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Abstract: The main objective of this research is study and comparison of relationship between job enthusiasm, job
performance and behavior of anti- efficiency among permanent and non-permanent staffs in the Pasargadae
petrochemical. For this purpose, 204 personnel of Pazargad Petrochemical randomly selected class and enthusiasm
questionnaires job, job performance and behavior, anti-productivity responded. To analyze the data, indicators and
descriptive statistics including frequency, frequency, mean and standard deviation and inferential statistics such as
the Mann-Whitney and Kruskal-Wallace Ermont u and t-tests were used. The results showed that there were
significant differences between the enthusiasm of staffs and re sident permanent, subscales except fascination
professional and job performance of staffs residing and permanent significant difference between the selfevaluation Tests there, but the manager there was a significant difference between the performances of staffs. There
were no significant differences between the behaviors of anti-productivity staffs. The passion for the job and
demographic characteristics at different levels, such as marital status, work experience, age and education level, no
significant differences were found. It is also a significant difference between job performance and demographic
characteristics were found. Anti-serving behavior and demographic characteristics of age, work experience, and
marital status, there are also different, but there are significant differences in the level of work experience.
Key words: Job enthusiasm; Job performance; Behavior; Anti-productivity; Non-permanent and permanent staffs

1. Introduction
*In the present study because the permanent and
non-permanent staff working in the petrochemical
and it was likely that these employees may desire,
performance and efficiency in the conduct of antidemographic characteristics such as age, education,
work experience, and marital status differences
exist, and the staff and residents of the permanent,
which can be due to distance or near the living
conditions and their families, different behaviors in
passion, performance and behavior to show proof
productivity, the efforts of the employment
relationship, passion, performance and conduct antipermanent
and
non-permanent
employee
productivity in petrochemical staff Pasargad
(Assaluyeh) specified. And determine whether these
components can desire, performance and antiproductivity activities have an impact or not. Terass
et al. (2006) as the result of a desire create
opportunities for staff to communicate with
colleagues and their managers. Job enthusiasm of
Hevitt (2004), the passion that their employees. One
study conducted by Becker, Albrecht L (2011)
recognized that there is a growing community
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though passion may mean that a high level of energy
and a high level of job involvement (Inseoglo and
Maniac, 2012). In most cases eager as defined in the
organization's intellectual and emotional (Richman,
2006) or the voluntary efforts by staff shown in their
jobs (Frank et al., 2004; quotes Asgary, 2011).
Robinson et al (2004) as well as enthusiasm and a
positive attitude towards the value of is defined
(Asgari, 2011). Christine and et al. (2011) also has a
passion for the job is defined:
Relatively stable state of mind and at the same
time reflects on the experiences of energy or work
performance. Kahn (1990) and the desire to express
personal use of individual members in their work
roles defined. He was the first person who used the
term personal passion, believed that the enthusiasm,
his people physically, cognitively and emotionally
during role play and work are expressed. The most
common definition of the concept of Shofly et al is
passion for the job. They desire to make a positive
and satisfying career subjective described in
connection with the work in this condition a person
feel more energetic and communicate effectively
with the work activity and described himself as a
competent person for the job is responding to
demand.
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introduced to the work of a master's thesis is to all
information will be treated confidentially and
answer them honestly will help the researcher to
gain access to the right information. Uniformity in
running order, questionnaires was used for each of
the directions. This study used statistical methods to
analyze data, descriptive and inferential statistics
were used. The method for calculating descriptive
statistics descriptive parameters such as frequency,
frequency, mean and standard deviation of custom
tables are also used. And inferential statistical
methods to examine the relationship between
variables, the Mann-Whitney U test and KruskalWallace is the independent t-test to compare the
behavior of the anti-Employment, education, marital
status, age, permanent and non-permanent with
drawing tables is used.

