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Abstract. This paper aims to deeply explore the prevalent problem of job 

burnout among enterprise employees. By applying relevant theories, investigat-

ing the current situation, analyzing the causes of the problem, it puts forward 

targeted countermeasures and suggestions, and summarizes and prospects the 

research. The study finds that job burnout manifests at the individual, work, or-

ganizational and social levels, and is affected by various factors. By taking cor-

responding measures, it is expected to alleviate employees' job burnout, pro-

mote the healthy development of enterprises, and provide directions and ideas 

for future related research. 
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1 Introduction 

Employee job burnout has emerged as a critical issue in organizational management 

and development amid economic globalization and intense market competition. First 

defined in 1974, the phenomenon has remained a subject of significant academic 

concern. Evidence indicates that burnout is widespread across multiple indus-

tries—including healthcare, education, finance, and technology—undermining physi-

cal and mental health, diminishing work efficiency, and reducing job satisfaction, while 

also raising turnover rates and impairing enterprise performance[1]. In the medical field, 

for example, high workload and strained relationships contribute to burnout rates of 

40%–60%, associated with increased medical errors and poorer service quality[2]. In 

education, teachers experience considerable burnout due to reform-related and aca-

demic pressures, ultimately affecting teaching innovation and student development[3]. 

Although domestic research began later, substantial findings have accumulated, such as 

surveys showing nearly half of R&D staff in high-tech enterprises experience burn-

out—often due to tight project schedules and rapidly evolving technologies—which 

stifles innovation[4]. 

In-depth exploration of the root causes of job burnout and search for effective solu-

tions are of great significance for safeguarding employees' well-being and promoting 
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the sustainable development of enterprises. This study introduces the per-
son-environment fit theory as an overarching analytical framework, and based on this 
and multiple perspectives such as the two-factor theory and Maslow's hierarchy of 
needs theory, deeply analyzes the current situation, accurately identifies the causes, and 
systematically plans countermeasures, striving to lay a theoretical foundation and
provide practical guidance for enterprise management practice, help reshape a healthy 
and positive workplace ecology, and enhance enterprises' core competitiveness and 
employees' professional sense of achievement. 

2 Theoretical Basis 

2.1 Person-Environment Fit Theory 

This study employs the Person-Environment Fit Theory primarily as a conceptual
framework to guide the structural analysis of burnout causes and countermeasures at 
individual, work, organizational, and social levels. This theory holds that an individu-
al's psychological state and behavioral performance are jointly affected by the degree of 
matching between personal traits (such as values, abilities, interests) and environmental 
characteristics (such as job requirements, organizational culture, and colleague rela-
tionships). When the degree of adaptation between individuals and the environment is 
high, individuals usually show high job satisfaction and performance; on the contrary, 
they are prone to work pressure and even job burnout. Relevant studies on open uni-
versity teachers' job burnout from the perspective of environment-individual fit have 
further verified the explanatory power of this theory[5]. In the study of enterprise em-
ployees' job burnout, this theory helps to deeply understand the formation mechanism 
of burnout from the perspective of the interaction between individuals and the envi-
ronment. For example, the matching between employees' professional abilities and job 
requirements, and the fit between personal values and organizational culture may have 
an important impact on job burnout. 

2.2 Two-Factor Theory 

Herzberg's two-factor theory points out that employees' work motivation and satisfac-
tion are affected by two types of factors: satisfaction factors (such as a sense of
achievement, recognition of work, the challenge and significance of the work itself, 
etc.) and dissatisfaction factors (such as salary and benefits, company policies, man-
agement methods, working conditions, and relationships between colleagues, etc.). For 
dissatisfaction factors, measures should be taken to improve them to alleviate em-
ployees' dissatisfaction; for satisfaction factors, managers need to take effective in-
centive measures to enhance employees' work enthusiasm and initiative. In the study of 
job burnout, the two-factor theory provides theoretical support for analyzing the rela-
tionship between employees' job satisfaction and burnout, helping managers identify 
key factors affecting employees' work status, thereby formulating targeted intervention 
measures. 
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2.3 Maslow's Hierarchy of Needs Theory 

Maslow's hierarchy of needs theory divides human needs into five levels, namely 
physiological needs, safety needs, social needs, esteem needs, and self-actualization 
needs. Each level of needs must be met first to stimulate the next higher level of needs. 
In enterprise management, this theory reminds managers to adopt different incentive 
and management strategies according to employees' different levels of needs. For
example, meeting the physiological and safety needs of basic employees is crucial; 
while for high-level employees, meeting their esteem needs and self-actualization 
needs is more important. The occurrence of job burnout may be related to employees' 
failure to meet their corresponding levels of needs at work. Therefore, this theory helps 
to explore the causes and countermeasures of job burnout from the perspective of need 
satisfaction. 

