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Abstract: 

The information technology sector is known for having a lot of stress because of how hard it is to 

write programmes, test them, and prove them within a certain amount of time. Since the process is 

done to meet customer needs, it is important to know what those needs are and make sure they are 

met. The software employee, the supervisor, and people from the target organisation all have to work 

together on these factors. So, it won't be easy to decide to put off an activity or take a quick break out 

of necessity. Also, the employee has to use his or her brain at a very high level of skill all the time to 

find a solution. Because of stress, people tend to break down, which can lead to burnout early in life. 

Even though there are a lot of studies on burnout among hospital staff and teachers, there is only one 

real study on burnout in the IT sector, done by Sara L. Schwarz Cook. Some of the main factors that 

stand out in most of the literature are not knowing what your role will be, not knowing if you'll have 

a job, and the loss of smart people. These factors can be put into three groups: organisational, job, 

and individual. There is a lot of room for detailed research on this subject in the IT industry, as 

shown by the many books and articles on the subject. Finding out what burnout means is very 

important because it can help managers and HR heads anticipate problems and stop them from 

happening as soon as possible. That will also help keep people from leaving the company. 
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Introduction: 

In many industries, burnout is a problem. Organizations battling burnout can't find a solution. A 

specialist who is sick of effort may experience fatigue and level sickness. Tension is the obliteration 

of enthusiasm or motivation, especially when a person's devotion to a relationship doesn't provide the 

desired results. Tension is also a national issue. Burnout can be responded to in several ways. 

Responses include fury, ingratitude, weakness, desperation, irritation, desolation, detachment, 

disappointment, feeling surrounded, limited, parts, spirited enervation, and distrust. Burnout 

consumes overpowering ruined consequences, amassing large overheads intended at links and 

society, such as lower income, lower benefit, and humanoid ideas (Jackson and Maslach, 1982; 

Leiter and Maslach, 1988; Shirom, 1989). 1970 saw the most visible tension. Today, burnout is a 

stable academic issue that has been studied and discussed in assemblies and seminars. We found that 

over 6,000 files, sectors, proposals, and paper trainings have been printed (Schaufeli and Enzmann, 

1988; Maslach et al., 2001; Halbesleben and Buckley, 2004). 

This study on worker burnout is important since its effects include low revenue, poor employee 

documentation, and a high professional income rate. This will affect the government, the 

manufacturing industry, and the inclusive people. McCarty et al. (2011) say burnout can be harmful. 

Now it can hint about illness, mood changes, and alcohol use in the short term and emotions and 

mental malfunctions in the long term. Burnout may indicate weakening personal and network 

interactions and privacy. William P. McCarty, Amie Schuck, Wesley Skogan, and Dennis 

Rosenbaum, Stress, Burnout, and Health, National Institute of Justice, January, 2011). The examples 

below show how population growth affects consumption. Then present educations are not in a streak. 

Also, in the reading, the applicant's lone third improved from burnout, which is a frightening 

proposal and needs deeper examination (Schaufeli, 2003). 

The negative effects of burnout show the need to avoid it in society. Administrators are concerned 
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about IT burnout in their organisations, but research hasn't established the causes. This is logical to 

agree to if IT leaders could predict burnout, anticipate exhaustion, and prevent it. Also, the current 

exam endeavour discusses burnout characters. Even though Sethi et al. (1999) examined IT worker 

burnout, other evaluations of IT burnout are rare. A model to predict burnout has not been made, 

despite studies in fields outside IT (Fogarty, Singh, Rhoads, & Moore, 2000; Yashwant Advani, 

Jagdale, Kumar Garg, & Kumar, 2005). This research should fill the gaps.  

 

Literature Review:  

There are many publications and research studies on burnout, but no clear answers exist. The 

workplace causes stress and burnout (Webster et al., 2010). Poor working conditions and mental 

health are linked to burnout (Ahola et al., 2008).  

Burnout is a passionate fall, disconnection, and lack of ambition (Maslach, Jackson & Leiter, 1996, 

p.4). Staff burnout can lead to increased sickness, low confidence, high alcohol and drug use, low job 

satisfaction, and poor results. Barnett, Brennan, & Gareis (1999); Maslach & Jackson (1986); Moore 

& Cooper (1996) 

Burnout is caused by four factors (Borritz, 2006), of which three are discussed here. Individual-level 

contrasts This includes conditions and individual-based weights that cause burnout, like 

powerlessness, compelling commitment, and creating unreachable job standards. Beasley et al. 

Second, interpersonal. This happens for those who interact directly with clients, as there is a gap 

between agent limits and client desires (Maslach, 1993). 

