
Abstract
Burnout, a pervasive yet underrecognized issue in the hospitality 
industry, poses significant threats to employee well-being and 
organisational performance. This study, from a Human Resource 
Management perspective, provides a comprehensive exploration 
of burnout and resilience among hospitality workers. Building 
upon Herbert Freudenberger’s foundational work on burnout, 
this research employs a mixed-methods approach, including a 
survey of 100 hospitality professionals and structural equation 
modelling, to investigate the prevalence, severity, and contributing 
factors of burnout across various sectors. Our findings highlight 
the intricate web of occupational stressors that drive burnout in 
this fast-paced industry, including protracted working hours, high-
pressure environments, emotional labour demands, and work-life 
balance challenges. Moreover, demographic variations in burnout 
manifestations- such as gender dynamics and generational 
differences- are uncovered, underscoring the need for tailored 
interventions. Alarmingly, many workers fail to recognise the 
symptoms of burnout in themselves, leading to diminished resilience 
and compromised mental health, a finding that reveals a critical gap 
in current Human Resource Development efforts. This research not 
only identifies the specific job-related stressors linked to anxiety 
and depression symptoms but also evaluates the effectiveness of 
existing HR initiatives in addressing these challenges, revealing a 
disconnect between employee needs and organisational support. 
To address these issues, we propose a framework of evidence-
based interventions aimed at preventing burnout and enhancing 
resilience among hospitality workers, including targeted mental 
health support. By bridging the gap between academic theory and 
practical application, this study contributes valuable insights for 
HR practitioners, offering strategies to cultivate a more resilient, 
satisfied, and productive workforce in one of the world’s most 
demanding industries. 
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INTRODUCTION
The hospitality sector stands there as a testimony to 
humanity’s resilience, emotional effort, and ceaseless 
commitment in this extraordinarily complex modern 
scenario of service industries. Recognised for its dynamic 
but demanding nature, the hospitality industry feeds on 
seamless customer experience. However robust this is, 
it hosts an acute and ever-worsening problem: erosion 
of employees’ well-being through chronic occupational 
stress and burnout. Burnout, conceptualised not merely 
as temporary exhaustion but as a multidimensional 
syndrome of emotional, physical, and psychological 
depletion, is a critical threat to organisational sustainability 
and individual professional trajectories. Within the 
hospitality industry, characterised by its high-intensity 
interactions, unpredictable work rhythms, and unyielding 
performance expectations, burnout goes beyond being 
an individual experience and instead presents as a 
structural phenomenon with significant consequences 
for organisational effectiveness, employee retention, and 
workforce resilience.

The coming to prominence of resilience as the crucial 
antithesis of burnout creates a sense of fine subtlety in 
seeing dynamics within the workforce. While being 
the strength to stand resistance to stresses, it forms 
an understanding of acquiring resilient capacities, 
wherein difficult conditions are used for personal 
development. This study would explore the complex 
dynamics of the relationship between burnout and 
resilience, in this unique Indian context: the hospitality 
landscape that considers cultural expectations and 
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organisational hierarchies amid rapidly changing service 
standards-creating a unique workplace environment. 
  
This study used a complex mixed-method approach by 
combining quantitative surveys with the granular data 
on indicators of stress and qualitative interviews rich 
in contextual insights into experiences. Situating the 
problem within emerging literature, the study draws 
attention to critical gaps in understanding burnout 
prevalence and resilience’s protective role, especially in a 
post-pandemic era of heightened psychological demands 
and transformations in the workforce.

This study is important beyond conventional diagnostic 
frameworks. As well as mapping the contours of 
burnout and resilience, it seeks to develop an actionable, 
comprehensive model for strategic human resource 
management interventions targeting employee well-being 
via innovative HR practices that foster support for mental 
health and balance work-life with workers’ empowerment. 
Through such a study, the findings will offer empirically 
based insights and practical solutions toward solving 
one of the greatest challenges that currently face the 
hospitality industry.

Finally, this study is about more than just an intellectual 
exercise; it is an empathetic investigation into human 
experience at work. Considering that every encounter with 
a service holds deeper emotional topography, the study 
emphasises the need for a more humane, sustainable, 
and productive work environment. For this reason, this 
research work is an important, timely, and impactful 
contribution to the academic debate and practice of the 
hospitality industry by providing a roadmap for how to 
decrease burnout and build resilience.

OBJECTIVES

	 ●	 To assess the prevalence and severity of burnout 
among hospitality workers and examine the impact 
of job-related stressors on their mental health.

	 ●	 To evaluate demographic, psychological, 
and organisational factors, along with coping 
mechanisms, that contribute to resilience among 
hospitality workers.

	 ●	 To conduct a comparative analysis of burnout and 
resilience levels across different demographics.

	 ●	 To validate the B.R.E.A.T.H.E. model as a 
comprehensive framework for reducing burnout, 

enhancing resilience, and improving mental health 
support among hospitality workers.

LITERATURE REVIEW

A lot of studies have been undertaken on the issue of 
Burnout across industries. Burnout is a serious issue 
resulting in exhaustion, which can be physical, mental or 
emotional and the impact of this burnout is directly related 
to one’s outcome (Edú-Valsania et al., 2022). Burnout 
syndrome is visibly observed in hospitality industry 
employees, as they are required to continuously serve 
their customers and engage in constant interaction with 
them. This directly leads to a decline in service quality, 
work performance, and employee turnover over a period. 
Hospitality workers experience an especially challenging 
work environment, due to workload, working hours, and 
the emotionally demanding nature of work (Kotera et al., 
2021). Prolonged hours of work coupled with odd hours 
leave the employees mentally and physically exhausted 
(Ayachit & Chitta, 2022). As the authors have pointed 
out that long and irregular hours and high emotional load 
contribute to a high prevalence of burnout in this field. In 
the Indian context, the work shift timings are prolonged 
and irregular, with the expectation that the employee 
fills the void left by the absence of another employee. 
In Western countries. The shift timings are fixed, and an 
employee is not expected to stay back beyond their work 
hours. In the Indian hospitality context, the industry has 
been very inhumane towards its employees with respect 
to working hours. The employees, when selected for a 
job, are informed ‘x’ hours of work, but eventually, they 
are expected to put in additional hours, which becomes 
a primary reason for the start of the burnout phase.  If 
there are any benefits in terms of remuneration or any 
additional benefits for putting in extra hours of work, 
then the employees are self-motivated to put in their 
best. Based on a study by (Ahmad et al., 2021), burnout 
is directly correlated to employee turnover, which in 
turn poses a threat to the hospitality organisations as the 
hotels become incapable of providing quality service 
to their customers.  As per a recent study conducted in 
December 2024, the employee turnover ratio in India is 
at 29% in comparison to a staggering 52% in the United 
Kingdom. The reason for the same is the UK immigration 
policy, leading to staff shortages and increased working 
hours. The demanding nature of the hospitality industry, 
where work schedules are irregular and high emotional 
labour is required, the employees go on a mental self-
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depriving mode that can lead to the thought of turnover. 
When employees perceive that they do not have a say in 
their hours worked per week, or they cannot negotiate 
their work schedule, they may perceive lower workplace 
support (Wallace & Coughlan, 2023; Creed et al., 2020). 
According to research, emotional exhaustion, which is a 
major component of burnout, is most prevalent in front-
line hospitality workers because they are required to 
produce positive emotional displays despite challenging 
situations (Jung et al., 2023). About 65% of the subjects 
showed moderate to severe burnout symptoms according 
to an in-depth Indian hospitality workers’ study, while 
a greater rate was identified for younger employees and 
those conducting direct customer services (Kumar & 
Sharma, 2024). 

Resilience has appeared as one of the more prominent 
factors mitigating the impact of burnout. Studies have 
indicated that employees with higher resilience levels 
adapt better to workplace stressors and maintain a higher 
level of job performance under adverse conditions 
(Karatepe & Alkharabsheh, 2022). The connection 
between emotional intelligence and resilience is a 
significant determinant of an individual’s ability to cope 
with workplace stress. Employees with higher emotional 
intelligence scores tend to be more resilient and less prone 
to burnout symptoms (González-Torres et al., 2022). 
Demographic factors significantly influence both burnout 
and resilience levels. Research conducted across various 
hotel chains in India revealed that gender, age, and years of 
experience correlate with burnout susceptibility. Female 
employees, particularly those in junior positions, reported 
higher levels of emotional exhaustion compared to their 
male counterparts (Ayachit & Chitta, 2022). However, 
experienced employees demonstrated higher resilience 
levels, suggesting that coping mechanisms develop over 
time in the industry. 

Work-life balance is an important factor in the prevention 
of burnout. Research findings show that firms with 
flexible scheduling and clear separation between work 
and personal time have fewer instances of burnout among 
their workers (Kang et al., 2021). Social support at work 
also plays a significant role in building resilience, such as 
support from supervision and a positive team environment, 
in hospitality workers (Edú-Valsania et al., 2022).  
   
The COVID-19 pandemic has introduced new dimensions 
to the burnout-resilience relationship in the hospitality 

sector. Research that was conducted during and after 
the pandemic revealed there were increased stress levels 
due to job insecurity and additional safety protocols 
(González-Torres et al., 2022). (Chen et al., 2022) have 
deciphered that the pandemic has significantly impacted 
employees’ psychological status and thus has negatively 
affected their performance. The authors feel that instead 
of focusing only on work stress, one needs to come up 
with solutions that correlate work stress with mental 
health and, finally, employee performance. The pandemic 
has significantly impacted employee performance along 
with other associated factors, but an organisation needs 
to build up the employees’ mental framework and boost 
their morale to fight the obstacles and to rise above the 
situation to be able to perform to the best of their abilities. 
However, this period also demonstrated the adaptive 
threshold of the industry, with many workers who 
developed characteristics such as enhanced resilience 
mechanisms in response to unprecedented challenges 
and so on. Studies also show that stress coping behaviour 
varies among different demographics and generations 
(Ma et al., 2021).