3 Investigation and Analysis of the Current Situation of 
Enterprise Employees' Job Burnout 

3.1 Questionnaire Survey 

The questionnaire consists of 18 questions, divided into two parts: the first 6 questions 
collect personal information and are not included in the job burnout assessment. The 
latter 12 questions are the job burnout scale, This study adopted a widely used job 
burnout scale, which comprises two dimensions: individual and environment.The
internal consistency reliability (Cronbach's alpha) of the scale in this study was calcu-
lated to be 0.88, indicating good reliability[6]. The options are scored from 1 to 5 from 
"never" to "every day", with higher scores indicating more severe burnout. The total 
score is divided by 12 to get the average score, which is then multiplied by 20 to con-
vert to a 100-point scale: below 45 points indicates a good state; 45-70 points requires 
self-adjustment; 70-90 points suggests professional consultation or career planning; 
above 90 points indicates severe burnout, and it is necessary to seek help from psy-
chological experts or consider changing positions as soon as possible. This survey 
distributed 151 questionnaires to enterprises in different industries across the country, 
and finally collected 140 valid questionnaires, with an effective rate of 92.72%. The 
situation of the survey respondents is shown in the following table 1: 

Table 1. Survey Respondents 

Variable Category Number of People Proportion 
Gender Male 67 47.86% 
 Female 73 52.14% 
Age Under 25 26 18.57% 
 26-35 75 53.57% 
 35-45 30 21.43% 
 Over 45 9 6.43% 

20 14.29% Education Background College and below 
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Variable Category Number of People Proportion 
 Bachelor's degree 73 52.14% 
 Master's degree 46 32.86% 
 Doctoral degree and abo e 1 v 0.71% 
Position Grassroots employees 82 58.57% 
 Middle management 42 30.00% 
 Senior management 5 3.57% 
 Others 11 7.86% 
Work Experience Less than 3 years 38 27.14% 
 3-5 years 16 11.43% 
 6-10 years 35 25.00% 
 Over 10 years 51 36.43% 
Marital Status Unmarried 63 45.00% 
 Married (no children) 15 10.71% 
 Married (with children) 61 43.57% 
 Divorced or separated 1 0.71% 

3.2 Result Analysis 

Statistical analysis of the recovered questionnaire data found that 75 employees have 
job burnout problems, accounting for as high as 53.57% of the total number of re-
spondents. Among them, 56 are mild job burnout sufferers who may have begun to feel 
a little tired and bored with work but are still trying to maintain; 10 are moderate job 
burnout sufferers, whose work enthusiasm and initiative may have been significantly 
suppressed; 9 are severe job burnout sufferers who may have fallen into an extreme 
state of exhaustion and negativity at work and are in urgent need of attention and 
assistance. 

As can be seen from Figure 1, Among employees reporting job burnout, a larger 
proportion had more than 3 years of work experience. Among the 75 employees with 
job burnout, 50 have more than 3 years of work experience, accounting for 66.67% of 
the burnout group, while only 33.33% of employees with less than 3 years of work 
experience reported burnout.The data in this sample suggests a trend that This may be 
due to being in the same working environment for a long time, repeated work processes 
making employees lose freshness, and at the same time, with the increase of age, family 
responsibilities increase, making it difficult to balance work and life, leading to
weakened career motivation[7]. 
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Fig. 1. The Impact of Work Experience on Job Burnout 

 
Fig. 2. The Impact of Job Level on Job Burnout 

As can be seen from Figure 2, the majority of employees reporting job burnout were 
grassroots employees. Among the 75 employees with job burnout problems, the 
number of grassroots employees is as many as 44, accounting for 58.67% of the total 
number of job burnout sufferers, while only 3 senior managers have this situation, and 
19 are middle management. This distribution may be related to Grassroots employees 
often having a single and unchanging work content, while management typically has 
higher responsibilities and decision-making power, and is in an advantageous position 
in the organizational resource allocation system. Their work content is more diverse 
and challenging, which could make grassroots employees more likely to fall into job 
burnout[8]. 