2. Methodology
The population of this study, all staff the
petrochemical Pasargad permanent and nonpermanent (Assaluyeh) is the total number of 359
people. The sample size of this study was to
estimate the sample size, the sample (petrochemical
Pasargad Asalooye) a sample of 359 employees from
a total of 204 subjects was selected by simple
sampling. In order to study the statistical population
sampling using a stratified sampling method, 204
were randomly selected. Sampling was conducted in
the staff the number of employees in different jobs
by referring to the separation unit was received.
Accordingly, the ratio of the sample was determined.
It should be noted that the implementation of the
questionnaire was done on an individual basis at
work. Way of implementation and coordination of
the study was that after obtaining the necessary
permits, these questionnaires were distributed
among employees. The researcher to gain the
confidence and motivate staff to answer questions
Pasargad petrochemical and was told that they were

3. Analysis of data
Hypothesis 1: there is a relationship between the
career and passion of resides and permanent staff.

Table 1: Comparison of enthusiasm for the job and the size of the resident staff and permanent
Mann-whitney
Significance
Variable
sample size
Middle
z
U
level
Resident
102
77
Job enthusiasm
5180/00
-0/05
0/958
Permanent
102
78.5
Resident
102
25.5
Energy
4921/500
-0/666
0/505
Professional
Permanent
102
27.5
Professional
Resident
102
23.5
4699/500
-1/193
0/233
dedication
Permanent
102
28.5
Professional
Resident
102
25
4386/00
-1/937
0/053
fascination
Permanent
102
23.5

The desire to compare the job Mann-Whitney U
test was used for static and permanent.
According to the results, a significant difference
between the employee resides (102 n =, Md = 77.00)

and staff permanent (n = 102, Md = 78.500), P =
0.958, U = 5180/00, z = -0.052.

Table 2: Comparison of enthusiasm for the job and the size of the resident staff and permanent
Mann-whitney
Significance
Variable
sample size
Middle
z
U
level
Resident
102
77
Job enthusiasm
5180/00
-0/05
0/958
Permanent
102
78.5
Resident
102
25.5
Energy
4921/500
-0/666
0/505
Professional
Permanent
102
27.5
Professional
Resident
102
23.5
4699/500
-1/193
0/233
dedication
Permanent
102
28.5
Professional
Resident
102
25
4386/00
-1/937
0/053
fascination
Permanent
102
23.5

Longing to compare scores of employees residing
and permanent Mann-Whitney U test was used.
According to the results, a significant difference
between the score-the staff resides (102 n =, Md =
77/00) and staff permanent (n = 102, Md = 78.500),
P = 0.958, U = 5180.00, z = -0.052, there are not a
professional fascination subscales. To compare the
Mann-Whitney U test was used measures of career
passion.

The results obtained for the energy scale
professional relationship between the resident staff
(102n =, Md = 25.500) and permanent staff (n = 102,
Md = 27.500), P = 0.505, U = 4921.500, z = -0.666
does not exist.
It also marks the dedication of employees and
residents of permanent, shows the difference
between the resident staff (102n =, Md = 23.500)
and permanent staff (n = 102, Md = 28.500), P =
0.053, U = 4386.00, z = -1.937 does not exist.
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The dedication of the employees of the
permanent represents the difference between the
resident and the resident staff (102n =, Md = 25.00)
and permanent staff (n = 102, Md = 23.500), P =
0.958, U = 5180.00, z = -0.52 is not.

Hypothesis 2 there is a relationship between the
dimensions of the job performance of staff and
permanent residing.

Table 3: Comparison of performance between staff and resident permanent
Mann-whitney
Variable
sample size
Middle
z
U
Evaluation of
Resident
102
35/00
their
4643/500
-1/327
Permanent
102
36/00
performance
Performance
Resident
101
35/00
Evaluation
4266/00
-2/120
(Form
Permanent
102
33/00
Manager)

The performance comparison of self to resident
and permanent Mann-Whitney U test was used.
According to the results, a significant difference
between the scores of the resident staff (102n =, Md
= 35.00) and permanent staff (n = 102, Md = 36.00),
P = 0.185, U = 4643.500, z = -1.327 does not exist.
To compare the performance evaluation by the
Director of the Mann-Whitney U Tests was used.
Variable
Anti-efficiency
practices
Aggression
Vandalism and
sabotage
Abuse of position of
others
Time consuming
Deceptive behavior
Disruption of service
Defiance and
disobedience
Failure to observe
discipline

101
102

0/185

0/034

The results are significant differences between the
resident staff (101n =, Md = 35.0) and permanent
staff (n = 102, Md = 33.0), P = 0.034, U = 4266.00, z =
-2.120.
Hypothesis 3 there is a relationship between
Anti-efficiency the behavior of the staff and
permanent resides.

