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The purpose of this study is to investigate and 
analyze how workplace bullying and job insecurity 
affect turnover intention and burnout, how 
burnout affects turnover intention, and how 
burnout functions as a mediating factor in 
Yogyakarta's Generation Z workforce. This study 
employs a survey method and a quantitative 
methodology. Purposive sampling is used to select 
Generation Z workers who are employed full-time 
in the Yogyakarta region as the study population. 
170 of the 185 respondents who took part in the 
survey satisfied the requirements for analysis. Data 
analysis used Partial Least Squares–Structural 
Equation Modeling (PLS-SEM). The results showed 
that workplace bullying has a positive and 
significant effect on turnover intention (β = 0.296; p 
= 0.000) and burnout (β = 0.325; p = 0.000). Job 
insecurity has a positive and significant effect on 
turnover intention (β = 0.227; p = 0.001), but does 
not significantly affect burnout (β = 0.103; p = 
0.200). Burnout does not significantly affect 
turnover intention (β = 0.116; p = 0.118). In 
addition, burnout does not mediate the effect of 
workplace bullying on turnover intention (β = 
0.038; p = 0.125) or the effect of job insecurity on 
turnover intention (β = 0.012; p = 0.408). Thus, 
workplace bullying and job insecurity are proven 
to have a direct effect on turnover intention, while 
burnout is not proven to act as a mediating variable 
in Generation Z employees in Yogyakarta. 
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INTRODUCTION 
Generation Z is known to have a tendency to frequently change jobs, 

reflecting a low level of attachment to the organization and their minimal 
commitment or loyalty to staying in a company long term (Gaan & Shin, 2023). 
This condition has given rise to the phenomenon of turnover intention among 
Generation Z (Novianty et al., 2025). Turnover intention refers to an individual's 
tendency to intend to leave their job voluntarily in the near future (Mobley, 1977; 
Tett & Meyer, 1993). High turnover rates can have various cost consequences, 
including loss of knowledge and decreased productivity of employees and 
related departments (Duda & Žůrková, 2013). Conversely, organizations that are 
able to maintain low turnover rates tend to have better financial and 
organizational performance (Ferreira & Almeida, 2015). Thus, turnover intention 
becomes a real threat to companies, especially due to the high rate of employee 
turnover among young talents who are vulnerable to seeking new opportunities 
(Zuad & Guspa, 2023). 

According to Mobley (1982), intention to leave is the initial stage before 
the actual decision to quit a job occurs. This phenomenon can be explained 
through the Theory of Planned Behavior (Ajzen, 1991), which states that 
individual behavior (including the decision to leave a job) is initiated by 
intentions formed from attitudes toward work, subjective norms, and perceived 
behavioral control. In this context, turnover intention reflects a form of planned 
behavior that arises as a result of job dissatisfaction or negative psychological 
conditions, such as burnout, workplace bullying, and job insecurity. 

If these negative psychological conditions are left untreated and 
ultimately result in employee turnover, the organization will suffer significant 
losses. Specifically, Morrel et al. (2004) detailed that employee turnover creates a 
double burden for companies: direct costs (such as recruitment, selection, 
training, and management time) and indirect costs (such as decreased morale, 
increased stress on remaining employees, and declining service quality). The 
theoretical threat of losses due to turnover is in fact in line with the current 
employment reality. This problem is significantly reinforced by data from the 
Central Statistics Agency (BPS) (2021). This shows a sharp increase in the number 
of people aged 15 and over who stopped working in 2020, a 49.26% increase 
compared to the previous year. This concerning situation is also in line with a 
Michael Page Indonesia survey (2021) which revealed that 74% of workers in the 
Asia Pacific region plan to resign. Indonesia even ranked second highest in the 
survey, with 84% of its workers planning to resign in the next six months 
(Karnadi, 2022). This series of facts confirms that the turnover phenomenon is a 
real threat whose frequency is still very high in Indonesia. 