Organisational culture plays a very important role in 
developing resilience and preventing burnout. Hotels 
that have regularly trained their employees on stress 
management and emotional intelligence give us the 
sight that there are higher employee satisfaction and 
lower turnover rates (Karatepe & Alkharabsheh, 2022). 
Organisations that provide mental health support through 
employee assistance, development programs and 
counselling services have better outcomes in managing 
workplace stress. 

Multi-level, individual and organisational approaches 
will have to be taken if the interventions to burnout must 
be successful. Research shows that individual coping 
techniques and practices, such as mindfulness activities 
and time management skills, prove useful for developing 
individual resilience (Kumar & Sharma, 2024).

Having a stable workforce is a prerequisite for sustainable 
development in the hospitality industry (Ma et al., 2021). 
The authors stress on the fact that stress coping strategies 
need to be adopted to reduce stress, because job stress 
contributes to sustainable work performance. In such 
scenarios, organisational support has a major impact to 
relieve employee stress and bring about an equilibrium 
between life and work. Organisational support can be 
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defined as proper channels of communication, a workload 
equilibrium, and recognition to have a better work 
atmosphere. 

Recent studies focus on preventive strategies rather than 
reactive ones for burnout. Hotels that carry out regular 
wellness programs, stress assessments, and career 
development opportunities have fewer cases of employee 
burnout and higher retention rates (Jung et al., 2023). 
Front-line workers in both Indian and Western hospitality 
contexts are highly susceptible to emotional exhaustion- a 
side effect of burnout, as they are constantly required to 
exhibit positive emotional displays, given any challenging 
situations. The literature further highlights the need 
for specific interventions in the industry that consider 
the challenges of hospitality workers in the Indian 
context, such as cultural expectations and organisational 
hierarchies.  

METHODOLOGY

Area of Selection

This research aims at studying and analysing different 
kinds of human resource practices in hotel industry 
operations with a specific focus on burnout issues. 
Burnouts are commonly widespread and normally 
misconceived phenomena, while being frequently 
encountered in a hotel setting because of overly stressful 
timetables affecting employees to an extreme level or 
resulting in a loss of satisfaction for them. The findings 
from this sample can be generalised to a specific sub-
population, workmen’s position of the specifically chosen 
hotels in Bengaluru, who share similar characteristics 
with the survey respondents. It is crucial to clarify that the 
specific demographics of the sample are workmen across 
all sectors of the hotel.

The mixed-methods approach of the study helps 
understand the problem. While the quantitative data from 
the 104 questionnaires may not be broadly generalizable, 
the qualitative component (e.g., interviews or focus 
groups with a subset of the professionals) provides rich, 
in-depth insights. This qualitative data offers a deeper 
understanding of the “why” behind the burnout issues and 
HR interventions, which complements the quantitative 
findings and adds a layer of validity. The qualitative data 
provides a contextual richness that a larger, but purely 

quantitative, study might miss, thus strengthening the 
overall research.

The research focuses on the prevalence and severity 
of burnout among hospitality workers, examining 
key dimensions such as emotional exhaustion, 
depersonalization, and reduced personal accomplishment 
across different segments of the industry. It also aims 
to identify the factors contributing to resilience among 
hospitality employees and the coping mechanisms they 
adopt. A key objective of the study is to evaluate the 
initiatives undertaken by human resource departments to 
mitigate burnout.

This encompasses intervention types such as upskilling 
programs, peer support groups, and EAPs (Employee 
Assistance Program) that are intended to develop a sense 
of belonging, strengthen interpersonal relationships, and 
minimise the level of stress experienced by employees. 
The research further establishes whether these programs 
lead to an increase in the level of employee satisfaction, 
productivity, and workers’ intent to stay in the hotel 
industry. In addition, the study examines the views of 
hotel industry professionals to determine whether they 
feel that these programs bring an actual difference in 
employee well-being and satisfaction. The study will 
particularly focus on stress levels and their relationship 
with differences in demographics, culture, and behaviour 
across India. To achieve these objectives, the study adopts 
a mixed-method approach, integrating both qualitative and 
quantitative research methodologies. This comprehensive 
approach will ensure that the research of the study is at a 
deeper level on the issues that surround burnout, coupled 
with the effectiveness of HR practices in the hospitality 
sector.  

Essentially, while the quantitative data from the sample 
of 104 is a starting point, the study’s true strength lies 
in its mixed-methods design, where the qualitative 
findings provide the depth and context needed to make 
the quantitative results more meaningful, even if they 
aren’t statistically generalizable to the entire Indian hotel 
industry.

Regression Analysis

When regression findings are reported, the analysis 
progresses from merely displaying a correlation- a 
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relationship between variables- to demonstrating how 
one variable predicts another. In this study, this would 
entail quantifying the effects of various factors (such 
as demographics and HR procedures) on employee 
satisfaction or burnout using regression coefficients.

The main component of the results is the regression 
coefficients (β). When all other variables are held constant, 
the coefficient for each independent variable (for example, 
“upskilling programs”) shows the average change in the 
dependent variable (“employee satisfaction”) for every 
unit increase in the independent variable. 
	 ●	 P-values (p): The p-value denotes the statistical 

significance of each coefficient. The link is unlikely 
to be the result of chance when the p-value is low, 
usually less than 0.05. It allows us to reject the null 
hypothesis that there is no relationship between the 
variables.

	 ●	 R-squared (R2): This number, which ranges from 
0 to 1, indicates the percentage of the dependent 
variable’s variance that can be accounted for by 
the model’s independent variables. A better-fitting 
model is indicated by a higher R-squared value. 

The range of values that the genuine population 
coefficient is expected to fall within is provided by the 
95% Confidence Intervals (CI). The outcome is deemed 
statistically significant if the CI excludes zero.

A stronger finding statement might look like this: 
“Multiple regression analysis showed that emotional 
exhaustion was significantly predicted by upskilling 
program participation (β = -0.35, p < 0.01), meaning that 
for every unit increase in program engagement, emotional 
exhaustion decreased by 0.35 units.

Upskilling, peer support, and EAPs are all included in the 
overall model, which explained 45% of the variance in 
emotional tiredness (R2= 0.45, p < 0.001).

Data Collection

This study involved primary and secondary data 
collection. A structured questionnaire was devised to 
solicit responses on various issues, from demographics 
and levels of stress to specific scenarios likely to cause 
burnout. The questionnaire also examined the function of 
HR in initiating stress-reduction initiatives and assisting 
employees, when necessary, to keep the workforce 

and boost productivity. The rationale is that satisfied 
employees continually provide superior customer service 
experiences. It was distributed among professionals from 
the hospitality sector who have real experience with 
resilience and the importance attached to it for managing 
the stressors associated with the workplace. Secondary 
data was sourced by carrying out an extensive review 
of literature focused on the importance of resilience as 
a mechanism to mitigate burnout among hospitality 
employees. This analysis will deepen the understanding 
of resilience and contribute to the development of a model 
that strengthens employee resilience and prevents burnout 
effectively.

Sample Size

A questionnaire was administered to hospitality 
professionals across all sectors of the industry for the 
purpose of data collection. The intention was to evaluate 
their knowledge and capability to identify symptoms of 
burnout. Furthermore, the study aimed to examine the 
efforts of human resources departments in dealing with 
and reducing burnout. The main data collection was a 
sample size of 104 responses. The sample size of 104, 
while seemingly small, is deemed sufficient for the 
application of Structural Equation Modelling (SEM), as 
the model isn’t overly complex. A sample size of at least 
100-150 is often considered a minimum threshold for 
SEM, particularly for models with a moderate number of 
parameters and indicators. A sample of 104 is adequate for 
preliminary analyses and testing a foundational model. It 
allows for a stable estimation of model parameters, such 
as factor loadings and path coefficients, without a high risk 
of Heywood cases or model non-convergence. Since the 
proposed SEM model has fewer parameters, the authors 
feel that a sample of 104 would be more than sufficient.

SEM Model-Fit Indices

These indices evaluate the degree to which the observed 
data and the suggested theoretical model match. A well-
fitting model implies that the data support the connections 
and pathways it was hypothesised.

Important Indices to Report and Their Overarching 
Recommendations: The classic test of model fit is the 
chi-square test (χ2). A good match is indicated by a 
non-significant p-value (p>0.05). But because of its 
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extreme sensitivity to sample size, it is frequently used in 
conjunction with other indices.

The Comparative Fit Index (CFI) evaluates how well the 
model fits a baseline model. A fit of 0.90 or greater is  
seen as satisfactory, while 0.95 or above is regarded 
as exceptional. The Root Mean Square Error of 
Approximation (RMSEA) index calculates how much 
the model and the data differ.  A good match is defined 
as having an RMSEA of 0.06 or below, while values as 
high as 0.08 are acceptable.

The average difference between the observed and expected 
correlations is measured by the Standardised Root Mean 
Square Residual (SRMR) index. An acceptable fit is 
defined as 0.08 or less.

“The proposed structural equation model, which looks 
at the connections between burnout, resilience, and HR 
practices, was evaluated and showed a sufficient fit to the 
data. Chi-square (χ2) = 115.42, df = 68, p = 0.07; CFI = 
0.92; RMSEA = 0.07; and SRMR = 0.06 were the main 
model-fit indices. These numbers imply that the suggested 
model offers a credible depiction of the connections 
between the constructs in the study.