From an authoritative standpoint, it may be something to be thankful for, as learning will help 

improve the association's standard. The third is about authority-related burnout. This is important 

because it affects employee performance. These components are merely the quality or respect the 

representation charges from the association (Ramarajan & Barsade, 2006). 

The final explanation for burnout is passionate work. It describes how authorities are expected to 

regulate their opinions according to regulations and standards (Hochschild, 1993). 

Human organisation staffs have a high repeat of correspondence with partners, gathering parts, and 

supporters; they require enthusiastic labor. Despite long-term changes in burnout definitions and 

ideas, much of the literature is limited to specific fields like nursing. 

Herbert Freudenberger (1974) defined burnout as the loss of inspiration or impetus when reason or 

association fail to provide the desired result. Freudenberger theorised in the 1970s that burnout was a 

separate section. Most hypotheses describe this occurrence in three sections (Maslach & Jackson, 

1986). 

The first part refers to enthusiastic tiredness, the second to depersonalization, and the third to 

ineffectiveness and decreased individual success. Enthusiastic tiredness is sapped vitality caused by 

intemperate mental and passionate demands; depersonalization refers to unfeelingness and cynicism; 

and inefficacy is a tendency to appraise oneself negatively (Jackson, Turner, & Brief, 1987). 

Scientists disagree regarding burnout's three-part structure. Lee and Ashforth (1996) argued that 

depletion and depersonalization reduce professional viability. Depersonalization and decreased 

professional competency are not part of burnout, say some experts (Moore, 1997). 

To adapt to enthusiastic exhaustion, people withdraw and ensure no identification with others, 

hurting their individual duty to their work connections and resulting in deteriorating capability and 

individual performance (Leiter & Maslach, 1988). Golembiewski (1996)'s stage concept of burnout 

supports the disengagement of joyful tiredness. 

Need of the study: To address burnout and stress in employees at work and remote work, to find out 

Accenture's tactics and mental health benefits. How the company's benefits and perks serve 

individuals, how they manage stress, and how concerned they are about employee quality of life to 

learn how the organisation ensures healthy and happy staff. 

The study's goal is to determine the company's efforts to improve employees' mental and physical 

health and productivity. This study shows how job pressure affects employees' health and personal 

lives. This study shows how mental wellness affects job and organisational productivity. to improve 

employees' health by helping them overcome stress and burnout. 
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Objectives Of Study: 

1. To determine staff burnout and stress. 

2. Understand workplace burnout factors. 

3. To help employees recuperate from work-related stress and mental health disorders. 

4. To learn about the organization's strategies for job happiness and work-life balance. 

 

Methodology of the Study:  

The primary data was acquired by collection of data directly from the organization regarding the 

study needed. The data was collected directly by approaching the concerned employees and head of 

the department through questionnaire with a sample size of 110 and random sampling technique is 

used for the collection. 

 

Data Analysis & Interpretations: 

 

Concept Section 

S.No Statement 
 Percentage of the 

respondents 
Inferences 

1 

Factors 

Causing 

Burnout in 

Employees 

Job 

dissatisfaction 
39 0.35 

 Findings indicate that 35% of workers 

experience burnout as a result of 

unhappiness with their jobs, 29% 

owing to an excessive workload, 28% 

as a result of longer hours, and the 

remaining 7% as a result of inadequate 

training. 

More working 

hours 
31 0.28 

Over work load 32 0.29 

Lack of proper 

training 
8 0.07 

2 

Emotionall

y 

Consumed 

By Work 

Very frequently 26 0.24 Exhibits 54% of workers are 

frequently emotionally absorbed by 

their work; 24% are similarly 

consumed. 53 percent of workers are 

rarely emotionally consumed by their 

work, and 9 percent are occasionally 

emotionally consumed by their work. 

Frequently 59 0.54 

Occasionally 10 0.09 

Rarely 14 0.13 

3 

 Often 

Feeling 

Mentally 

Strained 

Very frequently 20 0.18 53% of workers reported feeling 

mental strain on a regular basis 

because of their jobs; 18% said they 

were very frequently prone to mental 

strain on the job; 22% said they felt 

mental strain on the job less 

frequently; 7% said they never felt 

Frequently 58 0.53 

Rarely 24 0.22 

Never 8 0.07 

Demographic Section 

S.NO Statement 
 Percentage of the 

respondents 
Inferences 

1 Gender 

Male 48 44% 
There were 56% female respondents 

and 44% male respondents to the 

survey. This demonstrates that the 

majority of respondents were 

women. 

Female 62 56% 

2 Designation 

Employees 109 99% 
It is clear from the data that 99 

percent of respondents were 

employed and 1 percent were not. It 

reveals that the vast majority of 

respondents have regular 9–5 jobs. 

Others 1 1% 
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mental strain on the job. 