The high level of turnover intention in the field is partly driven by 
unhealthy work environment conditions, such as workplace bullying (Clercq et 
al., 2022; Islam et al., 2023; Reslan et al., 2025). Einarsen et al. (2020) defines 
workplace bullying as a form of psychological violence that is repeated and 
systematically carried out in the workplace, either directly or indirectly, with the 
aim of demeaning or discrediting someone. This action can manifest through 
verbal intimidation, insults, social exclusion, and even work sabotage, which 
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cumulatively creates severe psychological stress for the victim. When employees 
face such stress, the natural response is a desire to leave the organization. This 
has been consistently demonstrated by various studies, such as Noopur and 
Burman. (2021) and Nurdiana et al. (2021), who found that workplace bullying 
had a positive and significant effect on increased turnover intention. Similar 
findings were confirmed by Malola et al. (2024), which confirms that the more 
intense workplace bullying occurs, the stronger the employee's intention to leave 
their job. In other literature, Ribeiro et al. (2024a) confirms that workplace 
bullying significantly triggers employee turnover intentions, with burnout acting 
as the primary pathway. The destructive impact of workplace bullying was also 
strongly documented in a study by Galanis et al. (2025) who found significantly 
higher turnover intentions in workers who were victims of workplace bullying 
compared to their colleagues who did not experience it. 

In addition to a toxic work environment, turnover intention is also 
significantly influenced by threats to job stability, also known as job insecurity 
(Prem et al., 2016; Shoss, 2017; Wirawan et al., 2023). This term refers to a 
condition where employees feel they do not have the ability or control to 
maintain the continuity of the work they expect (Greenhalgh & Rosenblatt, 1984). 
This job insecurity makes individuals feel like they could lose their jobs at any 
time (Balz & Schuller, 2021), so that his work focus is disturbed and he is filled 
with long-term worries (De Witte, 2005). 

Another variable that contributes to various workplace pressures and 
triggers the desire to leave is burnout. This condition is defined as the result of 
chronic workplace stress that has not been managed effectively. (Bakker & De 
Vries, 2021) which manifests as a state of extreme emotional, physical, and mental 
exhaustion. Based on the canonical definition of Maslach et al.(2001) When 
individuals experience burnout, their interest in their work begins to wane, 
leading to feelings of cynicism toward the organization, and reduced confidence 
in their ability to complete tasks (reduced professional efficacy). This three-
dimensional definition has also been globally recognized by the World Health 
Organization. (2019) as an occupational phenomenon that is very damaging to 
the psychological balance of employees. 

This state of extreme fatigue has consistently been shown to be a strong 
predictor of employee turnover intentions. Susilowati et al. (2024) explains that 
burnout is significantly related to turnover intention, especially when an 
employee's basic psychological needs are no longer met. Burnout slowly forms 
an emotional barrier between an employee and their job, ultimately leading to 
the logical decision to quit. Furthermore, this emotional exhaustion is believed 
not to arise spontaneously, but rather is the accumulation of exposure to previous 
stressors, such as high levels of workplace bullying or the threat of job insecurity 
in the workplace (Ribeiro et al., 2024). 

Although theoretically, workplace bullying, job insecurity, and burnout 
are strongly linked to triggering turnover intention, a review of previous 
literature reveals a gap in the form of inconsistencies in empirical findings. 
Several studies have found that job insecurity and burnout have a positive effect 
on turnover intention, indicating that job insecurity and burnout can increase 
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employees' desire to leave the organization (Susilowati et al., 2024; Hack et al., 
2023). However, other studies have shown different results, such as burnout 
having no direct effect on turnover intention and job insecurity not always 
having a significant effect on turnover intention (Santi et al., 2020; Darma & 
Herachwati, 2024). These differing findings indicate that the relationship 
between psychological conditions and the work environment with turnover 
intention is still not entirely consistent and may be influenced by the 
characteristics of the respondents and the organizational context in which the 
research was conducted. 

