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ABSTRACT 

 

Workplace burnout has become a pervasive issue in global organizations potentially affecting 

the well-being and productivity of employees across various industries. The present study was 

conducted to examine the influence of workplace burnout on work engagement and quitting 

intention among purposively selected 150 Human Resource (HR) professionals in 

multinational organisations in Lagos State, Nigeria. We adopted the Maslach Burnout 

Inventory (MBI) to assess the three dimensions of burnout syndrome. This measure was 

administered along with other relevant instruments. Five hypotheses were tested using 

correlation and regression analyses. The finding of the study indicates that burnout is 

negatively related to work engagement (r= -.527, p<.01), implying that higher level of burnout 

correspond to lower level of engagement among HR professionals. Additionally, a positive 

relationship was found between workplace burnout and emotional exhaustion, 

depersonalization and reduced personal accomplishment. Further the study found workplace 

burnout to be a predictor of turnover intention. The findings underscore the critical impact of 

burnout on both work engagement and retention, highlighting the need for interventions and 

programmes aimed at mitigating burnout and its adverse effects on HR professionals’ 

wellbeing, particularly. in multi-national organisations. 
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INTRODUCTION 

The term ‘burnout’ was first applied 

in the behavior science by Herbert 

Fredenberger in 1974 to describe the 

occupation - related exhaustion felt by 

many helping professionals 

(Kumareswaran, 2023).   Over the years, the 

term has been applied in various fields to 

describe the experiences of mental and 

psychological exhaustion people have 

regarding tough workplace realities 

(Roskam et al., 2022). Working in difficult 

circumstances, particularly, in a 

multicultural city grappling with 

infrastructure shortages among other 

challenges can be tasking for professionals 

who have to deliver expected results in their 

assigned roles (Longe, et al., 2018).  

The professionals who are prone to 

workplace burnout may lose their 

effectiveness, become cynical, pessimistic 

and lose their empathic attunement, they 

can also get unnecessarily angry and 

resentful with their colleagues whom they 

are supposed to motivate as HR personnel 

(Mousavi, 2020; Asekun, 2016). Burnout is 

an occupational syndrome resulting from 

chronic work-related stress characterized 

by emotional exhaustion, a cynical attitude 

towards work and a decline in personal 

accomplishment.  Burnout has been found 

to be associated with an increased risk of 

absence from work and low work 

satisfaction (Westermann et al., 2014; 

World Health Organization, 2019). Despite 

the need to address burnout in order to 

maintain a healthy and productive 

workforce, there is a paucity of empirical 

research focusing on its specific impact on 

work engagement and turnover intention 

among HR professionals.  

This gap in the literature leaves organizations 

without clear strategies to mitigate burnout and 

its adverse effects. Although burnout was 

initially considered to be specific to healthcare 

and human services profession such as nursing 

and teaching, however, it has now become clear 

that burnout is not confined only to social 

service professions (Takase, 2010). More than 

three decades after its first conceptualisation, it 

has now spread to other professions such as 

banking, Information Technology, Sports 

among others (Lubbadeh, 2020). Its negative 

impacts on the economy and public health of 

the most affected countries has led the World 

Health Organization (WHO) to include this 

syndrome in the 11th Revision of the 

International Classification of Diseases (ICD-

11) as a phenomenon exclusive to the 

occupational context. Similarly, the need to 

address burnout has also been justified for legal 

reasons, such as compliance with the European 

Union Framework Directive on Health and 

Safety (89/391/EEC) (Edú-Valsania et al., 

2022).  
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On the other hand, work engagement is a 

multidimensional construct defined as a 

positive, fulfilling, work-related state of mind 

that is characterized by vigor, dedication and 

absorption (Demerouti  & Sanz Vergel, 2014).   

Vigor is characterized by high levels of energy 

and mental resilience while working; the 

willingness to invest effort in one’s work, and 

persistence even in the face of difficulties 

(González-Romá et al., 2006). Turnover 

intention is defined as an employee’s 

willingness to leave the organisation within a 

defined period of time (Saufi, et al.,  2023) it 

can also be defined as an employee's 

psychological detachment from his/her 

organization (Lee & Bruvold, 2003; Abet, et al., 

2024). Voluntary employee turnover is 

expensive for an organization as it can bring 

about a significant loss for such an 

organization, due to huge cost and time 

required for proper replacement of experienced 

employees (Lazzari et al., 2022; Yamazaki & 

Petchdee, 2015). 

 

Objectives of Study  

The study aims to examine the influence of 

workplace burnout on work engagement 

among HR Professionals in Lagos with the 

specific objectives as stated below: 

1. To investigate the relationship between 

workplace burnout and employee 

turnover. 

2. To examine the nature of relationship 

between workplace burnout, emotional 

exhaustion, depersonalization and 

reduced personal achievement 

3. To examine the predictive influence of 

work burnout on employee turnover 

intention. 

LITERATURE REVIEW  

The stressors that contribute to 

burnout are generally well defined, 

however, patterns of causality are difficult 

to determine, partly because the variables 

have only been assessed at one point in time 

and partly because many of these variables 

are interdependent (Burke & Richardson. 

1996). There are some major themes in 

different theories of what causes burnout. 