Table 4: Comparison of living and job performance among staff permanent
sample size
Middle
Mann-whitney U
z
Resident
102
56
4338/00
-2/052
Permanent
102
52
Resident
101
7
4956/00
-0/491
Permanent
102
7
Resident
101
7
4793/00
-0/955
Permanent
102
7
Resident
101
9
3993/00
-2/804
Permanent
102
8
Resident
101
7
4187/00
-2/271
Permanent
102
6
Resident
100
6
4256/00
-2/191
Permanent
102
5
Resident
102
10
4645/00
-00/618
Permanent
102
9
Resident
102
5
4171/500
-2/509
Permanent
102
5
Resident
Permanent

Significance
level

5
5

To compare the behavior of anti-resident
employee productivity and permanent MannWhitney U test was used. According to the results, a
significant difference between some of the
components of the resident staff (102n =, Md =
56.0) permanent and staff (n = 102, Md = 52.0), P =
0.40, U = 4338.0, z = -2.052 there. To compare the
behavior of the scale of the Mann-Whitney U test was
used against productivity. The results obtained for
the difference between the employee resides
aggression scale (101n =, Md = 7) permanent and
staff (n = 102, Md = 7), P = 0.624, U = 4956.00, z = 0.624 does not exist. Compare scores and permanent
sabotage resident staff, show a significant difference
between the resident staff (101n =, Md = 7) and
permanent staff (n = 102, Md = 7), P = 0.340, U =
4793.00, z = -0.955 does not exist. The abuse of

4687/00

-1/135

Significance level
0/40
0/624
0/340
0/005
0/018
0/028
0/537
0/012
0/257

residents and staff positions other than permanent
show a significant difference between the resident
staff (101n =, Md = 9) permanent and staff (n = 102,
Md = 8), P = 0.005, U = 3993.00, z = -2.804's. Also
compare scores Time consuming resident staff and
permanent show a significant difference between the
resident staff (101n =, Md = 7) permanent and staff
(n = 102, Md = 6), P = 0.018, U = 4187.500, z = 2.271. Compare the behavior of residents and
permanent deceitful staff showed no significant
difference between the resident staff (100n =, Md =
6) and permanent staff (n = 102, Md = 5), P = 0.028,
U = 4256.0, z = -2.191. The results obtained for the
scale disruption of service difference between the
resident staff (102n =, Md = 10) and permanent staff
(n = 102, Md = 9), P = 0.537, U = 4945, z = -0. 618
does not exist in order to evaluate the results of the
222
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scale of non-compliance and discipline significant
difference between the scores of staff-resident (101n
=, Md = 5) and permanent staff (n = 102, Md = 5), P =
0.257, U = 4687, z = -1.135 does not exist, compare
also the following scale insubordination and
between staff and residents of permanent significant
difference between the resident staff (101n =, Md =

5) permanent and staff (n = 102, Md = 5), P = 0.012,
U = 4171.500, z = -2.509.
Hypothesis 4: there is a relationship between the
passions for the job based on different demographic
characteristics.
Kruskal-Wallis test for differences between levels
of enthusiasm course seeks employment in five age
groups were used.

Table 5: Comparison of enthusiasm for the job in five age groups
Variables

Job
enthusiasm

20-29
30-31
32-34
35-37
38 and above

sample size

Middle

51
33
53
34
31

77
77
73
68
91

Table 6 Comparison of the three groups of
enthusiasm for the job according to the above Table
of Contents getting a job can be a significant

Χ2

7/597

Significance
level

0/108

difference in the levels of enthusiasm different age
groups = 7.597, p = 0.108 (4, n = 202) 2χ.