This empirical void necessitates an investigation of this phenomena 
particularly within Generation Z (born from 1995 to the early 2010s), which is 
increasingly becoming the predominant demographic in the workforce. 
Generation Z possesses fundamentally different characteristics: they are highly 
adaptable, open to mental health issues, and more vocal about workplace values 
(Susilowati et al., 2024). Compared to their predecessors, Generation Z 
employees, especially when faced with high work expectations amidst 
environmental instability, have a much lower tolerance for unsupportive work 
environments. They tend to make quick resignation decisions when they feel 
emotionally threatened. (Emillia et al., 2024). This phenomenon is becoming 
increasingly relevant to study in the context of Generation Z employees in 
Yogyakarta. As a city of education and a region with rapid growth in the service, 
trade, tourism, and creative economy sectors, Yogyakarta has a labor market 
dominated by young workers with a relatively high level of job mobility. This 
condition makes Generation Z employees in Yogyakarta more vulnerable to 
various psychosocial pressures in the workplace, such as workplace bullying, job 
insecurity, and burnout, which can ultimately increase turnover intention. 

However, to date, there is still limited research specifically testing the 
model of these three stressor variables in this young worker demographic. Based 
on the theoretical rationale, research gaps, and empirical phenomena described, 
the author intends to conduct a study entitled "The Effect of Workplace Bullying 
and Job Insecurity on Turnover Intention among Gen Z Employees in Yogyakarta 
with Burnout as a Mediating Variable." 
 
LITERATURE REVIEW 
Job Demands-Resources Theory 

This research uses the Job Demands-Resources (JD-R) Theory framework 
which was developed comprehensively by Bakker and Demerouti.(Bakker & 
Demerouti, 2007). According to the JD-R theory, every job has unique risk factors 
associated with job stress, and all aspects of the workplace may be conceptually 
divided into two broad categories: job demands and job resources. The physical, 
psychological, social, and organizational aspects of a job that necessitate constant 
cognitive and emotional effort are referred to as job demands. As a result, these 
characteristics are invariably linked to certain sacrifices or psychological costs. 

In the context of this research, workplace bullying and job insecurity are 
theoretically positioned as psychosocial and destructive job demands. Workplace 
bullying represents interpersonal demands where employees must face social 
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pressure and hostility from their work environment. On the other hand, job 
insecurity is a form of organizational demand that creates long-term threats, 
worries, and uncertainties regarding career sustainability. These two negative 
conditions cumulatively require employees to continuously drain their mental 
and emotional energy in an effort to survive and adapt to a stressful work 
environment. 

Based on the central proposition of the JD-R Theory, prolonged exposure 
to high work demands activates a psychological mechanism known as the health 
impairment process. When employees are continually exposed to intense 
workplace bullying and the threat of job insecurity, their psychological energy 
reserves are slowly depleted. This energy depletion, if not accompanied by 
adequate recovery time or support, ultimately leads to extreme emotional and 
physical exhaustion, known as burnout. Thus, the JD-R Theory framework 
provides a fundamental justification for explaining the process of burnout as a 
direct result of the high work demands experienced by employees. 
 
Theory of Planned Behavior 

In addition to the Job Demands-Resources (JD-R) Theory, this study also 
adopted the Theory of Planned Behavior (TPB) proposed by Ajzen(1991), to 
complement the theoretical foundation, particularly in explaining the final stages 
of the conceptual model. The TPB theory explains that behavioral intention is the 
strongest predictor of an individual's actual behavior. According to Ajzen, this 
intention is formed through three main cognitive determinants: attitude toward 
the behavior, subjective norm, and perceived behavioral control. Fundamentally, 
this theory asserts that the stronger a person's intention to engage in an action, 
the greater the probability that the action will be realized into actual behavior. 

In the context of organizational behavior, several previous studies have 
used TPB as a lens to view employee attitudes towards leaving the company 
(Abet et al., 2024; Raj et al., 2022). This proves that TPB is highly relevant for 
analyzing the decision-making mechanisms of employees who wish to leave a 
company. Turnover intention is positioned as a behavioral intention, while the 
actual decision to physically resign is positioned as actual turnover behavior. 
Employees who have been exposed to destructive psychological conditions such 
as extreme fatigue (burnout) due to high work demands will slowly form 
negative attitudes and evaluations of their work. This negative evaluation then 
crystallizes into a planned, conscious, and deliberate intention to withdraw from 
their organizational environment. 

