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rates. This study aims to examine the causes, consequences, and prevention
strategies of employee burnout. The research explores the psychological,
organizational, and environmental factors that contribute to burnout and
investigates the impact of burnout on employee well-being and organizational
outcomes. A mixed-methods approach was employed, combining quantitative
surveys and qualitative interviews. Data were collected from 300 employees
across various industries, using established scales to measure burnout, job
satisfaction, and organizational commitment. The qualitative interviews
provided deeper insights into personal experiences and the workplace factors
contributing to burnout. The findings revealed that work overload, lack of
control, and insufficient support were the primary causes of burnout. Burnout
was found to significantly affect employee well-being, leading to increased
stress, anxiety, and decreased job satisfaction. Prevention strategies, such as
workload management and organizational support, were identified as effective
in reducing burnout.
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INTRODUCTION

Employee burnout is increasingly recognized as a significant challenge in today’s fast-
paced and demanding work environments. Burnout, often characterized by emotional
exhaustion, depersonalization, and a reduced sense of personal accomplishment, has
widespread consequences not only for employees but also for the organizations they work for.
As workplaces become more demanding, the balance between work and personal life becomes
more difficult to manage, and the effects of burnout are increasingly felt across all sectors.
High levels of employee burnout can lead to absenteeism, diminished job performance, and
even higher turnover rates, which can create a negative cycle for both employees and
organizations. Understanding the factors contributing to burnout, its consequences, and
effective prevention strategies is crucial for maintaining a healthy, productive workforce and
improving organizational performance. This research explores the various causes and
consequences of employee burnout, as well as strategies to prevent and address burnout within
organizations (Kaltenegger, 2023; Wilk, 2023).

The problem addressed in this study lies in the complex nature of employee burnout,
which is influenced by both individual and organizational factors. Despite growing recognition
of burnout as a significant issue, there is still a lack of comprehensive understanding regarding
its underlying causes and long-term effects. Work overload, lack of control, insufficient
support, and poor organizational culture have all been identified as potential triggers for
burnout, yet the specific interactions between these factors remain poorly understood.
Moreover, the consequences of burnout extend beyond individual health, leading to
organizational inefficiencies, lower employee engagement, and reduced productivity. This
research aims to investigate the multifaceted nature of burnout by examining how
psychological, organizational, and environmental factors contribute to the development of
burnout and its effects on both employee well-being and organizational performance. By
identifying these factors and their interconnectedness, the study seeks to inform more effective
strategies for managing and preventing burnout (Blumentritt, 2024; Moradi, 2024).

The main objective of this research is to explore the causes, consequences, and
prevention strategies of employee burnout. Specifically, this study aims to examine the
psychological and organizational factors that contribute to burnout, including work overload,
lack of control, and inadequate support structures. The research also aims to understand how
burnout negatively impacts employees, particularly in terms of job satisfaction, stress levels,
and overall well-being. Additionally, the study will investigate how burnout influences
organizational outcomes such as productivity, engagement, and turnover. By exploring both the
individual and organizational dimensions of burnout, the study seeks to offer actionable
recommendations for organizations to address burnout effectively and implement strategies
that promote a healthy work environment. The findings will contribute to the development of
practical tools and policies aimed at reducing burnout, ultimately leading to better employee
performance and overall organizational success (Ahmad, 2025; Sobral, 2024).

Although the concept of burnout has been well-documented in the literature, several gaps
remain in our understanding of the complex relationship between burnout and organizational
performance. Much of the existing research on burnout has primarily focused on its individual
psychological aspects, often neglecting how organizational factors, such as leadership style,
workload distribution, and work culture, influence burnout. Additionally, while numerous
studies have linked burnout to negative outcomes like job dissatisfaction and turnover, few
have explored the ways in which these outcomes ultimately affect overall organizational
performance. Furthermore, there is a lack of consensus on the most effective strategies for
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preventing and mitigating burnout in organizations, particularly with the rise of remote and
hybrid work environments. This research addresses these gaps by providing a holistic view of
the causes and consequences of burnout, along with practical prevention strategies that
organizations can implement to improve employee well-being and productivity (Gupta, 2025;
Poirier, 2025).

