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Abstract: This study examines the phenomenon of turnover intention among Generation Z
employees, focusing on the impact of workload with burnout as a mediating factor.
Generation Z employees often perceive a high workload, leading to significant levels of
burnout. This burnout subsequently contributes to their high turnover intention. The research
employs a quantitative survey method, collecting data through questionnaires distributed to
Gen Z employees across various industry sectors. The findings reveal a significant positive
correlation between high workload and burnout levels. Additionally, burnout serves as a key
mediator, exacerbating the turnover intention among Gen Z employees. The study further
explores the role of human resource management strategies in managing workload and
mitigating burnout. The implications of these findings suggest that organizations need to
develop and implement effective human resource management strategies to reduce excessive
workload and prevent burnout, thereby lowering turnover intention among Gen Z employees.
By doing so, companies can retain valuable young talent and enhance overall organizational
productivity.
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INTRODUCTION

Generation Z, consisting of individuals born between 1997 and 2012, often faces
unique challenges in the workplace that differ from previous generations. One emerging
phenomenon is the perception that Gen Z is a "soft" generation, more vulnerable to stress and
pressure compared to their older counterparts. This perception is driven by several factors,
including different work values, higher expectations for work-life balance, and greater
reliance on technology. According to a survey conducted by Deloitte in 2023, 44% of Gen Z
employees reported feeling stressed all or most of the time at work, compared to 34% of
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other generations. High workload is frequently a primary source of stress for Gen Z
employees, leading them to feel easily overwhelmed. This condition potentially increases the
risk of burnout, which is emotional and physical exhaustion due to prolonged and repeated
stress. Burnout not only impacts individuals' mental and physical health but also their
productivity and performance at work.

Furthermore, burnout drives high turnover intention among Gen Z employees.
Turnover intention, the inclination to leave one's job, poses a serious problem for many
organizations as it can result in high recruitment and training costs, as well as the loss of
valuable knowledge and skills. Data from a 2022 Gallup report shows that 21% of Gen Z
employees intend to leave their jobs within the next year, the highest rate among all
generations. This phenomenon is of serious concern to human resource managers, who must
find effective strategies to manage workload and prevent burnout to retain valuable young
talent. Therefore, this study aims to explore the relationship between workload, burnout, and
turnover intention among Gen Z employees. It will also assess the role of human resource
management strategies in addressing these challenges and propose practical steps that
organizations can take to improve Gen Z employees' well-being and reduce turnover
intention.

METHOD

Burnout is a multifaceted condition encompassing various aspects such as emotional
exhaustion, physical fatigue, and mental exhaustion. It arises from prolonged and excessive
stress. This condition impacts not only physical health but also emotional and mental well-
being, reducing effectiveness in daily activities and overall psychological health. Recognizing
and addressing burnout is crucial to maintaining individual performance and well-being.Lee
and Ashforth in Chen et al. (2023) define burnout as "a complex condition involving
emotional, physical, and mental exhaustion, resulting from sustained and excessive stress. It
affects physical, emotional, and mental health, decreasing effectiveness in daily activities and
overall psychological well-being."
Factors contributing to stress include:
a. Overtime work and working on holidays
b. High pressure to meet deadlines
c. Lack of job promotion
d. Changes in job scope

These conditions contribute to increased psychological stress, affecting individuals'
mental and physical well-being. Recognizing efforts and performance, job stability, and
work-life balance are key in managing and preventing workplace stress (Dewi & Susanti,
2021). To measure burnout, Maslach in Prasetya (2019) explains three indicators:

a. Emotional Exhaustion: This arises when a person’s energy is depleted due to continuous
workloads, accompanied by extreme physical fatigue. Professions in the service sector
are examples where the job involves high demands and emotional engagement.
Prolonged conditions can significantly drain energy, indicated by sleep disturbances,
vulnerability to illness, headaches, and body pain.

b. Depersonalization: This occurs as a direct result of emotional exhaustion, where there is
a disproportion between expectations and an individual’s ability to manage emotional
fatigue. Symptoms include negative and harsh behavior, isolation from social
environments, loss of empathy, lack of attention, and insensitivity to others' needs. This
reflects difficulties in maintaining emotional balance under pressure.

c. Perceived Deficiency of Professional Accomplishment: This involves feelings of
inadequacy and dissatisfaction with oneself, work, and life, believing that one’s
contributions are insufficient. This leads to negative self-assessment, where individuals
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feel incompetent and dissatisfied with their achievements, often ignoring positive aspects
and accomplishments.

