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Abstract 

Job burnout has been extensively researched in the international literature. 
Burnout is caused by personal and occupational factors. This study analyzes the 
impact of burnout with respect to different socio-demographic characteristics and 
job-related factors. Based on a sample randomly selected from various industries in 
the Lahore region, we use cross-tabulations to analyze the effects of burnout, and 
calculate the mean frequencies of the variables used. We measure three dimensions 
of burnout—emotional exhaustion, cynicism, and lack of personal 
accomplishment—using the Maslach Burnout Inventory-General Survey. The 
study finds that women score significantly on emotional exhaustion while men 
score higher on cynicism and lack of personal accomplishment, compared to all 
other socio-demographics. Education and work experience are strongly associated 
with burnout in women while age and income are significantly related to burnout 
in men. Women’s higher burnout scores are related to higher levels of education 
(graduates), less work experience (0–10 years), income (PKR 10,000–25,000), age 
(24–35 years), being self-employed, and working in the manufacturing industry. 
Among men, burnout is associated with white-collar (upper and lower) employee 
positions, work experience of 0–4 years, incomes of PKR 25,000 or more, and 
working in the services industry. Burnout is more significant among men than 
women with regard to marital status. Among job stressors, men and women are 
not significantly different with respect to role ambiguity, role conflict, 
organizational politics, autonomy, and work overload. Most of our results confirm 
the findings of other studies on job burnout, with the exception that the male 
respondents in this study experienced high burnout at an early age (24–29-year-
old category), which could be due to ‘reality shocks’ or ‘early career burnout’. 
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1. Introduction 

1.1. Defining burnout 

An individual’s job and working environment can create mental 
tension and stress. Common symptoms of mental disorders are anxiety, 
depression, and reduced self-esteem, while physical disorders can include 
headaches and stomachaches, and increase one’s future risk of frequent 
illness (Yip & Rowlinson, 2007). Prolonged exposure to these symptoms 
can produce a number of negative effects such as reduced productivity, 
impaired performance, low levels of customer service, absenteeism, 
turnover, and other social problems (Van der Colff & Rothmann, 2009). 

Burnout is a type of stress response most commonly displayed by 
individuals who have direct and intense contact with students, clients, or 
patients. It may arise when an individual tries to accomplish too much in 
too little time as a result of unrealistic deadlines, too many meetings or 
projects, and high expectations. While stress is not bad per se, all people 
have their limits and once they reach these limits, burnout is likely. Thus, 
job burnout is a psychological syndrome that involves a prolonged 
response to stressors in the workplace. 

The term ‘burnout’ was coined by Freudenberger (1974), who 
observed that employees who came to the workplace motivated and 
interested in their jobs soon lost the energy and morale needed to cope 
with professional demands. The Maslach Burnout Inventoy (MBI) defines 
burnout as “a syndrome of emotional exhaustion, depersonalization, and 
reduced personal accomplishment that can occur among individuals who 
do ’people work’ of some kind” (Maslach, Schaufeli, & Leiter, 2001). 

A widely accepted model, the MBI holds that burnout is 
characterized by three interrelated dimensions. The first—and a key 
component of burnout syndrome—is an increased feeling of emotional 
exhaustion. At this stage, the individual feels mentally drained and ‘empty’ 
or ‘worn out’. Since his/her emotional resources are depleted, he/she is 
unable to perform as best possible. The second dimension is the 
development of negative, cynical feelings toward one’s work or the 
recipients of one’s services (Maslach & Jackson, 1986). The third aspect of 
the burnout syndrome is the tendency to evaluate oneself negatively with 
respect to one’s work with clients (Jackson, Turner, & Brief, 1987). Several 
studies confirm these three phases of burnout (Cordes & Dougherty, 1993; 
Koeske & Koeske, 1989; Tripathy, 2002). 
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Initially, burnout was seen as occurring solely within “helping” 
professions such as nursing and education because Maslach et al. (2001) 
considered burnout to be a helper’s syndrome resulting from emotionally 
demanding relationships with clients. Such relationships are inherently 
difficult because human services professionals deal with troubled people 
who suffer and are in need. The former are likely to feel emotionally 
exhausted, to treat their clients as objects, and sometimes to even doubt 
their professional competence when dealing with clients. The introduction 
of the MBI-General Survey (MBI-GS) has, however, made it possible to 
measure the three dimensions independently of the services professional 
context (Maslach et al., 2001). Psychometrically, MBI-GS works well and 
has proven its validity and reliability in many countries, including the US, 
UK, Finland, and Spain, and across samples of office workers in 
occupations other than the services sector (Koeske & Koeske, 1989).  

The purpose of this study is to explore the relationship between 
socio-demographic characteristics—including age, gender, and education, 
type of employment, work experience, time spent working, industry, and 
marital status—and the three levels of burnout in the Lahore region. Some 
of the organizational factors we include are work overload, role ambiguity, 
role conflict, organizational politics, and autonomy. 

1.2. Research Questions 

The study seeks to answer the following questions: 

 What organizational and job factors (type of job, work experience, 
working arrangements, working hours, type of sector, and industry) 
predict the level of burnout in males and females? 

 What individual factors (age, marital status, education, income, and 
occupational level) best predict the level of burnout in males and 
females? 

 How do job stressors (role ambiguity, role conflict, work overload, 
organizational politics, autonomy, job security, and mental stimulation 
at work) affect gender and the level of burnout? 

2. Literature Review 

A stressful work environment that offers little or no opportunity for 
personal growth, has an overwhelming workload, and offers little or no 
support, can lead to burnout (Masalch et al., 2001). Other work 
environment-related factors leading to burnout include role conflict, 
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ambiguity, autonomy, lack of opportunity to participate in decision-
making, and lack of control over one’s job. Burnout is caused by 
organizational as well as individual factors. (Cherniss, 1993; Maslach & 
Schaufeli, 1993). This study explores both the individual and occupational 
factors that promote burnout. 

2.1. Organizational Factors 

Overload is the perception that there is too much work to 
complete in the given time; qualitative overload occurs when a worker’s 
job requirements exceed his/her skill level (Sanders, Fulks, & Knoblett, 
1995). Work overload drains the individual of emotional resources and 
energy, causing emotional exhaustion (Schaufeli, Leiter, & Maslach, 
2008)—the first of the three components of burnout. Maslach et al. (2001) 
confirm that workload and time pressure are consistently and strongly 
related to job burnout. 