Therefore, based on the TPB perspective, turnover intention is not merely 
a momentary emotional complaint, but rather a planned cognitive process that 
functions as the final stage before employees actually resign. Through the 
integration of JD-R Theory and TPB, this study has a complete framework: 
pressure from the work environment (workplace bullying and job insecurity) 
triggers psychological exhaustion (burnout), which then culminates in the 
formation of a conscious intention to leave (turnover intention). Based on TPB 
theory, this planned intention is ultimately the main trigger for actual employee 
turnover in the field. 
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Based on the integration of Job Demands-Resources Theory (JD-R) and 
Theory of Planned Behavior (TPB), this study develops seven hypotheses that 
test the direct influence of workplace bullying and job insecurity on burnout and 
turnover intention, as well as testing the role of burnout as a mediating variable. 
H1: Workplace bullying has a positive and significant effect on turnover 
intention among Generation Z employees in Yogyakarta. 
H2: Job insecurity has a positive and significant effect on turnover intention 
among Generation Z employees in Yogyakarta. 
H3: Workplace bullying has a positive and significant effect on burnout among 
Generation Z employees in Yogyakarta. 
H4: Job insecurity has a positive and significant effect on burnout among 
Generation Z employees in Yogyakarta. 
H5: Burnout has a positive and significant effect on turnover intention among 
Generation Z employees in Yogyakarta. 
H6: Burnout mediates the effect of workplace bullying on turnover intention 
among Generation Z employees in Yogyakarta. 
H7: Burnout mediates the effect of job insecurity on turnover intention among 
Generation Z employees in Yogyakarta. 
 

 
Figure 1. Research Framework  

 
METHODOLOGY 

The approach used in this research is a quantitative approach. This 
quantitative approach was chosen because this research aims to test objective 
theories by examining the relationships between variables, where the data 
collected is numerical and analyzed using statistical procedures (Bougie & 
Sekaran, 2020). Quantitative research is a systematic and structured scientific 
research method in collecting and analyzing data in the form of numbers (Bougie 
& Sekaran, 2020). Through this approach, complex psychosocial phenomena 
such as workplace bullying, job insecurity, and emotional exhaustion can be 
measured precisely using structured instruments. The results of the statistical 
analysis are then used to draw conclusions that are objective, measurable, and 
generalizable to a broader population framework. Since this study focuses on the 
phenomena of workplace bullying, job insecurity, burnout, and turnover 
intention in Generation Z, the target population in this study is all full-time 
Generation Z employees in the Yogyakarta area. 
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Sampling in this study was conducted using a non-probability method, 
specifically using purposive sampling. Purposive sampling is a non-probability 
sampling technique in which researchers intentionally select members of a 
population based on specific criteria, considerations, or characteristics deemed 
relevant to the research objectives (Bougie & Sekaran, 2020). Meanwhile, the 
research design applied is explanatory research, or causality research. An 
explanatory design is used because the primary focus of the research is not 
simply to describe a phenomenon, but rather to prove the causal relationship or 
impact between the variables formulated in the hypothesis (Creswell & Creswell, 
2023). Specifically, this design was applied to test the direct impact of workplace 
bullying and job insecurity on turnover intention, as well as to comprehensively 
evaluate the role of burnout as a psychological mechanism mediating the 
relationship within the structural model. 
 Data analysis was performed using Partial Least Squares-Structural 
Equation Modeling (PLS-SEM) with the help of SmartPLS software. Model 
evaluation was carried out in two stages, namely evaluation of the measurement 
model (outer model) and evaluation of the structural model (inner model). 
Evaluation of the outer model includes testing convergent validity, discriminant 
validity, and construct reliability. Convergent validity was evaluated through the 
outer loading value and Average Variance Extracted (AVE). An indicator is 
declared to meet convergent validity if the outer loading value is more than 0.70, 
while the AVE value must be more than 0.50. Meanwhile, discriminant validity 
was evaluated using the Heterotrait-Monotrait Ratio (HTMT) with a value limit 
below 0.90. In addition, discriminant validity was also examined through the 
Fornell-Larcker criteria. Construct reliability was evaluated using Composite 
Reliability and Cronbach's Alpha, with a value of more than 0.70 as an adequate 
reliability criterion. 

