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The ongoing COVID-19 pandemic has increased the psychological burden 

on employees in hotels, which is not conducive to the development of 

the hospitality industry. Based on a survey of 379 hotel interns from higher 

vocational colleges in China, this study empirically analyzed the status quo of 

job burnout in future hotel employees and its influencing factors. The results 

showed that interns’ job burnout and reduced personal accomplishment 

were at a medium level. Secondly, according to the transaction model, this 

study classified the antecedents of job burnout into two categories: personal 

factors and contextual factors. The results showed that personal factors such 

as attitude and self-efficacy, and contextual factors such as perceived co-

worker support and job satisfaction all had a negative effect on job burnout. 

However, the influence of ability and perceived supervisor support on job 

burnout was not significant. This study also investigated the influencing 

factors of each sub-dimension of job burnout. Self-efficacy, attitude and job 

satisfaction all had a negative influence on the three sub-dimensions. Ability 

and perceived co-worker support only had a negative impact on reduced 

personal accomplishment. There was no statistical correlation between 

perceived supervisor support and the three sub-dimensions. The results of this 

study will lay a theoretical foundation so that higher vocational colleges can 

better organize and implement internships, and hotels can recruit energetic 

future employees.
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Introduction

Job burnout is a psychological syndrome that refers to a continuous emotional or 
extreme response shown as an individual’s inability to effectively cope with various 
pressures at work and interpersonal stressors (Li and Shi, 2003). It is not a disease on its 
own, but can put the individual into a risk state known as “sub-healthy.” Job burnout is 
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closely related to individual health and turnover intention 
(Schaufeli and Bakker, 2004). Long-term burnout can cause 
headaches, depression, anxiety, etc., and can also affect an 
individual’s work, such as low work efficiency, decreased service 
quality and job satisfaction, decreased organizational commitment 
and increased absenteeism or turnover intention. This leads to 
high production losses and increased medical and health care 
costs (Von Känel et al., 2016; Yetgin and Benligiray, 2019).

Job burnout is shown in three forms: emotional exhaustion 
(EE), depersonalization (DP), and reduced personal 
accomplishment (PA). Emotional exhaustion is the core 
dimension of burnout. It refers to individuals who think that their 
energy or emotional resources are exhausted, feel tired and 
stressed, and lack motivation to work. Depersonalization is the 
interpersonal dimension, which means that individuals 
intentionally separate from work or others, and passively complete 
the assigned tasks. Reduced personal accomplishment is the self-
evaluation dimension of burnout, which refers to a negative 
evaluation held by individuals regarding themselves. That is, 
individuals think they are not competent for the current job, or 
doubt that their activities make a contribution (Lizano and Mor 
Barak, 2015).

Job burnout widely exists in professionals who provide social 
and human services. Therefore, relevant academic research has 
focused on medical staff (Hsieh et al., 2021; Wei et al., 2021), 
teachers (Chen et al., 2020; Lu et al., 2021; Tian et al., 2021), tour 
guides (Li and Chen, 2012; Yetgin and Benligiray, 2019) and those 
in other industries, but there is a lack of systematic research on 
hotel interns.

Hotel work is a special occupation, known for its labor 
intensive and intense interpersonal interaction. Therefore, it 
requires employees to invest a lot of energy, and also demands 
strong sustainability and has high expectations in terms of service 
goals. Employees engaged in the hotel industry have to face all 
kinds of guests every day, with a heavy workload, high intensity 
and mechanized repetitive work. Moreover, the employees must 
respond with minimal error rates to serve customers who have 
different needs. As a result, the high rate of job burnout in the 
hospitality industry has been increasing (Harjanti and Todani, 
2019). In 2020, the sudden outbreak of COVID-19 hit the hotel 
industry hard, followed by the epidemic prevention protocols, a 
wave of closures, a wave of resignations and so on. This increased 
the workload and psychological pressure of hotel staff. Early work 
on industries related to tourism found that role conflict and poor 
communication can lead to job burnout. Interns who have just 
entered the hotel from school are in the role transition period, 
have no in-depth understanding of work and lack necessary 
experience. Compared with regular employees, they have a weak 
sense of belonging to the enterprise and strong work pressure. If 
there is no suitable way to relieve or pour out this pressure or 
emotion, it is very easy for burnout to occur. Once job burnout 
occurs, interns will inevitably lose their motivation to work and 
confidence in their career prospects, and it may even affect their 
future career planning. Therefore, empirical research on job 

burnout in hotel interns under the current epidemic prevention 
measures is urgent and important.