Role conflict and role ambiguity are both precursors of burnout. As 
described by Rizzo, House, and Lirtzman (1970), role conflict occurs when 
an employee perceives a discrepancy between the expectations conveyed 
by different sources, while role ambiguity occurs when an employee is 
uncertain about his/her professional expectations. While earlier research 
established that role conflict and role ambiguity had an independent, direct 
causal relationship with burnout (Jackson, 1983), Kirk-Brown and Wallace 
(2004), in a study on workplace counselors, find that role ambiguity alone 
(and not role conflict) is a significant predictor of burnout. 

Lack of autonomy, also described as lack of participation in 
decision-making, has also been shown to cause worker exhaustion 
(Maslach et al., 2001; Pines, Aronson, & Kafry, 1981). Lack of autonomy 
implies an uncontrollable environment; when employees feel that their 
environment is sufficiently uncontrollable, they resort to depersonalizing 
their relationships (Jackson et al., 1987). Cordes and Dougherty (1993) 
confirm that employees who work in impersonal, bureaucratic, rigid, or 
controlled work environments experience a higher level of burnout. 

Interpersonal conflict has also been identified as a strong predictor 
of burnout, with some studies indicating that interaction with coworkers 
is the single most important source of job burnout (Schaufeli et al., 2008). 
According to Leiter and Maslach (2004), interpersonal contact can often 
be negative because of conflicts over organizational policies, conflicting 
personal values, or disagreements about how a job should be carried out. 
They also find that negative contact is linked to increased emotional 
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exhaustion, depersonalization, and decreased professional efficacy—all 
three components of burnout. 

2.2. Socio-Demographic Factors 

An additional aim of this research is to explore the relationship 
between socio-demographic characteristics—including age, gender, 
education, type of employment, work experience, time spent working, 
industry, and marital status—and burnout (Ahola, Honkonen, Isometsä, 
Kalimo, Nykyri, Koskinen et al., 2005). Many studies show that age is the 
most consistently related to burnout (Birch, Marchant, & Smith, 1986; Mor 
& Laliberte, 1984; Poulin & Walter, 1993; Bakker, Demerouti, & Schaufeli, 
2002). Although burnout is observed more often among those aged over 
30–40 years, other research suggests that burnout can also occur in 
younger professionals, explained by ‘early career burnout’ and ‘reality 
shocks’ (Cherniss, 1980). The MBI manual shows a decline in burnout 
levels with age or work experience for all three dimensions (Maslach, 
Jackson, & Leiter, 1996). 

The relationship between burnout and gender is not so clear-cut. 
Some studies show that burnout occurs more often among females than 
among males (Maslach & Jackson, 1981; Poulin & Walter, 1993), while 
others argue the opposite (Burke, Greenglass, & Schwarzer, 1996; Price & 
Spence, 1994; Van Horn, Schaufeli, Greenglass, & Burke, 1997). However, 
females score higher on emotional exhaustion, while males score higher on 
depersonalization (Vredenburgh, Carlozzi, & Stein, 1999; Schaufeli & 
Enzmann, 1998). According to Schaufeli and Enzmann (1998), being 
unmarried and more highly educated carries a greater burnout risk. 
Burnout has also been extensively investigated in services-based industries 
especially healthcare and teaching (Schaufeli & Buunk, 2005; Gundersen, 
2001; Rutter, Herzberg, & Paice, 2002).  

Marital status is significantly related to emotional exhaustion. In 
Maslach et al. (2001), people who were single or divorced scored higher 
than married people. We also find differences in the level of education for 
each of the MBI subscales. Higher education levels are associated with 
higher scores for emotional exhaustion while the reverse occurs for 
depersonalization, which is lowered by higher education levels. Graduates 
are found to score higher on personal accomplishments. The role of socio-
demographic factors is, however, neither strong nor consistent. The most 
consistent and methodologically valid results relate burnout to work-
related and organizational factors. 
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Geurts, Rutte, and Peeters (1999) and Sargent, Sotile, Sotile, 
Rubash, and Barrack (2004) find that longer working hours are associated 
with higher burnout among medical residents. Employees in social 
welfare tend to experience more burnout than those in education, 
healthcare, banking, industry, and the postal service (Matthews, 1999). 
Several studies have been carried out on burnout in healthcare (Felton, 
1998) and education (Brouwers & Tomic, 2000; Burke et al., 1996; Mazur 
& Lynch, 1989), where the burnout level was higher than in other 
occupations. Among white-collar and blue-collar employees, there were 
no differences in the process or causes of burnout (job stressors) 
(Toppinen-Tanner, Kalimo, & Mutanen, 2002). 

3. Methodology 

3.1. Study Design 

Our research design included a questionnaire on individual and 
job-related factors that was self- administered by the survey’s respondents. 
The sample consisted of employees in organizations randomly chosen from 
the healthcare, education, manufacturing, and services industries in 
Lahore. Of 100 questionnaires that were given out, 11 were discarded 
because of missing or incomplete information. The questionnaire included 
the MBI-GS, assessed using a Likert scale rating.  

3.2. Measures 

Emotional exhaustion occurs when an individual feels completely 
drained and loses control of his or her emotions (Maslach et al., 2001). It 
has physical, emotional, intellectual, and social elements. In this study, we 
use the emotional exhaustion subscale of the MBI-GS to measure 
exhaustion. We define cynicism as the indifference of a worker as he/she 
depersonalizes his/her work. Given that the literature on burnout uses the 
term cynicism interchangeably with depersonalization, we use the 
cynicism subscale of the MBI-GS to measure depersonalization.  

Professional inefficacy refers to a worker’s perception that he/she is 
a failure and/or has few feelings about his/her accomplishments and/or 
competence. In the literature, professional inefficacy is used 
interchangeably with lack of personal accomplishment. In this study, we 
measure inefficacy on the professional efficacy subscale of the MBI-GS. The 
items are scored on a seven-point scale ranging from 1 (a few times a year) 
to 6 (everyday). The percentile scores of emotional exhaustion, cynicism, 
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and personal efficacy identify high, moderate, and low burnout scores. 
High scores on exhaustion and cynicism and low scores on professional 
efficacy are indicative of burnout.  

