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Abstract  

Professional burnout is a process of gradual loss of 

emotional, cognitive and physical energy accompanied 

by symptoms of emotional and mental exhaustion and 

physical fatigue, personal standoffishness and a 

decrease in satisfaction level with the performance of 

work. There are three main groups of factors among 

the factors of professional burnout: personal, role and 

organizational. Professional burnout of employees of 

consulting companies is characterized by a decrease in 

the evaluation of competence and the value of their 

activities, and by emotional exhaustion. We evaluated 

the influence of various personal and organizational 

factors on the development of the professional burnout 

syndrome. The following factors (in descending order) 

have the greatest impact on this state of personnel: 

material satisfaction with work, marital status, health 

status, work experience of an employee in the 

company. The factor of "material satisfaction with 

work" is in direct proportion to the results, i.e. the more 

wages, the more often a person experiences a feeling of 

fatigue and "squeeze". This dependence is explained by 

the fact that career growth and, accordingly, the 

employee's salary depend on how effectively he or she 

works during a year, develops mandatory training 

programs and seeks to assume new roles and tasks. A 

new position requires both greater responsibility and 

additional workload.  

The next important factor is the employee's marital 

status. The more stable the marital status, the less 

pronounced is the "squeezed lemon" syndrome. The 

more an employee works in a company, the less often 

he or she experiences chronic fatigue syndrome.  

According to the staff opinions, organizational factors 

of professional burnout are inconsistencies between the 

work performed to wages, and also high load and 

multitasking. Role factors have little effect on the 

professional burnout of employees of consulting 

companies. The result of professional burnout is the 

growth of staff turnover in consulting companies.  
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Introduction 

Let's investigate the presence of the professional 

burnout syndrome, as well as the factors that cause it, 

among employees of the audit and consulting firm. 

Professional burnout is a syndrome that develops 

against the chronic stress and leads to the exhaustion of 

the emotional, energy and personal resources of the 

working person. The physical and neuropsychic loads 

that people experience during work are different 

depending on the type of activity. With single and 

small loads, natural mechanisms of body regulation are 

switched on, what helps to cope with the consequences 

of such loads. However, "self-regulation" does not 

always work, and professional burnout comes as a 

result of the internal accumulation of negative 

emotions without their "discharge" and "liberation". 

The paramount urgent task is to solve the problem of 

self-regulation of the employee's psychological state. 

Thus, professional burnout is the process of the 

consequent loss of emotional, cognitive and physical 

energy, manifested in the symptoms of emotional and 

mental exhaustion and physical fatigue, personal 

standoffishness and a decrease in satisfaction with the 

performance of work.  

 

Methods 

We have selected such survey methods as questioning, 

factor analysis, and correlation-regression analysis with 

the use of Statistica software package. We conducted a 

study of the professional burnout level and the factors 

that determine it, based on the questioning of 

employees of a consulting company. A total of 54 

employees were interviewed. The answers to the 

questions of the questionnaire made it possible to 

assess the gender, age, marital status, length of service, 

length of service in the company, position, educational 

level, frequency of overtime, material satisfaction with 

work, and presence of a professional burnout.  

To diagnose the degree of expression of the "emotional 

burnout effect", the method of American psychologists 

Maslach C. & Jackson S.E. was used. The 

questionnaire consisted of 22 statements reflecting the 

person's thoughts and feelings about his or her 

professional activity, and it has three evaluation scales: 

- "Emotional exhaustion" (manifested in the sensations 

of emotional overstrain and in the feeling of emptiness, 

the exhaustion of their emotional resources; a person 

feels that he or she can not give himself/herself to work 

as before); 

- "Depersonalization" (associated with the emergence 

of an indifferent, negative and even cynical attitude 

towards people with whom it is necessary to contact by 
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type of work, contacts with them become impersonal 

and formal); 

- "Reduction of personal achievements" (manifested in 

a decrease in the evaluation of their competence, 

dissatisfaction with themselves, diminishing the value 

of their activities, negatively treating themselves as 

individuals, indifference to work). 

The technique allows to estimate the intensity of 

negative feelings and thoughts, which characterizes the 

severity of the burnout effect. The development of 

"burnout" occurs for a long time, depends on the 

personal characteristics of the employee (lack of 

communication, shyness, emotional instability, low 

self-sufficiency, etc.) and the influence of production 

factors. Burnout develops earlier if an employee: 

 

- Evaluates his/her work as insignificant; 

- Is not satisfied with his/her professional growth; 

- Lacks independence, believes that he/she is unduly 

controlled; 

- Completely absorbed in his/her work (workaholic); 

- Feels role uncertainty due to unclear requirements to 

him/her; 

- Experiences an overload or, conversely, underload 

(the latter generates a sense of his/her uselessness).  

 

Results  

The main cause of professional burnout is the 

discrepancy between the personality and the work 

performed, as a result of which fatigue occurs, and the 

equilibrium state is disturbed [1]. 