Literature review and development 
of hypotheses

Job burnout

Job burnout was first proposed by Freudenberger, and scholars 
believe that this symptom is most likely to occur in the helping 
industries. Later, Maslach and other scholars extended the concept 
of job burnout into three dimensions-emotional exhaustion, 
depersonalization and reduced personal accomplishment-and 
developed the Maslach Burnout Inventory General Survey (MBI-
GS). This interpretation has been recognized as a classic and is 
constantly cited. The scale has also been verified and used in many 
countries and regions, and has been subdivided into the Maslach 
Burnout Inventory Educator Survey (MBI-ES), the Maslach 
Burnout Inventory Nurse Survey (MBI-NS) and the Maslach 
Burnout Inventory Student Survey (MBI-SS). The Chinese 
scholars Li and Shi (2003) translated and revised the Chinese 
burnout inventory general survey according to the MBI-GS.

Since the 1970s, scholars have carried out many studies on the 
definition, measurement, antecedents and outcome variables of 
job burnout. Regarding the antecedents, different scholars have 
continually discussed these in different professional fields. Li and 
Shi (2003) suggested that enterprises should pay more attention 
to the job burnout of young employees after analyzing job burnout 
from the perspective of demographic and organizational justice. 
He (2011) concluded from the investigations that students’ 
academic performance was significantly negatively correlated with 
burnout and its three sub-dimensions. Li and Chen (2012) 
believed that role conflict, job control, and organizational or social 
support were the main reasons for emotional exhaustion in travel 
agency managers. Chan et al. (2015) studied the relationships 
among job burnout, job satisfaction and turnover intention from 
the perspectives of demography, shift work and job position. The 
results showed that female staff in the hotel suffered more stress 
than male staff, with shift workers more likely to suffer burnout. 
Von Känel et  al. (2016) believed that demographic and 
psychological factors, such as age, socioeconomic status, social 
support and sleep problems, etc., were related to burnout. Females 
scored higher in terms of emotional exhaustion, whereas males 
scored higher in terms of depersonalization. Prentice and 
Thaichon (2019) believed that job performance and occupational 
commitment negatively affect job burnout. Lu et al. (2021) and 
Chen et al. (2020) found that teachers’ professional identity and 
job satisfaction had a significant negative influence on job 
burnout. Du et al. (2021) believed that age, length of work and 
education level were the main factors affecting job burnout in 
hospital managers. The shorter the working life, the more likely 
employees were to long for escape and the greater the reduction 
in personal accomplishment.
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Students leave school and enter hotels for internships. They 
want to comprehensively use the basic knowledge and skills that 
they have learned to gain a preliminary perceptual understanding 
of work, develop the correct professional attitude and take a 
positive first step on their career paths. An internship is an 
important early career stage for students, and it is difficult to 
establish a new role, which can easily lead to burnout. The research 
of Goddard and Goddard (2006) confirmed that there is a strong 
correlation between turnover intention and job burnout at the 
beginning of the career. According to China’s Hotel Human 
Resources Survey Report (2018), the turnover rate of newcomers 
in the hospitality industry within 3 years is high, accounting for 
more than 90% of the total number of leavers. Corresponding to 
the high turnover rate is the increasing shortage of employees in 
various departments of the hotel. Existing research on job burnout 
during internships are quite limited, which may be attributed to 
the fact that burnout is caused by long-term accumulation of 
stress. However, there is evidence that burnout, though a gradual 
process, has its roots in pre-employment training or internships 
(Gavish and Friedman, 2010).

H1: The hospitality Management Students will suffer from job 
burnout during their internship.

Theoretical foundations

The existing literature has identified multiple sources of stress 
during an internship, but studies have rarely combined contextual 
and personal factors. Cano-García et al. (2005) confirmed that the 
combination of personal (such as personality, perceived self-
efficacy, etc.) and contextual variables (such as sources of 
perceived stress, job satisfaction, perceived social support, etc.) 
can significantly predict job burnout. Chan (2003) called for an 
in-depth understanding of the personal and contextual factors 
that may trigger job burnout, as well as coping strategies in the 
early phase of a career. Based on the Transactional Model of 
job-stress and burnout (Kokkinos and Stavropoulos, 2014), which 
extensively studies job stress and burnout, this study analyzed the 
burnout of interns. The model indicates that the interaction 
between the personal and contextual variables determine whether 
the situation puts pressure on the individual. Therefore, burnout 
can be interpreted as a result of the interaction between triggering 
contextual and personal variables.

Personal variables and job burnout
Any kind of activity, including an internship, requires an 

individual to possess certain abilities, that is, a combination of 
knowledge and skills. Ability is the degree to which an individual 
possesses the necessary resources to make the desired result a 
reality. It is a capability or power that directly affects the efficiency 
of the activity. The higher the individual’s ability to process 
information, the more motivated she/he will be. Interns can only 
be competent to work and achieve the desired performance when 

they fully possess the required ability. Ability is one of the 
psychological characteristics of personality, and there are obvious 
differences between individuals. Therefore, interns with stronger 
ability are less likely to experience job burnout. He (2011) verified 
that academic achievement was significantly negatively correlated 
with job burnout and its sub-dimensions.