Turnover intention refers to an individual's intention or desire to leave their current
job or organization (Aziz et al., 2021). Mobley in Rosyada (2023) explains that turnover
intention is influenced by two main factors: individual characteristics (age, gender, job status,
marital status, tenure, socioeconomic status) and organizational characteristics (vision,
mission, compensation, organizational policies, supervision). According to Mobley in Masita
(2021), two significant factors affecting turnover intention are:

a. Job Satisfaction: This involves satisfaction with various operational aspects such as
salary, supervision, workload, job promotion, and overall working conditions.

b. Organizational Commitment: Lack of organizational commitment can prompt a satisfied
employee to consider leaving. Conversely, employees dissatisfied with their job may still
remain due to strong organizational commitment, motivated to give their best and stay
with the company.

Workload is the set of tasks that must be completed by an individual or team in a
work environment. It includes responsibilities for reports, work projects, production or sales
targets, and various activities assigned to individuals or teams. According to Nurhandayani
(2022), workload is "the process undertaken by a person in completing tasks for a particular
job or job group performed under normal conditions within a specific period, all of which
relate to its indicators.” Fajri and Rahman (2021) describe workload as "the pressure that
causes employees' emotional states to be disturbed, resulting in decreased morale, work
productivity, and employee performance.” Nurhasanah et al. (2022) state that workload is "a
work demand and work target that must be completed, causing tension within a worker,
thereby preventing optimal employee performance.”
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Figure 1. Model Framework & Research Hypothesis

The researcher concluded from various previous research findings by creating a
research model framework that looks like Figure 1 along with the hypothesis. H1: There is an
effect of workload on turnover intention, H2: There is an effect of workload on burnout, H3:
There is an effect of burnout on turnover intention, and H4: There is an effect of workload on
turnover intention mediated by Burnout. Testing will be carried out using Path Weighting
based on R-Square, Reliability Test, t-Test, and 5% Significance with the help of the Smart
PLS Application using the SEM PLS Bootstrap method. R-Square values of 0.75, 0.50, and
0.25, respectively, indicate that the model is robust, moderate, and feeble (Ghozali & Latan,
2015:82). Additionally, the second criterion for assessing the structural model (inner model)
is significance. The significance level, determined using two-tailed t-values, is 1.65
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(significance level = 10%), 1.96 (significance level = 5%), and 2.58 (significance level = 1%)
(Ghozali & Latan, 2015:85).

RESULTS AND DISCUSSION
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Figure 2. Result of Research and Hypothesis

Table 1. Path Coefficient Results

Standard

Sample deviation T statistics
Path Coeffitients Original sample (O) mean (M) (STDEV) (|O/STDEV]|) P values
Burnout -> Turnover Intention 0.745 0.742 0.068 10.949 0.000
Workload -> Burnout 0.480 0.475 0.118 4.056 0.000
Workload -> Turnover
Intention 0.168 0.172 0.075 2.245 0.025
Workload -> Burnout ->
Turnover Intention 0.358 0.351 0.088 4.062 0.000

Source: Result from Smart PLS 4.0

Hypothesis Analysis

a.

The result of hypothesis testing H1: The influence of workload on turnover intention is
accepted. The result of the T statistic > T table is shown with a T statistic value of 2.245
> 1.960. This result also shows a significance value of 0.025 < 0.05.

The result of hypothesis testing H2: The influence of workload on burnout is accepted.
The result of the T statistic > T table is shown with a T statistic value of 4.056 > 1.960.
This result also shows a significance value of 0.000 < 0.05.

The result of hypothesis testing H3: The influence of burnout on turnover intention is
accepted. The result of the T statistic > T table is shown with a T statistic value of 10.949
> 1.960. This result also shows a significance value of 0.000 < 0.05.

The result of hypothesis testing H4: The influence of workload on turnover intention
mediated by burnout is accepted. The result of the T statistic > T table is shown witha T
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statistic value of 4.062 > 1.960. This result also shows a significance value of 0.000 <
0.05.

CONCLUSION

Based on the results of this research, it is evident that Generation Z is indeed prone to
experiencing burnout. This exhaustion makes Generation Z employees more likely to decide
to leave their current jobs. This is illustrated in Figure 2, where the path coefficient for
burnout is higher than that for workload.

Reflecting on these findings, it also shows that workload is not the primary factor
causing Generation Z employees to decide to resign. It is the excessive workload that
exacerbates burnout among Generation Z employees. Consequently, if a company cannot
manage burnout among its Generation Z employees, it will face a high turnover intention
rate.

The conclusion of this study does not indicate that Generation Z as a whole is a weak
generation. If their workplace imposes an excessive workload that increases employee
burnout, this is what leads to higher turnover intention in the company. Even in previous
generations, if the workload was too high to the point of causing burnout, they too would be
inclined to leave their jobs. As mentioned in the introduction, it is also suspected that salary
plays a significant role in the high turnover intention within a company.

REFERENSI

Adrian Wilkinson, Pawan Budhwar, Geoff Wood, Mick Marchington and his contributions to
human resource management, (2023) Human Resource Management Journal,
doi:10.1111/1748-8583.12345

Aziz, I. N., Widodo, D. S., & Subagja, I. K. (2021). Effect of Training and HR Development
on Employee Performance with Motivation as an Intervening Variable in PT. Rekasis
Gigatama. Global Journal of Engineering and Technology Advances, 6(2), 169-181.