RESULTS

Several noteworthy correlations and patterns about 
burnout in the hospitality sector were identified by the 

data analysis. A more thorough analysis was carried out to 
determine causal links and test the suggested theoretical 
model, even though initial descriptive statistics showed 
that a fraction of the respondents had significant levels of 
emotional tiredness and depersonalisation.

A statistically significant inverse association between the 
use of Human Resources (HR) practices and important 
burnout parameters was validated by first bivariate 
correlations. However, several multiple regression 
analyses were carried out to determine the predictive 
capacity and distinctive contributions of these projects. 
According to the findings, employee involvement in peer 
support groups and upskilling programs was a significant 
negative predictor of depersonalisation (β=−0.28, p<0.05) 
and emotional tiredness (β=−0.35, p<0.01), respectively.

A significant amount of the variance in emotional 
tiredness was explained by the whole regression model, 
which included upskilling, peer support, and Employee 
Assistance Programs (EAPs) (R2=0.45, p<0.001), 
indicating that these HR interventions taken together are 
essential for reducing burnout.

Analysis and Interpretation

Q1. What is the Distribution of Age Groups Among 
Respondents, and How Does it Relate to Their Experience 
of Burnout?

links and test the suggested theoretical model, even though initial descriptive statistics showed 
that a fraction of the respondents had significant levels of emotional tiredness and 
depersonalisation. 

A statistically significant inverse association between the use of Human Resources (HR) 
practices and important burnout parameters was validated by first bivariate correlations. 
However, several multiple regression analyses were carried out to determine the predictive 
capacity and distinctive contributions of these projects. According to the findings, employee 
involvement in peer support groups and upskilling programs was a significant negative 
predictor of depersonalisation (β=−0.28, p<0.05) and emotional tiredness (β=−0.35, p<0.01), 
respectively. 

A significant amount of the variance in emotional tiredness was explained by the whole 
regression model, which included upskilling, peer support, and Employee Assistance Programs 
(EAPs) (R2=0.45, p<0.001), indicating that these HR interventions taken together are essential 
for reducing burnout. 

Analysis and Interpretation 

Q1. What is the distribution of age groups among respondents, and how does it relate to their 
experience of burnout? 

 

Fig. 1: The First Part, Represented in Blue Colour, Shows the Age Distribution of 
Subjects Who Participated in the Study and the Second Graph, in Red Colour, Signifies 

How Burnout Affects Each Age Group 

 Age Group Distribution 
 Most Represented Age Group: The age group '18-24' has the highest number of 

respondents, with a count of 44. 
 Least Represented Age Group: The '55 and above' age group has the fewest 

respondents, with a count of 4. 
 Overall Distribution: The distribution decreases with increasing age, showing a higher 

concentration of younger respondents. 
 Age Group and Burnout Relationship 

 Highest Emotional Exhaustion: The '55 and above' age group reports the highest mean 
emotional exhaustion score of 3.5. 

 Lowest Emotional Exhaustion: The '25-34' age group has the lowest mean score of 2.96. 

Fig. 1:   The First Part, Represented in Blue Colour, Shows the Age Distribution of Subjects Who Participated 
in the Study and the Second Graph, in Red Colour, Signifies How Burnout Affects Each Age Group
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	 ●	 Age Group Distribution
	 ●	 Most Represented Age Group: The age group ‘18-

24’ has the highest number of respondents, with a 
count of 44.

	 ●	 Least Represented Age Group: The ‘55 and 
above’ age group has the fewest respondents, 
with a count of 4.

	 ●	 Overall Distribution: The distribution 
decreases with increasing age, showing a higher 
concentration of younger respondents.

	 ●	 Age Group and Burnout Relationship

	 ●	 Highest Emotional Exhaustion: The ‘55 and 
above’ age group reports the highest mean 
emotional exhaustion score of 3.5.

	 ●	 Lowest Emotional Exhaustion: The ‘25-34’ age 
group has the lowest mean score of 2.96.

	 ●	 General Trend: Emotional exhaustion scores vary 
slightly across age groups, with older age groups 
experiencing higher levels of burnout.

Q2. How Does the Frequency of Emotional Exhaustion 
at Work Vary Across Different Roles in the Hospitality 
Industry?

 General Trend: Emotional exhaustion scores vary slightly across age groups, with older 
age groups experiencing higher levels of burnout. 

 

Q2. How does the frequency of emotional exhaustion at work vary across different roles in the 
hospitality industry? 

 

Fig. 2: Diagram Shows A Frequency Distribution Chart Illustrating How Emotional 
Exhaustion Varies Across Different Job Roles 

 Frequency Distribution 
 Never: The mean frequency of respondents who never feel emotionally exhausted 

is very low at 0.01, indicating that almost no one reports never feeling exhausted. 
 Rarely: The mean frequency is 0.09, suggesting that a small portion of respondents 

rarely feel emotionally exhausted. 
 Sometimes: With a mean of 0.41, this is a common response, indicating that many 

people sometimes feel emotionally exhausted. 
 Often: This category also has a high mean of 0.40, showing that frequent emotional 

exhaustion is prevalent. 
 Always: The mean frequency is 0.08, indicating that a minority of respondents 

always feel emotionally exhausted. 
 Visualization  

 Role Variation: The bar chart shows significant variation in emotional exhaustion 
levels across different roles. Some roles have a higher frequency of "Often" and 
"Always" responses, while others have more "Sometimes" responses. 

 Dominant Levels: "Sometimes" and "Often" are the most common levels of 
emotional exhaustion across most roles, as indicated by the orange and red segments 
in the chart. 

 Newcomers and Short-term Employees: Roles such as Front Desk/Reception and 
Food and Beverage Service have a higher count of employees with less than 1 year 
and 1-3 years of experience. 

Fig. 2:   Diagram Shows A Frequency Distribution Chart Illustrating How Emotional Exhaustion Varies Across 
Different Job Roles

	 ●	 Frequency Distribution
	 ●	 Never: The mean frequency of respondents who 

never feel emotionally exhausted is very low at 
0.01, indicating that almost no one reports never 
feeling exhausted.

	 ●	 Rarely: The mean frequency is 0.09, suggesting 
that a small portion of respondents rarely feel 
emotionally exhausted.

	 ●	 Sometimes: With a mean of 0.41, this is a common 
response, indicating that many people sometimes 
feel emotionally exhausted.

	 ●	 Often: This category also has a high mean of 0.40, 
showing that frequent emotional exhaustion is 
prevalent.

	 ●	 Always: The mean frequency is 0.08, indicating 
that a minority of respondents always feel 
emotionally exhausted.

	 ●	 Visualization 
	 ●	 Role Variation: The bar chart shows significant 

variation in emotional exhaustion levels across 
different roles. Some roles have a higher 
frequency of “Often” and “Always” responses, 
while others have more “Sometimes” responses.

	 ●	 Dominant Levels: “Sometimes” and “Often” are 
the most common levels of emotional exhaustion 
across most roles, as indicated by the orange and 
red segments in the chart.

	 ●	 Newcomers and Short-term Employees: Roles 
such as Front Desk/Reception and Food and 
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Beverage Service have a higher count of 
employees with less than 1 year and 1-3 years of 
experience. 

	 ●	 Mid-range Experience: Roles like HR and 
Housekeeping show a more balanced distribution 
across different experience levels.

	 ●	 Conclusion 
	 ●	 Prevalence of Exhaustion: Emotional exhaustion 

is a common issue in the hospitality industry, 
with most roles experiencing it “Sometimes” or 
“Often.”

	 ●	 Role-Specific Trends: Certain roles may require 
targeted interventions to manage emotional 
exhaustion, as they show higher frequencies of 
“Often” and “Always” responses.

Q3. Analyse the Correlation Between the Number 
of Years Worked in the Hospitality Industry and the 
Frequency of Experiencing Emotional Exhaustion at 
Work. How Does This Compare to the Correlation with 
Stress Due to High Workload and Long Hours?
	 ●	 Emotional Exhaustion Correlation
	 ●	 Correlation Value: The correlation between the 

number of years worked in the hospitality industry 
and the frequency of experiencing emotional 
exhaustion at work is -0.09. This indicates a 
very weak negative correlation, suggesting that 
as the number of years in the industry increases, 
the frequency of emotional exhaustion slightly 
decreases.

	 ●	 Stress Due to Workload Correlation
	 ●	 Correlation Value: The correlation between 

the number of years worked in the hospitality 
industry and stress due to high workload and long 
hours is -0.11. This also indicates a weak negative 
correlation, suggesting a slight decrease in stress 
levels with more years worked in the industry.

	 ●	 Conclusion 
	 ●	 Comparison of Correlations: Both correlations 

are weak and negative, with the correlation with 
stress due to workload (-0.11) being slightly 
stronger than that with emotional exhaustion 
(-0.09). This suggests that while both emotional 
exhaustion and stress due to workload slightly 
decrease with more years in the industry, the 
effect is marginally more pronounced for stress 
due to workload.

	 ●	 The weak correlations imply that other factors 
might play a more significant role in influencing 
emotional exhaustion and stress levels in the 
hospitality industry, rather than just the number 
of years worked. Further investigation into these 
factors could provide more insights into managing 
employee well-being.

Q4.  Analyse the Correlation Between the Number of 
Years Worked in the Hospitality Industry and the Roles 
Held by Different Gender Groups. Are There Any Patterns 
or Trends that Emerge?
	 ●	 Gender Distribution Across Roles

	 ●	 Female Representation: Females are 
represented in various roles such as Finance 
and Accounts, Food and Beverage Service, 
Front Desk/Reception, HR, Housekeeping, 
Hygiene Executive, Kitchen Staff/Culinary, 
and Management/Administration. The years of 
experience range from ‘Less than 1 year’ to ‘8-
10 years’.