Role ambiguity, role conflict, work overload, organizational 
politics, and autonomy are assessed using a Likert-scale rating. The other 
variables used are gender, age, level of basic and vocational education, 
working time arrangements, number of hours worked per week, marital 
status, and industry.  

Gender is divided into male and female. Marital status is divided 
into married and unmarried (including widowed, divorced, or single). 
Basic education is classified into below secondary, secondary to 
intermediate, and graduate. Vocational education is classified as one 
course or less, school, institution, or higher education. Socioeconomic 
status comprises income and occupational level, where the latter is 
defined as self-employed, upper white-collar, lower white-collar, and 
blue-collar. Classification of income also defines the level of occupation 
with income intervals. 

Working time arrangements include regular day jobs, regular 
evening/night jobs, shift work, and others. Weekly hours are classified as 
part-time (less than 37 hours), normal (37–40 hours), regular overtime (41–
54 hours), or abundant overtime (55–70 hours). Types of employees are 
defined by the sector in which they work in—public or private. Working 
industries are classified as education (teachers), health (doctors and 
nurses), manufacturing (managers, staff members), services (banking, 
logistics), or others. The distribution of the continuous variables age and 
work experience are portioned into five equal parts at a 20 percent interval. 

3.3. Sample Composition 

The final study sample comprised 89 workers, after 11 
questionnaires were eliminated on the grounds of incomplete data. Out of 
89, 55 (61 percent) were male and 34 (38 percent) female. The largest age 
group included young adults aged 24–29 (47.2 percent). Fifty percent of the 
participants were married and about the same were unmarried. More than 
half the participants were university graduates (70 percent). Thirty percent 
of the respondents earned PKR 40,000, while 32 percent earned PKR 
10,000–25,000. Forty-seven percent were classified as lower white-collar 
employees, 21 percent as upper white-collar, 17 percent as self-employed, 
and 14 percent as blue-collar employees. About 37 percent had 0–4 years’ 
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work experience, followed by 24 percent with 5–10 years’ experience. 
Thirty percent worked in the public sector while 70 percent belonged to the 
private sector. Within industries, 30 percent worked in manufacturing, 24 
percent in services, 15 percent in banking, 12 percent in education, 10 
percent in social services, and 5 percent in hospitals. 

3.4. Research Hypotheses 

Overwhelmingly, the literature supports the conceptualization of 
burnout as a three-component construct. Emotional exhaustion, cynicism 
(depersonalization), and the perception of professional inefficacy (lack of 
personal accomplishment) are repeatedly demonstrated to be the three 
dimensions of burnout. Studies on burnout consistently consider the 
phenomenon by measuring these three variables. The null hypotheses 
formulated for this study are as follows: 

 Hypothesis 1: There is no significant relationship between gender and 
burnout. 

 Hypothesis 2: There is no significant relationship between age, level 
of burnout, and gender. 

 Hypothesis 3: There is no significant relationship between education, 
level of burnout, and gender. 

 Hypothesis 4: There is no significant relationship between working 
status, level of burnout, and gender.  

 Hypothesis 5: There is no significant relationship between work 
experience, level of burnout, and gender. 

 Hypothesis 6: There is no significant relationship between marital 
status, level of burnout, and gender. 

 Hypothesis 7: There is no significant relationship between household 
income, level of burnout, and gender. 

 Hypothesis 8: There is no significant relationship between sector, level 
of burnout, and gender. 

 Hypothesis 9: There is no significant relationship between industry, 
level of burnout, and gender. 

 Hypothesis 10: There is no significant relationship between role 
ambiguity and gender. 

 Hypothesis 11: There is no significant relationship between role 
conflict and gender. 
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 Hypothesis 12: There is no significant relationship between work 
overload and gender. 

 Hypothesis 13: There is no significant relationship between 
organizational politics and gender. 

 Hypothesis 14: There is no significant relationship between autonomy 
and gender. 

4. Statistical Analysis 

The data was analyzed using SPSS 10, applying cross-tabulations to 
analyze the effects of burnout. Socioeconomic factors and stressors are 
treated as independent variables while burnout variables are treated as 
dependent variables. We calculate the means frequencies of all the 
variables, followed by the cross-means between the level of burnout, 
gender, and other socio-demographic factors. Since burnout is a 
combination of three aspects, we generate three tables to discuss each 
hypothesis. Differences between genders are analyzed in percentages. An 
observed N is excluded to eliminate the possibility of bias between greater 
or fewer observations of any specific variable, easing the analysis. Chi- 
squares are used to analyze the significance of the cross-tabulations.  

4.1. Data Analysis 

Table 1 shows that most males (63.6 percent) and females (67.5 
percent) felt their jobs were secure; 11.8 percent of females and 12.7 percent 
of males thought their jobs were not secure. Twenty-two percent of the 
total sample gave no opinion about their job security. An overwhelming 
majority of respondents (96.4 percent of females and 94.1 percent of males) 
said they felt respected at work, while 2.9 percent of females felt they were 
not. Around 65.5 percent of males and 67.6 percent of females said they 
were mentally stimulated at work, while 18.2 percent of males and 14.7 
percent of females said they were not. The chi-square is insignificant for job 
security, respect at work, and mental stimulation at work (p > 0.005). 
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Table 1: Gender cross-tabulation 

Response Males (%) Females (%) Total (%) 

I feel that my job is secure Yes  63.6 67.6 65.2 

No opinion 23.6 20.6 22.5 

 No 12.7 11.8 12.4 

Total  100.0 100.0 100.0 

  Chi-square: 0.926  

I feel respected at work Yes 96.4 94.1 95.5 

No opinion 3.6 2.9 3.4 

No  2.9 1.1 

Total  100.0 100.0 100.0 

  Chi-square: 0.436  

I feel stimulated at work Yes 65.5 67.6 66.3 

No opinion 16.4 17.6 16.9 

No 18.2 14.7 16.9 

Total  100.0 100.0 100.0 

  Chi-square: 0.911  

Source: Author’s calculations. 

Hypothesis 1: There is no significant relationship between gender and burnout. 