The theory of planned behavior states that an individual’s 
behavioral intention depends on attitudes and subjective norms. 
“An attitude is an overall evaluation that expresses how much 
we like or dislike an object, issue, person, or action” (Hoyer and 
MacInnis, 2013). Attitudes can be  learned and, once formed, 
become a part of one’s personality, which persist and are resistant 
to change. Pinna et al. (2020) defined an employee’s attitude as an 
emotional state based on their experience in a social environment. 
Attitude is important because it can guide individual thoughts, 
affect feelings and behavior. Attitude consists of significant beliefs, 
including perception of possibilities and judgments about the 
consequences of actions. There is a strong association between 
attitude and job burnout (Taylor et al., 2019). The more negative 
the attitude, the more an individual appeared to suffer from 
emotional exhaustion and depersonalization, and score lower in 
terms of personal accomplishment (Consiglio et al., 2013).

As a central component of social cognitive theory, self-efficacy 
refers to an individual’s confidence about whether they can use the 
skills or abilities that they possess to complete a task or overcome 
difficulties. It is an individual’s belief or judgment of their ability 
to successfully execute an action in a specific environment (Aloe 
et al., 2014; Burger and Samuel, 2017; Huang et al., 2021). Social 
cognitive theory believes that perceived self-efficacy, as a cognitive 
determinant of behavior, will affect the individual’s selection of 
coping strategies in the face of challenging demands (Tu and 
Zhang, 2015; Yan et al., 2021).

In the job demand–resource model, self-efficacy is considered 
to be  one of the three components of personal resources that 
contribute to positive human behaviors. Individuals with high 
self-efficacy will show greater perseverance when they are in a 
stressful situation, tend to actively solve problems, work hard to 
improve a disadvantageous situation and generate inner 
satisfaction from their work. On the contrary, individuals with low 
self-efficacy are more likely to give up when facing difficulties (Liu 
et al., 2021). Self-efficacy has been proven to be an important 
personal resource in an organization, and baseline stress will 
be neutralized by an individual’s self-efficacy (Burger and Samuel, 
2017). Researchers are increasingly using self-efficacy to study job 
burnout and explore the role of self-efficacy in the formation of 
job burnout, and have even defined job burnout as “a crisis of self-
efficacy” (Consiglio et  al., 2013; Yu et  al., 2015). Studies have 
confirmed that there is a significant relationship between self-
efficacy and the three dimensions of burnout, and a lower level of 
self-efficacy may lead to a higher level of burnout (Aloe 
et al., 2014).

H2_1: The ability of hotel interns is significantly negatively 
correlated with job burnout and its sub-dimensions.
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H2_2: Attitude toward the internship is significantly negatively 
correlated with job burnout and its sub-dimensions.

H2_3: Self-efficacy is significantly negatively correlated with 
job burnout and its sub-dimensions.

Contextual variables and job burnout
Burnout is not just related to individual, but also to work-

related social or environmental issues (Harjanti and Todani, 
2019). Most researchers agreed that burnout is best understood in 
terms of situational stressors (Hu and Cheng, 2010). Support is 
generally regarded as an important resource to help individuals 
cope with and adjust to work stress (Duan and Xie, 2015; 
Blomberg and Rosander, 2020). The support from the workplace 
is called organizational support. In the hospitality industry, 
supervisor and co-worker support represent the two main sources 
of organizational support for employees. Organizational support 
injects positive emotional resources, help and recognition into the 
work environment of employees, which is positively correlated, to 
some extent, with decreased psychological distress (Kokkinos and 
Stavropoulos, 2014). In the workplace, perceived supervisor 
support refers to the degree of happiness from being appreciated 
and valued by the supervisor. The supervisors mainly support 
employees by providing constructive suggestions and help them 
fulfill their job responsibilities. For example, an employee who is 
authorized to make decisions about refunds and upgrade rooms 
for free can handle hotel emergencies more effectively than an 
employee who is waiting for instructions from the supervisor, and 
they find it easier to achieve satisfaction. Perceived co-worker 
support refers to an individual’s degree of confidence that her/his 
colleagues will assist them in performing their duties by providing 
mission-related information and care. A supportive group of 
colleagues can create a good atmosphere where employees can 
express happiness and sympathy, grievances and worries in an 
equal and free environment. The common point of support by 
supervisors and co-workers is that it can satisfy employees’ need 
for respect and their sense of belonging, and enhance their sense 
of workplace comfort (Zhu et al., 2019). When employees perceive 
a higher level of support from their supervisors or co-workers, this 
will increase their sense of psychological security and control, 
thereby buffering the feelings of stress caused by high work 
demands. There-fore, organizational support is known as the 
buffer between stressors and stress feedback, and is an important 
yet independent predictor of job burnout (Duan and Xie, 2015; 
Kilroy et al., 2021). Resource theories, such as the job demand–
resource model and the resource conservation theory, have all 
pointed out that perceived supervisor support and perceived 
co-worker support can help reduce job burnout.