Most researchers (e.g., Anadkat & Joshi, 

2023: Willmar & Arnold 2004 Cherniss, et 

al., 1998) have emphasized difficult 

interpersonal relationships at work, job 

demands, and characteristics of the 

organizational settings in which work takes 

place. There have also been discussions of 

individual causes of burnout, such as 

personal expectations, motivations, and 

various personality traits (Obioma et al., 

2025; Pines, 1992). Maslach and Leiter 

(2008) believed that the causes of burnout 

lie more in the job environment than in the 

individual. Many different job settings that 

are prone to burnout have several things in 

common: (i) overload; (ii) role conflict and 
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role ambiguity; (iii) lack of control; and (iv) 

lack of support. Overload is a mismatch 

between the organization and definition of 

workload and the individual's definition of 

work. (Herminingsih & Kurniasih, 2018). 

Work burnout has been linked to a variety 

of negative workplace outcomes such as 

absenteeism, poor quality of work, and poor 

inter-personal relationships with team 

members (Anadkat &; Joshi, 2023). 

According to a study by Brunsting et al., 

(2023) the three burnout dimensions were 

connected with teacher’s decision to quit 

their employment (Wright & Cropanzano, 

1998). Acker (2004) suggested that there 

was a link between role conflict and 

burnout in his study and that both factors 

have a negative impact on workers 

performance. Burnout also affects 

employees' cognitive, emotional, and 

attitudinal behaviors, leading to negative 

work interactions (Edú-Valsania et al., 

2022). Further, burnout consists of three 

components: exhaustion, cynicism, and 

inefficacy. Exhaustion is the most 

researched dimension and refers to physical 

and emotional fatigue caused by work 

stress (Anadkat & Joshi, 2023; Salama et al, 

2020). Cynicism, also known as 

depersonalization, involves detachment 

from colleagues or job tasks, which often 

leads to reduced commitment and 

organizational withdrawal (Bang & Reio, 

2017). Inefficacy, or reduced personal 

accomplishment, refers to employees’ poor 

self-evaluation and feelings of reduced 

capability at work, which lowers morale 

and coping skills (Edú-Valsania et al., 

2022). Other consequences of burnout 

includes reduced productivity and 

increased health risks, such as migraines, 

depression, and cardiovascular problems 

(Maslach & Leiter, 2016). 

 

Theoretical Framework  

The Job Demands-Resources (JD-R) theory 

highlights how work environments 

influence employee well-being and 

performance. Demerouti and Bakker 

(2001) posits that excessive job demands 

without adequate resources lead to stress 

and burnout, while sufficient resources 

buffer these effects and promote work 

engagement. Job demands include heavy 

workloads, emotional labor, and role 

ambiguity, while resources such as 

autonomy, social support, and opportunities 

for development enhance resilience and 

mitigate stress. Further, the theory of 

Planned Behavior (TPB), developed by 

Ajzen (1991), is relevant for examining 

turnover intention. It suggests that 

employee behavior is influenced by three 

predictor variables which include: attitude, 
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subjective norms, and perceived behavioral 

control. Employees with positive attitudes 

towards their jobs, strong social support, 

and a sense of control are less likely to 

leave. (Lam, et al., 2003).   Understanding 

these factors allows organizations to 

address turnover issues and retain valuable 

talent. 

 

Hypotheses 

The hypotheses below were formulated to 

guide the study: 

1. There would be a significant 

relationship between workplace 

burnout, work engagement, and 

turnover intention among HR 

professionals. 

2. There would be a significant 

relationship between work burnout 

exhaustion, depersonalization and 

reduction in personal achievement. 

3. Work burnout would have a significant 

effect on turnover intention among HR 

professionals; 

4. Work burnout would be a significant 

predictor of turnover intention among 

HR professionals 

  

METHOD 

Design 

The study employed a survey method using 

a set of questionnaires to elicit responses 

from sampled research participants.  

Participants 

The survey was opened to all HR 

professionals from not less than 15 sectors 

including, banking and financial services, 

maritime, construction & engineering, 

technology. 73(48.7%) of the participants 

were males while 77(51.3%) were females. 

On years of experience, those who  were 

between 2-3 years on the job were 39 

(26%), while those who were  4-5years 

were 36 (24%), those who were with 6-

7years of experience were 19 (12.7%), 

Finally, those with 7years experience  and 

above were  56 (37.3%),  Respondents 

participated from fifteen (15) sectors, 

including Banking and Financial Services 

55(36.7%), Manufacturing 9(6%), 

Telecommunication 4 (2.7%), Aviation 

2(1.3%), Medical 1 (.7%), Insurance 

3(2%), Oil and Gas 6 (4%), Real Estate 

2(1.3%), E-commerce 1(.7%), 

Consulting/Professional 22 (14.7%), 

Agriculture 1 (.7%), Technology 10 

(6.7%), Construction & Engineering 

4(2.7%), Government 1 (.7%), Maritime 

1(.7%), Others 28 (18.7%). 
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Research Instrument. 

The study was conducted using the 

instruments below: 

Maslach Burnout Inventory  

The Maslach Burnout Inventory (MBI) was 

used to measure burnout. Maslach and 

Jackson (1981) constructed the MBI to 

measure the three factors of burnout 

syndrome: emotional exhaustion, 

depersonalization, and reduced personal 

accomplishment. The Maslach Burnout 

Inventory (MBI) is highly respected as a 

tool of measurement. It has a reliability 

coefficient of .89 (Portoghese et al., 2018).  

In Nigeria reliability coefficient of .82 was 

reported by Coker and Omoluabi (2009).   