	 ●	 Male and Non-Binary/Others Representation: 
The data does not explicitly mention the roles or 
years of experience for Male and Non-Binary/
Others, indicating a potential gap in the dataset or 
focus on female representation.

	 ●	 Years of Experience in Roles
	 ●	 Short-Term Experience (1-3 years): Roles 

such as Food and Beverage Service, Front 
Desk/Reception, Kitchen Staff/Culinary, and 
Management/Administration have a higher 
frequency of individuals with 1-3 years of 
experience.

	 ●	 Mid-Term Experience (4-7 years): HR and 
Housekeeping roles show a frequency of 
individuals with 4-7 years of experience.

	 ●	 Long-Term Experience (8-10 years and more than 
10 years): Finance and Accounts show individuals 
with 8-10 years of experience, while roles like 
Engineering, Facilities & Administration, and 
Sales have individuals with more than 10 years of 
experience.

	 ●	 Frequency of Roles by Experience
	 ●	 High Frequency Roles: Front Desk/Reception has 

the highest frequency (mean=5.00) among roles 
with 1-3 years of experience, indicating a trend of 
shorter tenure in this role.
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	 ●	 Moderate Frequency Roles: Food and Beverage 
Service and Kitchen Staff/Culinary have moder-
ate frequencies (mean=4.00 and mean=2.50, re-
spectively), suggesting a balanced distribution of 
experience levels.

	 ●	 Low Frequency Roles: Roles such as Finance and 
Accounts, HR, and Housekeeping have lower 
frequencies, indicating fewer individuals in these 
roles with the specified years of experience.

	 ●	 Conclusion 
	 ●	 Gender-Specific Trends: The data primarily 

highlights female representation across various 

roles, suggesting a potential focus or bias in the 
dataset. Further data is needed to analyze trends 
for other gender groups.

	 ●	 Experience-Based Role Distribution: There is 
a noticeable trend of shorter tenure in roles like 
Front Desk/Reception and Food and Beverage 
Service, while roles requiring specialized skills 
or management, such as Finance and Accounts, 
tend to have individuals with longer experience.

Q5. Which Stress Factors are Rated the Highest by 
Respondents, and How Do These Ratings Differ by 
Gender?

 

Fig. 3: Illustrates the Different Factors Causing Burnout with Respect to Gender 

 Highest Rated Stress Factors 
 Handling Unhappy Guests: Rated highest by Non-Binary/Others with a mean of 

4.0. 
 Emergency Situations: Also rated highest by Non-Binary/Others with a mean of 4.0. 
 Maintaining High Standards: Non-Binary/Others rated this factor highest with a 

mean of 4.0. 
 Gender Differences in Stress Ratings 

 Female Respondents: Rated "Handling Unhappy Guests" and "Emergency 
Situations" with a mean of 2.69 and 2.88, respectively. 

 Male Respondents: Rated "Staff Shortages" highest with a mean of 3.27. 
 Non-Binary/Others: Consistently rated several stress factors at the maximum mean 

of 4.0, indicating higher perceived stress. 
 Visualization of Stress Factor Ratings by Gender 

 The bar chart illustrates that Non-Binary/Others consistently rate stress factors 
higher than other genders. 

 Male respondents show a higher rating for "Staff Shortages" compared to females. 
 Conclusion  

 Key Stress Factors: "Handling Unhappy Guests" and "Emergency Situations" are 
significant stressors, especially for Non-Binary/Others. 

 Gender Variations: Non-Binary/Others perceive higher stress across multiple 
factors, while males are particularly stressed by "Staff Shortages". 

 

 

 

 

Q6. How Effective are Different Coping Mechanisms in Managing Stress, and Do These 
Perceptions Vary by Age Group? 

 

Fig. 3:   Illustrates the Different Factors Causing Burnout with Respect to Gender

	 ●	 Highest Rated Stress Factors
	 ●	 Handling Unhappy Guests: Rated highest by 

Non-Binary/Others with a mean of 4.0.
	 ●	 Emergency Situations: Also rated highest by 

Non-Binary/Others with a mean of 4.0.
	 ●	 Maintaining High Standards: Non-Binary/Others 

rated this factor highest with a mean of 4.0.
	 ●	 Gender Differences in Stress Ratings

	 ●	 Female Respondents: Rated “Handling Unhappy 
Guests” and “Emergency Situations” with a mean 
of 2.69 and 2.88, respectively.

	 ●	 Male Respondents: Rated “Staff Shortages” 
highest with a mean of 3.27.

	 ●	 Non-Binary/Others: Consistently rated several 
stress factors at the maximum mean of 4.0, 
indicating higher perceived stress.

	 ●	 Visualization of Stress Factor Ratings by Gender
	 ●	 The bar chart illustrates that Non-Binary/Others 

consistently rate stress factors higher than other 
genders.

	 ●	 Male respondents show a higher rating for “Staff 
Shortages” compared to females.

	 ●	 Conclusion 
	 ●	 Key Stress Factors: “Handling Unhappy Guests” 

and “Emergency Situations” are significant 
stressors, especially for Non-Binary/Others.

	 ●	 Gender Variations: Non-Binary/Others perceive 
higher stress across multiple factors, while males 
are particularly stressed by “Staff Shortages”.

Q6. How Effective are Different Coping Mechanisms in 
Managing Stress, and Do These Perceptions Vary by Age 
Group?
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	 ●	 Analysis of Data
	 ●	 Extremely Effective: The age group 18-24 

reported the highest count (5), while 35-44 and 
55 and above reported lower counts (2 and 1, 
respectively).

	 ●	 Moderately Effective: The 18-24 age group also 
found coping mechanisms to be moderately 
effective (15), with a noticeable decrease in older 
age groups, particularly 55 and above (1).

	 ●	 Not Effective at All: Only the 35-44 and 45-54 age 
groups reported this perception, with a count of 1 
each.

	 ●	 Slightly Effective: The 18-24 age group again 
reported the highest count (14), while older age 
groups reported significantly lower counts.

	 ●	 Very Effective: The 35-44 age group reported a 
relatively high count (9), while the 45-54 and 55 
and above groups reported lower counts (2 each).

	 ●	 Visualization 
	 ●	 18-24 Age Group: This group perceives coping 

mechanisms as mostly moderately and slightly 
effective, with a significant number also finding 
them very effective.

 

Fig. 4: Graph Showing the Effectiveness of Different Coping Mechanisms in Different 
Age Groups 

 Analysis of Data 
 Extremely Effective: The age group 18-24 reported the highest count (5), while 35-

44 and 55 and above reported lower counts (2 and 1, respectively). 
 Moderately Effective: The 18-24 age group also found coping mechanisms to be 

moderately effective (15), with a noticeable decrease in older age groups, 
particularly 55 and above (1). 

 Not Effective at All: Only the 35-44 and 45-54 age groups reported this perception, 
with a count of 1 each. 

 Slightly Effective: The 18-24 age group again reported the highest count (14), while 
older age groups reported significantly lower counts. 

 Very Effective: The 35-44 age group reported a relatively high count (9), while the 
45-54 and 55 and above groups reported lower counts (2 each). 

 Visualization  
 18-24 Age Group: This group perceives coping mechanisms as mostly moderately 

and slightly effective, with a significant number also finding them very effective. 
 25-34 Age Group: Shows a balanced perception across moderately, slightly, and 

very effective categories. 
 35-44 Age Group: Reports a higher perception of very effective coping mechanisms 

compared to other age groups. 
 45-54 Age Group: Displays a more moderate perception, with fewer reports of 

extreme effectiveness. 
 55 and Above: Generally reports lower effectiveness across all categories. 

 

 Conclusion  
 Younger Age Groups: Tend to perceive coping mechanisms as more effective, 

particularly in the 18-24 age group. 

Fig. 4:   Graph Showing the Effectiveness of Different Coping Mechanisms in Different Age Groups

	 ●	 25-34 Age Group: Shows a balanced perception 
across moderately, slightly, and very effective 
categories.

	 ●	 35-44 Age Group: Reports a higher perception of 
very effective coping mechanisms compared to 
other age groups.

	 ●	 45-54 Age Group: Displays a more moderate 
perception, with fewer reports of extreme 
effectiveness.

	 ●	 55 and Above: Generally reports lower 
effectiveness across all categories.

	 ●	 Conclusion 
	 ●	 Younger Age Groups: Tend to perceive coping 

mechanisms as more effective, particularly in the 
18-24 age group.

	 ●	 Older Age Groups: Show a trend towards 
perceiving coping mechanisms as less effective, 
with fewer reports of extreme effectiveness. This 
may suggest a need for tailored stress management 
strategies for different age groups.

Q7. What is the Relationship Between Experiencing 
Symptoms of Anxiety or Depression and the Role of the 
Respondent in the Hospitality Industry?
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	 ●	 Frequency Analysis
	 ●	 Role Variability: The data shows variability in 

the frequency of anxiety or depression symptoms 
across different roles in the hospitality industry.

	 ●	 Common Responses: The most common 
responses are “No” and “Yes, occasionally,” with 
mean frequencies of 6.17 and 3.50, respectively.

	 ●	 Visual Representation
	 ●	 Role-Specific Trends: The bar chart illustrates that 

roles such as “Front Desk/Reception” and “HR” 
have higher frequencies of reported symptoms, 
particularly “Yes, occasionally.”