On the other hand, job satisfaction is associated with job 
burnout. Job satisfaction is described as an emotional state caused 
by an individual’s work experience. In an internship, job 
satisfaction mainly refers to the overall feelings and opinions of 
interns regarding their work, occupation, working conditions and 

status (McAllister et al., 2017). Job satisfaction is regarded as a job 
resource that has a powerful and farreaching influence on people 
in the workplace, because it can increase career identity and is 
related to a positive work attitude and good job performance (Zhai 
et al., 2013). Studies have shown that job satisfaction is one of the 
important factors influencing job burnout. Individuals with high 
job satisfaction have a stronger career identity and more 
psychological resources to use when coping with negative 
experiences (such as burnout). However, lower job satisfaction 
results in low morale and a lack of enthusiasm, which hinders the 
full development of career identity (Chen et al., 2020; Lu et al., 
2021). Individuals’ dissatisfaction with work content, environment 
and salary will lead to burnout (Lu and Gursoy, 2016). Wu et al. 
(2009) found that teachers’ job satisfaction had a significant 
impact on job burnout. The level of job burnout of less satisfied 
teachers was significantly higher than that of highly satisfied 
teachers. This study will explore whether this result is applicable 
to interns.

H2_4: Perceived supervisor support is significantly negatively 
correlated with job burnout and its sub-dimensions.

H2_5: Perceived co-worker support is significantly negatively 
correlated with job burnout and its sub-dimensions.

H2_6: Job satisfaction is significantly negatively correlated 
with job burnout and its sub-dimensions.

Control variables

Shift work, workload and length of adaptation also have an 
impact on job burnout (Chan et al., 2015; Hsieh et al., 2021). 
However, in accordance with the relevant laws and regulations, 
hotels generally do not arrange night shifts or overtime work 
when assigning tasks to interns, unless interns voluntarily ask for 
it. This study controls for the above three variables.

The model constructed in this study is shown in Figure 1.

Research object and design

Research objects and survey

When students finished their internships in September 2021, 
the survey team distributed questionnaires online and as hard 
copy to more than 60 hotels in 14 cities, including Beijing and 
Shanghai. The specially trained investigator first briefly introduced 
the purpose of the survey and the method of answering to the 
interns, emphasizing the principle of voluntary participation. It 
was made clear that the questionnaire would only be used for 
academic research and would be  kept strictly confidential. If 
interns felt it was an inconvenience, they could choose to withdraw 
at any time during the investigation process. In total, 442 
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questionnaires were issued in this survey, and invalid 
questionnaires such as incomplete answers were deleted. Finally, 
379 questionnaires were obtained, with an effective recovery rate 
of 85.7%. A t-test was performed after the data had been coded, 
and no significant statistical difference was found between the 
data collected online and as hardcopy, indicating that the data 
could be combined for analysis.

Research tools

In the model of this study, the measurement items of all 
variables were based on scales that have been verified in previous 
literature. The Job Burnout Scale used the instrument of Li and 
Shi (2003) based on the Maslach Burnout Inventory General 
Survey (MBI-GS), which was revised to suit the characteristics of 
Chinese people. The scale consists of 15 items, divided into three 
dimensions: emotional exhaustion (5 items, e.g., I feel emotionally 
drained by my internship), depersonalization (4 items, e.g., Since 
internship, I have gradually lost interest in my work) and reduced 
personal accomplishment (6 items, e.g., I feel able to complete the 
work in my internship). A 7-point Likert scale was used, in which 
0 means “never” and 6 means “every day.” Among the items, 
reduced personal accomplishment was reverse-scored and scores 
were reassigned during the actual analysis. The higher the score 
of each sub-dimension, the higher the degree of burnout. For 
each scale, 1–3 was classified as mild, 3–5 was classified as 
moderate and scores greater than 5 were classified as severe 
burnout. The comprehensive score of job burnout was calculated 
by the formula by Burnout Risk Index-original (Brix-O) based on 
Kalimo et  al. (2003), Ahola et  al. (2005), and Von Känel 
et al. (2016).

 

 

 

0.4
0.3
0.3

= ×
+ ×
+ ×

jobburnout Emotional exhaustion

Depersonalization

Reduced accomplishment

S S
S
S

A comprehensive score of <1.5 was mild, 1.5–3.5 was moderate 
and ≥3.5 indicated severe job burnout (Von Känel et al., 2016). 
These cutoff values are clinically relevant: those individuals with 
comprehensive scores of 1.5 or higher had significantly reduced 
physical and mental health compared to those with scores below 1.5. 
The Cronbach’s α values of job burnout and its three sub-dimensions 
in this study were 0.902, 0.899, 0.945, and 0.913, respectively.