Table 6: To examine differences in levels of job enthusiasm and experience of using Kruskal-Wallace
Significance
Variables
sample size
Middle
Χ2
level
5 years or younger
74
77
5 years and 1 month to 10
85
77
Job enthusiasm
years
3/583
0/167
10 years and 1 month and
45
73
up

The above table shows, significant differences in
the levels of enthusiasm occupational groups work
experience = 3/582, p = 0/167 (2, n = 204) 2χ.

To check Tghavt enthusiasm at work and
education were the Kruskal-Wallace.

Table 7: Comparison of enthusiasm for a career in education groups
Variables

Education

Diploma
Associate
Bachelor
Masters

sample size

Middle

Χ2

60
40
83
20

79/500
84/500
71
76

5/162

The above table shows, significant differences in
the levels of enthusiasm occupational groups work
experience = 5.162, p = 0.160 (3, n = 203) 2χ.

Significance
level
0/160

To investigate differences in levels of
employment and marital enthusiasm was the
Kruskal-Wallace.

Table 8: Comparison of enthusiasm occupational group's marital status
Variables
Marital

Single
Married

sample size

Middle

53
140

77
77

The above table shows, significant differences in
the levels of occupational groups longing marital
status = 0.119, p = 0.730 (2, n = 193) 2χ.
H5-between job performance and demographic
characteristics are different. Kruskal-Wallis test for
differences between the courses seeks to job
performance in five age groups were used.
Prompted by the above table, we find significant
differences in job performance levels for different
age groups = 1.639, p = .802 (4, n = 202) 2χ.

Χ2
0/119

Significance
level
0/730

To investigate differences in levels of job
performance and job experience was the KruskalWallace.
The above table shows a significant difference in
the performance of different groups of work
experience = 2.854, p = 0.240 (2, n = 204) 2χ. To
examine differences in levels of job performance and
education were the Kruskal-Wallace.
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Table 9: Comparison of performance in five age groups
Variables
20-29
30-31
32-34
35-37
38 and
above

Job performance

sample size

Middle

51
33
53
34

35
36
36
36

31

377

Significance
level

Χ2

1/639

0/802

Table 10: Compares the performance of three groups of work experience
Variables

sample size

Middle

Χ2

Significance
level

74
85
45

35
35
37

2/854

0/240

5 years or younger
5 years and 1 month to 10 years
10 years and 1 month and up

Job performance

Table 11: Compares the performance of four groups of education
Variables

sample size

Middle

60
40
83
20

36
35
34
37

Diploma
Associate
Bachelor
Masters

Job performance

The above table shows a significant difference in
the levels of work experience and occupational
groups = 5.277, p = 0.153 (3, n = 203) 2χ. To examine

Χ2

5/277

Significance
level
0/153

differences in levels of job performance and marital
Kruskal-Wallace test was used.

Table 12: Comparison between marital status and occupational
Variables
Job
performance

sample size

Middle

Single

53

36

Married

140

35

The above table shows a significant difference in
the levels of enthusiasm occupational groups marital
status = 0.605, p = 0.437 (2, n = 193) 2χ.
H6-between anti-productive behaviors and
demographic characteristics are different. Kruskal-

Χ2
0/605

Significance
level
0/437

Wallis Tests for differences between the behaviors of
the course seeks to counter productivity in five age
groups were used.

Table 13: Comparison of the behavior of anti-productivity jobs in five age groups
Significance
Variables
sample size
Middle
Χ2
level
20-29
51
52
30-31
33
54
Anti-serving
32-34
53
57
4/019
0/403
behavior
35-37
34
53
38 and
31
56
above

Prompted by the above table, we find significant
differences in the levels of anti-serving behaviors of
different age groups = 4.019, p = 0.403 (4, n = 202)

2χ. Investigate differences in levels of anti-serving
behavior and experience of using the KruskalWallace.