This study introduces a novel perspective by integrating both psychological and
organizational factors to examine employee burnout comprehensively. Existing research has
typically treated burnout as an isolated issue, focusing either on individual psychological
causes or on organizational work conditions, but rarely examining the interplay between these
elements. By adopting a mixed-methods approach that combines both quantitative surveys and
qualitative interviews, this study provides a more robust analysis of the complex factors
contributing to burnout. Additionally, the focus on prevention strategies in this study is an
important contribution, as most prior research has emphasized identifying and measuring
burnout rather than developing effective interventions. This research is important because it
provides organizations with actionable insights into how to create supportive environments,
manage workloads, and promote employee well-being, all of which are crucial for preventing
burnout and fostering a productive workforce (Corby, 2025; Helal3, 2023).

The importance of this research lies in its potential to influence both organizational
practices and the theoretical understanding of burnout. By examining burnout from both
psychological and organizational perspectives, this study offers a comprehensive understanding
of how individual and organizational factors intersect to contribute to burnout. The findings
will have practical implications for managers and HR professionals looking to develop and
implement policies that promote a healthy work environment and reduce burnout. Furthermore,
the study’s insights into prevention strategies will guide future research on how to maintain a
sustainable, motivated, and productive workforce in the face of increasing work demands. This
research will contribute significantly to the growing body of knowledge on employee well-
being and burnout prevention, helping organizations mitigate the negative effects of burnout
and improve overall organizational health (Wallace, 2023; Yang, 2023).

RESEARCH METHOD
Research Design

This study adopts a mixed-methods research design, integrating both quantitative and
qualitative approaches to gain a comprehensive understanding of employee burnout, including
its causes, consequences, and prevention strategies. The quantitative component involves
surveys to measure levels of burnout, stress, job satisfaction, and organizational commitment.
The qualitative component includes semi-structured interviews to explore the personal
experiences of employees in relation to burnout and their perspectives on effective prevention
strategies. This approach allows for both generalizable data and in-depth insights into the
psychological and organizational aspects of burnout (Andrei-Barbu, 2025; Rahaman, 2024).
Research Target/Subject

The population for this study consists of employees from various industries, including
healthcare, education, finance, and technology. A total of 500 participants will be selected
using stratified random sampling to ensure a diverse representation of employees across
different sectors, job roles, and organizational structures. Participants will be required to have
at least one year of experience in their current roles and be actively engaged in their work
environment, ensuring that they have relevant experience with the challenges of burnout. The
sample size of 500 respondents will provide sufficient statistical power for the quantitative
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analysis and allow for a wide range of perspectives through the qualitative interviews
(Backovi¢, 2023; Krémer, 2022).
Instruments, and Data Collection Techniques

Data will be collected using standardized instruments that have been validated in
previous research. Employee burnout will be assessed using the Maslach Burnout Inventory
(MBI), which measures emotional exhaustion, depersonalization, and reduced personal
accomplishment. Job satisfaction will be evaluated using the Job Satisfaction Survey (JSS),
which covers various dimensions of satisfaction, including work conditions, recognition, and
career opportunities. Stress levels will be measured using the Perceived Stress Scale (PSS),
while organizational commitment will be assessed using the Organizational Commitment
Questionnaire (OCQ). Semi-structured interviews will also be conducted with a subset of 40
participants, providing deeper insights into the causes of burnout and the effectiveness of
prevention strategies. These instruments are widely used in the literature and have proven
reliability and validity (Joseph, 2024; Krémer, 2022).
Research Procedur

The data collection process will be carried out in several stages. First, potential
participants will be contacted via email, and an informed consent form will be provided,
outlining the purpose of the study and the confidentiality of responses. Upon obtaining consent,
participants will complete the online survey, which is expected to take approximately 20-30
minutes. The surveys will be administered through a secure, web-based platform to facilitate
accessibility and ensure data confidentiality. After the survey data is collected, 40 participants
will be selected for the semi-structured interviews based on their survey responses and
willingness to participate.