Ability was derived from the academic performance records 
obtained from the interns’ colleges, and data-centric processing 
was used to avoid the collinearity problem. For attitude, according 
to the viewpoints of Consiglio et al. (2013) and Lee et al. (2018), a 
5-item scale was revised from the usefulness scale, and 5-point 
Likert scoring was adopted, and 1 item was reverse-scored and 
reassigned during the analysis. After deleting the variables with a 
low factor loading, the Cronbach’s α value was 0.892. Self-efficacy 
was measured on the general self-efficacy scale revised by Wang 
et al. (2001); its Cronbach’s α was 0.843. Job satisfaction used a 
5-item Likert-type scale compiled by Judge et al. (2001) for which 
higher score indicated greater job satisfaction. The Cronbach’s α 
value of job satisfaction in this study was 0.875. Perceived 
supervisor support and perceived co-worker support were based 
on the scale prepared by Settoon and Mossholder (2002) and 
Susskind et al. (2003), revised into a 6-item scale separately, two 
items of which were reverse-scored. According to the 5-point 
Likert-type scoring, the higher the score after reassignment, the 
stronger the sense of support. The Cronbach’s α values of support 
from supervisors and co-workers obtained after deleting two items 

FIGURE 1

Conceptual model.
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with low loading were 0.913 and 0.888, respectively. Some 
non-Chinese scales were translated and revised in both directions 
to ensure the accuracy of the final Chinese scales. The reliability 
of all the variables was good.

Data on demographics and the nature of work included 
gender, hotel attributes, shift work, length of adaptation, internship 
allowance, workload, etc.

Research results

Descriptive statistics

The demographics and work characteristics of the sample are 
shown in Table  1. Males accounted for 29.5% and females 
accounted for 70.4%, and females who chose the hospitality 
industry accounted for the majority. In total, 56.2% of students 
worked as interns in international chain hotels, non-international 
hotels accounted for 43.8, and 81.27% of interns worked in five-
star hotels. The interns who had experience with shift work 
accounted for 45.4, and 54.6% had never experienced this. 
Moreover, 94.2% of the interns became used to the job within 
3 months, which shows that most students could change their 
roles soon after entering the hotel. In terms of the internship 
allowance, 45.4% of interns thought the allowance was 
significantly lower than expected, while 51.5% thought it was 
moderate. In total, 54.1% said that their work was heavy.

Common method bias test

Because the data had been collected by the same source, in 
order to reduce the impact of the common method bias problem 

on the research results, this study adopted the Harman single 
factor test method to conduct a homologous variance test. That is, 
after all variables were put together for exploratory factor analysis, 
if there was only one factor to be parsed out, or if the first factor 
could explain most of the variation, this indicated that there was 
a common method bias. The results showed that there were seven 
factors with eigenvalues greater than 1, and the explanatory 
variation of the first factor was only 14.16%, which is far below the 
critical value of 40%. Therefore, it was judged that there was no 
serious common bias in the data of this study.

Correlation analysis

SAS9.4 and Mplus7.4 were used for data analysis in this study. 
The results of the confirmatory factor analysis and correlation 
analysis are shown in Table  2. Under the condition that the 
convergent validity of each variable is guaranteed, the AVE square 
root of all variables was greater than their correlation coefficients 
with other variables, so the constituent variables of this model all 
had good discriminant validity.

The status quo of job burnout of interns

As shown in Table 3, the comprehensive score of job burnout 
was 2 50 1 10. .± , the score of emotional exhaustion was 
2 35 1 29. .± , the score of depersonalization was 2 18 1 58. .±  and 
the score of reduced personal accomplishment was 3 01 1 54. .± . 
The emotional exhaustion and depersonalization of interns were 
at mild level. However, job burnout (on a scale of 1.5–3.5) and 
reduced personal accomplishment (on a scale of 3–5) were 
moderate, which H1 was supported. This is consistent with the 
research conclusions of Gavish and Friedman (2010), who found 
that job burnout at the initial stage of a career, including during 
an internship, should attract more attention from society 
and academia.

Hierarchical multiple regression analysis

An analysis of the antecedents of job burnout
The results of the hierarchical multiple regression using SAS 

9.4 are shown in Table 4. In Model 1, only the control variables 
were added. In this study, length of adaptation (0 = no more than 
3 months, 1 = more than 3 months), workload (0 = not heavy, 
1 = heavy) and shift work (0 = no, 1 = yes) was converted to dummy 
variable. The F-value of model regression was 15.99 (p < 0.0001), 
indicating that the overall effect of regression was very significant. 
The results showed that length of adaptation and workload were 
negatively correlated with burnout, while there was no significant 
correlation between shift work and burnout. In Model 2 and 
Model 3, in addition to the control variables, personal factors 
(ability, attitude and self-efficacy) and contextual factors 
(perceived supervisor support and perceived co-worker support, 

TABLE 1 The demographic and working characteristics of the sample.