Table 2 shows that, in the first phase of burnout, 23.5 percent of 
females and 3.6 percent of males score high on emotional exhaustion. 
Cynicism or depersonalization is high among 12.7 percent of males 
compared to 2.9 percent of females. In the last phase of burnout, lack of 
personal accomplishment is higher among males (23.6 percent) than 
females (17.6 percent). The chi-square is significant for emotional 
exhaustion (p = 0.001) but insignificant for cynicism and personal efficacy 
(p = 0.632 and 0.794, respectively). 
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Table 2: Burnout * gender cross-tabulation 

Response Males (%) Females (%) Total (%) 

Emotional 
exhaustion 

High 3.6 23.5 11.2 

Moderate 34.5 50.0 40.4 

 Low 61.8 26.5 48.3 

Total  100.0 100.0 100.0 

  Chi- square: 0.001  

Cynicism High 12.7 2.9 9.0 

Moderate 29.1 20.6 25.8 

Low 58.2 76.5 65.2 

Total  100.0 100.0 100.0 

  Chi-square: 0.632  

Personal 
accomplishment 

High 23.6 17.6 21.3 

Moderate 58.2 61.8 59.6 

Low 18.2 20.6 19.1 

Total  100.0 100.0 100.0 

  Chi-square: 0.794  

Source: Author’s calculations. 

Hypothesis 2: There is no significant relationship between age, level of burnout, 
and gender. 

As Table 3 shows, emotional exhaustion is high among males aged 
24–29 years (11.1 percent), and among females aged 24–28 years (20.8 
percent), 30–35 years (33.3 percent), and 36–41 years (20.0 percent). It is 
highest among females aged 48–52 years (50.0 percent). The opposite is 
true for cynicism, which is highest among males aged 24–29 years (33.3 
percent), followed by those aged 30–41 years (14.3 percent) and 42-47 years 
(11.1 percent). Among females, cynicism is high among those aged 24–29 
years (12.5 percent) and the middle-age category (48–52 years). Lack of 
personal accomplishment becomes higher after 42–64 years. Among 
females, lack of personal accomplishment is higher among 30–35-year-olds 
(33.3 percent) than 24–29-year-olds (20.8 percent). The chi-square is 
significant for males for cynicism and personal efficacy. 



 Shamila Nabi Khan 76 

Table 3: Burnout * gender cross-tabulation 

Percentage by age 

Age (years) 

Total 24-29 30-35 36-41 42-47 48-52 53-64 

Males Emotional 
exhaustion 

High 11.1      11.2 

 Moderate 44.4 57.1 57.1  20.0 25.0 40.4 

 Low 44.4 42.9 42.9 100.0 80.0 75.0 48.3 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.113  

Females Emotional 
exhaustion 

High 20.8 33.3 20.2  50.0  23.5 

 Moderate 54.2 33.3 40.0  50.0  50.0 

 Low 25.0 33.3 40.0    26.5 

 Total  100.0 100.0 100.0  100.0 100.0 100.0 

   Chi-square: 0.909  

Males Cynicism High 33.3 14.3 14.3 11.1   16.4 

 Moderate 50.0 14.3 14.3 11.1 30.0 25.0 29.1 

 Low 16.7 71.4 71.4 77.8 70.0 75.0 54.5 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.063  

Females Cynicism High 12.5    50.0  11.8 

 Moderate 25.0 33.3 20.0    23.5 

 Low 62.5 66.7 80.0  50.0  64.7 

 Total  100.0 100.0 100.0  100.0  100.0 

   Chi-square: 0.630  

Males Personal 
accomplishment 

High 11.1   55.6 40.0 50.0 23.6 

 Moderate 66.7 57.1 85.7 22.2 60.0 50.0 58.2 

 Low 22.2 42.9 14.3 22.2   18.2 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.039  

Females Personal 
accomplishment 

High 20.8 33.3     17.6 

 Moderate 62.5 33.3 60.0  100.0  61.8 

 Low 16.7 33.3 40.0    20.6 

 Total  100.0 100.0 100.0  100.0  100.0 

   Chi-square: 0.622  

Source: Author’s calculations. 

Hypothesis 3: There is no significant relationship between education, level of 
burnout, and gender. 

This hypothesis relates education to the level of burnout between 
genders. Table 4 shows that, among males, graduates report high 
emotional exhaustion (5.7 percent). Among females, graduates (24.1 
percent) as well as those with below secondary-level education (25.0 
percent) report high emotional exhaustion. Male graduates (22.9 percent) 
and those with below secondary-level education (11.1 percent) score high 
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on cynicism, as do female graduates (6.9 percent) and those with below 
secondary-level education (50.0 percent). In the lack of personal 
accomplishment category, males with below secondary-level education 
score highest (55.6 percent), followed by secondary to intermediate (36.4 
percent) and graduates (11.4 percent). Female graduates score high on lack 
of personal accomplishment (20.7 percent). The chi-square term is 
significant for males for cynicism and personal efficacy. 

Table 4: Burnout * education * gender cross-tabulation 

Percentage within education 

Education 

Total 

Below 

secondary Secondary Graduate 

Males Emotional 
exhaustion 

High   5.7 3.6 

 Moderate 11.1 36.4 40.0 34.5 

 Low 88.9 63.6 54.3 61.8 

 Total  100.0 100.0 100.0 100.0 

   Chi-square: 0.369   

Females Emotional 
exhaustion 

High 25.0  24.1 23.5 

 Moderate 75.0 100.0 44.8 50.0 

 Low   31.0 26.5 

 Total  100.0 100.0 100.0 100.0 

   Chi-square: 0.566   

Males Cynicism High 11.1  22.9 16.4 

 Moderate  45.5 31.4 29.1 

 Low 88.9 54.5 45.7 54.5 

 Total  100.0 100.0 100 100.0 

   Chi-square: 0.061   

Females Cynicism High 50.0  6.9 11.8 

 Moderate   27.6 23.5 

 Low 50.0 100.0 65.5 64.7 

 Total  100.0 100.0 100.0 100.0 

   Chi-square: 0.117   

Males Personal 
accomplishment 

High 55.6 36.4 11.4 23.6 

 Moderate 33.3 63.6 62.9 58.2 

 Low 11.1  25.7 18.2 

 Total  100.0 100.0 100.0 100.0 

   Chi-square: 0.023   

Females Personal 
accomplishment 

High   20.7 17.6 

 Moderate 75.0  62.1 61.8 

 Low 25.0 100.0 17.2 20.6 

 Total  100.0 100.0 100.0 100.0 

   Chi-square: 0.285   

Source: Author’s calculations. 
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Hypothesis 4: There is no significant relationship between working status, level 
of burnout, and gender.  

