupational performance - environment 0.827 21.483
Job burnout - occupational performance -0.653 8.892
squares for each latent block, SSE represents DISCUSSION

the sum of the predicted error squares for
each latent variable block, and the SSE/SSO
represents the CV-Communality. If the CV-
Communality is positive for the latent vari-
ables, the model has a good quality
measurement, so the obtained values confirm
the quality of the model.

Human capital is the highest and most valu-
able asset and the largest advantage of any
organization; and the more the quality of
such capital, the greater the likelihood of suc-
cess, survival and promotion of the organiza-
tion. With the development of scientific
efforts to identify the phenomenon of job
burnout, Pearson introduced the concept of
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Table 4
The CV-Communality of the Latent Variables of the Structural Research Model
Factor SSO SSE 1-SSE/SSO
Emotional fatigue 1395 957.407 0.314
Personal accomplishment failure 1240 882.607 0.288
Depersonalization 775 538.736 0.305
Conflict 465 322.850 0.306
Occupational performance 155 90.225 0.418
Ability 620 455.333 0.266
Role clarity 1080 731.748 0.326
Support 775 517.260 0.333
Encouragement 930 619.140 0.334
Assessment 1395 907.096 0.350
Credibility 930 559.740 0.398
Environment 775 495.654 0.360

periodic burnout syndrome. According to this
theory, job burnout was defined as the overall
defect in physical, emotional, intellectual, and
psychological tolerance (Gharehbiglo, 2018).
Job burnout is one of the pitfalls of the orga-
nization’s health and will reduce the capabil-
ities of human capital and eventually reduce
performance. Therefore, it is necessary to ad-
dress it, and given the organization’s pres-
ence in a competitive environment, it is
inevitable. In this regard, the present study
also investigated the effect of job burnout di-
mensions on occupational performance of ex-
perts in Jihad Agriculture Organization of
Mazandaran province. In fact, the implemen-
tation of this research can be an answer to
the question that “to what extent can job
burnout affect the level of occupational per-
formance of experts in Jihad Agriculture Or-
ganization of Mazandaran?”.

The results of correlation coefficient be-
tween occupational performance of experts
and individual characteristics showed that
there was no significant relationship between
occupational performance and age and work
experience. Bakhshi et al. (2017) and Zaker-
ian et al. (2018) found that there was no sig-
nificant relationship between occupational
performance and work experience and age,
which are consistent with the results of the

43g Present study.

According to the results obtained from
structural equations and the relationships
between observable and latent variables, the
dimensions of emotional fatigue, personal ac-
complishment failure, conflict and deperson-
alization had the highest importance in job
burnout rate among Jihad Agriculture organ-
ization experts, respectively. Amiri et al.
(2011) in their study considered the dimen-
sions of emotional analysis and reduction of
individual success more effective than other
dimensions of job burnout. But Sina et al.
(2014) in their research considered the di-
mensions of emotional fatigue and deperson-
alization to be more effective than other
dimensions of job burnout. The dimensions
of assessment, encouragement, environment,
credibility, role clarity, support and ability
ranked as the most important in the occupa-
tional performance level of experts in Jihad
Agriculture organization. Sohrabi et al.
(2018) considered their credibility and as-
sessment dimensions more effective than
other aspects of occupational performance.
Job burnout had a significant negative impact
on the occupational performance of experts
in Jihad Agriculture Organization. So, Ghare-
hbiglo (2018), Barabadi et al. (2015) and
Natasha etal. (2015) have argued that reduc-
ing job burnout can have a positive impact on
the occupational performance of experts.
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CONCLUSIONS

In conclusion, this study contributes to the
literature on job burnout and experts’ occu-
pational performance in Jihad Agriculture Or-
ganization of Mazandaran, Iran. Based on the
findings of this study, it is concluded that
managers can establish a good work relation-
ship with experts in the workplace to avoid
stress, which in turn reduces the common
stressors of the work environment, including
high workloads, ambiguity of tasks, etc. Par-
ticipation in decision making can also be used
to prevent stress in the job.

Experts are encouraged to be aware of the
importance of their health in order to prevent
job burnout, and coping and treating the job
burnout should be established through the
availability of a job burnout questionnaire for
experts to self-assess themselves. Informing
experts on ways to reduce stress continu-
ously and through methods such as counsel-
ing workshops should be encouraged.
Flexible and varied work planning seems es-
sential to reduce stress and increase per-
formance. The workload should be
considered with the time and power of the
experts.

Freedom of action and delegation of au-
thority should be considered a priority aim-
ing to increase self-esteem and bring in a
feeling of usefulness among experts. The
physical conditions of the work environment
and the safety and health aspects of the ex-
perts must be more optimal. Respecting the
fairness and impartiality in the work environ-
ment and the proportion of remuneration to
workload must be taken into account. In-ser-
vice training can be effective in terms of tasks
and professional skills in order to improve
the job performance of the experts.
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