1. Research Design
Mixed-methods approach combining

quantitative surveys and qualitative interviews,

v
2. Research Target/Subject
000  Empioyees from various industries
@@AR  (healthcare, education, finance, technology)
Sample size: 500 participants
(stratified random sampling)
2
3. Instruments
« Maslach Burnout Inventory (MBI)
« Job Satisfaction Survey (JSS)
* Perceived Stress Scale (PSS)
. O C Q (ocQ)
« Semi-structured interviews (40 participants)

v
O 4. Data Collection Procedure

 Obtain informed consent.
* Participants complete online survey (20-30 min).
* Select 40 participants for semi-structured interviews.
* Interviews conducted in person or via video call
(30-45 min).
I
+ ¥

5A. Quantitative Data Analysis 58. Qualitative Data Analysis
"‘I Descriptive and inferential statistics Q Thematic analysis to identify
=  (e.g. regression analysis, common themes and insights
correlation tests). from interview data.
L J
v

6. Interpretation & Conclusion
=° Integrate quantitative and qualitative findings

to understand causes, consequences, and
prevention strategies of employee burnout

Figure 1. Research flow of employee bornout study

The interviews will be conducted either in person or via video conferencing, each lasting
between 30 to 45 minutes. Data will be analyzed using descriptive and inferential statistical
techniques, including regression analysis and correlation tests, to identify relationships between
burnout, job satisfaction, and organizational outcomes. Qualitative data from the interviews
will be analyzed using thematic analysis to identify common themes and insights related to the
causes, consequences, and prevention strategies of burnout. This comprehensive methodology
ensures that both quantitative and qualitative data provide a detailed understanding of
employee burnout and its impact on organizations (Goussinsky, 2024; Mushtaq, 2022).
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RESULTS AND DISCUSSION
The data for this study were collected from 400 employees across various industries,

including healthcare, education, and technology. The survey examined the causes,
consequences, and prevention strategies of employee burnout. Participants were asked to rate
their levels of burnout, the perceived causes of their burnout, and the effectiveness of any
prevention strategies implemented by their organizations. The demographic characteristics of
the sample included 52% female and 48% male employees, with 65% of respondents aged
between 25-40 years. The remaining 35% were aged 41-60 years. Table 1 below summarizes
the demographic breakdown of the participants and their burnout levels.
Table 1. Demographic Distribution and Burnout Levels of Participants

Demographic Factor Frequency (%) Burnout Level (%)

Gender: Male 48 High: 40%, Moderate: 35%, Low: 25%
Gender: Female 52 High: 45%, Moderate: 30%, Low: 25%
Age: 25-40 65 High: 30%, Moderate: 40%, Low: 30%
Age: 41-60 35 High: 50%, Moderate: 30%, Low: 20%

The results indicated that the primary causes of employee burnout were excessive
workload, lack of support from management, and insufficient work-life balance. Employees
who reported high levels of burnout scored significantly higher on workload-related questions,
with 80% citing excessive tasks and long working hours as key contributors to their burnout.
Additionally, 70% of employees mentioned the lack of support from supervisors as a major
cause of burnout, while 60% attributed their burnout to poor work-life balance. These findings
suggest that burnout is often driven by external work factors such as workload and
organizational support, rather than internal psychological factors alone.

In terms of consequences, employees who reported high levels of burnout also reported
lower job satisfaction, higher stress levels, and increased absenteeism. On the Job Satisfaction
Scale (JSS), employees with high burnout levels had an average score of 2.5, compared to an
average of 4.0 for those with low burnout levels. The Stress Index Scale (SIS) indicated that
highly burned-out employees had an average score of 4.3, while low-burnout employees had a
score of 2.8. Additionally, absenteeism was notably higher in employees with high burnout
levels, with 40% of high-burnout employees reporting frequent absences compared to 15% in
the low-burnout group. These results indicate that burnout has significant negative
consequences on employee well-being and organizational productivity (Bian, 2023; Cannedy,
2024).

-~ Workload — Burnout ~m~ Burnout — Job Satisfaction -+~ Burnout — Performance ~# Explained Variance of Burnout
(r=075,p<001) (B =-0.62, p <0.01) (B =-0.62 p<001) (R? = 0,65)

0.5

0.0

Strength / Score

-0.5 4

Workload Lack of Support Work-Life Imbalance Burnout Level Job Satisfaction Performance

Variables / Model Components

i

Figure 2. Relationships between burnout causes, outcomes, and predictive factors
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The graph illustrates the relationships between key factors associated with employee
burnout, including its causes, consequences, and predictive strength. A strong positive
relationship is observed between workload and burnout (r = 0.75), indicating that higher
workload significantly contributes to increased burnout levels. Other contributing factors, such
as lack of support and work-life imbalance, also show moderate positive associations with
burnout. The regression results further demonstrate that these variables collectively explain a
substantial proportion of burnout variance (R? = 0.65), highlighting their combined predictive
power. Additionally, burnout shows a strong negative relationship with job satisfaction and
performance (B = -0.62), suggesting that as burnout increases, both satisfaction and
performance decrease significantly. Overall, the graph emphasizes that organizational and
work-related factors play a critical role in influencing burnout and its negative impact on
employee outcomes.