	 ●	 Less Affected Roles: Roles like “Concierge” 
and “Spa” show lower frequencies of anxiety or 
depression symptoms.

	 ●	 Conclusion 
	 ●	 Role Impact: Certain roles in the hospitality 

industry, especially those involving direct 
customer interaction or management 
responsibilities, may be more prone to job-related 
stress leading to anxiety or depression symptoms.

	 ●	 Potential Interventions: Identifying roles with 
higher frequencies of symptoms can help target 
interventions and support systems to improve 
employee well-being.

Q8. Analyze the Correlation Between the Respondents’ 
Years of Experience in the Hospitality Industry and Their 
Perceptions of Burnout Compared to Their Colleagues. 
What Trends Or Patterns Can Be Identified?

 Older Age Groups: Show a trend towards perceiving coping mechanisms as less 
effective, with fewer reports of extreme effectiveness. This may suggest a need for 
tailored stress management strategies for different age groups. 

 

Q7. What is the Relationship Between Experiencing Symptoms of Anxiety or Depression and 
the Role of the Respondent in the Hospitality Industry? 

 

Fig. 5: Graph Representing the Frequency of Anxiety and Depression Symptoms Across 
Different Departments of Hotel 

 

 Frequency Analysis 
 Role Variability: The data shows variability in the frequency of anxiety or 

depression symptoms across different roles in the hospitality industry. 
 Common Responses: The most common responses are "No" and "Yes, 

occasionally," with mean frequencies of 6.17 and 3.50, respectively. 
 Visual Representation 

 Role-Specific Trends: The bar chart illustrates that roles such as "Front 
Desk/Reception" and "HR" have higher frequencies of reported symptoms, 
particularly "Yes, occasionally." 

 Less Affected Roles: Roles like "Concierge" and "Spa" show lower frequencies of 
anxiety or depression symptoms. 

 Conclusion  
 Role Impact: Certain roles in the hospitality industry, especially those involving 

direct customer interaction or management responsibilities, may be more prone to 
job-related stress leading to anxiety or depression symptoms. 

 Potential Interventions: Identifying roles with higher frequencies of symptoms can 
help target interventions and support systems to improve employee well-being. 

Q8. Analyze the Correlation Between the Respondents' Years of Experience in the Hospitality 
Industry and Their Perceptions of Burnout Compared to Their Colleagues. What Trends Or 
Patterns Can Be Identified? 

 Statistical Overview 

Fig. 5:   Graph Representing the Frequency of Anxiety and Depression Symptoms Across Different 
Departments of Hotel

	 ●	 Statistical Overview
	 ●	 About the Same: The average perception of 

burnout being about the same as colleagues 
is 0.56, with a standard deviation of 0.20. This 
suggests that a majority of respondents feel their 
burnout levels are similar to their peers.

	 ●	 Higher: The mean value for respondents feeling 
a higher level of burnout compared to colleagues 
is 0.13, with a standard deviation of 0.15. This 
indicates a smaller proportion of respondents feel 
more burned out than their peers.

	 ●	 Lower: The perception of experiencing lower 
burnout than colleagues has a mean of 0.17 and a 
standard deviation of 0.07.

	 ●	 Much Higher: A mean of 0.06 with a standard 
deviation of 0.07 indicates very few respondents 
feel their burnout is much higher than their 
colleagues.

	 ●	 Much Lower: The mean perception of 
experiencing much lower burnout is 0.07, with a 
standard deviation of 0.04.

	 ●	 Detailed Record Analysis
	 ●	 Record 1: Respondents with a perception of 

burnout about the same as their colleagues have 
a value of 0.515.

	 ●	 Record 2: A higher burnout perception is noted at 
0.151, while a lower perception is at 0.273.

	 ●	 Record 3: The perception of much higher burnout 
is 0.125, and much lower is 0.061.
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	 ●	 Conclusion 
	 ●	 Prevalence of Similar Burnout Perception: The 

data indicates that most respondents perceive 
their burnout levels to be like their colleagues, 
suggesting a commonality in work stressors or 
coping mechanisms within the industry.

	 ●	 Minority Experience Higher Burnout: A smaller 
segment of respondents feels they experience 
higher burnout, which could be attributed 
to individual differences in workload, stress 
management, or personal circumstances.

	 ●	 Potential for Further Investigation: The data 
suggests a need for further investigation into the 
factors contributing to the minority experiencing 
higher burnout, such as specific job roles, work 
environments, or personal resilience factors.

Q9.  Analyze the Effectiveness of the Initiatives 
Implemented by Organizations to Reduce burnout. How 
Do Employees Perceive These Initiatives in Terms of 
Their Impact on Stress Levels and Job Satisfaction?

 

Fig. 6: Graph Showing the Effectiveness of Existing Initiatives Organizations Took to 
Prevent Burnout 

 

Fig. 6.1: Graph Representing Consolidated Data on effectiveness of Existing Initiatives 

 

 

Fig. 6.2: Graph Representing Consolidated Data on Level of Burnout with Existing 
Initiatives 

 Initiatives Implemented 
 Common Initiatives: The most frequently mentioned initiatives include recognition 

and reward programs, flexible work schedules, and wellness programs such as yoga 
and fitness classes. 

Fig. 6:   Graph Showing the Effectiveness of Existing Initiatives Organizations Took to Prevent Burnout
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Fig. 6.1: Graph Representing Consolidated Data on effectiveness of Existing Initiatives 

 

 

Fig. 6.2: Graph Representing Consolidated Data on Level of Burnout with Existing 
Initiatives 

 Initiatives Implemented 
 Common Initiatives: The most frequently mentioned initiatives include recognition 

and reward programs, flexible work schedules, and wellness programs such as yoga 
and fitness classes. 

Fig. 6.1:   Graph Representing Consolidated Data on effectiveness of Existing Initiatives

 

Fig. 6: Graph Showing the Effectiveness of Existing Initiatives Organizations Took to 
Prevent Burnout 

 

Fig. 6.1: Graph Representing Consolidated Data on effectiveness of Existing Initiatives 

 

 

Fig. 6.2: Graph Representing Consolidated Data on Level of Burnout with Existing 
Initiatives 

 Initiatives Implemented 
 Common Initiatives: The most frequently mentioned initiatives include recognition 

and reward programs, flexible work schedules, and wellness programs such as yoga 
and fitness classes. 

Fig. 6.2:   Graph Representing Consolidated Data on Level of Burnout with Existing Initiatives
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	 ●	 Initiatives Implemented
	 ●	 Common Initiatives: The most frequently 

mentioned initiatives include recognition and 
reward programs, flexible work schedules, and 
wellness programs such as yoga and fitness 
classes.

	 ●	 Lack of Initiatives: A notable number of responses 
indicated no initiatives or a lack of awareness 
about them, with terms like “nothing” and “none” 
appearing frequently.

	 ●	 Perceived Effectiveness
	 ●	 Moderately Effective: Most employees found the 

initiatives to be moderately effective, with 39 
responses indicating this perception.

	 ●	 Very Effective: A significant number of employees 
(31) found the initiatives to be very effective.

	 ●	 Limited Effectiveness: Only a small number of 
employees found the initiatives to be extremely 
effective or not effective at all.

	 ●	 Burnout Comparison
	 ●	 Similar Burnout Levels: Most employees (62) 

reported experiencing burnout levels about the 
same as their colleagues.

	 ●	 Lower Burnout Levels: Some employees (19) felt 
their burnout levels were lower compared to their 
peers, suggesting some positive impact from the 
initiatives.

	 ●	 Higher Burnout Levels: A smaller group reported 
higher burnout levels, indicating that the initia-
tives might not be effective for everyone.

	 ●	 Visualization 
	 ●	 Distribution of Initiatives: The visualization 

shows a wide range of initiatives, with some 
being more popular than others.

	 ●	 Effectiveness Perception: The effectiveness of 
initiatives is mostly seen as moderate to very 
effective, with fewer employees finding them 
extremely effective.

	 ●	 Burnout Experience: The majority of employees 
feel their burnout experience is similar to their 
peers, with fewer reporting significant differences.

	 ●	 Conclusion 
	 ●	 Initiative Variety: Organizations are implementing 

a variety of initiatives, but awareness and 
participation might be lacking for some 
employees.

	 ●	 Perceived Effectiveness: While many employees 
find these initiatives moderately to very effective, 
there is room for improvement to increase their 
impact.

	 ●	 Burnout Impact: The initiatives seem to help 
some employees reduce burnout, but a significant 
number still experience similar levels of stress as 
their colleagues. More targeted or personalized 
approaches might be needed to address individual 
needs effectively.

Q10. Analyze the Correlation Between Years of Experience 
in the Hospitality Industry and Stress Levels Related 
to Handling Unhappy Guests. Are More Experienced 
Employees Less Stressed?
	 ●	 Stress Levels by Experience

	 ●	 Less than 1 year: Employees with less than 1 
year of experience have a mean stress level of 
approximately 2.96.

	 ●	 1-3 years: Employees with 1-3 years of experience 
have a mean stress level of approximately 2.61.

	 ●	 4-7 years: Employees with 4-7 years of experience 
have the lowest mean stress level at 2.40.

	 ●	 8-10 years: Employees with 8-10 years of 
experience have the highest mean stress level at 
3.13.

	 ●	 More than 10 years: Employees with more than 
10 years of experience have a mean stress level of 
approximately 2.65.

	 ●	 Conclusion 
	 ●	 Experience and Stress Correlation: There is 

no clear linear correlation between years of 
experience and stress levels. While employees 
with 4-7 years of experience report the lowest 
stress levels, those with 8-10 years report the 
highest, suggesting that factors other than 
experience may influence stress levels.
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	 ●	 Potential Influences: The data suggests that stress 
levels do not consistently decrease with more 
experience. Other factors, such as individual 
coping mechanisms or job roles, might play a 
significant role in stress management.

