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Farhadi, 1402). In the last few decades,
employees’ physical and mental health has

become important for organizations and is

Extended abstract considered an effective factor in the

organization's productivity (Tima, 1401). Stress
1. Introduction and psychological pressure exist in the lives of all
Today, improving the mental health of the work workers (Sadra Abarqgaui et al., 1402), which may
environment is one of the most important factors be caused by job issues (such as salary increases
in developing human resources (Abbasi and or decreases, organizational changes, job
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promotions, etc.) or social issues. This
psychological pressure causes confusion and
anxiety of the person (Robbins, 1401). Although
job stress exists in all jobs, this issue becomes
doubly important in the professions that deal with
human health (Hasanvandi et al., 1402). In fact,
due to their professional nature, nurses are always
under stress because any mistake or lack of work
on the part of the nurse can lead to serious injury
or even the death of the patient (Sadra Abarqgaui
et al., 1402).

The main members of the treatment team, who
occupy more than 75% of the treatment space, are
nurses (Huang et al, 2020). As the biggest pillar
of the health system, nurses play an important
role in promoting health, providing disease
prevention services, treating and caring for
patients, and in this regard (Singh et al, 2020),
dealing with human pain and death, long working
hours, professional responsibilities, shift work
and high expectations of hospitals and patients
(Ahmadi et al., 1402), lack of human resources,
continuous communication with sick people,
rotating shifts, and loss of meaning and
enjoyment of work (Nishimura et al. al, 2021) has
turned nursing into a stressful job (Al Magbali et
al, 2021) which can lead to job burnout in the long
term (Nazem et al., 1402). Job burnout in the
medical staff causes several complications,
including resignation, frequent absences, desire
to move, leaving the profession, decrease in
creativity and interpersonal conflicts with
colleagues (Koohdani & Meshkani, 2004),
reduction in correct and timely decisions, and
decrease in the ability of skills and work
commitment of employees (Asghari). Pour et al.,
(1402) explained that these consequences lead to
a decrease in the quality of services provided to
patients and then patients' dissatisfaction with
medical services (Jimenez et al, 2021). Therefore,
in the current research, the evaluation of the job
burnout rate of the medical staff of the hospitals
has been studied using the fuzzy hypothesis test
in order to measure the current situation and plan

to prevent the destructive effects of this problem
in Hazrat Umm al-Binin Hospital in Mashhad.

2. Research Methods

This research is applied in terms of purpose and
survey in terms of nature and method. The
population of this research was the medical staff
of a specialized hospital in Mashhad. The size of
the studied community was 200 people. Since the
researcher did not have access to detailed
information related to different classes in terms of
different demographic characteristics, and on the
other hand, the size of the community was
relatively small (200 people), in this research, the
census method was used, and to ensure obtaining
sufficient data in each class, questionnaires were
distributed to all members of the society. Finally,
120 completed questionnaires were returned, and
the same number was examined as a sample.

In this research, Mazlak's job burnout
questionnaire, the most common tool for
measuring job burnout, was used to collect
information. This questionnaire consists of 22
separate questions and covers all three aspects of
job burnout. In this questionnaire, nine questions
are related to emotional analysis, five are related
to personality distortion, and eight are related to
the feeling of decreased career success. The
frequency rating of these feelings is from zero
(never) to six (every day). How to score each of
the dimensions is as follows:

Emotional analysis: more than 30 is high
exhaustion, 18-29 is moderate, and less than 17 is
low exhaustion.

Deformation: more than 12 is high wear, 6-11
is medium, and less than five is low wear

Decrease in career success: less than 33 is high
burnout, 34-39 is moderate, and more than 40 is
low burnout (Maslach & Jackson, 1993).

3. Results

A Dbrief classification of the descriptive
information of the statistical sample is shown in
Table 1:

Table 1. Descriptive information from the statistical sample of 120 people

Job type nurse

doctor

anesthesiol
ogist

laboratory
worker

parame

midwife dic
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Frequency 25 12
marital status married Single
Frequency 84 36
Employment Official Contractual
status
Frequency 57 63
Age groups .
(years) <25 35-25
Frequency 11 48
Level of Less than High School High School
education Diploma Diploma
Frequency 7 20
Income (million
Rials) <4 6-4
Frequency 6 6
work experience <1 7.1
(years)
Frequency 18 29
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11 10 25 36
45-35 > 45 - -
31 30 - -

. master &
associate Bachelor Ph.d -
4 82 7 i
8-6 10-8 >10 -
32 55 21 -
14-7 21-14 >21 -
22 28 23 -

According to the data obtained from the statistical
sample, out of a total of 3888 possible
hypotheses, only 350 were hypotheses for which
evidence has occurred. In other words, the degree
of confirmation of other hypotheses (3538 cases)
is zero. The degree of confirmation of 350
hypotheses is between 0.147 and 0.0001.
According to the law of fuzzy hypothesis testing,
it is no longer a matter of confirming or rejecting
a hypothesis (null hypothesis) but the degree of
its correctness. Therefore, it is possible to accept
the hypotheses that have a higher degree of
confirmation, according to the available
evidence, more than other hypotheses (Azar &
Faraji, 2016). Therefore, in Table 2, 12
hypotheses (2 hypotheses from each job) are
listed out of 21 hypotheses whose degree of
approval (V) is greater than 0.1. To calculate the
degree of confirmation of the hypothesis, the sum
of the numbers against each hypothesis should be
divided by the total number of people responsible
for that job. For example, to calculate the degree
of confirmation of hypothesis number 189, since
this hypothesis is related to "anesthetists"”, and the
frequency of these people in the statistical sample
is 11 people, according to row 5 of Table 2, it will
be:

0.52+0.32
p=—""_ "

= 0.076
11

Hypotheses with a high degree of approval
from a total of 350 approved hypotheses are:

Forty-five middle-aged official married
nurses with high education, income, and
experience have moderate job burnout.