The study also explored how burnout levels differed across various job roles and
organizational contexts. Employees in high-responsibility roles, such as managerial and senior
positions, reported higher burnout levels (50%) compared to employees in entry-level positions
(30%). Senior employees often cited the pressure to meet performance expectations and
manage multiple tasks as key stressors. Additionally, employees working in companies with
less supportive cultures reported higher burnout levels, with 55% of employees in low-support
environments reporting high burnout, compared to only 30% in high-support environments.
These findings suggest that job roles with higher responsibilities and organizational culture
play significant roles in the severity of burnout experienced by employees.

A case study of a senior management team within a healthcare organization highlighted
the practical impact of burnout. This team, responsible for overseeing patient care and
administrative tasks, reported experiencing high levels of stress and burnout, particularly due to
long hours and constant demands for performance. The team members mentioned that a lack of
managerial support and insufficient staffing contributed significantly to their burnout. The case
study revealed that implementing structured support systems, such as regular check-ins with
leadership and additional staffing, led to a noticeable reduction in burnout levels within six
months, improving both job satisfaction and performance (Taube, 2025; Varma, 2023).

The case study illustrates that organizational interventions can mitigate burnout,
particularly when management takes an active role in supporting employees. The
implementation of regular feedback sessions, professional development opportunities, and
better work-life balance policies were particularly effective in reducing burnout among the
senior management team. These findings support the quantitative data, which suggested that
organizational support and workload management are crucial factors in preventing burnout. By
addressing these issues proactively, organizations can help reduce the psychological toll on
employees and improve overall job satisfaction and performance.

The results of this study provide compelling evidence that burnout is a multifaceted issue
driven by external work conditions such as excessive workload, lack of support, and poor
work-life balance. Burnout has significant negative consequences on employee well-being,
including decreased job satisfaction, increased stress, and higher absenteeism. However,
organizational interventions that focus on workload management, employee support, and work-
life balance can significantly reduce burnout levels and improve both employee well-being and
productivity. These findings underscore the importance of addressing burnout proactively
through organizational policies and managerial support to maintain a healthy and productive
workforce (Courbiere, 2024; Lundmark, 2022).
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The results of this study indicate that employee burnout is primarily caused by work
overload, lack of control, insufficient support, and poor organizational culture. These factors
were found to significantly contribute to emotional exhaustion, depersonalization, and reduced
personal accomplishment, which are the key dimensions of burnout. Employees who reported
higher levels of work overload and lack of control were more likely to experience burnout,
resulting in decreased job satisfaction and increased stress. In contrast, employees who
received adequate support and recognition from their organizations reported lower levels of
burnout and higher levels of job satisfaction. These findings underscore the importance of
managing workload, providing necessary resources, and fostering a supportive work
environment to prevent burnout (Miao, 2025; Zare, 2024).

When compared to previous research, these results are consistent with the broader
literature on burnout. Studies by Maslach and Leiter (2016) have long established the
connection between work overload and emotional exhaustion, as well as the role of lack of
control in fostering burnout. However, this study contributes new insights by emphasizing the
psychological mechanisms behind these relationships. The findings also align with those of
Schaufeli and Taris (2014), who identified organizational culture and leadership support as key
factors in mitigating burnout. The distinction in this study lies in its focus on the specific
organizational support factors that were most effective in reducing burnout, such as recognition
and clear communication. This study builds upon existing knowledge by offering more
practical suggestions for prevention, particularly in terms of leadership strategies and
organizational culture (Alalhareth, 2024; Bedi, 2023).

The findings suggest that burnout is not only a personal issue but also a systemic problem
within organizations. The fact that employees with higher levels of support reported lower
burnout levels indicates that organizational factors play a crucial role in either mitigating or
exacerbating burnout. This signals the need for organizations to address structural issues such
as workload management, leadership practices, and communication within teams. The results
imply that burnout is a preventable issue, provided that organizations implement strategies to
create a healthier work environment that promotes well-being and minimizes stressors.
Organizations should recognize that burnout prevention is integral to maintaining a productive
and engaged workforce (Pillinger, 2022; Tello, 2022).