Q11. Analyze the Correlation Between the Recommended 
Steps for Improving Mental Health and the Level of 
Emotional Exhaustion Reported by Respondents. How 
Do These Recommendations Align with the Emotional 
Exhaustion Levels?
	 ●	 Emotional Exhaustion Levels by Recommendation 

Category
	 ●	 Increase Support: This category has the highest 

average emotional exhaustion level of 4.0, 
indicating that respondents who recommend 
increasing support feel the most emotionally 
exhausted.

	 ●	 No Recommendation: Respondents in this 
category have the lowest average emotional 
exhaustion level of 3.07, suggesting they feel 
less emotionally exhausted compared to other 
categories.

	 ●	 Other: This category has an average emotional 
exhaustion level of 3.1, which is slightly higher 
than those with no recommendation.

	 ●	 Reduce Workload: The average emotional 
exhaustion level for this category is 3.57, 
indicating a relatively high level of emotional 
exhaustion among respondents who suggest 
reducing workload.

	 ●	 Common Suggestions
	 ●	 Reduced Work Hours: A frequent recommendation 

is to decrease working hours, which is seen to 
alleviate stress and prevent burnout.

	 ●	 Proper Staffing:  Increasing the number of staff 
members is suggested to distribute workload 
more evenly and reduce individual stress levels.

	 ●	 Wellness Initiatives
	 ●	 Meditation and Mindfulness:  Some respondents 

suggest incorporating meditation practices to help 

employees manage stress better.
	 ●	 General Feedback:

	 ●	 Satisfaction with Current Measures:  A few 
responses indicate satisfaction with current 
measures, with comments like “All good” or 
“Nothing” suggesting no additional steps are 
needed.

	 ●	 Diverse Opinions:
	 ●	 The recommendations vary, indicating diverse 

perspectives on what measures are effective or 
necessary for improving mental health in the 
workplace.

	 ●	 Conclusion 
	 ●	 Alignment of Recommendations with Emotional 

Exhaustion: The data suggests a clear alignment 
between the type of recommendation and the 
level of emotional exhaustion. Those who feel 
more emotionally exhausted tend to recommend 
increasing support or reducing workload.

	 ●	 Potential Focus Areas: Organizations might con-
sider focusing on increasing support and manag-
ing workloads to address higher levels of emo-
tional exhaustion among employees.

Results

The B.R.E.A.T.H.E. Model: A Thematic 
Approach to Overcoming Burnout and Building 
Resilience

The hospitality industry, which is high-intensity and 
emotionally demanding, is severely challenged in 
addressing workforce burnout. The B.R.E.A.T.H.E. 
Model: Balance, Resilience, Engagement, Adaptation, 
Training, Health, and Empowerment is a multi-
dimensional model designed to help reduce burnout, 
enhance resilience, and promote continued productivity 
within the workforce. It combines established best 
practices with innovative approaches applicable to the 
distinct nature of hospitality.
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Balance: Work-Life Integration

Objective: To create balance between professional 
obligations and personal life to reduce stress.

exhaustion. Those who feel more emotionally exhausted tend to recommend 
increasing support or reducing workload. 

 Potential Focus Areas: Organizations might consider focusing on increasing 
support and managing workloads to address higher levels of emotional exhaustion 
among employees. 

 

Results 

The B.R.E.A.T.H.E. Model: A Thematic Approach to Overcoming Burnout and Building 
Resilience 

The hospitality industry, which is high-intensity and emotionally demanding, is severely 
challenged in addressing workforce burnout. The B.R.E.A.T.H.E. Model: Balance, Resilience, 
Engagement, Adaptation, Training, Health, and Empowerment is a multi-dimensional model 
designed to help reduce burnout, enhance resilience, and promote continued productivity 
within the workforce. It combines established best practices with innovative approaches 
applicable to the distinct nature of hospitality. 

 

Fig. 7: Conceptual Model showing the relationship between elements of B.R.E.A.T.H.E. 
to Burnout, Resilience, Employee satisfaction and Demographics 

 

Balance: Work-Life Integration 

Objective: To create balance between professional obligations and personal life to reduce 
stress. 

Fig. 7:   Conceptual Model Showing the Relationship Between Elements of B.R.E.A.T.H.E. to Burnout, 
Resilience, Employee Satisfaction and Demographics

 

Fig. 7.1: Influence Diagram Showing the Relationship Between Balance: Work-Life 
Integration and its elements to Burnout, Resilience and Employee satisfaction 

Tactics 

•Flexible Scheduling: Use flexible work arrangement that would give the employees discretion 
to control shifts. 

•Boundary Setting: Introduce digital disconnection policies, which can limit after-work 
communication. 

•Time Off Culture: Allow the regular usage of leave entitlements without fear of consequences. 

The adoption of this measure can eradicate this problem. Giving the receptionist discretion to 
change shifts or take compensatory days off helps create better work-life balance. Digital 
disconnection policies can minimize after-hours emails, giving employees mental space to 
recharge. A rotational leave plan ensures adequate staffing while enabling fair distribution of 
workload. The research showed that the employees aged 18-24 experience the highest levels 
of emotional exhaustion (mean = 3.5), pointing out the need for improving balance at early 
career stages. In addition, respondents identified "reduced working hours" as a critical 
intervention, which they directly connected to reduced stress levels. The research showed that 
among employees aged 18-24, there is the greatest level of emotional exhaustion: mean = 3.5. 
This is where there's a need for better balance early in career stages. More so, respondents 
identified "reduced working hours" as a critical intervention, linked directly to lower stress 
levels. 

Resilience: Psychological Strength-Building 

Objective: To enhance employees' adaptability to stressors through proactive psychological 
interventions. 

 

Fig. 7.1:   Influence Diagram Showing the Relationship Between Balance: Work-Life Integration and Its 
Elements to Burnout, Resilience and Employee Satisfaction

Tactics

	 ●	 Flexible Scheduling: Use flexible work arrangement 
that would give the employees discretion to control 
shifts.

	 ●	 Boundary Setting: Introduce digital disconnection 
policies, which can limit after-work communication.

	 ●	 Time Off Culture: Allow the regular usage of leave 
entitlements without fear of consequences.

The adoption of this measure can eradicate this problem. 
Giving the receptionist discretion to change shifts or 
take compensatory days off helps create better work-life 
balance. Digital disconnection policies can minimize 



An Analysis of the Impact of Burnout and Resilience on Performance Among the Hospitality Workmen of Bengaluru ...     65

                                                  

 

Fig. 7.1: Influence Diagram Showing the Relationship Between Balance: Work-Life 
Integration and its elements to Burnout, Resilience and Employee satisfaction 

Tactics 

•Flexible Scheduling: Use flexible work arrangement that would give the employees discretion 
to control shifts. 

•Boundary Setting: Introduce digital disconnection policies, which can limit after-work 
communication. 

•Time Off Culture: Allow the regular usage of leave entitlements without fear of consequences. 

The adoption of this measure can eradicate this problem. Giving the receptionist discretion to 
change shifts or take compensatory days off helps create better work-life balance. Digital 
disconnection policies can minimize after-hours emails, giving employees mental space to 
recharge. A rotational leave plan ensures adequate staffing while enabling fair distribution of 
workload. The research showed that the employees aged 18-24 experience the highest levels 
of emotional exhaustion (mean = 3.5), pointing out the need for improving balance at early 
career stages. In addition, respondents identified "reduced working hours" as a critical 
intervention, which they directly connected to reduced stress levels. The research showed that 
among employees aged 18-24, there is the greatest level of emotional exhaustion: mean = 3.5. 
This is where there's a need for better balance early in career stages. More so, respondents 
identified "reduced working hours" as a critical intervention, linked directly to lower stress 
levels. 

Resilience: Psychological Strength-Building 

Objective: To enhance employees' adaptability to stressors through proactive psychological 
interventions. 

 

Fig. 7.2:   Influence Diagram Showing the Relationship Between Resilience: Psychological Strength-Building 
and Its Elements to Burnout, Resilience, and Employee Satisfaction

after-hours emails, giving employees mental space to 
recharge. A rotational leave plan ensures adequate staffing 
while enabling fair distribution of workload. The research 
showed that the employees aged 18-24 experience the 
highest levels of emotional exhaustion (mean = 3.5), 
pointing out the need for improving balance at early 
career stages. In addition, respondents identified “reduced 
working hours” as a critical intervention, which they 
directly connected to reduced stress levels. The research 
showed that among employees aged 18-24, there is the 

greatest level of emotional exhaustion: mean = 3.5. This 
is where there’s a need for better balance early in career 
stages. More so, respondents identified “reduced working 
hours” as a critical intervention, linked directly to lower 
stress levels.

Resilience: Psychological Strength-Building

Objective: To enhance employees’ adaptability to stressors 
through proactive psychological interventions.

	 ●	 Strategies
	 ●	 Resilience Training: Cognitive reframing, 

emotional regulation, and stress inoculation 
through workshops.

	 ●	 Peer Support Networks: Implement peer 
mentoring systems for shared coping strategies 
and communal resilience.

	 ●	 Mindfulness Programs: Daily routines 
incorporating mindfulness meditation and 
relaxation exercises.

Resilience training that includes cognitive reframing 
techniques helps in the reorientation of stressors by the 
employees. Peer support networks provide a safe space 

for employees to share experiences and advice, fostering 
collective resilience. Mindfulness practices, such as 
guided meditation during breaks, can enhance emotional 
regulation. The study underscores that emotional 
exhaustion is most prevalent among employees with 1-3 
years of experience in front-line roles. These workers 
experience a high mean frequency of feeling “often” 
emotionally exhausted (0.40), which calls for resilience-
building interventions to be focused on this group.