Utrecht Work Engagement Scale 

The Utrecht Work Engagement Scale 

(UWES-17) was developed by Schaufeli et 

al., 2002). It is a 7-point Likert scale format 

ranging from 0 (never) to 7 (always). It 

measures the three factors of work 

engagement: vigor, dedication, and 

absorption. It has a reliability Cronbach’s 

Alpha of .79. 

Turnover Intention Scale 

The turnover intention scale (TI) was used 

to measure turnover intention. Bothma and 

Roodt developed the Turnover Intention 

Scale in 2004 to gauge an employee's desire 

to leave or remain with an organisation 

Later, Bothma and Roodt (2013) developed 

a short version, TIS-6 and found the TIS-6 

to be a valid and reliable instrument in 

measuring turnover intention and stated it 

was appropriate for use in business and 

academic research. It has a reliability 

coefficients of 0 .86. (Bothma & Roodt, 

2013). 

Procedure. 

 Participants were approached before the 

commencement of the study in their various 

organisations. They were briefed on the 

purpose of the study and gave their consent 

to participate. All the participants were HE 

Professionals and must have at least 2 

years’ experience in HR, they must be 

employed full time and must be currently 

working in Lagos State. They were assured 

on confidentiality on anonymity. Also any 

participant could quit participation at any 

stage of the study without any consequence 

Participants answered items on the 

questionnaire within 30 minutes on the 

average and were appreciated for taking 

part in the survey, the study was conducted 

within a period of two months.  After this, 

the questionnaires were collated and coded. 

The coded data were subsequently keyed 

into SPSS 25 version software for analysis.  

Method of Data Analysis  

In the study we employed correlation 

analysis to test the relationship between 

workplace burnout, work engagement, and 
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turnover intention among HR 

professionals. Similarly, we also adopted 

the correlation analysis to examine the 

relationship between work burnout 

exhaustion, depersonalization and 

reduction in personal achievement. 

Further, a regression analysis was deployed 

to test for the significant effect of burnout 

on work engagement. Also, the regression 

was run to test if work burnout would be a 

predictor of turnover intention. 

Result 

Test of Hypothesis 1: There would be a 

significant relationship between workplace 

burnout, work engagement, and turnover 

intention among HR professionals. 

Table 1: Correlation showing relationships among burnout, work engagement and 

turnover intention 

Variable                 1                  2                   3 

Burnout                 -               -527**                .524** 

Work engagement                  -                -.296** 

Turnover Intention  
 

                   - 
Correlation is significant at the 0.01 level (2-tailed). Burnout-Independent Variable, Work Engagement and 

Turnover Intention are Independent Variables 

 

Table 1 shows the relationships among the 

variables of the study. The result revealed 

that burnout was negatively related to Work 

engagement (r=-.527, p<.01); this implies 

that the more workers are engaged 

meaningfully in their work the less they are 

likely to experience burnout.  

It also revealed that Turnover Intention was 

positively related to burnout (r=.524, 

p<.01), This means that the more workers 

experience burnout the higher the 

likelihood to quit. The result also shows 

that work engagement is negatively related 

to turnover intention (r=-.296, p<.01), this 

implies that the more workers are engaged 

meaningfully in their jobs the less likely 

they will want to quit. 

 

Test of Hypothesis 2: There would be 

significant relationships between work 

burnout exhaustion, depersonalization and 

reduction in personal achievement 
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Table 2: showing the relationship between work burnout, exhaustion, depersonalization and 

reduction of personal achievement  

Variable 1 2 3 4 

Burnout - .762** .803** .635** 

Exhaustion  - .685** .057 

Depersonalization   - .199 

Reduction of personal achievement    - 

Correlation is significant at the 0.01 level (2-tailed). Burnout subdivisions (Exhaustion, depersonalization and 

reduction of personal achievement)  

 

The Table 2 above reveals that burnout and 

its sub-dimensions are positively related. 

The relationship between burnout and 

exhaustion (r=.76), burnout and 

depersonalization.(r=.80), burnout and 

reduction of personality achievement and 

turnover intention (r=.64), showing that   

burnout and its sub-dimension are directly 

proportional. 

 Test of Hypothesis 3:  

Work burnout would have an effect on 

turnover intention among HR professionals. 

To test the hypothesis that workplace burnout 

negatively predicts work engagement, a 

standard linear regression analysis was 

performed with burnout as the predictor and 

engagement as the criterion variable in Table 

3: 

Table 3:  Regression Analysis showing the effect of workplace burnout on work engagement 

Variable       B Beta (β)         t Sig.        R       R2       F     P 

(Constant) 27.310  7.536  < .05      .52      .27    56.795   <.05 

Burnout -0.699 -0.527 -5.27  < .05     

Note: The dependent variable is Work Engagement

 

The regression analysis in Table 3 shows 

that workplace burnout has a statistically 

significant negative effect on work 

engagement (β = -0.527, p < .05). The 

unstandardized coefficient (B = -0.699) 

indicates the direction and scale of this 

relationship. The model explains 27% of 

the variance in work engagement (R² = .27), 

which is confirmed by a significant F-

statistic (F = 56.795, p < .05). Therefore, 

the hypothesis that workplace burnout 

negatively affects work engagement is 

supported.  