As Table 5 shows, 10.0 percent of upper white-collar and 4.0 percent 
of lower white-collar male employees report high emotional exhaustion. 
Among females, 44.4 percent of upper white-collar, 11.8 percent of lower 
white-collar, and 25.0 percent of self-employed individuals indicate high 
emotional exhaustion, which is thus high among females. In the second 
phase of burnout, males report high levels of cynicism for all job positions 
while it is also high among self-employed females. Males across all job 
positions report a high lack of personal accomplishment (28.6 percent), 
while self-employed females score highest in this category (25 percent). 
Females score significantly on emotional exhaustion and cynicism, while 
males score significantly on personal efficacy. 

Table 5: Burnout * job position * gender cross-tabulation 

Percentage within job position 

Job position 

Total 
Self-

employed 

Upper 
white-

collar 

Lower 
white-

collar 
Blue-
collar 

Males Emotional 
exhaustion 

High  10.0 4.0  3.6 

 Moderate 42.9 40.0 32.0 30.8 34.5 

 Low 57.1 50.0 64.0 69.2 61.8 

 Total  100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.861  

Females Emotional 
exhaustion 

High 25.0 44.4 11.8  23.5 

 Moderate 75.0 22.2 52.9  50.0 

 Low  33.3 35.3  26.5 

 Total  100.0 100.0 100.0  100.0 

   Chi-square: 0.096  

Males Cynicism High 14.3 20.0 16.0 15.4 16.4 

 Moderate 42.9 30.0 24.0 30.8 29.1 

 Low 42.9 50.0 60.0 53.8 54.5 

 Total  100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.061  

Females Cynicism High 37.5  5.9  11.8 

 Moderate 25.0 44.4 11.8  23.5 

 Low 37.5 55.6 82.4  64.7 

 Total  100.0 100.0 100.0  100.0 

   Chi-square: 0.979  

Males Personal 
accomplishment 

High 28.6 10.0 16.0 46.2 23.6 

 Moderate 71.4 40.0 68.0 46.2 58.2 
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Percentage within job position 

Job position 

Total 
Self-

employed 

Upper 
white-

collar 

Lower 
white-

collar 
Blue-
collar 

 Low  50.0 16.0 7.7 18.2 

 Total  100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.036  

Females Personal 
accomplishment 

High 25.0 11.1 17.6  17.6 

 Moderate 75.0 66.7 64.7  61.8 

 Low 25.0 22.2 17.6  20.6 

 Total  100.0 100.0 100.0  100.0 

   Chi-square: 0.930  

Source: Author’s calculations. 

Hypothesis 5: There is no significant relationship between work experience, level 
of burnout, and gender. 

Table 6 shows that emotional exhaustion is highest among males 
with the least work experience—0–4 years (7.1 percent) and 5–10 years (7.7 
percent). It is highest among females with 11–16 years’ work experience (40 
percent) and 11.1 percent and 21.1 percent for 5–10 and 0–4 years’ work 
experience, respectively. Males report high cynicism corresponding to 
work experience of 0–4 years (21.4 percent), 5–10 years (23.1 percent), 11–16 
years (14.3 percent), and 17–24 years (12.5 percent), while females score less 
than males across 0–16 years of work experience. Lack of personal 
accomplishment is highest (62.5 percent) among males with 17–24 years’ 
work experience. Females with work experience of 0–4 years score highest 
(28.3 percent) in this category. Males score significantly on emotional 
exhaustion, cynicism, and personal efficacy. 

Table 6: Burnout * work experience * gender cross-tabulation 

Percentage within work experience 

Work experience (years) 

Total 0-4 5-10 11-16 17-24 25-50 

Males Emotional 
exhaustion 

High 7.1 7.7    3.6 

 Moderate 42.9 61.5 35.7   34.5 

 Low 50.0 30.8 64.3 100.0 100.0 61.8 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.048    

Females Emotional 
exhaustion 

High 21.1 11.1 40.0  100.0 23.5 

 Moderate 47.4 66.7 40.0   50.0 

 Low 31.6 22.2 20.0   26.5 
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Percentage within work experience 

Work experience (years) 

Total 0-4 5-10 11-16 17-24 25-50 

 Total  100.0 100.0 100.0  100.0 100.0 

   Chi-square: 0.491    

Males Cynicism High 21.4 23.1 14.3 12.5  16.4 

 Moderate 57.1 30.8 21.4 12.5  29.1 

 Low 21.4 46.2 64.3 75.0 100.0 54.5 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.073    

Females Cynicism High 5.3 11.1 20.0  100.0 11.8 

 Moderate 26.3 22.2 20.0   23.5 

 Low 68.4 66.7 60.0   64.7 

 Total  100.0 100.0 100.0  100.0 100.0 

   Chi-square: 0.195    

Males Personal 
accomplishment 

High 14.3  28.6 62.5 33.3 23.6 

 Moderate 71.4 61.5 50.0 37.5 66.7 58.2 

 Low 14.3 38.5 21.4   18.2 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.042    

Females Personal 
accomplishment 

High 28.3 11.1    17.6 

 Moderate 57.9 66.7 60.0  100.0 61.8 

 Low 15.8 22.2 40.0   20.6 

 Total  100.0 100.0 100.0  100.0 100.0 

   Chi-square: 0.710    

Source: Author’s calculations. 

Hypothesis 6: There is no significant relationship between marital status, level of 
burnout, and gender. 