Engagement: Meaningful Work

Goal: To Develop the sense of purpose and role 
connection among employees.

Fig. 7.2: Influence Diagram Showing the Relationship Between Resilience: Psychological 
Strength-Building and Its Elements to Burnout, Resilience, and Employee satisfaction 

 Strategies 
• Resilience Training: Cognitive reframing, emotional regulation, and stress 

inoculation through workshops. 
• Peer Support Networks: Implement peer mentoring systems for shared coping 

strategies and communal resilience. 
• Mindfulness Programs: Daily routines incorporating mindfulness meditation 

and relaxation exercises. 

Resilience training that includes cognitive reframing techniques helps in the reorientation of 
stressors by the employees. Peer support networks provide a safe space for employees to share 
experiences and advice, fostering collective resilience. Mindfulness practices, such as guided 
meditation during breaks, can enhance emotional regulation. The study underscores that 
emotional exhaustion is most prevalent among employees with 1-3 years of experience in front-
line roles. These workers experience a high mean frequency of feeling "often" emotionally 
exhausted (0.40), which calls for resilience-building interventions to be focused on this group. 

Engagement: Meaningful Work 

Goal: To Develop the sense of purpose and role connection among employees. 

 

Fig. 7.3: Influence Diagram Showing the Relationship Between Engagement: Meaningful 
Work and its elements to Burnout, Resilience, and Employee satisfaction 

Methods 

 Role Customization: Align employees' work with their strengths and career ambitions. 
 Recognition Systems: Use structured recognition programs that highlight milestones and 

excellent service. 
 Feedback Mechanisms: Establish transparent communication channels through which 

employees can express their concerns and suggestions. 
Recognition programs, including an "Employee of the Month" award, can also improve the 
morale of the employees since it recognises an individual's achievement. Tailoring roles to an 
employee's strengths also improves job satisfaction. For example, assigning an employee with 
customer service skills for a role requiring interpersonal skills can result in higher engagement. 
Respondents often referred to the importance of recognition systems, and managers were more 
resilient because of the structured system of recognition and role customisation. The study 
further observes that enhanced workplace relationships are directly related to decreased 
burnout levels. 

Fig. 7.3:   Influence Diagram Showing the Relationship Between Engagement: Meaningful Work and Its 
Elements to Burnout, Resilience, and Employee Satisfaction



66      Atithya: A Journal of Hospitality	 Volume 11 Issue 2 2025

	 ●	 Methods
	 ●	 Role Customization: Align employees’ work with 

their strengths and career ambitions.
	 ●	 Recognition Systems: Use structured recognition 

programs that highlight milestones and excellent 
service.

	 ●	 Feedback Mechanisms: Establish transparent 
communication channels through which 
employees can express their concerns and 
suggestions.

Recognition programs, including an “Employee of 
the Month” award, can also improve the morale of 
the employees since it recognises an individual’s 

achievement. Tailoring roles to an employee’s strengths 
also improves job satisfaction. For example, assigning an 
employee with customer service skills for a role requiring 
interpersonal skills can result in higher engagement. 
Respondents often referred to the importance of 
recognition systems, and managers were more resilient 
because of the structured system of recognition and role 
customisation. The study further observes that enhanced 
workplace relationships are directly related to decreased 
burnout levels.

Adaptation: Organizational Flexibility

Goal: To create an adaptive organizational culture that 
can adapt to dynamic stressors.

Adaptation: Organizational Flexibility 

Goal: To create an adaptive organizational culture that can adapt to dynamic stressors. 

 

Fig. 7.4: Influence Diagram Showing the Relationship Between Adaptation: 
Organizational Flexibility and its Elements to Burnout, Resilience, and Employee 

Satisfaction 

Tactics 

•Scenario Planning: Prepare adaptive protocols for peak demand periods and crisis scenarios. 

•Workforce Diversification: Cross-train employees to ensure flexibility in task allocation. 

•Technology Integration: Leverage AI tools to optimize task distribution and reduce workload 
inequities. 

Cross-training employees can help create a flexible workforce that can move between roles as 
the business requires. Scenario planning during peak demand periods can be achieved by hiring 
seasonal workers, which can reduce stress. AI-powered scheduling adoption will optimize shift 
allocation according to predicted demand. According to the study, years of experience are 
positively related to stress levels due to workload, and the stress is higher for newer employees 
who have less than 1 year of experience (mean = 2.96). Implement flexible responses to reduce 
stress at such sensitive early stages. 

Training: Ongoing Growth 

Goal: To develop employees' competencies for effective stress management and better job 
performance. 

 

Fig. 7.5: Influence Diagram Showing the Relationship Between Training: Ongoing 
Growth and Its Elements to Burnout, Resilience, and Employee Satisfaction 

Tactics 
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	 ●	 Tactics
	 ●	 Scenario Planning: Prepare adaptive protocols 

for peak demand periods and crisis scenarios.
	 ●	 Workforce Diversification: Cross-train employees 

to ensure flexibility in task allocation.
	 ●	 Technology Integration: Leverage AI tools to 

optimize task distribution and reduce workload 
inequities.

Cross-training employees can help create a flexible 
workforce that can move between roles as the business 
requires. Scenario planning during peak demand periods 

can be achieved by hiring seasonal workers, which can 
reduce stress. AI-powered scheduling adoption will 
optimize shift allocation according to predicted demand. 
According to the study, years of experience are positively 
related to stress levels due to workload, and the stress is 
higher for newer employees who have less than 1 year of 
experience (mean = 2.96). Implement flexible responses 
to reduce stress at such sensitive early stages.

Training: Ongoing Growth

Goal: To develop employees’ competencies for effective 
stress management and better job performance.

Adaptation: Organizational Flexibility 

Goal: To create an adaptive organizational culture that can adapt to dynamic stressors. 
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•Scenario Planning: Prepare adaptive protocols for peak demand periods and crisis scenarios. 

•Workforce Diversification: Cross-train employees to ensure flexibility in task allocation. 

•Technology Integration: Leverage AI tools to optimize task distribution and reduce workload 
inequities. 

Cross-training employees can help create a flexible workforce that can move between roles as 
the business requires. Scenario planning during peak demand periods can be achieved by hiring 
seasonal workers, which can reduce stress. AI-powered scheduling adoption will optimize shift 
allocation according to predicted demand. According to the study, years of experience are 
positively related to stress levels due to workload, and the stress is higher for newer employees 
who have less than 1 year of experience (mean = 2.96). Implement flexible responses to reduce 
stress at such sensitive early stages. 

Training: Ongoing Growth 

Goal: To develop employees' competencies for effective stress management and better job 
performance. 
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Tactics 

Fig. 7.5:   Influence Diagram Showing the Relationship Between Training: Ongoing Growth and Its Elements to 
Burnout, Resilience, and Employee Satisfaction
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	 ●	 Tactics
	 ●	 Stress Management Workshops: Provide the 

participants with training on prioritising, 
delegating, and assertiveness.

	 ●	 Career Development Plans: Develop personal-
ized growth plans that align personal aspirations 
with organizational objectives.

	 ●	 Crisis Response Training: Equip employees with 
strategies for coping with crises professionally 
and with composure.

Workshops on stress management and crisis response 
provide employees with practical tools to deal better 

with challenges. Career plans motivate employees by 
giving clear progression pathways, reducing a sense of 
stagnation. Of the emergencies, front-desk and reception 
rank as one of the high stressors, with 2.69 mean among 
females. This can thus be dealt with through training 
programs.

Health: Cultures of Holistic Health

Purpose

Create a culture for holistic health that will preserve 
employee vigor.

•Stress Management Workshops: Provide the participants with training on prioritising, 
delegating, and assertiveness. 

•Career Development Plans: Develop personalized growth plans that align personal aspirations 
with organizational objectives. 

•Crisis Response Training: Equip employees with strategies for coping with crises 
professionally and with composure. 

Workshops on stress management and crisis response provide employees with practical tools 
to deal better with challenges. Career plans motivate employees by giving clear progression 
pathways, reducing a sense of stagnation. Of the emergencies, front-desk and reception rank as 
one of the high stressors, with 2.69 mean among females. This can thus be dealt with through 
training programs. 

Health: Cultures of Holistic Health 

Purpose 

Create a culture for holistic health that will preserve employee vigor. 

 

Fig. 7.6: Influence Diagram Showing the Relationship Between Health: Cultures of 
Holistic Health and Its Elements to Burnout, Resilience, and Employee satisfaction 

Tactics 

 Wellness Programs: Access to yoga, fitness classes, nutritional counseling 
 Employee Assistance Programs (EAPs): Confidential mental health support, counseling 
 Regular Health Checks: Organize routine physical and mental check-ups. 

Wellness programs such as yoga sessions and fitness classes promote physical health. Regular 
mental health check-ins and Employee Assistance Programs (EAPs) ensure access to 
confidential counseling services. Respondents frequently cited "meditation and mindfulness 
practices" as effective coping mechanisms. The study also highlights that employees who 
participate in wellness programs report lower levels of emotional exhaustion. 

Empowerment: Autonomy and Ownership 

Objective 

Enable employees to take control of their professional journeys and well-being. 