Test of Hypothesis 4:  

Work burnout would be a significant 

predictor of turnover intention among HR 

professionals 
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Table 4: showing work burnout as a predictor of turnover intention   

Variable       B Beta (β)         t Sig.  R R2 F P 

(Constant) 2.534  34.880 < .001 .468 .22 41.562 

 

<.05 

 

Burnout 0.228 0.468 6.447 < .001     
Note: The dependent variable is Turnover Intention 

 

Table 4 shows that work burnout is a 

statistically significant positive predictor of 

turnover intention (β = 0.468, p < .001). The 

unstandardized coefficient (B = 0.228) 

indicates that for each one-unit increase in 

burnout, turnover intention increases by 

0.228 units. The model explains 

approximately 22% of the variance in 

turnover intention (R² = .219). The overall 

regression model is significant (F = 41.562, 

p < .001). Therefore, we accept the 

hypothesis that work burnout is a 

significant predictor of turnover intention 

among HR professionals.  

Discussion 
 

The finding of this study based on the first 

hypothesis shows that burnout has a 

negative association with work 

engagement.  Previous studies in literature 

show that high job demands exhaust 

physical resources and lead to  depletion of 

energy (emotional exhaustion) and lead to 

health problems (Cabrera & Estacio, 2022) 

whereas the absence of job resources 

decreases motivation leading to cynicism 

(depersonalization) and reduced 

performance (reduced personal 

accomplishment (Onyishi et al., 2012; 

Yener & Coşkun, 2013). This finding also 

aligns with the finding of the study 

conducted by Plooy and Roodt (2010) that 

turnover intention is less likely among 

employees with high work engagement. 

Moreover, our second hypothesis suggests 

that there exists a relationship between work 

burnout, exhaustion, depersonalization and 

reduction of personal achievement. This 

finding is consistent with similar past studies 

which pointed to the fact  that burnout is 

associated with a number of work-related 

behaviors and attitudes, and that occupational 

burnout also influences workers' functioning 

outside work (see, Burke & Richardson, 

1996) For the third hypothesis, result shows 

that burnout has an effect on turnover 

intention among HR professionals. This is in 

line with the Job Demand-Resources Model 

adapted from Wilmar & Arnold (2004). The 

Job Demand- Resources (JD-R) model 

submitted that when there is a mismatch 

between job demands and resources, burnout 
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can be the outcome (Tummers & Bakker, 

2021). Such demands of work include role 

ambiguity, role conflict (Acker, 2004), 

stressful events, heavy workload and 

pressure. Thus, the enormous job demands of 

work  without the corresponding job resources 

are likely to cause significant levels of stress 

and, over time, burnout among HR 

professionals resulting in lower productivity 

and, eventually, a desire to leave the 

organization for better opportunities 

(Brunsting, et al,. 2023).   

Further, the result of this research reveals 

that burnout is a predictor of turnover 

intention among HR professionals 

This is because burnout explained 27% 

variance of turnover intention, this outcome 

supports the proposition of a past study that 

states that job demands and personal 

resources activate different processes 

(Demerouti et al., 2001). Having high job 

demands such as an extreme workload 

leads to constant overtaxing and burnout 

which can make workers quit their jobs 

(Egwurugwu, 2019; Cordes., et al., 1997). In 

contrast, having high job resources makes 

workers more motivated, resulting in 

increased work engagement (Bakker & 

Demerouti, 2017). However, employees 

plan their exit when the environment does 

not support their well-being. (Coetzee & 

Dyk, 2017), therefore, to reduce turnover 

intention, business leaders must consider 

improving work engagement (Randle, 

2022). 

 

 

 

 

Conclusion 

HR professionals play important role in 

fostering employee engagement (Bailey et 

al., 2015). As professionals charged with the 

roles of ensuring organizational 

effectiveness, monitoring of organizational 

culture, talent management and retention. 

HR professionals face enormous pressure 

from both leaders and employees which can 

lead to burnout. Burnout among HR 

professionals may lead to increased 

turnover intention within the profession 

which may be the costliest problem facing 

organisations today. (Lazzari, et al. (2022) 

To reduce turnover intentions, business 

leaders and HR managers must focus on 

initiatives that improve work engagement 

and reduce employee burnout.  

Based on the results of this study,  the onus 

is on managers and business leaders to 

focus on improving work engagement and 
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decreasing employee burnout to reduce 

turnover intention leading to actual 

turnover. Creating a work environment 

with job resources such as social support 

from managers and peers, participation in 

decision making, autonomy, clarity of 

purpose, skill variety, flexible work plans, 

and job enhancements will foster the well-

being of employees leading to a more 

engaged workforce and reduction in the 

need to leave the organization. 

  

Study Limitations/Future Direction 

Despite the valuable insights provided by 

this study, we acknowledge that there were 

limitations that could guide the 

interpretation and generalization of the 

present findings. 

First, the study deployed data obtained 

through self-report which may be fraught 

with common method bias, social 

desirability effects, and subjective 

interpretation by research participants. It 

was likely that HR professionals may have 

underreported their levels of burnout or 

turnover intention due to organizational 

loyalty or fear of professional repercussions 

(see, Zhang & Jiang, 2022). Future research 

could address this concern by incorporating 

multi-source data such as supervisor 

evaluations, organizational records etc. 

Second, the cross-sectional research design 

limits the ability of the study to draw causal 

inferences between employee burnout, 

work engagement, and turnover intention. 

Although we found a significant 

associations between the two variables, the 

direction of causality cannot be established. 