There are several options for this discrepancy: 

- A discrepancy between the requirements for the 

employee and his/her real capabilities;  

- A discrepancy between the desire of employees to 

have a greater degree of independence in their work, to 

determine the ways and methods of achieving the 

results for which they are responsible, and the rigid 

irrational policy of the administration in the 

organization of working activity and control over it;  

- A discrepancy between the efforts and the level of 

remuneration for the work. This discrepancy leads to 

the fact that an employee begins to feel the non-

recognition of his/her work, which leads to emotional 

apathy, a decrease in emotional involvement in the 

affairs of the collective, and emergence of a sense of 

injustice; 

- A discrepancy between ethical values and the 

requirements that the work presents. The result is 

emotional tension that arose as a result of cognitive 

dissonance between thoughts and real actions. 

There are three main groups of factors among those 

concerning a professional burnout: personal, role and 

organizational. The influence of a sense of self-worth 

in the workplace, opportunities for self-realization, and 

professional advancement on the problems of 

professional burnout has been studied by many 

scientists [2, 3, 4, 5, 6]. If an employee feels the 

importance of their activities, then he or she 

experiences less stress, is emotionally stable. If the 

work looks insignificant in his or her own eyes, then 

the syndrome develops faster. Its development is also 

facilitated by dissatisfaction with his or her 

professional growth, excessive dependence on the 

opinions of others and a lack of autonomy, or lack of 

independence of the employee. The lack of the 

possibility of further training and professional 

improvement of the employee also contributes to 

professional burnout; the employee feels that in his or 

her development he\she tramples on the spot.  

Studies have shown that the conflict of roles and role 

uncertainty, as well as professional situations in which 

the joint actions of the employees are largely 

uncoordinated (there is no integration of efforts, there 

is competition) significantly influence the development 

of burnout [4, 7, 8]. Well-coordinated team work in the 

situation of distributed responsibility protects 

employees from the development of the syndrome of 

professional burnout [9]. High workload, tight 

regulation of the working time in the joint work of 

motivated colleagues contributes to the growth of 

efficiency, prevents the development of professional 

burnout. 

The development of the syndrome affects many hours 

of uncertain work (unclear functional duties) or not 

receiving proper assessment from their head. 

Authoritarian style of leadership, when the boss does 

not allow the employee to show independence, 

deprives him/her of a sense of responsibility for their 

work and awareness of the significance, importance of 

the work performed contributes to the development of 

professional burnout and reduces the efficiency of 

employees' work. 

Gradual formation of these symptoms of professional 

burnout in employees can lead to a kind of professional 

burnout of the organization as a whole [10, 11, 12, 13]. 

Signals of such a burnout is the presence of the same 

psycho-emotional symptoms in employees, behavioral 

manifestations inherent in the burnout syndrome. As a 

rule, this is due to the general pessimism in the 

organization, discontent with the results of work 

(certain events) expressed by employees [14, 15]. 

Researchers distinguish three main signs of 

professional burnout: 

- Exhaustion;  

- Personal standoffishness; 

- Loss of own efficiency 

 

Analysis with the breakdown by age structure showed 

that 48% of employees are between the ages of 24 and 

26, 22% from 27 to 29, and 19% from 21-23, 7% from 

18 to 20 and 4% from 36 to 40 years. Almost half of 

the interviewed persons have a total work experience 

of 1 to 3 years, 29.63% of respondents have a work 

record of 3-5 years, and 18.52% of respondents have 

more than 5 years of work experience, as for the length 

of service in this company, then the largest number of 

respondents, namely 70.37% of them, worked in this 

organization for 1 to 3 years. So, in general the staff 

was very young. 
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Discussion 

According to the employees of the consulting 

company, the most significant causes of stress for them 

are: 

- The discrepancy between the work performed and 

your wages; 

- High load; 

- Doing several things at the same time. 

Questioning allowed to determine the level of 

emotional burnout of employees (Table 1). 

 

Table 1. Degree of Emotional Exhaustion of Staff 

  

Degree of Emotional 

Exhaustion 

Degree of Expressiveness of 

Depersonalization 

Severity Degree for the Effect of 

Reduction of Personal Achievements 

Amount % Amount % Amount % 

Critical - - - - 10 18.52 

High 36 66.67 12 22.22 40 74.07 

Medium 18 33.33 36 66.67 4 7.41 

Minimum - - 6 11.11 - - 

Overall 

Result 54 100 54 100 54 100 

 

According to the methods of Maslach, C., & Jackson, 

S.E. [16] , the "emotional burnout effect" is 

pronounced if a high degree is observed in all three 

scales. There are 10 people (18.52%) among the 

employees who have a high degree of burnout effect in 

all three categories. 

Note that 66.67% of employees have a high degree of 

emotional exhaustion. It manifests itself in a feeling of 

emptiness, the exhaustion of its emotional resources. 

74.07% of employees have a high degree for the effect 

of reduction of personal achievements (dissatisfaction 

with themselves, diminishing the value of their 

activities, negative attitude towards themselves as 

individuals, indifference to work). 