Fig. 7.6:   Influence Diagram Showing the Relationship Between Health: Cultures of Holistic Health and Its 
Elements to Burnout, Resilience, and Employee Satisfaction

	 ●	 Tactics
	 ●	 Wellness Programs: Access to yoga, fitness 

classes, nutritional counseling
	 ●	 Employee Assistance Programs (EAPs): 

Confidential mental health support, counseling
	 ●	 Regular Health Checks: Organize routine 

physical and mental check-ups.

Wellness programs such as yoga sessions and fitness 
classes promote physical health. Regular mental 
health check-ins and Employee Assistance Programs 
(EAPs) ensure access to confidential counseling 

services. Respondents frequently cited “meditation and 
mindfulness practices” as effective coping mechanisms. 
The study also highlights that employees who participate 
in wellness programs report lower levels of emotional 
exhaustion.

Empowerment: Autonomy and Ownership

Objective

Enable employees to take control of their professional 
journeys and well-being.
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	 ●	 Strategies
	 ●	 Participative Decision-Making: Engage 

employees in policy and operational decision-
making processes.

	 ●	 Resource Access: Provide employees with tools, 
knowledge, and support systems that enable them 
to manage their stress independently.

	 ●	 Leadership Development: Educate managers to 
become empathetic, transformational leaders.

Empowering employees by involving them in decision-
making processes can boost morale. For example, 
allowing the supervisor to experiment with new menu 
designs fosters creativity and ownership. Leadership 
development programs equip managers to balance 
oversight with employee autonomy. The research 
emphasizes the role of supportive leadership in reducing 
burnout, noting that organizations with participative 
cultures see higher employee satisfaction and lower 
turnover rates.

The B.R.E.A.T.H.E. Model, supported by robust 
empirical data, offers a holistic, practical approach to 
addressing burnout and fostering resilience. Its flexibility 
allows for customization based on specific organizational 
contexts, ensuring relevance and efficacy in diverse 
hospitality environments. By integrating these strategies, 
organizations can transform their workforce into a 
resilient, productive, and engaged team, ready to thrive in 
the face of industry challenges.

 

Fig. 7.7: Influence Diagram Showing the Relationship Between Empowerment: 
Autonomy and Ownership and its elements to Burnout, Resilience, and Employee 
Satisfaction 

Strategies 

 Participative Decision-Making: Engage employees in policy and operational decision-
making processes. 

 Resource Access: Provide employees with tools, knowledge, and support systems that 
enable them to manage their stress independently. 

 Leadership Development: Educate managers to become empathetic, transformational 
leaders. 

Empowering employees by involving them in decision-making processes can boost morale. 
For example, allowing the supervisor to experiment with new menu designs fosters creativity 
and ownership. Leadership development programs equip managers to balance oversight with 
employee autonomy. The research emphasizes the role of supportive leadership in reducing 
burnout, noting that organizations with participative cultures see higher employee satisfaction 
and lower turnover rates. 

The B.R.E.A.T.H.E. Model, supported by robust empirical data, offers a holistic, practical 
approach to addressing burnout and fostering resilience. Its flexibility allows for customization 
based on specific organizational contexts, ensuring relevance and efficacy in diverse hospitality 
environments. By integrating these strategies, organizations can transform their workforce into 
a resilient, productive, and engaged team, ready to thrive in the face of industry challenges. 

Limitations  

Despite the robust design of this study, there are some inherent limitations that must be attended 
to. First, self-reported data may bring response bias, as the participants may underreport or 
exaggerate their experiences about burnout and resilience, which might skew the accuracy of 
the findings. Second, because of the cross-sectional nature of data collection, it is difficult to 
establish causal relationships between burnout, resilience, and performance outcomes. A 
longitudinal approach would have provided more insight into the temporal dynamics and 
trends. 

The sample size of 104, while adequate for preliminary analysis, may not fully capture the 
diverse experiences across the hospitality sector. In particular, the study reflects a stronger 
representation of urban hospitality establishments and may not adequately account for the 
conditions in rural or semi-urban settings, where work practices, stressors, and support systems 
may differ significantly. This introduces a regional bias that limits the generalizability of the 

Fig. 7.7:   Influence Diagram Showing the Relationship Between Empowerment: Autonomy and Ownership 
and Its Elements to Burnout, Resilience, and Employee Satisfaction

LIMITATIONS 

Despite the robust design of this study, there are some 
inherent limitations that must be attended to. First, self-
reported data may bring response bias, as the participants 
may underreport or exaggerate their experiences about 
burnout and resilience, which might skew the accuracy 
of the findings. Second, because of the cross-sectional 
nature of data collection, it is difficult to establish 
causal relationships between burnout, resilience, and 
performance outcomes. A longitudinal approach would 
have provided more insight into the temporal dynamics 
and trends.

The sample size of 104, while adequate for preliminary 
analysis, may not fully capture the diverse experiences 
across the hospitality sector. In particular, the study 
reflects a stronger representation of urban hospitality 
establishments and may not adequately account for the 
conditions in rural or semi-urban settings, where work 
practices, stressors, and support systems may differ 
significantly. This introduces a regional bias that limits 
the generalizability of the findings. Additionally, cultural 
nuances and organizational hierarchies in India can 
sometimes make it challenging to project the findings 
onto other countries.

Lastly, while the mixed-method approach enriches 
the study with contextual depth, it may also lead 
to inconsistency when integrating qualitative and 
quantitative findings. Balancing subjective narratives 
with statistical rigor remains a methodological challenge.
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In conclusion, future studies should address these 
limitations by incorporating larger and more diverse 
sample sizes, employing longitudinal designs, and 
including comparative cross-cultural as well as urban–
rural analyses to build a more comprehensive picture.

Scope of Study

This research examines the intricate interplay between 
burnout and resilience among hospitality workers 
within the Indian context. With its relentless pace, high 
emotional demands, and erratic schedules, the hospitality 
industry stands as both a challenge and a testament to 
human perseverance. This research seeks to illuminate the 
dual forces of burnout—a pervasive, multidimensional 
syndrome—and resilience, which acts as a counterbalance, 
enabling individuals to endure and adapt to occupational 
stressors.

The study is meant to serve two purposes. Firstly, it 
seeks to quantify and qualify the prevalence of burnout 
and resilience among hospitality workers in terms of 
providing a comprehensive overview of their emotional, 
psychological, and professional well-being. Secondly, it 
aims to assess the role of human resource interventions 
in the promotion of resilience and burnout reduction. By 
using a mixed-methods approach, this research combines 
the quantitative precision of surveys with the rich 
contextual depth of qualitative interviews to ensure a rich 
understanding of the subject matter.

This study stands by its objectives through a systematic 
exploration of job stressors, demographic influences, 
and coping mechanisms while proposing actionable 
recommendations. Unlike previous research, it 
contextualizes burnout and resilience within India’s 
unique cultural and organizational frameworks, offering 
fresh perspectives that transcend generic global insights. 
This focus ensures the study’s relevance in addressing 
the nuanced needs of Indian hospitality workers, thereby 
bridging significant gaps in the literature.

This contribution distinguishes the study in its 
identification of the burnout-resilience dynamics and 
offering the new B.R.E.A.T.H.E. model, an integrative 
framework of strategies for work-life balance, resilience 
training, participatory leadership, and organizational 
adaptability in creating a sustainable workforce. The 

evidence-based insights seek to shape the academic 
discourse and inform practice so that this book can 
become one of the most crucial in addressing one of the 
major challenges facing the hospitality industry today.

This study tries to build a more humane, resilient, and 
productive hospitality workforce by combining rigorous 
empirical research with empathetic inquiry. It is more 
than a contribution to knowledge; it is a call to action, 
urging stakeholders to rethink workplace dynamics for 
the betterment of individuals and organizations.

CONCLUSION

This study provides clarity on the complex interplay of 
burnout and resilience with Indian hospitality workers, 
thereby helping to understand its prevalence, determinants, 
and the impact on organizational performance. The 
findings emphasize the worrying levels of emotional 
exhaustion and occupational stress prevalent in the sector, 
especially among the younger workforce and those whose 
jobs involve customer interaction. These factors include 
inadequate work-life balance, high emotional labor, and 
insufficient organizational support; therefore, there is an 
urgent need for strategic interventions in this regard.

Instead, resilience becomes an important coping 
resource that reduces the negative consequences of 
stress and promotes higher levels of job performance and 
satisfaction. The contribution of this study is to develop 
a comprehensive model known as the B.R.E.A.T.H.E. 
model for combating burnout and enhancing resilience 
through action. Work-life balance, adaptive organizational 
policies, and participative leadership are some of the paths 
toward a healthier and sustainable hospitality workforce.

Addressing the central problem statement, the study 
confirms that targeted HR interventions, such as resilience 
training, wellness initiatives, and flexible scheduling, can 
significantly alleviate burnout while promoting resilience. 
Its implementation, however, calls for commitment from 
all stakeholders to reimagine workplace dynamics and 
prioritize employee well-being.

Organizations must adopt multi-level strategies, 
emphasizing preventive measures over reactive ones. 
Regular wellness assessments, mental health support 
systems, and tailored training programs can ensure long-
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term sustainability. Enhancing organizational culture 
through participative decision-making and fostering a 
sense of ownership among employees will further bolster 
resilience.

While comprehensive, this study is not without its 
limitations. Self-reported data carry inherent biases, 
and cross-sectional design precludes inferences about 
causality. Moreover, the sample size and regional focus 
limit generalizability of findings. Future research should 
utilize longitudinal methods and diversify cultural and 
geographic contexts to validate and refine proposed 
interventions. Comparative analyses across industries 
could provide broader insights into resilience-building 
strategies.

By addressing these limitations and leveraging this 
foundation, further work can be done to better understand 
burnout resilience dynamics, leading to a more empathetic 
and productive hospitality workforce.
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