We suggest that a Longitudinal or 

experimental designs may be more 

effective in examining the temporal and 

causal relationships among these 

constructs. Thirdly, the sample composition 

and sampling technique adopted present 

potential limitations to the study’s external 

validity (see, McEwan, 2020). The research 

focused specifically on HR professionals 

within multicultural organizations, which 

may not represent other occupational 

groups or industries. Additionally, the use 

of convenience sampling may have 

introduced selection bias, as participants 

who chose to respond could differ 

systematically from those who did not. 

Expanding future studies to include a more 

diverse range of employees and industries 

would enhance the generalizability of the 

findings. Fourthly, cultural diversity was 

treated as a contextual variable rather than 

being deeply analyzed as a moderating 

factor. Future research could incorporate 

cross-cultural comparative designs or 

qualitative methods to better capture the 
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nuanced role of culture in these 

relationships. Finally, while the study used 

validated measurement instruments, 

contextual adaptation issues may have 

affected reliability. Constructs like burnout 

and engagement may manifest differently 

across cultural settings, potentially 

influencing how participants interpreted 

certain scale items. Conducting further 

psychometric validation within specific 

cultural contexts could strengthen future 

research accuracy. 

 

 

 

 

 

Disclosure statement 

The authors declared no potential conflicts of interest related to this study. 
 

Funding 

The authors confirmed that no external funding was received for the research or publication 

of this article. 

 

REFERENCES 

Abet, Z., Mohd Anuar, M. A., Arshad, M. M., 

& Ismail, I. A. (2024). Factors affecting 

turnover intention of Nigerian 

employees: The moderation effect of 

organizational commitment. Heliyon, 

10(1). 

https://doi.org/10.1016/j.heliyon.2023.

e23087 

Acker, G. M. (2004). The effect of 

organizational conditions (role conflict, 

role ambiguity, opportunities for 

professional development, and social 

support) on job satisfaction and 

intention to leave among social 

workers in mental health care. 

Community Mental Health Journal, 

40(1), 65-73. https://doi.org/DOI: 

10.1023/B:COMH.0000015218.12111

.26 

Ajzen, I. (1991). The theory of planned 

behavior. Organizational behavior and 

human decision process, 50(2), 179-

211. https://doi.org/DOI: 

10.1016/0749-5978(91)90020-T 

Akinola, A. A. (2020). Influence of work 

engagement on job burnout among 

Librarians in University Libraries in 

Nigeria. Library Philosophy and 

Practice (E-Journal). 

https://doi.org/https://digitalcommons.

unl.edu/libphilprac/4017 

Anadkat, K., & Joshi, M. (2023). A 

comprehensive literature review on 

understanding job burnout: causes, 

consequences, and prevention 

strategies. International journal of 

interdisciplinary Organizational 

Studies/1, Dr. 2, 18(1), 1278. 

https://doi.org/DOI: 



 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    59          
 

Nigerian Journal of Clinical Psychology (NJCP) 

https://doi.org/10.5281/zenodo.811296

2 

Bailey, C., Madden, A., & Alfes,et al., (2015). 

Evaluating the evidence on employee 

engagement and its potential benefits to 

NHS staff: A narrative synthesis of the 

literature (3rd ed., p. 26). Southampton 

(UK): NIHR Journals Library. 

https://www.ncbi.nlm.nih.gov/books/

NBK299343/ 

Bakker, A. B., & Demerouti, E. (2007). The job 

demands-resources model: state of the 

art. Journal of Managerial Psychology, 

22(3), 309-328. https://doi.org/DOI: 

10.1108/02683940710733115 

Bakker, A. B., Demerouti, E., & Verbeke, W. 

(2004). Using the Job Demands–

Resources Model to Predict Burnout 

and Performance. Human Resource 

Management, 43(1), 83-104. 

https://doi.org/DOI: 

10.1002/hrm.20004 

Bakker, A. B., & Demerouti, E. (2014). Job 

demands–resources theory. Work and 

wellbeing: wellbeing: a complete 

reference guide, 3. https://doi.org/DOI: 

10.1002/9781118539415.wbwell019 

Asekun, W. A (2015). Survey of pay 

satisfaction, job satisfaction and 

employee turnover in selected 

business organisations in Lagos, 

Nigeria. Global Journal of Social 

Sciences 14, 1-8 

Bakker, A. B., Demerouti, E., & Sanz-Vergel, 

A. I. (2014). Burnout and work 

engagement: The JD–R approach. 

Annual Review of Organizational 

Psychology and Organizational 

Behavior, 1. 

https://doi.org/DOI:10.1146/annurev-

orgpsych-031413-091235 

Bakker, A. B., Demerouti, E., Boer, E. D., & 

Schaufeli, W. B. (2003). Job demands 

and job resources as predictors of 

absence duration and frequency. 

Journal of Vocational Behavior, 62, 

341–356. 

https://doi.org/10.1016/S0001-

8791(02)00030-1 

Bang, H., & Reio, T. G. (2017). Revista de 

Psicología del Trabajoy de las 

Organizaciones,, 33(3), 217-227. 

https://doi.org/http://dx.doi.org/10.101

6/j.rpto.2017.07.002 

Burke, R.J., & Richardson, A.M. (1996). 

Stress, burnout, and health. In C.L. 

Cooper (Ed.), Stress medicine and 

health (pp. 102-117). London: CRC 

Press 

Brunsting, N. C., Stark, K., Bettini, E., Lane, K. 