As can be seen from Figure 3, among employees reporting job burnout, a high 
proportion held a bachelor's degree or above. Among the 75 job burnout employees, 65 
have a bachelor's degree or above, accounting for 86.67%. It is possible that Highly 
educated people have higher pursuits for career development and personal value. Once 
they encounter setbacks, such as blocked promotion and unbalanced returns and efforts, 
they are prone to frustration[9]. Moreover, they have higher expectations for the 
working environment and autonomy, and the gap between reality and expectations is 
likely to trigger job burnout. 
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Fig. 3. The Impact of Education Background on Job Burnout 

 
Fig. 4. The Impact of Gender on Job Burnout 

As can be seen from Figure 4, the number of women reporting job burnout was 
higher than that of men. Among the 75 people who reported feeling job burnout, 32 are 
men and 43 are women, with women accounting for as high as 57.33% of the burnout 
sufferers. This may be because women need to take on more responsibilities in both 
family and workplace. Social role expectations for women may also make them bear 
more psychological burden at work. In addition, women in some industries face pro-
motion barriers, which are likely to cause frustration, thereby increasing the possibility 
of job burnout[10]. 

4 Analysis of the Causes of Enterprise Employees' Job 
Burnout 

The following analysis explores factors potentially associated with job burnout based 
on the survey findings and the theoretical framework. From the perspective of per-
son-environment fit, it is divided into person-vocation fit, person-job fit, per-
son-organization fit and person-team fit. By summarizing and sorting out different 
performance categories, the causes of enterprise employees' job burnout are obtained, 
which are mainly analyzed from four levels: social, organizational, work and personal 
factors. 
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4.1 Personal-Level Causes of Job Burnout 

Insufficient Personal Quality and Ability. 
Some employees have insufficient professional literacy, such as lack of profes-

sionalism and perfunctory attitude towards work. Over time, the lack of a sense of 
achievement leads to burnout. In terms of ability, technological iteration makes some 
employees' skills outdated, making it difficult for them to meet work requirements. For 
example, employees in technical positions who fail to master new technologies will 
suffer frequent setbacks, reducing their work enthusiasm. At the same time, the mis-
match between individual characteristics and occupation, such as a melancholic person 
engaged in marketing work, will also increase the risk of pressure and burnout. 

Imbalanced Interpersonal Relationships. 
Excessive workplace competition makes employees spend energy competing for 

resources, which undermines team cooperation and triggers interpersonal tension.
Being in such an environment for a long time is prone to burnout. Under the modern 
pace of life, the boundary between work and life is blurred, and employees' rest is 
disturbed[11]. For example, long working hours, commuting and heavy family respon-
sibilities lead to physical and mental exhaustion, imbalance between work and life, and 
then fall into job burnout. 

4.2 Work-Level Causes of Job Burnout 

Occupational Monotony of Work. 
Jobs like assembly line production are highly repetitive and unchanging, making 

employees' brains and bodies numb, lacking creativity and enthusiasm, and difficult to 
obtain a sense of achievement and self-actualization. Research on the generation
mechanism of burnout in the digital age points out that monotonous work is an im-
portant inducement[12]. This leads to distraction, reduced efficiency, increased psy-
chological burden, restricted career development, fostered the idea of resignation, and 
intensified job burnout. 

Heavy Workload Pressure. 
In some industries such as advertising planning, projects are urgent and tasks are 

heavy. Employees need to complete multiple complex tasks in a short period of time, 
resulting in physical exhaustion, affected mood and repulsive psychology. At the same 
time, strict performance evaluation is accompanied by high work standards. For ex-
ample, financial analysts face pressure to ensure data accuracy, and the consequences 
of mistakes are serious. Long-term mental tension damages physical and mental health, 
forming a vicious circle and triggering job burnout[13]. 
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4.3 Organizational-Level Causes of Job Burnout 

In enterprises with fixed levels, it is difficult for grassroots employees to get promoted. 
Long-term efforts without rewards lead to low professional sense of achievement and 
weakened work motivation. Research on the formation mechanism of job burnout
among township young civil servants has verified that scarce promotion opportunities 
trigger vicious competition[14]. Moreover, the administrative burden brought by un-
reasonable organizational management will also exacerbate burnout[15]. Employees
focus on internal strife rather than improving their abilities and collaboration, which 
undermines team harmony. In addition, the lack of incentives related to promotion 
makes it difficult to meet material and spiritual needs, intensifying the spread of job 
burnout. 

4.4 Social-Level Causes of Job Burnout 

Society has prejudices against some occupations such as the service industry. Practi-
tioners are often discriminated against, such as waiters and couriers. They lack respect 
and recognition at work, are prone to unreasonable accusations, generate inferiority and 
suspicion, reduce their professional identity, fade their enthusiasm, and fall into
burnout. Non-traditional occupations such as artists also face similar dilemmas[16]. 
They are questioned and have difficulty obtaining resources, which frustrates their 
creative passion and even makes them give up their occupations, affecting the devel-
opment of the industry. 