The inner model was evaluated through collinearity testing, coefficient of 
determination (R²), and hypothesis testing. Significance testing of the 
relationship between variables was performed using a bootstrapping procedure 
with 5,000 subsamples. The hypothesis was declared supported if p-values were 
<0.05 and t-statistics >1.96. Direct effect testing was used to test H1 to H5, while 
indirect effect testing was used to test H6 and H7 as mediating relationships 
between Burnout. 

Table 1. Respondent Characteristics 

Demographic variables N % 

Gender   

Male 32 18.8 

Female 138 81.2 
Status   
Permanent employees 99 58.2 

Contract Employee (PKWT) 71 41.8 
Length of Service   

1-3 years 161 94.7 

>3 years 9 5.3 
Age   
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Demographic variables N % 

14-20 years 6 3.5 
21-26 years 160 94.1 
> 26 years 4 2.4 

Source: Data processing (2026) or other relevant sources 
 

RESEARCH RESULTS AND DISCUSSION 
The Effect of Workplace Bullying on Turnover Intention (H1) 

The results of the first hypothesis test (H1) showed that workplace 
bullying had a positive and significant effect on turnover intention (β = 0.296; p 
= 0.000). This finding indicates that the higher the intensity of workplace bullying 
experienced by Generation Z employees in the workplace, the stronger their 
intention to leave the organization. This result is in line with the perspective of 
the Theory of Planned Behavior (Ajzen, 1991), where exposure to repeated 
negative behaviors forms a negative attitude towards work and the organization, 
then encourages the formation of behavioral intentions to leave. 

These findings are consistent with previous research conducted by Malola 
et al. (2024), which found that workplace bullying has a direct and significant 
effect on increasing turnover intention among employees in various sectors. 
Similar results were also confirmed by Atingabili et al. (2025) on healthcare 
workers in Ghana and Ren and Kim (2023) on nurses in China, who confirmed 
that workplace bullying is a strong direct predictor of employee turnover 
intention. These findings emphasize that self-protection mechanisms are a 
natural psychological response when employees face a psychologically unsafe 
work environment. Generation Z employees, known to have a low tolerance for 
toxic environments (Thanawat et al., 2025), tend to make decisions to leave more 
quickly as a form of self-preservation from psychological stress. Thus, the first 
hypothesis (H1), which states that workplace bullying has a positive effect on 
turnover intention, is accepted. 
 

The Effect of Job Insecurity on Turnover Intention (H2) 
The results of the second hypothesis test (H2) indicate that job insecurity 

has a positive and significant effect on turnover intention (β = 0.227; p = 0.001). 
This finding confirms that uncertainty regarding job continuity directly drives 
Generation Z employees to plan their resignation. Within the Theory of Planned 
Behavior framework, the perceived threat of job loss forms a negative cognitive 
evaluation of their future career, which then triggers behavioral intentions to 
seek safer employment alternatives. 

The results of this study align with the findings of Susilowati et al. (2024), 
who demonstrated that job insecurity has a significant direct effect on turnover 
intention among non-civil servant employees in Indonesia. Similar empirical 
evidence was also found by Balz and Schuller (2021), who showed that job 
insecurity encourages employees to proactively explore the labor market. 
However, the findings of this study differ from the results of the study by Darma 
and Herachwati (2024), who found that job insecurity had no significant effect on 
turnover intention in the context of employees with a strong organizational 
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culture. This difference can be explained by the characteristics of the respondents 
in this study, who were all Generation Z, a generation known to be more sensitive 
to the threat of career uncertainty and have lower organizational loyalty than 
previous generations (Řehoř et al., 2025; Zain et al., 2025). Thus, the second 
hypothesis (H2), which states that job insecurity has a positive effect on turnover 
intention, is accepted. 