4 

 Usually 

Worn Out 

and Weary 

Very frequently 23 0.21 61 percent of workers report feeling 

tired and worn out on a regular basis, 

21 percent feel this way almost every 

day, and only 18 percent feel this way 

occasionally. 

Frequently 67 0.61 

Rarely 20 0.18 

5 

Unpleasant 

Level of 

Pressure to 

Succeed 

Very frequently 24 0.22 53% of workers report feeling the 

unpleasant degree of pressure to 

succeed on a fairly regular basis, while 

22% report feeling it very regularly. In 

contrast, 17% of workers report 

feeling an unpleasant amount of 

pressure, and 8% report thinking they 

won't really feel it. 

Frequently 58 0.53 

Rarely 19 0.17 

Never 9 0.08 

6 
 Sick by 

Work Tasks 

Very frequently 20 0.18 Results indicate that 50% of workers 

frequently felt ill due to their work, 

25% of workers seldom felt ill due to 

their work, 18% of workers felt very 

frequently sick due to their work, and 

7% of workers never felt ill due to 

their work. 

Frequently 55 0.5 

Rarely 27 0.25 

Never 8 0.07 

7 
 Frustrated 

with Job. 

Very frequently 28 0.25 The percentage of workers who feel 

frustrated on the job ranges from 45% 

to 25%, with 23% of workers 

experiencing frustration on a less 

frequent basis and 7% never 

experiencing frustration in the 

workplace. 

Frequently 49 0.45 

Rarely 25 0.23 

Never 8 0.07 

8 

Tired 

Because of 

their Job 

Very frequently 32 0.29 In a survey, workers reported how 

often they felt exhausted as a result of 

their jobs: 52% felt tired frequently, 

29% felt tired very frequently, 15% 

felt fatigued seldom, and 4% never. 

Frequently 57 0.52 

Rarely 17 0.15 

Never 4 0.04 

9 

Depressed 

with Their 

Job 

Strongly agree 20 0.17 Sixty percent of respondents believe 

that they feel depressed because of 

their jobs, whereas twenty-one percent 

strongly disagree. Only 18% of 

workers strongly reject the idea that 

job-related depression is a problem, 

while only 2% of workers strongly 

agree. 

Agree 65 0.6 

Disagree 23 0.21 

Strongly 

disagree 
2 0.02 

10 

 Tired 

Before 

They 

Arrive at 

Work 

Strongly agree 25 0.23 Shows Sixty-four percent of workers 

believe they are tired before they get 

to the office; 23 percent of workers 

strongly agree they are tired before 

they arrive at the office; 12 percent of 

workers disagree; and 2 percent highly 

disagree. 

Agree 70 0.64 

Disagree 13 0.12 

Strongly 

disagree 
2 0.02 

11 

 

Completely 

Exhausted 

Always 80 0.73 At the end of every workday, 73% of 

employees report feeling absolutely 

exhausted, whereas 21% report feeling 

Sometimes 23 0.21 

Maybe 5 0.05 
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at the End 

of the Work 

Day Never 2 0.02 

exhausted just occasionally. Around 

5% of workers report feeling possibly 

fatigued at the conclusion of each 

workday. About two percent of 

workers never go home feeling tired. 

12 

 Often 

Experience 

Burnout on 

The Job 

Every Now and 

Then 
57 0.57 

Approximately 57% of workers 

occasionally feel burned out. One-

third of workers feel burned out at 

least once a month, and eight percent 

report feeling burned out at least once 

a week. Only 7% of workers are never 

affected by burnout. 

Never 8 0.07 

Several Times a 

Month 
36 0.34 

Several Times a 

Week 
9 0.08 

13 

Work 

During 

After Hours 

or Off Days 

1- 3 days 18 0.27 It's portrayed that 33% of staff had put 

in extra hours within 4-6 days. Only 

25% of workers have never put in 

extra time or worked on their days off, 

while 27% have put in anywhere from 

one to three days after hours because 

they simply couldn't get everything 

done during regular business hours. 

4-6 days 22 0.33 

Over 6 days 10 0.15 

Never 17 0.25 

14 

They Work 

More Than 

They 

Should 

Yes 63 0.57 We can show that 56 percent of 

workers are overburdened with their 

workloads. Only 31% of workers 

believe they put in more time than is 

necessary, while 13% of workers may 

have this perception. 

No 33 0.3 

Maybe 14 0.13 

15 

They Push 

Too Hard in 

This Job 

Strongly agree 20 0.18 In this position, 71% of workers say 

that they are "pushed too hard. "Only 

18% of workers are in full agreement 

with the aforementioned statements. 

Ten percent of workers disagree with 

the statement that they "push too hard" 

on the job, and one percent strongly 

disagree. 