Table 14: Comparison of the behavior of anti-productivity jobs in the three groups work experience
Significance
Variables
sample size
Middle
Χ2
level
5 years or younger
74
55
5 years and 1 month to 10
Anti-serving
85
54
years
0/737
0/692
behavior
10 years and 1 month and
45
56
up
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The above table shows a significant difference in
the levels of anti-served groups experience different
behaviors = 0.727, p = 0.692 (2, n = 204) 2χ.

To examine differences in employment and
education levels of enthusiasm were used KruskalWallace.

Table 15: Comparison of counter-productive behavior careers in education groups
Significance
Variables
sample size
Middle
Χ2
level
Diploma
60
50
Anti-serving
Associate
40
54
21/229
0/000
behavior
Bachelor
83
60
Masters
20
56

The above table shows a significant difference in
the levels of anti-serving behavior of different
groups of work experience = 21.229, p = 0.000 (3, n =

203) 2χ. To investigate differences in levels of antiserving behavior and the Kruskal-Wallace was
married.

Table 16: Comparison of the behavior of two groups of anti-productivity jobs in marital status
Significance
Variables
sample size
Middle
Χ2
level
Anti-serving behavior
Single
53
53
0/660
0/417
Married
140
55

The above table shows a significant difference in
the levels of anti-serving behavior groups marital
status = 0.660, p = 0.417 (2, n = 193) 2χ.

conducted research that is consistent with this
conclusion and hypothesis it was demonstrated that
Hewitt, task, location, location is significant diversity
of job performance are important factors. And they
affect; following can be said for living and working in
different places of residence and the permanent, its
dimensions and job performance among staff and
residents of permanent it is different. Research
Motolido et al (1984) was also consistent with this
hypothesis, their job performance among nurses
tested and eventually found a job and work
environment conditions and location are factors
affecting stress, the main cause of stress is affecting
job performance. James et al (2006) in a study of the
factors influencing the performance of their job and
positive and negative factors affecting divided into
two groups. And also supports the hypothesis and
the results of this hypothesis. The National
Conference (2013) also conducted a study on
employee job performance and the results indicate
that the main factor affecting performance is the
motivation and among all staff from all groups are
equal. After motivating factor that will dampen job
performance. The results of the present study were
to investigate the suitability and compatibility of this
hypothesis is not after the study is also consistent
with this hypothesis, and even in spite of it. The third
hypothesis of this study is to conduct counterproductivity of the staff is inert and permanent.
Given there is significant difference between the
scores of staff by resident and staff permanent.
Kloy and et al (2010) showed in a study antiefficiency behavior occurs because the staff
Who want to use it as a protest against their
conditions and show that they are unhappy with
their situation and the situation is different, staff
living in the area might also permanent so because
they are away from their homes, and counterproductive behavior of their show. Ryshad (2005)
showed that differences in behavior between
individuals with the same job, there is no counterproductive. Lisa and Paul (2005) also showed that