 

The Effect of Workplace Bullying on Burnout (H3) 
The results of the third hypothesis test (H3) proved that workplace 

bullying has a positive and significant effect on burnout (β = 0.325; p = 0.000). 
This finding supports the proposition of the Job Demands-Resources Theory 
(Bakker & Demerouti, 2007) that workplace bullying in the workplace is a 
psychosocial and destructive job demand. When employees are constantly 
exposed to intimidating and ostracizing behavior, their emotional energy 
reserves are depleted and lead to extreme burnout syndrome. This finding is also 
supported by research by Ghaed et al. (2025) on nurses in Iran, which showed 
that workplace bullying directly increases burnout levels. Similar results were 
confirmed by Das et al. (2025) in the hospitality sector and Kim et al. (2020) on 
clinical nurses, who confirmed that workplace bullying in the workplace has the 
strongest impact on the dimension of emotional exhaustion. 

These findings confirm that the health impairment process described in 
the JD-R Theory works effectively in the context of Generation Z employees. 
Interpersonal bullying demands a significant sacrifice of mental energy, thus 
triggering emotional exhaustion more quickly in this generation, which has a 
high awareness of mental health issues. Thus, the third hypothesis (H3) stating 
that workplace bullying has a positive effect on burnout is accepted. 
 
The Effect of Job Insecurity on Burnout (H4) 

The results of the fourth hypothesis test (H4) showed that job insecurity 
had no significant effect on burnout (β = 0.103; p = 0.200). This finding does not 
support the proposed hypothesis and differs from several previous studies that 
found a significant relationship between the two variables (Gharbf, 2025; Laily et 
al., 2020; Peng & Potipiroon, 2022). The insignificant effect of job insecurity on 
burnout in this study suggests the existence of more complex psychological 
mechanisms in the context of Generation Z employees. 

One possible explanation is the characteristics of Generation Z, which has 
a higher level of adaptability and optimism in the face of career uncertainty. As 
a generation that grew up amidst economic disruption and global crises, 
Generation Z tends to develop stronger resilience to the threat of job insecurity 
(Mahmoud et al., 2021). This means that although they feel uncertainty about the 
future of their work, these worries are not strong enough to deplete emotional 
energy reserves to the point of burnout. This finding can also be explained by the 
presence of psychological capital (optimism, self-efficacy, resilience, and hope) 
which is significantly higher in young people who have just entered the 
workforce, as evidenced by Abou Zeid and Ibrahim (2026) who found that 
psychological capital can moderate the impact of stressors on burnout. From the 
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perspective of Job Demands-Resources Theory, job insecurity is indeed a job 
demand, but its impact on health decline only occurs when these demands are 
continuous and exceed the employee's resources (Bakker and Demerouti, 2007). 
For Generation Z employees who have just entered the workforce, their relatively 
short tenure and high personal resources (psychological capital) mean that these 
demands are not yet sufficient to drain energy reserves, so that the health 
impairment process has not yet been actualized. Meanwhile, within the 
framework of the Theory of Planned Behavior, job insecurity is processed more 
through cognitive evaluation of work conditions than through emotional 
reactions, so that the resulting behavioral intentions are more directed towards 
seeking alternative employment rather than emotional exhaustion. Thus, the 
fourth hypothesis (H4) stating that job insecurity has a positive effect on burnout 
is rejected. 
 

The Effect of Burnout on Turnover Intention (H5) 
The results of testing the fifth hypothesis (H5) showed that burnout did 

not significantly influence turnover intention (β = 0.116; p = 0.118). This finding 
does not support the proposed hypothesis and contradicts the majority of 
literature that states burnout is the main predictor of employee turnover 
intention (Asghar & Zulfiqar, 2026; Gharbf, 2025; Sulistyo et al., 2025). 