As Table 7 shows, 12.5 percent of unmarried males report high 
emotional exhaustion while 21.4 percent of unmarried females, compared to 
33 percent of married females, indicate the same. Cynicism is higher among 
unmarried males (18.8 percent) than married males (15.4 percent), while 
14.3 percent of unmarried females also report feeling a high level of 
cynicism. Lack of personal accomplishment is higher among married males 
(30.8 percent) than among unmarried males (6.3 percent). More unmarried 
females rate their sense of accomplishment negatively (17.9 percent) than 
married females (16.7 percent). The chi-square term reveals that males score 
significantly on emotional exhaustion, cynicism, and personal efficacy. 
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Table 7: Burnout * marital status * gender cross-tabulation 

Percentage within marital status 

Marital status 

Total Married Unmarried 

Males Emotional 
exhaustion 

High  12.5 3.6 

 Moderate 28.2 50.0 34.5 

 Low 71.8 37.5 61.8 

 Total  100.0 100.0 100.0 

   Chi-square: .014  

Females Emotional 
exhaustion 

High 33.3 21.4 23.5 

 Moderate 50.0 50.0 50.0 

 Low 16.7 28.6 26.5 

 Total  100.0 100.0 100.0 

   Chi-square: 0.755  

Males Cynicism High 15.4 18.8 16.4 

 Moderate 15.4 62.5 29.1 

 Low 69.2 18.8 54.5 

 Total  100.0 100.0 100.0 

   Chi-square: 0.073  

Females Cynicism High  14.3 11.8 

 Moderate 50.0 17.9 23.5 

 Low 50.0 67.9 64.7 

 Total  100.0 100.0 100.0 

   Chi-square: 0.195  

Males Personal 
accomplishment 

High 30.8 6.3 23.6 

 Moderate 48.7 81.3 58.2 

 Low 20.5 12.5 18.2 

 Total  100.0 100.0 100.0 

   Chi-square: 0.069  

Females Personal 
accomplishment 

High 16.7 17.9 17.6 

 Moderate 50.0 64.3 61.8 

 Low 33.3 17.9 20.6 

 Total  100.0 100.0 100.0 

   Chi-square: 0.690  

Source: Author’s calculations. 

Hypothesis 7: There is no significant relationship between household income, 
level of burnout, and gender. 

Table 8 shows that males earning more than PKR 25,000 report high 
emotional exhaustion (11.1 and 5.6 percent), whereas females from the 
lowest income group (50 percent) indicate high emotional exhaustion. 
Females earning PKR 10,000 and above report lower emotional exhaustion 
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(23.1, 20.0, and 33.3 percent). Males with an income above PKR 25,000 
report cynicism (22.2 percent), while fewer with a smaller income do so 
(18.2 percent earning PKR 5,000 and 18.8 percent earning PKR 10,000). 
There is higher cynicism among females with an income level of PKR 5,000 
(20 percent) and PKR 10,000 (23.1 percent). A high lack of efficacy is found 
among males with an income level of PKR 5,000 (45.5 percent), which 
decreases progressively (25 percent at PKR 10,000, and 16.7 percent at PKR 
40,000) indicating that males with a higher income level feel less need to 
gain a sense of personal accomplishment. Among females, lack of personal 
efficacy is highest at an income level of PKR 5,000 (50 percent), decreasing 
to 20 percent at PKR 25,000–40,000. The chi-square is insignificant for all 
levels of burnout. 

Table 8: Burnout * household income * gender cross-tabulation 

Percentage within household income 

Household income (PKR) 

Total 

5,000 

> 

5,001- 

10,000 

10,001-

25,000 

25,001- 

40,000 

40,001 

< 

Males Emotional 
exhaustion 

High    11.1 5.6 3.6 

 Moderate 100.0 27.3 50.0 33.3 22.2 34.5 

 Low  72.7 50.0 55.6 72.2 61.8 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.488    

Females Emotional 
exhaustion 

High 50.0  23.1 20.0 33.3 23.5 

 Moderate 50.0 60.0 53.8 80.0 22.2 50.0 

 Low  40.0 23.1  44.4 26.5 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.439    

Males Cynicism High  18.2 18.8 22.2 11.1 16.4 

 Moderate 100.0 18.2 37.5 33.3 22.2 29.1 

 Low  63.6 43.8 44.4 66.7 54.5 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.719    

Females Cynicism High  20.0 23.1   11.8 

 Moderate 50.0 40.0 15.4 60.0  23.5 

 Low 50.0 40.0 61.5 40.0 100.0 64.7 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.118    

Males Personal 
accomplishment 

High  45.5 25.0 11.1 16.7 23.6 

 Moderate 100.0 36.4 62.5 66.7 61.1 58.2 

 Low  18.2 12.5 22.2 22.2 18.2 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.700    
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Percentage within household income 

Household income (PKR) 

Total 

5,000 

> 

5,001- 

10,000 

10,001-

25,000 

25,001- 

40,000 

40,001 

< 

Females Personal 
accomplishment 

High 50.0 20.0 23.1 20.0  17.6 

 Moderate 50.0 60.0 61.5 60.0 66.7 61.8 

 Low  20.0 15.4 20.0 33.3 20.6 

 Total  100.0 100.0 100.0 100.0 100.0 100.0 

   Chi-square: 0.819    

Source: Author’s calculations. 

Hypothesis 8: There is no significant relationship between sector, level of burnout, 
and gender. 

As Table 9 indicates, males employed in the public sector are subject 
to high emotional exhaustion (6.75 percent) compared to 2.5 percent in the 
private sector. Among females, 27 percent working in the public sector 
report high emotional exhaustion compared to 21 percent in the private 
sector. Cynicism is higher among males in the public sector (20 percent) than 
in the private sector (15 percent), and a similar trend applies to females with 
18.2 percent for the public sector and 8.7 percent for the private sector. A 
larger proportion of males in the private sector report a high lack of personal 
accomplishment (25 percent) than in the public sector (20 percent). Females 
working in the public sector, however, indicate a high lack of personal 
accomplishment (36.4 percent) compared to 8.7 percent in the private sector. 
This implies that males in the public sector and females in the private sector 
are more driven than their counterparts in the private and public sectors, 
respectively. However, burnout is higher in the public sector than in the 
private sector. Neither the public nor private sector is significant. 