4. Conclusions
The first hypothesis of this study is to
enthusiastically work of the staff and residents of the
permanent it is different. According to the results,
there is a significant difference between the scores of
staff and resident permanent staff. This difference is
evident in a small scale. The result of this hypothesis
with the results of Vansi (2006) and Mi (2004) are
coordinated and aligned. They said that their job as
a result of the passion, skills, abilities, personal
circumstances, and individual character. Macy's and
Schneider (2008) argue that the job of
environmental resources and personal resources
come enthusiasm, after reaching impact on the
environment and residents of permanent's passion
employees. Cohen and Bayer (2009) and Sontyj et al
(2008) also examined the factors affecting the
willingness of paid employment, the results showed
that the location is very effective job of passion each
value is the most desired places to live and work is
odd, ashtya as one increases, to the extent that
psychological separation from the workplace and
their job is very difficult. Energy compared to
professional staff in this study it was shown that
there is no difference between permanent and
resident staff. Salona and et al (2011) in the research
process in terms of passion as a career and
assimilation of ideas and beliefs of the teachers
indicated there is no difference between teachers in
different groups and the difference is due to the
enthusiasm and positive job the results of this study
are consistent with the theory and support it. The
second hypothesis in this study is the performance of
the job and the staff is inert and permanent.
According to the results, there is a significant
difference between the scores of staff and resident
permanent staff. Hossam and online (2009)
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the behavior is counter-productive and stress has
nothing to do with living the only difference is the
impact on people in their working position and rank.
So with this variant is not compatible with it. The
results of the measurements showed that the scale of
aggressive behavior, anti-productivity, sabotage,
disruption in the provision of permanent service and
non-observance of discipline among staff and
residents, there was no significant difference.
Neuman and Baron (1984) and Pearce and Gyakalvn
(2003) as well as the following scale factors were
introduced and conduct counter-productive as they
protest are people who have problems these factors
make the development show their objection to the
environment, so it is consistent with the results of
this study support. On the scale of abuse of positions
of others, are Time consuming, deceitful behavior
and insubordination and permanent staff and
residents. Neuman and Baron (1988) and Pearce and
Gyakalvn (2003) and Ansari (2013) found this
behavior is similar to the incidence among all staff
and there is no difference between them, because
they are equal;
The findings supported the hypothesis that
variant. The fourth hypothesis in this research is the
desire employment and demographic characteristics
such as age, education, marital status and history.
However, the results showed that there is no
difference. Arnold et al (2007) showed that the more
job References teachers showed more enthusiasm
for the Dhndv difference between them in terms of
age, education, marital status and there and the
results, this study supports the hypothesis. Julie and
Golan (2005) inquiry into the performance of the
teachers and the enthusiasm they showed job that
history has an influence on career passion, the
passion, the experience is much more work to be
teachers; The present results do not support the
hypothesis. The fifth hypothesis of this study is that
there is a difference between job performance and
demographic characteristics. However, the results
showed no differences among employees in terms of
age, education, marital status and history there. This
hypothesis can be said about the results because all
staff in terms of age, background, education, and
marital status all have a specific purpose and they all
work together to feel empathy, then there is no
difference between these components. Borman
(2003) in a study based on work experience, job
performance showed that history can play a
significant role in performance and staff with more
experience can have superior performance than
those with less experience. Austin et al (1994) also
showed that experience and history plays a major
role in performance. The study of the history, the
present hypothesis is not supported by the violation.
The sixth and last hypothesis is the hypothesis of this
research is anti-productive behavior
and
demographic characteristics are different. The
results of the analysis showed that anti-productive
behavior in different work experience so you can
easily show this behavior. Powell et al (2005)
indicate that experience plays no role in the

development of anti-productivity does not after the
research hypothesis about the impact of the
behavior does not support the anti-productivity. But
in the age group, educational level, and marital
status there is no difference. Johnson (2006)
revealed that job satisfaction and task and
personality factors direct relationship with
behaviors that are counter-productive, the
demographic factors of age, education, and marital
status has no effect on the behavior of counterproductivity and supports the findings of this study.
Similar studies are suggested by this study, but is
broader statistical community. It is suggested that a
similar study, but in other areas the climate is
different and staff. Relationship between behavior
and anti-generate enthusiasm job can be checked in
the statistics community. Factors affecting the
production of anti-permanent and non-permanent
petrochemical staff can be examined. Factors
affecting the production of anti-staff bigger
petrochemical can be examined. Practical
suggestions could include:
A) With respect to the relationship between the
behaviors of anti-production, the staff there is such
relationships between agencies and other companies
examined.
B) Organizations and career counseling centers of
the findings from this study can be used to help
people.
C) If the proposal is prepared and ready to accept the
results of the study intervention used.
D) Rules and regulations of the company and try to
be examined.
Limitations of the study include its small
population and limited to a petrochemical company,
care must be taken in generalizing the results to the
entire community. One of the most important
limitations of the study is uncooperative people to
complete the questionnaire because of the large
volume of items and occurrences.
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