Variables Frequency (%)

Gender Male 112 (29.6%)

Female 267 (70.4%)

The attributes of the 

hotel

Non-international hotel 166 (43.8%)

International hotel 213 (56.2%)

Non-five-star hotel 71 (18.73%)

Five-star hotel 308 (81.27%)

Shift work Yes 172 (45.38%)

No 207 (54.62%)

Length of adaptation Less than 1 month 168 (44.33%)

Less than 3 months and 

more than 1 month

189 (49.87%)

More than 3 months 22 (5.80%)

Intern allowance Falls short of expectations 172 (45.38%)

Meets or exceeds 

expectations

207 (54.62%)

Workload Heavy 205 (54.09%)

Not heavy 174 (45.91%)
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and job satisfaction) were added separately. The F value of M2 and 
M3 were 43.18 (p < 0.0001) and 58.80 (p < 0.0001), respectively. 
The regression effect of the two models was very significant.

The results showed that in terms of individual factors, attitude 
( badditude t= - = -0 354 7 37. , . ) and self-efficacy 
( bself efficacy t- = - = -0 278 5 86. , . ) had negative effects on job 

burnout. However, ability ( bability t= - = -0 026 0 65. , . ) had no 
statistically significant effect on job burnout. On the other hand, 
in terms of contextual factors, both perceived co-worker support 
( b perceived support tco worker- = - = -0 146 2 75. , . ) and job 
satisfaction ( b jobsatisfaction t= - = -0 529 10 86. , . ) had significant 
negative impacts on job burnout. This is consistent with the results 
of most studies in the literature (Wu et al., 2009; Zhu et al., 2019). 
In contrast, perceived supervisor support 
( b perceived supervisor support t  = - = -0 022 0 41. , . ) had no 
significant impact on job burnout, which is similar to the results 
of Duan and Xie (2015).

Analysis of the antecedents of the 
sub-dimensions of job burnout

Subsequently, we  analyzed the antecedents of the 
sub-dimensions of job burnout, and the results are shown in 
Table 5. The significance level of obtained F value showed that the 
overall regression effect of all the constructed models 
was significant.

Self-efficacy ( bself efficacy t- = - = -0 216 4 18. , . ), attitude 
( battitude t= - = -0 242 4 61. , . ) and job satisfaction 
( b jobsatisfaction t= - = -0 395 7 17. , . ) had a negative correlation 
with emotional exhaustion. However, ability 
( bability t= =0 025 0 57. , . ), perceived supervisor support 
( b perceived supervisor support t  = - = -0 014 0 23. , . ), and perceived 
co-worker support ( b perceived co worker support t- = - = - 0 095 1 59. , .
) had no statistically significant influence on emotional exhaustion.

Similarly, self-efficacy ( bself efficacy t- = - = -0 184 3 68. , . ), 
attitude ( battitude t= - = -0 358 7 06. , . ) and job satisfaction 
( b jobsatisfaction t= - = -0 465 8 81. , . ) had a negative impact on 
depersonalization. However, ability ( bability t= =0 021 0 49. , . ), 
perceived supervisor support 
( b perceived supervisor support t  = - = -0 023 0 40. , . ) and perceived 
co-worker support ( b perceived co worker support t- = - = - 0 104 1 81. , .
) were not statistically correlated with depersonalization.

In addition, ability ( bability t= - = -0 122 2 58. , . ), self-efficacy 
( bself efficacy t- = - = -0 249 4 49. , . ), attitude 
( battitude t= - = -0 219 3 90. , . ), job satisfaction 

TABLE 2 The result of the correlation analysis.

ABI SLE ATT JBS PSS PCS EE DP PA JBB

ABI -

SLE 0.020 0.863a

ATT 0.064 0.539 0.861a

JBS 0.029 0.603 0.584 0.767a

PSS −0.068 0.502 0.502 0.584 0.851a

PCS −0.035 0.517 0.561 0.564 0.683 0.816a

EE 0.021 −0.395 −0.410 −0.526 −0.360 −0.370 0.810a

DP 0.016 −0.418 −0.506 −0.592 −0.404 −0.416 0.786 0.902a

PA −0.155 −0.360 −0.349 −0.418 −0.298 −0.339 0.133 0.215 0.798a

JBB −0.043 −0.506 −0.548 −0.666 −0.459 −0.485 0.862 0.887 0.543 –

ABI, ability; SFE, self-efficacy; ATT, attitude; JBS, job satisfaction; PSS, perceived supervisor support; PCS, perceived co-worker support; EE, emotional exhaustion; DP, depersonalization; 
PA, reduced personal accomplishment; JBB, job Burnout. 
aSquare root of AVE.

TABLE 3 The job burnout status of interns.

Variables M SD Mild 
(%)

Moderate 
(%)

Severe 
(%)

Job burnout 2.50 1.10 67.3 22.1 12.4

Emotional exhaustion 2.35 1.29 66.2 18.5 15.5

Depersonalization 2.18 1.58 60.9 12.7 17.9

Reduced personal 

accomplishment

3.01 1.41 33.2 51.5 14.2

TABLE 4 Analysis of the antecedents of job burnout.