Table 9: Burnout * sector * gender cross-tabulation 

Percentage within sector 

Sector 

Total Public Private 

Males Emotional 
exhaustion 

High 6.7  2.5  3.6  

 Moderate 40.0  32.5  34.5  

 Low 53.3  65.0  61.8  

 Total  100.0  100.0  100.0  

   Chi-square: 0.625  

Females Emotional 
exhaustion 

High 27.3  21.7  23.5  

 Moderate 63.6  43.5  50.0  

 Low 9.1  34.8  26.5  

 Total  100.0  100.0  100.0  
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Percentage within sector 

Sector 

Total Public Private 

   Chi-square: 0.278  

Males Cynicism High 20.0  15.0  16.4  

 Moderate 40.0  25.0  29.1  

 Low 40.0  60.0  54.5  

 Total  100.0  100.0  100.0  

   Chi-square: 0.404  

Females Cynicism High 18.2  8.7  11.8  

 Moderate 18.2  26.1  23.5  

 Low 63.6  65.2  64.7  

 Total  100.0  100.0  100.0  

   Chi-square: 0.681  

Males Personal 
accomplishment 

High 20.0  25.0  23.6  

 Moderate 60.0  57.5  58.2  

 Low 20.0  17.5  18.2  

 Total  100.0  100.0  100.0  

   Chi-square: 0.921  

Females Personal 
accomplishment 

High 36.4  8.7  17.6  

 Moderate 54.5  65.2  61.8  

 Low 9.1  26.1  20.6  

 Total  100.0  100.0  100.0  

   Chi-square: 0.110  

Source: Author’s calculations. 

Hypothesis 9: There is no significant relationship between industry, level of 
burnout, and gender 

Table 10 shows that, for males, emotional exhaustion is highest in 
the services sector (12.5 percent), while for females it is highest in the 
manufacturing sector (60 percent), followed by 33.3 percent in services, 20.0 
percent in education, and 12.5 percent in social services. Males employed in 
the services sector report the highest level of cynicism (31.3 percent), 
followed by 25 percent in hospitals, 20.0 percent in banking, and 4.5 percent 
in manufacturing. For females, cynicism is highest among employees in the 
manufacturing sector (40 percent) followed by the services sector (33.3 
percent). Lack of personal accomplishment is highest in the manufacturing 
sector (40 percent) for males, followed by 25 percent in hospitals, and 12.5 
percent in services. Females score highest in the education sector (30 
percent) in this category, followed by manufacturing (20 percent), and 12.5 
percent in services. The chi-square is only significant for cynicism. 
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Table 10: Burnout * industry * gender cross-tabulation 

Percentage within sector 

Sector 

Total Educ. Hospital Manuf. Banking 
Social 

services Services 

Males Emotional 
exhaustion 

High      12.5  3.7  

 Moderate  50.0  18.2  50.0  100.0  43.8  35.2  

 Low 100.0 50.0  81.8  50.0   43.8  61.1  

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.236  

Females Emotional 
exhaustion 

High 20.0   60.0   12.5  12.5  3.7  

 Moderate 40.0  100.0  20.0  75.0  50.0  43.8  35.2  

 Low 40.0   20.0  25.0  37.5  43.8 61.1 

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.428  

Males Cynicism High  25.0  4.5  20.0   31.3  16.7  

 Moderate  50.0  18.2  60.0  100.0  18.8  29.6  

 Low 100.0  25.0  77.3  20.0   50.0  53.7  

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.059  

Females Cynicism High   40.0    33.3  11.8  

 Moderate 10.0  100.0  40.0  25.0  25.0  16.7  23.6  

 Low 90.0   20.0  75.0  75.0  50.0  53.7  

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.099  

Males Personal 
accomplis
hment 

High  25.0  40.9  10.0   12.5  24.1  

 Moderate 100.0  75.0  54.5  70.0  100.0  43.8  57.4  

 Low   4.5  20.0   43.8  18.5  

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.118  

Females Personal 
accomplis
hment 

High 30.0  100.0  20.0   12.5   17.6  

 Moderate 40.0   80.0  100.0  62.5  66.7  61.8  

 Low 30.0     25.0  33.3  20.6  

 Total  100.0  100.0  100.0  100.0  100.0  100.0  100.0  

   Chi-square: 0.269  

Source: Author’s calculations. 

Hypothesis 10: There is no significant relationship between role ambiguity and 
gender. 

Table 11 shows that 20 percent of males report positive indications 
of role ambiguity compared to 11 percent of females. Around 60 percent of 
males and 61.85 percent of females feel clear about their job roles. The chi- 
square is insignificant. 
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Table 11: Gender and role ambiguity 

Percentage within gender 

Gender 

Total (%) Males (%) Females (%) 

My work is prioritized; 
not everything is an 
“emergency.” 

Yes 65.5 61.8 64.0 

No opinion 14.5 26.5 19.1 

No 20.0 11.8 16.9 

Total  100.0 100.0 100.0 

 Chi-square: 0.296 

Source: Author’s calculations. 

Hypothesis 11: There is no significant relationship between role conflict and gender. 

As Table 12 indicates, around 50.9 percent of males agree that they 
are subject to role conflict; this figure is smaller for females (44.1 percent). 
About 25.5 percent of males and 20.6 percent of females do not feel they are 
caught up in role conflict. The chi-square is insignificant. 

Table 12: Gender and role conflict  

Percentage within gender 

Gender 

Total (%) Males (%) Females (%) 

I get mixed messages 
from different people 
about what I should be 
doing with my time. 

Yes 50.9 44.1 48.3 

No opinion 23.6 35.3 28.1 

No 25.5 20.6 23.6 

Total  100.0 100.0 100.0 

 Chi-square: 0.490 

Source: Author’s calculations. 

Hypothesis 12: There is no significant relationship between work overload and 
gender. 

Table 13 indicates that 64.7 percent of females and 41.8 percent of 
males feel they are overloaded by work at their jobs, while 43.6 percent of 
males and 26.5 percent of females disagreed. The chi-square is insignificant. 



The Relationship between Job Burnout and Gender-Based Socio-Demographic 
Characteristics in Lahore 

87 

Table 13: Work overload and gender 

Percentage within gender 

Gender 

Total (%) Males (%) Females (%) 

I have too much work 
to complete in the 
given timeframe. 

Yes 41.8 64.7 50.6 

No opinion 14.5 8.8 12.4 

No 43.6 26.5 37.1 

Total  100.0 100.0 100.0 

 Chi-square: 0.111 

Source: Author’s calculations. 