L., Royer, D. J., Common, E. A., & 

Rock, M. L. (2023). Self-efficacy, 

burnout, and intent to leave for teachers 

of students with emotional and 

behavioral disorders. Sage Journals, 

49(2), 75-90. 

https://doi.org/10.1177/019874292312

01566 

Cabrera, W., & Estacio, D. (2022). Job attitude 

as a factor on employees’ performance. 

International Journal of Economics 

Development Research, 3(1), 13-35.  

Cherniss C. (1980). Professional burnout in 

human service organizations. New 

York: Praegar Publishers 

Cherian, J., Gaikar, V., Paul, R., & Pech, R. 

(2021). Corporate Culture and Its 

Impact on Employees’ Attitude, 

Performance, Productivity, and 

Behavior: An Investigative Analysis 

from Selected Organizations of the 

United Arab Emirates (UAE). Journal 

of Open Innovation: Technology, 

Market, and Complexity, 7(45). 

https://doi.org/10.3390/joitmc 

7010045 



 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    60          
 

Nigerian Journal of Clinical Psychology (NJCP) 

Coetzee, M., & Dyk, J. V. (2017). Workplace 

bullying and turnover intention: 

exploring work engagement as a 

potential mediator. Department of 

Industrial and Organizational 

Psychology, University of South Africa, 

Pretoria, Gauteng, South Africa, 

121(2), 375–392. https://doi.org/DOI: 

10.1177/0033294117725073 

Cordes, C. L., Dougherty, T. W., & Blum, M. 

(1997). Patterns of burnout among 

managers and professionals: A 

comparison of models. Journal of 

Organizational Behavior, 18(6), 685-

701. https://doi.org/DOI: 10.1002/ 

(SICI) 1099-1379(199711)18:6<685: 

AID-JOB817>3.0.CO; 2-U 

Demerouti, E., Bakker, A. B., Nachreiner,, F., 

& Schaufeli, W. B. (2001). The job 

demands-resources model of burnout. 

Journal of Applied Psychology, 86(3), 

499-512. 

https://pubmed.ncbi.nlm.nih.gov/1141

9809/ 

Demerouti, E., & Sanz Vergel, I. A. (2014). 

Burnout and Work Engagement: The 

JD-R Approach. Annual Review of 

Organizational Psychology and 

Organizational Behavior., 1(10). 

https://doi.org/1146/annurev-

orgpsych-031413-091235. 

Edú-Valsania, S., Laguía, A., & Moriano, J. A. 

(2022). Burnout: A review of theory 

and measurement. International 

Journal of Environmental Research 

and Public Health, 19(3), 1780. 

https://doi.org/ 

10.3390/ijerph19031780. 

Egwurugwu, E. (2019). Job burnout and 

employee turnover in deposit money 

banks in Harcourt, Nigeria. The 

Strategic Journal of Business & 

Change Management, 6(4), 725–736. 

www.strategicjournals.com. 

González-Romá, V., B. Schaufeli, W., Bakker, 

A. B., & Lloret, S. (2006). Burnout and 

work engagement: Independent factors 

or opposite poles? Journal of 

Vocational Behavior P, 68(1), 165-

174. 

https://doi.org/10.1016/j.jvb.2005.01.0

03. 

Herminingsih, A., & Kurniasih, A. (2018). The 

influence of workload perceptions and 

human resource management practices 

on employees’ burnout (a case study on 

mercu buana university administrative 

staffs). European Journal of Business 

and Management, 10(21), 19-26. 

file:///C:/Users/User/Downloads/4326

8-46591-1-PB%20(1).pdf 

 

Joshi, M., & Anadkat, K. (2023). A 

Comprehensive Literature Review on 

Understanding Job Burnout: Causes, 

Consequences, and Prevention 

Strategies. International Journal of 

Interdisciplinary Organizational 

Studies, 18(1). 

https://doi.org/DOI:10.5281/zenodo.81

12962 

Kahn, W. A. (1990). Psychological Conditions 

of Personal Engagement and 

Disengagement at Work. The Academy 

of Management Journal, 33(4), 692-

724. https://doi.org/10.2307/256287 

Kaya, G., & Ceyhun, G. (2014). The 

moderating effects of motivating job 

characteristics on the relationship 

between burnout and turnover 

intention. Procardia - Social and 

Behavioral Sciences. 150, 438-446. 

https://doi.org/DOI:10.1016/j.sbspro.2

014.09.048 

Kelly, J. (2023). 98% of HR professionals are 

burned out, study shows. 

https://www.forbes.com/sites/jackkell

y/2022/04/14/98-of-human-resources-



 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    61          
 

Nigerian Journal of Clinical Psychology (NJCP) 

professionals-are-burned-out-study-

shows/ 

Kim S, Wang J. (2018). The role of job 

demands⁻ resources (JDR) between 

service workers' emotional labor and 

burnout: new directions for labor 

policy at local government. 

International Journal of 

Environmental Research and Public 

Health. 15(12):2894. doi: 

10.3390/ijerph15122894. PMID: 

30562995; PMCID: PMC6313555. 

Kumareswaran, S. (2023). Burnout among 

employees: A narrative review. 

European Journal of Humanities and 

Social Sciences, 3(2), 15. 

https://doi.org/DOI: 

http://dx.doi.org/10.24018/ejsocial.202

3.3.2.410. 