Variables

Y = Job Burnout

M1 M2 M3

β t β t β t

Length of 

adaptation

0.194*** 3.97 0.124*** 3.09 0.118*** 3.15

Workload 0.260*** 5.32 0.182*** 4.50 0.112*** 2.90

Shift work 0.063 1.29 0.013 0.32 0.002 0.06

Ability −0.026 −0.65

Attitude −0.354*** −7.37

Self-efficacy −0.278*** −5.86

PSS −0.022 −0.41

PCS −0.146*** −2.75

Job 

satisfaction

−0.529*** −10.86

F 15.99*** 43.18*** 58.80***

ΔR2 0.106 0.401 0.479

PSS, perceived superior support; PCS, perceived co-worker support. 
***p < 0.001.
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( b jobsatisfaction t= - = -0 366 6 07. , . ) and perceived co-worker 
support ( b perceived co worker support t- = - = - 0 144 2 20. , . ) had a 
negative impact on reduced personal accomplishment. In contrast, 
perceived supervisor support 
( b perceived supervisor support t  = - = -0 014 0 21. , . ) had no 
statistically significant influence on reduced 
personal accomplishment.

In summary, hypothesis H2_2, H2_3, and H2_4 can 
be supported. However, part of H2_1 and H2_6 were supported 
and H2_5 was rejected.

Conclusions and discussion

Conclusion

Job burnout mostly occurs in the professional field where 
people are the objects of service. It refers to the mental state of an 
individual showing emotional exhaustion, depersonalization and 
reduced personal accomplishment. Job burnout can induce 
deterioration of employees’ health or poor performance, and it is 
related to negative personal and organizational performance. For 
more than 50 years, scholars (e.g., Li and Shi, 2003; Hsieh et al., 
2021 etc.) have carried out unremitting research on the 
antecedents and consequences of job burnout in many fields.

Due to the bias that burnout is caused by accumulated stress 
over a long period of time, burnout in the early stage of a career 
has received less attention from scholars. On the contrary, Gavish 
and Friedman (2010) argued that burnout, although a gradual 
process, is already budding in pre-employment training or 
internships. Early in the career, especially during the internship 
phase of transition from students to employees, interns have to 
accept new roles and tasks that are completely different from 
school life. In addition, they must adapt to the new environment 
as soon as possible, integrate into a new team and transition from 
theory to practice. The imbalance between the high standards and 
strict requirements of the internship unit and the students’ own 
abilities can easily cause them to burn out. However, few scholars 
have studied job burnout during this period. Therefore, this study 
took hotel interns as the object and empirically studied the level 
and antecedents of job burnout and antecedents of job burnout’s 

sub-dimensions, which will help higher vocational colleges to 
better organize and implement internships, minimize the job 
burnout of interns and lay a theoretical foundation for hotels to 
recruit energetic future employees.

This study first examined the level of job burnout based on the 
MBI-GS scale in Chinese characteristics modified by Chinese 
scholar Li and Shi. The results that according to Von Känel et al. 
(2016)'s original Burnout Risk Index (BRIX-O) formula showed 
that the job burnout of interns was at a moderate level. In the 
investigation of the sub-dimensions, emotional exhaustion and 
depersonalization were mild, but reduced personal 
accomplishment was moderate. It can be seen that in the process 
of applying theory to practice, students are suffering from reduced 
personal accomplishment due to unskilled work tasks, etc. This 
result is slightly different from that of Kokkinos and Stavropoulos 
(2014), who took student teachers as the research objects. 
Hospitality industry interns have developed preliminary 
job burnout.

Secondly, based on the transaction model, this study 
attributed the antecedents of job burnout into two categories: 
personal factors and contextual factors. The results showed that 
personal factors such as attitude and self-efficacy, and contextual 
factors such as perceived co-worker support and job satisfaction 
all had a negative impact on job burnout, which is consistent with 
numerous research results (e.g., Wu et al., 2009). That is, if interns 
have a positive attitude towards their internship or show stronger 
perseverance despite being in a stressful situation, their level of job 
burnout will be lower. Similarly, interns with high job satisfaction 
or with more support from colleagues at work had a low rate of 
burnout. However, the influence of ability and perceived 
supervisor support on job burnout was not significant.

Thirdly, this study examined the influencing factors of each 
sub-dimension of job burnout. This study found that self-efficacy, 
attitude and job satisfaction all had a negative impact on the three 
sub-dimensions of job burnout. Ability and perceived co-worker 
support only had a negative impact on reduced personal 
accomplishment. There was no statistical correlation between 
perceived supervisor support and the three sub-dimensions. The 
impact of ability was relatively weak, and follow-up investigations 
have found that this may be related to the COVID-19 pandemic. 
At the beginning of 2020, the sudden COVID-19 outbreak 

TABLE 5 Analysis of the antecedents of the sub-dimensions of job burnout.