Hypothesis 13: There is no significant relationship between organizational politics 
and gender. 

Table 14 shows that 36.4 percent of males report that organizational 
politics interfere in their work; among females, this figure is smaller (29.4 
percent). The chi-square is not significant. 

Table 14: Organizational politics and gender 

Percentage within gender 

Gender 

Total Males (%) Females (%) 

Organizational politics 
interfere with my 
work. 

Yes 36.4 29.4 33.7 

No opinion 20.0 26.5 22.5 

No 43.6 44.1 43.8 

Total  100.0 100.0 100.0 

 Chi-square: 0.707 

Source: Author’s calculations. 

Hypothesis 14: There is no significant relationship between autonomy and gender. 

As Table 15 shows, 80 percent of males and 73.5 percent of females 
say they have autonomy at work. Around 11 percent of the sample 
contends that they do not have enough autonomy and flexibility at work. 
The chi-square is insignificant for autonomy with regard to gender. 
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Table 15: Autonomy and gender 

Percentage within gender 

Gender 

Total (%) Males (%) Females (%) 

I participate in 
decisions about how I 
do my work 

Yes 80.9 73.5 77.5 

No opinion 10.9 14.7 12.4 

No 9.1 11.8 10.1 

Total  100.0 100.0 100.0 

 Chi-square: 0.776 

Source: Author’s calculations. 

4.2. Results 

We have investigated the level of burnout in relation to different 
socio-demographic factors in a Lahore city population study. As a three-
dimensional syndrome, it is difficult to determine which factor affects 
burnout, but the level of burnout can be easily assessed. Women score 
significantly on emotional exhaustion while males score higher on 
cynicism and lack of personal accomplishment compared to other socio-
demographics. Education and work experience are strongly associated 
with females while age and income are significant factors for males.  

Women’s higher burnout scores are related to higher levels of 
education (graduates) and less work experience (0–10 years) and smaller 
income levels (PKR 10,000–25,000), age (24–35 years), being self-employed, 
and working in the manufacturing sector. Among men, burnout is related 
to white-collar (upper and lower) employee positions, work experience of 
0–4 years, income levels of PKR 25,000 and over, and working in the 
services sector. Burnout is significant among males compared to females 
with regard to marital status. With regard to job stressors, males and 
females are not significantly different in their responses to role ambiguity, 
role conflict, organizational politics, autonomy, and work overload. 

5. Discussions and Conclusion 

5.1. Discussion 

In contrast to our findings, in the literature burnout is positively 
related to age (Birch et al., 1996; Mor & Laliberte, 1984; Poulin & Walter, 
1993; Bakker et al., 2002). There may be several reasons for this. First, in 
Lahore, individuals may face ‘early career burnout’ and reality shocks 
(Cherniss, 1980). Reality shocks are explained by the breakdown of 
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perception that exists in an individual before he/she is exposed to a 
working environment. The MBI manual shows a decline in burnout levels 
with age or work experience for all three dimensions (Maslach et al., 1996). 

Overall, women score higher on emotional exhaustion while men 
score higher on cynicism. This finding is supported by Vredenburgh et al. 
(1999) and Schaufeli and Enzmann (1998). We also find higher burnout 
among unmarried males and females, and among those with higher 
levels of education and those employed in the services sector. According 
to Schaufeli and Enzmann (1998), a higher risk of burnout is associated 
with being unmarried and having a higher level of education. Graduates 
scored higher on personal accomplishment, while marital status was 
significantly related to emotional exhaustion. In contrast, people who 
were single or divorced scored higher than those who were married, as 
shown by Maslach et al. (2001). We found differences by level of 
education for each of the MBI subscales. Higher levels of education were 
associated with higher scores for emotional exhaustion while the reverse 
pattern emerged for depersonalization. 

Burnout has been extensively investigated in services-based 
industries, especially healthcare and teaching (see Khattak, Khan, Haq, 
Arif, & Minhas, 2011; Schaufeli & Buunk, 2005; Gundersen, 2001; Rutter et 
al., 2002). According to this research, females working in the 
manufacturing sector are more prone to burnout while males employed in 
the services industry are more vulnerable to burnout. This argument is 
supported by several studies on burnout in healthcare (Felton, 1998) and 
education (Brouwers & Tomic, 2000; Burke et al., 1996; Mazur & Lynch, 
1989), where the burnout level was higher than in other occupations. 
Among men, burnout is associated with white-collar (upper and lower) 
employee positions. Toppinen-Tanner et al. (2002) find that there are no 
differences between white-collar and blue-collar employees in the process 
of burnout while the work-related precursors of burnout (i.e., job stressors) 
are very similar for both groups. 

5.2. Study Limitations 

The research on burnout is subject to certain limitations. First, 
employees who are highly burnt out tend to avoid filling in questionnaires, 
due to which the level of burnout falls to between low and moderate, 
indicating that employees have scored higher on the first and/or second 
dimensions of burnout. Second, this research was based on a cross-
sectional setting. It was difficult to take the cohort effect and the actual 
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development of the work career into consideration, which could have been 
done with the use of longitudinal data.  

Burnout among different socio-demographic factors has not been 
analyzed. A multivariate analysis could help to compare across 
demographics. Lastly, our sample consisted of 100 respondents while that 
of other nationwide studies has varied from below 100 to 5,000 or more. 
Although, as the MBI manual (1997) explains, in any sample only fewer 
than 50 respondents are likely to be burnt out out, further nationwide 
research is required to better understand the nature of burnout prevailing 
in Pakistan. 

5.3. Conclusion 

In this domestic representative study, burnout is associated with 
various factors. Males are more prone to burnout. Age does not protect 
against burnout particularly among males who experience greater burnout 
at an early age (24–29 years). Higher education levels and less work 
experience carry a greater risk of burnout for working women, whereas 
men with white-collar jobs and jobs in the services sector are subject to a 
greater risk of burnout.  

More research is needed especially in the area of blue-collar 
workers with low education. Our results show that burnout is a relevant 
concern and a key area of study in all kinds of vocational groups. The risk 
factors can vary for different subgroups and this should be taken into 
account in planning future research. 
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