5 Analysis of Countermeasures for Enterprise Employees' 
Job Burnout 

In response to the phenomenon of job burnout among enterprise employees, this
chapter puts forward reasonable and effective countermeasures and suggestions based 
on the above four main categories of factors, to intervene, correct and treat the job 
burnout problem of enterprise employees. Through the individual, work, organizational 
and social levels, corresponding countermeasures to deal with the job burnout of en-
terprise employees are given, in order to improve or even eliminate the job burnout 
problem. 

5.1 Personal-Level Measures to Deal with Job Burnout 

Attach Importance to Ability and Psychological Construction. 
Employees should continuously learn new knowledge and skills. For example,

marketing personnel can keep up with industry trends, enhance their competitiveness 
and enthusiasm by participating in industry seminars, online courses and reading pro-
fessional books. At the same time, cultivate a positive attitude and psychological re-
silience.Research on the impact of professional calling on job burnout among primary 
and secondary school teachers shows that psychological resilience is an important
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protective factor[17]. When facing pressure and setbacks, calmly analyze and summa-
rize, release pressure and adjust emotions through meditation, sports, hobbies, etc., 
enhance the sense of control over work and life, and prevent and alleviate job burnout. 

Learn to Communicate and Promote Balance. 
Actively communicate with superiors and colleagues, report work progress and

ideas to superiors, listen to opinions and suggestions, clarify goals and expectations, 
and strive for resources and opportunities; cooperate and share with colleagues, par-
ticipate in team discussions, solve problems, and create a harmonious atmosphere. In 
addition, employees should draw a clear line between work and life, arrange time
reasonably, frankly inform their family and friends of their work situation, and strive 
for understanding and support. For example, set exclusive family time, turn off work 
equipment, and devote themselves to the family wholeheartedly to achieve a balance 
between work and life and reduce the risk of burnout. 

5.2 Work-Level Measures to Deal with Job Burnout 

Strengthen Job Rotation and Exchange to Break Monotony. 
Enterprises implement a job rotation and exchange system to allow employees to 

experience the work content and challenges of different positions, stimulate their
enthusiasm and creativity, tap their own advantages and potential, and promote the 
comprehensive improvement of skills and career development[18]. Job rotation can
enhance employees' understanding of enterprise operations, improve team collabora-
tion, reduce departmental barriers and conflicts, cultivate compound talents for enter-
prises, enhance employees' sense of belonging and loyalty, and effectively reduce the 
risk of job burnout. 

Reasonably Plan Work to Reduce Pressure. 
Enterprises reasonably assign tasks according to employees' abilities and workload, 

set clear goals, and ensure a balanced distribution of tasks. For example, in a project 
team, the project manager decomposes and assigns tasks according to phased needs and 
members' expertise to avoid overloading individual members. Arrange working hours 
in accordance with the principle of work-life balance, adopt a flexible working system, 
set up intermission activities, and employees can work and rest according to their own 
rhythm. At the same time, introduce advanced management tools and technologies to 
optimize processes, encourage employees to put forward suggestions, improve work 
efficiency, reduce work burden, enhance work quality and satisfaction, and alleviate 
job burnout. 

5.3 Organizational-Level Measures to Deal with Job Burnout 

Organizations build clear, fair and transparent promotion channels and standards,
covering growth opportunities such as position promotion, skill improvement and
professional training. Selection is ability-oriented, comprehensively considering work 
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performance, professional skills, leadership, attitude, team cooperation, innovation
ability and cultural identity, so that employees can clarify their career paths and con-
ditions, enhance their sense of fairness and belonging, stimulate their enthusiasm,
alleviate job burnout, and promote the common growth of the organization and em-
ployees. 

5.4 Social-Level Measures to Deal with Job Burnout 

Society advocates occupational equality, uses media publicity and public education to 
enhance occupational respect, eliminate prejudice and discrimination, and reduce
employees' psychological burden[19]. Guide the public to establish a pluralistic success 
standard, abandon the concept of material and status supremacy, encourage employees 
to choose occupations according to their interests and values, and reduce job burnout 
caused by inconsistent expectations. 

6 Conclusion 

This study deeply analyzes the problem of job burnout among enterprise employees 
and finds that it is affected by various factors at multiple levels. With the help of rel-
evant theories, starting from the current situation investigation, it accurately analyzes 
the relevant factors and puts forward systematic countermeasures. Although the study 
has limitations such as sample limitations, dynamic measurement difficulties and
untested intervention measures, it points out the direction for subsequent research. In 
the future, interdisciplinary integration, empirical testing, exploration of cultural dif-
ferences, tracking of technological changes, long-term dynamic monitoring and policy 
coordination promotion can be carried out. Gather the strength of all sectors of society 
to conduct in-depth research and practice, create a healthy workplace, realize a win-win 
situation for employees and enterprises, and promote the sound evolution of the social 
occupational ecology. 
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        The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
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