10}

Review Article

Journal of Woman Cultural Psychology, 2025, 17(66), 75-85.

ISSN (E): 2981-1287

OPEN a ACCESS

A Psycho-cultural Analysis of Determinants
Influencing Women’s Job Burnout in the Age

of Artificial Intelligence

Morad Shamsi'*

1. Associate Professor, Department of Management, Strategic Studies Research Institute, Tehran,

Iran.

Citation: Shamsi, M. (2025). A psycho-cultural analysis of determinants influencing women’s job burnout in the age of
artificial intelligence Journal of Woman Cultural Psychology, 17(66), 75-85.
d " https://doi.org/10.82542/jwc.2025.1225371

ARTICLE INFO

Received: 10.09.2025
Accepted: 30.11.2025

Corresponding Author:

Morad Shams

Email:
Modir400 2000@
yahoo.com

Keywords:

Job burnout

Artificial intelligence

Psychological
determinants.

Abstract

The aim of the present study was to analyze the psychological-cultural
determinants affecting women'sjob burnoutin the age of artificial intelligence.
The research universe enfolded all scientific research texts, international
reports, and authoritative articles related to job burnout, working women,
artificial intelligence, and cultural psychology that were published from
2021 to 2025. The research sample was selected via purposive sampling
procedure from the relevant texts. The research method was descriptive-
analytical and based on a systematic review of published scientific texts.
Data collection was carried out through searches in authoritative scientific
databases such as Scopus, Web of Science, and Google Scholar. The results
revealed that women's job burnout is the result of a complicated interaction
between psychological and cultural factors. Also, ten main factors identified
included the technology access gap, job security concerns, continuous
learning pressure, algorithmic surveillance, work-life balance disorder,
algorithmic discrimination, data storm, digital exclusiveness, spurious
productivity trap, and gender gap in job burnout. Finally, the analysis of
the findings based on the conservation of resources theory (Hubfall, 1989)
and the job requirements-resources model (Baker and Demrotti, 2007)
indicated that increasing technological requirements without adequate
support resources lead to a continuous depletion of women's psychological
resources. Based on the results, multi-level interventions are necessary at
the individual, organizational, and cultural levels to reduce women's job
burnout in the age of artificial intelligence.
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Extended abstract

Introduction: Therapid integration of artificial intelligence into organizational systems has
profoundly reshaped the nature of work, generating both new opportunities and emerging
psychosocial risks. Among these, job burnout—a persistent occupational condition marked
by emotional exhaustion, depersonalization, and diminished personal fulfillment—has
become increasingly prevalent, particularly among women. The simultaneous pressures
of technological adaptation and enduring cultural expectations heighten women’s
vulnerability to burnout, especially within demanding care-oriented and knowledge-
intensive professions. From a cultural perspective, individual experiences are shaped
by social norms, values, and gendered role expectations. Therefore, studying women’s
burnout in the age of Al requires an integrated approach that considers psychological as
well as sociocultural dimensions. Recent global data revealed that gender disparities in
job burnout persisted even in technologically advanced sectors, indicating that automation
and algorithmic systems could unintentionally reproduce systemic inequalities. This study
addresses a conceptual gap by linking technostress, algorithmic bias, and cultural gender
expectations within a unified psycho-cultural framework. It explores how organizational
reliance on Al interacts with gendered work cultures to intensify emotional demands and
erode psychological resources among women. Accordingly, the aim of the present study
was to analyze the psychological-cultural determinants affecting women's job burnout in
the age of artificial intelligence.

Method: The research universe enfolded all scientific research texts, international reports,
and authoritative articles related to job burnout, working women, artificial intelligence,
and cultural psychology that were published from 2021 to 2025. The research sample was
selected via purposive sampling procedure from the relevant texts. The research method
was descriptive-analytical and based on a systematic review of published scientific texts.
Data collection was carried out through searches in authoritative scientific databases such
as Scopus, Web of Science, and Google Scholar.

Results: The findings revealed that women's job burnout is the result of a complicated
interaction between psychological and cultural factors. Also, ten main factors identified
included the technology access gap, job security concerns, continuous learning pressure,
algorithmic surveillance, work-life balance disorder, algorithmic discrimination, data
storm, digital exclusiveness, spurious productivity trap, and gender gap in job burnout.
Finally, the analysis of the findings based on the conservation of resources theory (Hubfall,
1989) and the job requirements-resources model (Baker and Demrotti, 2007) indicated
that increasing technological requirements without adequate support resources lead to a
continuous depletion of women's psychological resources.

Conclusions: Women'’s job burnout in the Al era emerges from the continuous interaction
among technology, psychology, and culture. Beyond personal coping limitations,
structural inequities and gender specific cultural expectations maintain persistent
asymmetries in resources and opportunities. The analysis demonstrates that women’s
access to compensatory supports—such as training, organizational encouragement,
and time flexibility—remains constrained by traditional gender norms and institutional
inertia. Consequently, the development of an equitable future of work demands not only
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technical optimization but also technological justice, ensuring that automation and Al
deployment reinforce inclusivity rather than inequality. Practical implications arise on
three levels: Individual: Enhancing digital confidence, emotional regulation, and adaptive
resilience. Organizational: Implementing gender sensitive Al strategies, fairness audits,
and moderated algorithmic surveillance. Cultural-societal: Challenging stereotypes
that restrict women’s technological participation and promoting shared caregiving
responsibilities. The main limitation of this study lies in its reliance on secondary data,
highlighting the need for empirical, cross cultural, and mixed methods validation. Future
research should integrate qualitative perspectives to examine how cultural contexts
mediate women’s experiences of technostress and burnout. Ultimately, the proposed
psycho cultural model emphasizes that sustainable human—AlI collaboration depends on
acknowledging emotional labor and psychological well being as central components of
digital transformation. Based on the results, multi-level interventions are necessary at the
individual, organizational, and cultural levels to reduce women's job burnout in the age
of artificial intelligence.
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