This insignificant result can be explained through several perspectives. 
First, the low R² value for burnout (14.2%) indicates that the level of burnout 
among respondents in this study is still considered high enough to significantly 
drive turnover intention. Second, the descriptive analysis results show that 
burnout is in the moderate category, meaning respondents have not yet reached 
the point of extreme exhaustion that triggers withdrawal behavior. This finding 
aligns with research by Santi et al. (2020), which found that burnout does not 
have a significant direct effect on turnover intention in certain contexts. 
Furthermore, Generation Z is known to be a generation that is more vocal in 
expressing mental health needs (Shin and Kim, 2024; Cloninger et al., 2023) and 
is more likely to seek psychological support or recovery leave before reaching the 
decision to leave. This suggests that burnout does not immediately trigger 
turnover intention in Generation Z without going through a longer cognitive 
deliberation mechanism. Another possibility is the presence of moderating 
variables not tested in this study, such as social support or job satisfaction, which 
may weaken the direct relationship between burnout and turnover intention. 

Within the framework of Job Demands-Resources Theory, Burnout only 
encourages withdrawal behavior when the process of declining health occurs 
over a long period and is not balanced by adequate resources; in this study's 
respondents, the level of burnout was still in the moderate category, indicating 
that the process had not yet reached the threshold that triggers turnover 
intention. Furthermore, in the Theory of Planned Behavior, turnover intention is 
shaped by attitudes, subjective norms, and perceived behavioral control. Burnout 
that is not yet severe is not strong enough to form a decisive negative attitude, so 
its influence on turnover intention is insignificant. Thus, the fifth hypothesis (H5) 
which states that burnout has a positive effect on turnover intention is rejected. 
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The Mediating Role of Burnout in the Influence of Workplace Bullying on 
Turnover Intention (H6) 

The results of testing the sixth hypothesis (H6) indicate that burnout does 
not mediate the effect of workplace bullying on turnover intention (β = 0.038; p 
= 0.125). This finding does not support the proposed hypothesis and differs from 
previous studies that found a significant mediating role for burnout (Asghar & 
Zulfiqar, 2026; Biswakarma et al., 2024; Ribeiro et al., 2024). The insignificant 
mediation effect in this study indicates that in the context of Generation Z 
employees, the mechanism of workplace bullying's influence on turnover 
intention tends to be direct and does not require the presence of emotional 
exhaustion as an antecedent. 

The theoretical explanation for this finding is the unique characteristic of 
Generation Z, which has a very low tolerance threshold for unfair work 
environments (Valentine et al., 2023). When faced with workplace bullying 
behavior, Generation Z tends to make the decision to leave immediately without 
going through a phase of deep emotional exhaustion. This is reinforced by the 
findings of Park and Lee (2022), who showed that in younger generations, the 
direct effect of workplace bullying on turnover intentions is often more dominant 
than the mediating effect through burnout. In other words, Generation Z 
employees choose to "leave early" as a proactive self-protection strategy before 
their psychological condition worsens. This finding adds to the literature by 
suggesting that the full mediation as found by Ribeiro et al. (2024) in workers in 
Portugal may not be universally applicable, but rather highly dependent on 
demographic and generational contexts.  

This finding is in line with the logic of the Job Demands-Resources Theory 
that the effect of job demands on output can occur directly through motivational 
pathways or indirectly through health-decreasing pathways; in the context of 
Generation Z, the direct pathway is more dominant due to the low tolerance 
threshold for injustice. From the perspective of the Theory of Planned Behavior, 
negative attitudes towards the organization formed due to workplace bullying 
are strong enough to form turnover intentions directly, without requiring the 
formation of emotional exhaustion as an antecedent. Thus, the sixth hypothesis 
(H6) which states that burnout mediates the effect of workplace bullying on 
Turnover Intention is rejected. 