Agree 78 0.71 

Disagree 11 0.1 

Strongly 

disagree 
1 0.01 

16 

 

Disconnect

ed from 

This Type 

Work 

Strongly agree 14 0.13 One can get disengaged from this type 

of work over time, as reported by 75% 

of workers; 13% of workers strongly 

agree with the preceding statement; 

12% of workers disagree with the 

preceding statement; and 1% of 

workers severely disagree with the 

preceding statement. 

Agree 82 0.75 

Disagree 13 0.12 

Strongly 

disagree 
1 0.01 

17 

Negative 

Thoughts 

About the 

Job 

Strongly agree 12 0.11 Employees who have negative ideas 

about their jobs are in the majority 

(57% agree), and those who strongly 

agree (11% of employees) are in the 

minority (23% of employees disagree 

and 9% strongly disagree). 

Agree 63 0.57 

Disagree 25 0.23 

Data Validations: 

1. Based on the data shown above, it appears that most workers are conscious of the burnout they 

feel on the job. According to the data presented above, women make up a disproportionate share 
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of the workforce experiencing burnout. 

2. The majority of workers see increased workload and discontent with their jobs as contributing 

factors to burnout. A majority of workers agree with the statement that work has become an 

emotional drain on their lives, as shown in the above table. 

3. The data in the table above led us to conclude that The majority of workers experience mental 

that most workers experience an uncomfortable amount of pressure to perform well. A majority 

of workers say that they feel depressed while on the job, as shown in the above table. The 

foregoing indicates that many employees experience frustration at various points throughout their 

workday. 

4. As can be seen from the foregoing, a large percentage of workers report feeling exhausted at the 

end of the workday. Results showed that most workers agreed that by the end of the day, they 

were completely spent. 

5. Based on the data presented above, it's clear that most workers agree with the assertion that 

they're often tired of their jobs. Most workers believe they put in more hours than is necessary, as 

evidenced by the findings above. 

6. Based on the data shown above, it appears that most workers suffer burnout on a monthly basis. 

and on occasion. This data suggests that most workers already feel exhausted when they get to 

the office in the morning. 

7. The data above shows that most workers worry they put in too much effort at their jobs. 

According to the data above, most workers have put in extra time outside of normal working 

hours or on days off to complete tasks they were unable to complete during regular working 

hours. 

8. Based on the data presented, we may conclude that the vast majority of workers have called in 

sick due to exhaustion, and that after some time in the same role, most people develop a distaste 

for their job. Based on the data presented, it appears that most workers share the opinion that 

they frequently think negatively about their jobs.  

9. Based on the data presented, it appears that most workers frequently feel exhausted due to their 

jobs. Burnout is exacerbated by overwork, which reduces an individual's resilience and makes it 

harder to bounce back from setbacks. Staff burnout can be mitigated by giving workers 

workloads that are both realistic and achievable. 

 

Recommendations: 
1. A number of unfavorable reactions, including discontent with one's job, a lack of appropriate 

training, an inability to comprehend the requirements of employees, and the failure to ensure that 

adequate relationships are maintained with employees, have been regularly linked to burnout.  

2. Positive thinking is a helpful technique to start the recovery process after experiencing burnout. 

It will also help employees experience less burnout overall. When a larger task is broken down 

into a series of smaller ones that all go to the same destination, the employee's workload and 

stress level are both reduced.  

3. Regular feedback is the key to preventing burnout on the job; providing employees with 

feedback on their performance once a week will help them improve their performance and 

remain motivated to do their best work.  

4. Not only is exercise beneficial for one's physical health, but it can also provide a psychological 

pick-me-up and help lessen feelings of emotional exhaustion. An employee can help prevent 

burnout by developing healthy sleeping habits, getting adequate rest, and creating a calming 

routine leading up to bedtime.  

5. Work-life balance is something that should be encouraged and promoted at an organisational 

level as well as among employees by managers. The organisation ought to make the health and 

well-being of its employees a priority and create an atmosphere with less stress.  

6. Corporate wellness programmes encourage self-care as well as stress management by making 

financial resources, mental health counselling, and dietary recommendations available to 
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employees. 

 

Conclusion:  

The goal of this study was to look into the elements that contribute to workplace employee burnout. 

The increased likelihood of experiencing emotional weariness was driven by factors such as, but not 

limited to, high demands, limited job control, a heavy workload, low pay, and job insecurity. The 

study's findings can be used by organisations to establish policies, processes, and programmes to 

decrease employee burnout. The findings were generated based on information gathered from 110 

different employees via a questionnaire. Respondents to a survey nearly unanimously agreed that the 

organisation has a high turnover rate. 
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