Further, the causes and factors of professional burnout 

were identified. Employees were asked to assess the 

degree of severity of their condition at the end of the 

working day. It is a sign of chronic fatigue syndrome. 

The results indicate a high level of chronic fatigue of 

employees. Most of them (37.04%) often feel depleted, 

25.93% - very often, 22.22% - daily. 

Then we evaluated the influence of various personal 

and organizational factors on the development of the 

syndrome of professional burnout. Evaluations of the 

statement "After work I feel like a squeezed lemon." 

were used as a dependent variable Y. To determine the 

significant factors, a correlation matrix was built. It 

turned out that the most significant factors are: x2 

(marital status), x6 (work experience in the company), 

x7 (material satisfaction with work), and x8 (health 

status). 

The following model was obtained (Table 2, 3). 

 

Table 2. Estimated Variables of the Model 

Dependent variables Coefficient Statistical Error t-statistics P-value   

const 6,21302 0,715470 8,684 1.75e-011 *** 

 
-0.548817 0.170666 -3.216 0.0023 *** 

 
-0.386095 0.0794737 -4.858 1.26e-05 *** 

 
0,813609 0,207401 3.923 0.0003 *** 

 
-0.414201 0,189469 -2.186 0.0336 ** 

 

Table 3 .Summary Table of the Final Results and Tests 

Test Indicators of the Model Value 

Mean dependent variable 3,814,815 

Sum of squared errors 18.82249 

R-square 0.531174 

F (4.6) 13.87911 

Logarithmic likelihood -48.16652 

Schwartz criterion 116.2780 

Standard deviation of the dependent variable 0,870352 

Standard error of the model 0,619,784 
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Corrected R-square 0,492,903 

P-value (F) 1,22e-07 

Akaike criterion 106.3330 

Hannan-Quinn criterion 110.1684 

The regression equation was obtained: 

 
The model built at 53.12% explains the dependence for 

the formation of the state of the "squeezed lemon" 

feeling. The greatest influence on this state is provided 

by the factor "material satisfaction with work". This 

factor is in direct proportion to the resultant, i.e. the 

more wages, the more often a person experiences a 

feeling of fatigue and "squeeze." This dependence is 

explained by the fact that career growth and, 

accordingly, the employee's salary depend on how 

effectively he or she works during the year, masters 

mandatory training programs and seeks to assume new 

roles and tasks. A new position requires both greater 

responsibility and additional workload.  

The next important factor is the employee's marital 

status. It turned out that the more stable the marital 

status is, the less pronounced is the "squeezed lemon" 

syndrome. 

We also found that the more an employee works for a 

company, the less often he or she experiences chronic 

fatigue syndrome.  

Respondents were asked to rank stress factors at work. 

The reasons for professional burnout (in descending 

order) were inconsistencies in the work performed, 

wages, high workload, multitasking, overtime, 

inadequateness of the work performed to the the 

qualifications, lack of clear job responsibilities, high 

responsibility, and human relations in a work team. 

 

Summary 

The main reason for feeling fatigue, exhaustion, the 

state of "squeezed lemon" after a working day, is a 

high workload in the workplace. The fact that most of 

the employees have a work experience in the company 

from 1 to 3 years, and no one has worked for more than 

5 years, suggests that the company has a high staff 

turnover, which is due to the fact that employees "burn 

out" not withstanding the loads.  

According to the data, women suffer from chronic 

fatigue syndrome four times more often than men. In 

the analyzed company, the bulk of the employees are 

women. Only women were included in the sample, that 

actualizes the issue of preventing burnout in this 

company. 

 

Conclusions 

HR-specialists, organizational psychologists, and 

business trainers should study the factors that cause the 

development of professional burnout in order to 

diagnose the development of the syndrome in time and 

provide the necessary assistance to employees. 

The company needs to reconsider the organizational 

aspects of working hours and the burden on employees, 

as apart from personal factors, organizational factors 

also contribute to the development of burnout. These 

include: organization of working time, employee's 

workplace, and relationships in the work team. The 

emergence of the professional burnout syndrome is 

influenced by excessive working hours, regular 

involvement of a person in overtime work, work on 

weekends, frequent business trips. All this deprives 

employees of a proper rest.  

It must be remembered that professional burnout can 

occur in a whole team. "Burnout" employees unite with 

colleagues who have similar problems; negative moods 

increase, and as a result, the quality of work decreases. 

The reasons for professional burnout in the team are 

often the organizational factors. Obviously, the 

consequences of collective burnout are deplorable. The 

loyalty of the personnel, the quality of work, the 

productivity of labor, and, as a result, the turnover of 

staff increase.  

The syndrome of professional burnout is characterized 

by a feeling of dissatisfaction with yourself and the 

actions of surrounding people, indifference and even 

dislike of the profession and position. All these factors 

are not compensated by either a high salary or other 

benefits related to professional activity. Important in 

understanding this problem is that the syndrome of 

professional burnout can not usually be overcome by 

short-term rest or reduced load. The only solution is to 

change the position or even the type of activity. 

Therefore, it is necessary to exclude factors that could 

lead to its occurrence. 
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