Variables
Y = EE Y = DP Y = PA

β t β t β t

Ability 0.025 0.57 0.021 0.49 −0.122* −2.58

Attitude −0.242*** −4.61 −0.358*** −7.06 −0.219*** −3.90

Self-efficacy −0.216*** −4.18 −0.184*** −3.68 −0.249*** −4.49

PSS −0.014 −0.23 −0.023 −0.40 −0.014 −0.21

PCS −0.095 −1.59 −0.104 −1.81 −0.144* −2.20

Job satisfaction −0.395*** −7.17 −0.465*** −8.81 −0.366*** −6.07

EE, emotional exhaustion; DP, depersonalization; PA, reduced personal accomplishment; PSS, perceived superior support; PCS, perceived co-worker support. 
*p < 0.05. ***p < 0.001.
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blocked access to school for the interns for study and practical 
training. Some students had not undergone practical training 
before the internship. Only a few students received hasty short-
term training and were not fully prepared for the internship. 
Therefore, the role of ability needs further research and discussion. 
Also, interns are not regular employees of the hotel and may 
be less emotionally invested in by the supervisors or colleagues. In 
particular, support from supervisors is generally based on 
constructive opinions. Interns may not clearly feel support from 
their supervisors.

Theoretical contribution and implications 
for management

First, the existing literature is affected by the conclusion that 
“burnout is caused by long-term accumulation,” and few 
scholars have researched job burnout in the early stages in the 
workplace. One of the theoretical contributions of this study is 
to take the lead in exploring the level and causes of job burnout 
in the initial stages of a career. The results confirm that the 
internship stage is the budding phase of the gradual process of 
hotel employees’ job burnout. Secondly, this study breaks the 
convention of job burnout studies starting from a single 
perspective of personal factors or contextual factors, and 
integrates the two based on the transaction model to 
comprehensively demonstrate the antecedents of job burnout. 
Third, this study not only examines the level and antecedents of 
burnout, but also empirically demonstrates the influencing 
factors of the three sub-dimensions of job burnout, so the 
study’s conclusion is more detailed.

From the conclusions of this study, it can be seen that the job 
burnout of interns is affected by personal and contextual factors, 
and requires benign interventions from hotels and higher 
vocational colleges to actively construct an environment that can 
alleviate burnout.

On the personal side, interns should cultivate a good mentality 
and a positive attitude, face up to the objective existence of 
stressors in the process of role change, improve their own 
psychological adjustment levels, enhance their self-confidence, 
dare to face challenges and respond correctly. During the 
internship, the interns should alternate work with rest, and 
actively seek effective strategies and ways to solve problems, or 
receive emotional counseling. Interns should practice running or 
other physical activities to induce endorphins, help their focus, 
improve their mind and effectively relieve stress.

On the corporate side, in addition to economic returns, hotels 
should treat interns with respect and give them equal treatment, 
consider them to be members of the company, create a harmonious 
working atmosphere and enhance their sense of belonging and 
honor. In particular, supervisors, in addition to policy support, 
should delegate powers to improve the autonomy of interns, which 
is believed to alleviate the work pressure of novices. A good 
example is the Ritz-Carlton system, which grants $2000 to all 

employees, including interns, to write a Wow Story. In addition, 
supervisors should strive to improve the emotional-based 
management model, create a warm working environment and 
enhance the interns’ sense of internal support. On the other hand, 
according to the survey, hotel colleagues and interns are together 
day and night, so while guiding the business, they should also 
inject emotions to more effectively reduce the level of burnout 
in interns.

As for schools, various mechanisms should be established 
first to build a communication platform for interns. For example, 
some higher vocational colleges have implemented a corporate 
tutor system. The original intention was to formulate career 
plans for students and expand employment channels, but a good 
system cannot be a mere formality. Schools should refine the 
relevant policies, for example, preferentially giving priority to 
students who have visited their tutors, and directing these 
students to the department where their tutors work for 
internships. In other words, moving students from a familiar 
schoolteacher to a familiar mentor would reduce the strangeness 
of students taking their first steps in the workplace. We believe 
that the tutoring system will have good results in reducing job 
burnout. Secondly, higher vocational colleges should improve 
the class teaching quality in view of the high rate of hotel interns 
reporting reduced personal accomplishment. Classes should 
fully stimulate the enthusiasm of students to use their hands and 
brains, so that they can master theoretical knowledge and 
improve their professional skills related to digital operations 
such as PMS, POS, etc., which are necessary for internships and 
jobs in the modern hospitality industry, and thus improve their 
business proficiency in order to reduce the reduced personal 
accomplishment of interns.

Limitations and future research

The survey objects of this study were limited to hotel 
management interns in higher vocational colleges, and the cross-
section was relatively narrow. The data cross-section will 
be broadened in the future to analyze the differences between 
college students and undergraduates in terms of job burnout.
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