 
The Mediating Role of Burnout in the Influence of Job Insecurity on Turnover 
Intention (H7) 

The results of testing the seventh hypothesis (H7) indicate that burnout 
does not mediate the effect of job insecurity on turnover intention (β = 0.012; p = 
0.408). This finding does not support the proposed hypothesis and differs from 
research by Gharbf (2025) and Laily et al. (2020), which found a significant 
mediation effect on this pathway. 

The insignificance of this mediation effect can be explained by two key 
previous findings: first, job insecurity had no significant effect on burnout (H4 
was not supported); second, burnout had no significant effect on turnover 
intention (H5 was not supported). The combination of these two insignificant 
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paths logically results in an insignificant mediation effect. This suggests that in 
the context of Generation Z, job insecurity and turnover intention are not linked 
through an emotional exhaustion mechanism, but rather through a more direct 
cognitive pathway. Within the Job Demands-Resources Theory framework, the 
absence of this mediation effect is consistent with the inactivity of the health 
impairment process in both of its constituent pathways, namely the influence of 
Job Insecurity on Burnout and the influence of burnout on turnover intention, 
which are both insignificant. Meanwhile, in the Theory of Planned Behavior, the 
influence of job insecurity on turnover intention is mediated more by rational 
cognitive evaluations of career prospects than emotional states, so the mediation 
mechanism through burnout is not proven in the context of Generation Z. 

From the perspective of Generation Z, when they feel the threat of losing 
their jobs, the response that emerges is not emotional exhaustion first, but rather 
a rational calculation regarding career prospects in a more stable place.(Barhate 
et al., 2025). The pragmatic characteristics of Generation Z documented by Parry 
and Battista (2019) indicate that they tend to make career decisions based on 
rational evaluation of market opportunities rather than emotional responses. 
Thus, the direct effect of job insecurity on turnover intention (H2 supported) 
reflects more of a rational cognitive mechanism than the health impairment 
process proposed in the JD-R Theory. Therefore, the seventh hypothesis (H7) 
stating that burnout mediates the effect of job insecurity on turnover intention is 
rejected. 
 
Managerial Implications 

Practically, the results of this study imply that efforts to prevent turnover 
intention among Generation Z employees should focus on creating a bullying-
free work environment and transparently managing job insecurity. Curative 
interventions for burnout may be less effective if not accompanied by preventive 
efforts to address the primary sources of stress, namely workplace bullying and 
job insecurity. 
 
CONCLUSIONS AND RECOMMENDATIONS 

Based on the results of the Structural Equation Modeling-Partial Least 
Squares (SEM-PLS) analysis, this study concluded that workplace bullying and 
job insecurity were proven to be significant direct predictors in increasing 
turnover intention among Generation Z employees in the Special Region of 
Yogyakarta. This finding confirms that exposure to an intimidating work 
environment and high career uncertainty directly triggers Generation Z 
employees' intention to leave the company. In addition, workplace bullying was 
proven to have a positive and significant effect on increasing burnout, while job 
insecurity did not show a significant effect on burnout. Furthermore, the results 
of the study revealed that burnout did not have a significant effect on turnover 
intention, and was not proven to act as a mediating variable in the relationship 
between workplace bullying and job insecurity on turnover intention. This 
indicates that Generation Z's decision to leave the organization is driven more by 
cognitive evaluation mechanisms and direct reactions to work environment 
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stressors (such as bullying and job insecurity) rather than through a path of 
declining psychological health or emotional exhaustion (burnout). 
 
ADVANCED RESEARCH 

The present investigation is characterized by certain constraints that 
warrant careful consideration during the interpretation of its findings. First, the 
cross-sectional study design does not allow for longitudinal causal inference. 
Second, the use of primary data through self-administered questionnaires is 
susceptible to respondent perception bias. Third, the relatively low R² values for 
burnout (14.2%) and turnover intention (24.2%) indicate that many other 
variables outside the model influence these constructs, such as organizational 
support, job satisfaction, and organizational commitment. Future research is 
recommended to adopt a longitudinal design and consider additional moderator 
or mediator variables to gain a more comprehensive understanding of the 
dynamics of turnover intention among Generation Z. 
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