Chen X, Wolfe DA, Dhanesh Sivadasan Bindu DS, Zhang M, Naz Taskin N, David Goertsen
D, Shay TF, Sullivan EE, Huang S-F, Kumar SR, Arokiaraj CM, Viktor M. Plattner
VM, Lillian J. Campos LJ, Mich JK, Monet D, Ngo V, Ding X, Omstead V, Weed N,
Bishaw Y, Gore BB, Lein ES, Akrami A, Miller C, Levi BP, Keller A, Ting JT, Fox AS,
Eroglu C, Gradinaru V (2023) Functional gene delivery to adn across brain vasculature
of systemic AAVs with endothelial-specific tropism in rodents and broad tropism in
primates. Nature Communicatoins. 14(1):3345. Retrieved from
https://www.nature.com/articles/s41467-023-38582-7

Deloitte. (2023) Global Human Capital Trends: Leading the Social Enterprise—Reinvent
with a Human Focus. Retrieved from
https://www2.deloitte.com/global/en/pages/human-capital/articles/introduction-human-
capital-trends.html

Dewi, D. a. K., & Susanti, S. (2021). Pengaruh Literasi Digital, Locus of Control, dan Hasil
Belajar Kewirausahaan terhadap Perilaku Berwirausaha Mahasiswa. Journal of
Education Humaniora and Social Sciences (JEHSS), 4(1), 422-432.
https://doi.org/10.34007/jehss.v4il1.672

Gallup. (2022). State of the Global Workplace: 2022 Report. Retrieved from
https://www.gallup.com/workplace/349484/state-of-the-global-workplace-2022-
report.aspx

Ghozali, I, & Latan, H. (2015). Partial Least Squares Konsep, Metode dan Aplikasi
Menggunakan Program SmartPLS 3.0. Semarang: Penerbit Universitas Diponegoro.

Johnson, J. M., & Johnson, L. (2020). Human Resource Management in the Digital Era.
Cambridge University Press.

848 |Page


https://dinastipub.org/DIJDBM

https://dinastipub.org/DIJDBM, Vol. 5, No. 4, July 2024

Masita Ira. (2020). Faktor-Faktor Yang Mempengaruhi Turnover Intention (Studi Kasus Pada
Karyawan Yayasan Cendikia Bunayya Kabanjahe). Jurnal limiah Mahasiswa Fakultas
Ekonomi dan Bisnis (JIMFEB), 9(2).
https://jimfeb.ub.ac.id/index.php/jimfeb/article/view/7741/6671

Maslach, C., & Leiter, M. P. (2016). Burnout: A Multidimensional Perspective. In Schaufeli,
W. B., Maslach, C., & Marek, T. (Eds.), Professional Burnout: Recent Developments in
Theory and Research (pp. 19-32). Taylor & Francis.

Nurhandayani, A. (2022). Pengaruh Lingkungan Kerja, Kepuasan Kerja, dan Beban Kerja
terhadap Kinerja. Jurnal Ekonomi Dan Bisnis Digital (Ekobil), 1(2), 108-110.
https://doi.org/10.58765/ekobil.v1i2.65

Nurhasanah, N., Jufrizen, J., & Tupti, Z. (2022). Pengaruh etika kerja, budaya organisasi dan
beban kerja terhadap kinerja karyawan dengan kepuasan kerja sebagai variabel
intervening. Jesya, 5(1), 245-261. https://doi.org/10.36778/jesya.v5i1.618

Prasetya, K. B. T. (2019). Burnout Berdasarkan Profesi Pekerjaan dan Faktor Demografi
pada  Pekerja  Wanita.  Jurnal Manajemen  STEI,  2(2), 154-163.
https://www.ejournal.stei.ac.id/index.php/ManajemenSTEl/article/view/929

Rahmat, S. K., Hasan, C., & Rahman. (2021). Hubungan Beban Kerja dengan Tingkat Stress
pada Pegawai SDM di PT. PLN (PERSERO) UIW SULSELRABAR.
jurnal.fkm.umi.ac.id. https://doi.org/10.33096/woph.v2i3.185

Smith, T. J., & Nichols, T. (2015). Understanding the Millennial Generation. Journal of
Business Diversity, 15(1), 39-47. Retrieved from
https://www.scirp.org/reference/referencespapers?referenceid=2035958

Teguh Prasetyo, Dina F. Rosyada.(2023). Turnover Intention Karyawan Rumah Sakit:
Perspektif Kepuasan Kerja, Komitmen Organisasi Dan Karakteristik. Samudra Biru.
Universitas Brawijaya

849 |Page


https://dinastipub.org/DIJDBM