Lam, T., Baum, T., & Pine, R. (2003). 

Subjective norms: Effects on Job 

Satisfaction. Annals of Tourism 

Research 30(1), 160-177. 

https://doi.org/10.1016/S0160-7383 

(02)00047-6. 

Lazzari, M., Alvarez, J. M., & Ruggieri, S. 

(2022). Predicting and explaining 

employee turnover intention. 

International Journal of Data Science 

and Analytics, 14(3), 1-14. 

https://doi.org/DOI: 10.1007/s41060-

022-00329-w. 

Longe, O.O., Asekun, W.A & Ajayi, O.T 

(2018).            Infrastructural deficit 

and urban social stress: implications 

on wellbeing of people with 

disabilities African journal for the 

psychological study of social issues 

21(1) 
Lubbadeh, T. (2020). Job burnout: A general 

literature review. International Review 

of Management and Marketing, 10(3), 

7-15. https://doi.org/DOI: 

10.32479/irmm.9398. 

Maslach, C., & Leiter, M. P. (2016). 

Understanding the burnout experience: 

Recent research and its implications for 

psychiatry. World Psychiatry 15(2), 

103-111. https://doi.org/DOI: 

10.1002/wps.20311. 

Maslach, C., & Schaufeli, W. (2017). 

Historical and conceptual development 

of burnout (p. 105). W.B. Schaufeli. 

https://doi.org/DOI 10.1007/978-3-

319-52887-8_5.  

McEwan, B (2020) Sampling and 

validity, Annals of the International 

Communication Association, 44(3)  

235–

247, https://doi.org/10.1080/2380898

5.2020.1792793 

Maslach, C., & Leiter, M. P. (2016). 

Understanding the burnout experience: 

Recent research and its implications for 

psychiatry. World Psychiatry 15(2), 

103–111. https://doi.org/ 

10.1002/wps.20311 

Mousavi, S. F. (2020). Psychological well-

being, marital satisfaction, and 

parental burnout in Iranian parents: 

The effect of home quarantine 

during COVID-19 outbreaks. 

Frontiers in Psychology, 

11(553880), 1–11. 

https://doi.org/10.3389/fpsyg.2020.

553880  

Obioma, F.I., Mahima, R., Jaga., R.,   

Asekun, W.A., Pranati, M., & 

Hernadez Bark A.S (2025). Gender 

and marital burnout within four 

countries: Examining the effects of 

conflict negotiation styles Journal 

of Social and Personal 

Relationships 0(0) 1–25 

Onyishi, E. I., Sorokowski, P., 

Sorokowska, A., & Pipitone, R. N. 

(2012). Children and marital 

satisfaction in a non-Western 

sample: Having more children 

https://doi.org/10.1080/23808985.2020.1792793
https://doi.org/10.1080/23808985.2020.1792793


 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    62          
 

Nigerian Journal of Clinical Psychology (NJCP) 

increases marital satisfaction among 

the Igbo people of Nigeria. 

Evolution and Human Behavior, 

33(6), 771–774. https:// 

doi.org/10.1016/j.evolhumbehav.20

12.06.005 

Plooy, J. D., & Roodt, G. (2010). Work 

engagement, burnout and related 

constructs as predictors of turnover 

intentions. South Africa Journal of 

Industrial Psychology/ 36(910). 

https://doi.org/DOI: 

10.4102/sajip.v36i1.910 

Puteh, F., & Arshad, H. (2015). Determinants 

of turnover intention among 

employees. Journal of Administrative 

Science, 12(2).  

Pines, A. M., & Nunes, R. (2003). The 

relationship between career and 

couple burnout: Implications for 

career and couple counseling. 

Journal of Employment Counseling, 

40(2), 50–64. https:// 

doi.org/10.1002/j.2161-

1920.2003.tb00856.x 

 

Randle, L. J. (2022). The relationship between 

work engagement, burnout, and 

employee turnover intention [Walden 

dissertation and doctoral studies, 

Walden University]. 

https://scholarworks.waldenu.edu/cgi/

viewcontent.cgi?article=14977&conte

xt=dissertations 

 

Roskam, I., Gallee, L., Aguiar, J., Akgun, 

E., Arena, A., Arikan, G., Aunola, 

K., Bader, M., Barham, ´ E. J., 

Besson, E., Beyers, W., Boujut, E., 

Brianda, M. E., Brytek-Matera, A., 

Carbonneau, N., Cesar, F., Chen, 

B.-B., Dorard, G., dos Santos Elias, 

L. C., ´ … Mikolajczak, M. (2022). 

Gender equality and maternal 

burnout: A 40-country study. 

Journal of Cross-Cultural 

Psychology, 53(2), 157–178. 

https://doi.org/10.1177/002202212

1107281 

 

Russell, M. B., Attoh, P. A., Chase, T., Gong, 

T., Kim, J., & Liggans, G. (2020). 

Examining burnout and the 

relationships between job 

characteristics, engagement, and 

turnover intention among educators. 

Sage Open, 10(4), 1. 

https://doi.org/DOI: 

10.1177/2158244020972361. 

Salama, W., Salama, W., Abdou, A. H., 

Mohamed, S. A. K., & Shehata, H. S. 

(2021). Impact of work stress and job 

burnout on turnover intentions among 

hotel employees International J 

Environ Res Public Health, 19(15), 

9724. https://doi.org/ 

10.3390/ijerph19159724. 