Fifty-one young married contract nurses with
high education, average income, and experience
have moderate job burnout.

One hundred and four middle-aged official
married doctors with high education, high
income, and average experience have moderate
job burnout.

One hundred and six middle-aged official
married doctors with high education, income, and
experience have moderate job burnout.

One hundred eighty-nine young contract
anesthesiologists with high education, average
income, and little experience have little job
burnout.

One hundred ninety young contract
anesthesiologists with high education, average
income, and little experience have moderate job
burnout.

Two hundred forty-three young single
contract laboratory employees with high
education, income, and low experience have
moderate job burnout.
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Two hundred forty-six young single contract
laboratory employees with high education, low
income, and average experience have moderate
job burnout.

Two hundred seventy-two young contract
married assistants with low education, average
income, and experience have moderate job
burnout.

Two hundred ninety-three adult contract
married assistants with low education, average
income, and high experience have moderate job
burnout.

Three hundred eighteen middle-aged official
married midwives with high education, income,
and experience have moderate job burnout.

Three hundred twenty-six young contract
married midwives with high education, average
income, and little experience have moderate job
burnout.

4. Conclusion

The results of this research showed that some of
the medical staff of the studied specialized
hospital have moderate job burnout. As
mentioned, the definition of wear rate is also
based on the fuzzy membership diagram. Since
the studies conducted in the field of job burnout
have looked at this issue from the statistical tests’
point of view, comparing the results of this
research with similar studies will not be an
accurate comparison; in other studies, some
hypotheses are rejected, and others are
confirmed, but in this research, every hypothesis
for which there is the smallest evidence has a
degree of validity, and none of these hypotheses
are rejected. Of course, among the conducted
studies, some studies generally report job burnout
at an average level.

As mentioned earlier, out of the total of 350
hypotheses with evidence to confirm them, only
12 had the highest degree of confirmation. Of
course, it is up to the researchers to determine the
hypotheses’ validity threshold (Azar & Faraji,
2016). Since in this research, the threshold limit
of 0.1 was considered as the minimum degree of
validity of the hypothesis, according to this basis,
the hypotheses presented in Table 2 were selected
from all the hypotheses.

Hypothesis 190, which has the highest degree
of validity among all hypotheses, indicates that
the degree of validity of the phrase "young
contract anesthesiologists with high education,
average income, and low experience have
moderate job burnout” is equal to 0.147. In other
words, since the total validity of hypotheses for
anesthesia experts is equal to the number 1,
14.7% of the validity is related to hypothesis 190
and 7.6% to hypothesis 189. It should be noted
that there are 648 hypotheses for anesthesia
experts. This number of hypotheses results from
dividing the total number of hypotheses (3888)
by the number 6. However, out of these 648
hypotheses, only about 50 had evidence of a
degree of validity higher than zero.

Hypotheses 243 and 246 have a degree of
validity of 0.117. They express the words that
"young single contract laboratory employees with
high education, low income, and experience have
moderate job burnout™ and "'young contract single
laboratory employees with high education, low
income, and average experience have moderate
job burnout". Similar analyses can be made about
other assumptions in Table 2.

According to the assumptions, with a high
degree of approval, it is possible to plan and
implement suitable conditions for improving the
three dimensions of emotional analysis,
depersonalization, and reducing job success in
each job in order to reduce the burnout of the
target group. The target group refers to the
demographic characteristics that are considered
in each hypothesis. For example, the target group
in  hypothesis 190, which is about
anesthesiologists, is young, contracted single
people with high education, average income, and
little experience.

It is suggested that in future studies, the results
of the fuzzy assumption test should be used in
recruitment and checking the conditions of
candidates. In this situation, the results of the
fuzzy hypothesis tests can, according to the
available evidence, provide a fuzzy prediction of
the possibility of burnout in the future of newly
arrived people or people who have the same job
but are transferred from one hospital to another,
which this change of job location is also one of
the effects of job burnout. Also, to facilitate

Amirhosein Okhravi, Zahra Naji Azimi. Scrutinize Staff Burnout in the Medical Staff of Hospitals Based on the Fuzzy Hypothesis

Test



Journal of Sustainable Human Resource Management

Volume 6. Issue 10. Spring and Summer 2024. Pages 49 to 70.

calculations, it is possible to examine only the
variables important for researchers and managers
of the studied organization. In this case, the
number of hypotheses will be significantly
reduced, which can be reached by changing the
number of variables in the fuzzy variables.
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