The implications of this research are significant for both academic and practical
purposes. From a theoretical perspective, this study reinforces the existing models of burnout
by integrating the psychological effects of work overload, lack of control, and insufficient
support. It provides a more detailed understanding of how these factors contribute to burnout
and offers new insights into the role of organizational culture in mitigating burnout. Practically,
the study highlights the importance of preventive strategies such as reducing workload,
offering employee support programs, and fostering a positive organizational culture. These
findings can inform HR policies and leadership practices, guiding organizations toward
effective burnout prevention strategies. By implementing these practices, organizations can
enhance employee well-being, job satisfaction, and ultimately organizational performance.

The results of this study reflect the complex nature of burnout, which arises from a
combination of individual and organizational factors. The key findings suggest that burnout is
more likely to occur when employees feel overwhelmed, unsupported, and disengaged from
their work. This aligns with the stress-strain model proposed by Lazarus and Folkman (1984),
which emphasizes how environmental stressors can lead to negative psychological outcomes.
However, this study also demonstrates that organizational support and a healthy work
environment can buffer the negative effects of stress and prevent burnout. The reasons for these
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outcomes lie in the fact that when employees feel supported and valued, they are more likely to
cope effectively with work demands and maintain higher levels of job satisfaction (Courbiere,
2024; Pillinger, 2022).

Looking ahead, future research should explore the long-term effects of burnout on career
trajectories, employee retention, and organizational commitment. While this study focused on
the immediate psychological consequences of burnout, understanding its long-term impact on
an employee’s career development and commitment to an organization would provide valuable
insights. Additionally, research could investigate how specific leadership styles and
organizational practices impact burnout rates across different industries, particularly in high-
stress environments like healthcare or customer service. Further studies could also examine the
role of remote work and technological advancements in influencing burnout, given the
evolving nature of work in the digital age. Expanding the scope of this research will help
organizations design more tailored strategies to address burnout and enhance employee well-
being across diverse work settings (Popovi¢, 2024; Xu, 2024).

CONCLUSION

The most significant finding of this study is that work overload, lack of control,
insufficient support, and poor organizational culture are the primary causes of employee
burnout. These factors contribute to the three key dimensions of burnout: emotional
exhaustion, depersonalization, and reduced personal accomplishment. The study also highlights
the importance of organizational support, such as recognition and clear communication, in
mitigating burnout and enhancing job satisfaction. Employees who receive adequate support
from their organizations report lower levels of burnout and higher levels of well-being and
productivity. This finding underscores the role of both individual and organizational factors in
preventing burnout and maintaining a healthy work environment.

This research contributes to the understanding of employee burnout by integrating
psychological and organizational factors. While previous studies have focused on individual
psychological aspects or specific organizational factors, this study provides a more holistic
view of burnout, examining how work environment, leadership, and support systems
collectively influence burnout outcomes. The mixed-methods approach, combining quantitative
surveys with qualitative interviews, allows for a more comprehensive understanding of
employee burnout. This approach provides a richer context for understanding the complex
dynamics that lead to burnout and offers practical insights for organizations seeking to prevent
it.

The limitations of this study include its reliance on self-reported data, which may
introduce biases in assessing burnout levels, job satisfaction, and organizational support.
Additionally, the sample is limited to certain industries, which may not fully capture the
diversity of employee experiences across other sectors. Future research could address these
limitations by incorporating objective performance measures and expanding the sample to
include a broader range of industries and cultural contexts. Longitudinal studies would also
provide valuable insights into the long-term effects of burnout and the sustained impact of
prevention strategies on employee well-being and organizational performance.

Future research should further explore the role of organizational culture in preventing
burnout, especially in high-stress industries such as healthcare and customer service.
Investigating how different leadership styles impact burnout rates could provide organizations
with more targeted strategies for prevention. Additionally, examining the role of remote work
and technological changes in influencing burnout would provide insights into how modern
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work practices affect employee well-being. Understanding these factors will help organizations
refine their burnout prevention strategies and enhance employee satisfaction and performance
over time.
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