Saufi, R. A., Aidara, S., Che Nawi,, N. B., 

Permarupan, Y., Zainol, N. R. B., & 

Kakar , A. S. (2023). Turnover 

intention and its antecedents: The 

mediating role of work–life balance 

and the moderating role of job 

opportunity. Frontier Psychology. 14. 

https://doi.org/ 

10.3389/fpsyg.2023.1137945 

Scanlan, J. N., & Still, M. (2019). Relationships 

between burnout, turnover intention, 

job satisfaction, job demands and job 

resources for mental health personnel 

in an Australian mental health service. 

BMC Health Services Research, 

19(62). 

https://doi.org/10.1186/s12913-018-

3841-z 

Schaufeli, W. B. (2012). Work Engagement. 

What Do We Know and Where Do We 

Go? Work Engagement in Everyday 



 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    63          
 

Nigerian Journal of Clinical Psychology (NJCP) 

Life, Business, and Academia. 

Romanian Journal of Applied 

Psychology, 14(1), 3-10. 

 https://www.researchgate.net/publicati

on/230580677_Work_Engagement -

text 

 

Schaufeli, W. B., Salanova, M., Gonzalez-rom 

´ A, V., & Bakker, A. B. (2002). The 

measurement of engagement and 

burnout: a two sample confirmatory 

factor analytic approach. Journal of 

happiness studies, 3, 71–92. 

https://www.wilmarschaufeli.nl/public

ations/Schaufeli/178.pdf. 

Shuck, B., & Wollard, K. (2009). Employee 

Engagement and HRD: A Seminal 

Review of the Foundations2009. 

Human Resource Development Review, 

9(1)89-110. 

https://doi.org/10.1177/153448430935

3560 

Shuck, B., Rocco, T. S., & Albornoz, C. (2011). 

Exploring employee engagement from 

the employee perspective: Implications 

for HRD. Journal of European 

Industrial Training, 35, 300-325. 

https://doi.org/DOI:10.1108/03090591

111128306 

Soqair, N., & Gharib, F. (2023). Toxic 

Workplace Environment and 

Employee Engagement. Journal of 

Service Science and Management, 

.16(6). https://doi.org/DOI: 

10.4236/jssm.2023.166035 

Takase, M. (2010). A concept analysis of 

turnover intention: Implications for 

nursing management. Collegian, 17(1), 

3-12. 

https://doi.org/10.1016/j.colegn.2009.0

5.001 

Tummers, L. G., & Bakker, A. B. (2021). 

leadership and job demands-resources 

theory: a systematic review. Frontiers 

in Psychology, 12. 

https://doi.org/10.3389/fpsyg.2021.72

2080 

Ukoro, C. (2022, October 22). Businesses, 

commuters suffer as Lagos traffic 

worsens. Business Day. 

https://businessday.ng/the-

bridge/article/businesses-commuters-

suffer-as-lagos-traffic-worsens/ 

Westermann, C., Kozak, A., Harling, M., & 

Nienhaus, A. (2014). Burnout 

intervention studies for inpatient 

elderly care nursing staff: Systematic 

literature review. International Journal 

of Nursing Studies, 51, 63-71. 

https://doi.org/10.1016/j.ijnurstu.2012.

12.001. 

Willmar. B., & Arnold , B. B. (2004). Job 

demands, job resources, and their 

relationship with burnout and 

engagement: A multi-sample study. 

Journal of Organizational Behavior, 

25, 25, 293–315. https://doi.org/DOI: 

10.1002/job.248 

World Health Organization (2019). Burn-out: 

An occupational phenomenon: 

International Classification of 

Diseases. 

https://www.who.int/news/item/28-05-

2019-burn-out-an-occupational-

phenomenon-international-

classification-of-diseases". 

Wright, T., & Cropanzano, R. (1998). 

Emotional exhaustion as a predictor of 

job performance and voluntary 

turnover. Applied Psychology 1. R 

Cropanzano, 83(3), 486-93. 

https://doi.org/DOI: 10.1037/0021-

9010.83.3.486. 

Yamazaki, Y., & Petchdee, S. (2015). Turnover 

intention, organizational commitment, 

and specific job satisfaction among 

production employees in Thailand. 

Journal of Business and Management, 

4(4), 22-38. https://doi.org/DOI: 

10.12735/jbm.v4i4p22". 



 
 

Asekun, W. A., & Thompson, I. (2025). Influence of employee burnout on work engagement and turnover 
intention among HR professionals in a multicultural environment. 

 

Nigerian Journal of Clinical Psychology (NJCP)    Vol.15  No.2                                                                    64          
 

Nigerian Journal of Clinical Psychology (NJCP) 

Yener, M., & Coşkun, Ö. (2013). Using Job 

Resources and Job Demands in 

Predicting Burnout. Procedia - Social 

and Behavioral Sciences, 99, 869-876. 

https://doi.org/DOI:10.1016/j.sbspro.2

013.10.559 

 Zhang H, Du L, Jiang Z (2022).  Loyalty to 

organizations or "loyalty to 

supervisors? Research on differential 

leadership and employee loyalty 

behavior: A perspective of insiders and 

outsiders. Frontier Psychology.  22(13) 

doi: 10.3389/fpsyg.2022.971624. 

PMID: 36619076; PMCID: 

PMC9814717. 

 

  


