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ABSTRACT
This study aimed to analyze the effect of Perceived Organizational Support (POS) and Work
Flexibility on Turnover Intention, with Job Burnout as a moderating variable, among
Generation Z employees in Mataram City. The study employed a quantitative approach with
a causal associative research design. The sample consisted of 130 Gen Z employees
working in both the private sector and non-civil servant government institutions. The
sampling technique used was purposive sampling, and data were collected through an online
questionnaire distributed via Google Forms. The results showed that Perceived
Organizational Support has a negative and significant effect on Turnover Intention, and Work
Flexibility also has a negative and significant effect on Turnover Intention. Furthermore, Job
Burnout significantly weakens the positive influence of POS and Work Flexibility on Turnover
Intention. Conditions such as emotional exhaustion, depersonalization, and reduced personal
accomplishment make the effects of organizational support and work flexibility less effective
in preventing employees’ desire to leave their jobs. From a managerial perspective, the
findings highlight the importance for organizations not only to strengthen structural support
and flexible work policies, but also to pay attention to the psychological well-being of
Generation Z employees to enhance retention and engagement.
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In the modern world of work, the dynamics of employment have undergone significant
changes due to technological advancement, globalization, and demographic shifts in the
workforce. Organizations are required to adapt their human resource management (HRM)
strategies to remain competitive amid these transformations. Human resources are no longer
viewed merely as a factor of production but as a strategic asset that plays a crucial role in
determining organizational success and sustainability. Armstrong and Taylor (2020) assert
that effective HRM practices can create sustainable competitive advantage through
increased productivity and innovation. This aligns with Dessler (2020), who emphasizes that
organizations investing in human capital development are more adaptive to changes in the
global business environment. Therefore, strategic HRM has become an essential
requirement for organizations in the current era of digitalization and globalization.

One of the major issues in HRM is the rising turnover intention, which refers to
employees’ tendency or deliberate intention to leave the organization. This phenomenon
threatens workforce stability and negatively impacts organizational effectiveness. Mathis and
Jackson (2020) explain that dissatisfaction with compensation, poor interpersonal
relationships, and limited career opportunities are dominant factors that lower employee
loyalty. Robbins and Judge (2014) further state that turnover intention often arises from low
emotional attachment between employees and the organization. According to Mobley (2016),
turnover can be classified into two types: voluntary turnover, which occurs based on the
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employee’s own decision, and involuntary turnover, which results from organizational
decisions. Both types carry serious implications for recruitment costs, training investments,
and overall organizational productivity.

This issue has become increasingly complex with the emergence of Generation Z in
the workforce. Typically born between 1997 and 2012, this generation possesses distinct
characteristics and work expectations compared to previous generations. Gen Z is known to
value flexibility, work–life balance, and meaningful work (Dimock, 2019). Twenge (2017)
found that Gen Z prioritizes opportunities for personal growth and meaningful experiences
over long-term job stability. Similarly, Gossett (2019) discovered that Gen Z employees
respond more positively to flexible work policies and collaborative, innovation-driven
environments. If organizations fail to accommodate the needs and preferences of this
generation, the potential for increased turnover intention becomes significantly higher.

In the context of HRM, Perceived Organizational Support (POS) is a key factor
influencing employee loyalty and organizational commitment. POS refers to the extent to
which employees believe that the organization values their contributions and cares about
their well-being (Eisenberger et al., 1986). When employees feel supported and appreciated,
they are more likely to develop a strong sense of commitment and remain with the
organization. Li et al. (2022) found that POS significantly influences turnover intention.
However, Zhu et al. (2023) revealed that the strength of this relationship may vary depending
on employees’ levels of engagement and psychological well-being.

In addition to organizational support, Work Flexibility is another important factor that
can reduce employees’ intention to leave. Work flexibility provides employees with the
freedom to adjust their work time, location, and methods according to their needs (Rau &
Hyland, 2002). Hill et al. (2008) stated that flexibility can enhance motivation and well-being
by giving employees greater control over their work. Similarly, George and Poluru (2024)
found that flexibility positively contributes to reducing turnover intention. However, Lee and
Kim (2022) argue that this positive effect may not be optimal without an open organizational
culture and effective communication systems.

Nevertheless, the relationship between Perceived Organizational Support and Work
Flexibility with Turnover Intention is not always direct or linear. Internal factors such as Job
Burnout are believed to play a critical moderating role in either strengthening or weakening
these relationships. Maslach and Jackson (1981) define job burnout as a state of emotional
exhaustion, depersonalization, and reduced personal accomplishment resulting from
excessive job demands. Schaufeli and Bakker (2018) describe burnout as a consequence of
prolonged, unmanaged work stress that decreases motivation and individual performance.
Xu and Yang (2021) found that job burnout weakens the positive influence of POS on
turnover intention, while Polat et al. (2022) reported that burnout is positively correlated with
turnover intention and undermines the positive effect of work flexibility on employee
retention. Accordingly, this study positions Job Burnout as a moderating variable that may
affect the strength of the relationship between organizational support, work flexibility, and
employees’ intention to stay.

Empirical evidence in Mataram City shows that turnover intention among Generation Z
employees remains relatively high. Based on surveys and interviews with 30 young
employees across various sectors, professions such as marketing staff and marketing team
leaders reported the highest levels of turnover intention. The main reasons cited include
unfair organizational policies, lack of recognition, high job pressure, and limited flexibility in
working time and location. Data from the Central Bureau of Statistics of West Nusa Tenggara
(2024) indicate that Generation Z accounts for approximately 1.8 million people in the region,
with most employed in the private sector, including automotive dealerships, banking, and
service industries. These findings suggest that turnover intention among Gen Z workers in
Mataram is a pressing issue, given its implications for organizational productivity and
sustainability.

Based on the above discussion, this study aims to analyze the effects of Perceived
Organizational Support and Work Flexibility on Turnover Intention, with Job Burnout as a
moderating variable, among Generation Z employees in Mataram City. The study is expected
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to contribute both theoretically—by enriching the body of knowledge in human resource
management—and practically, by providing insights for organizations in developing adaptive
management strategies aligned with the characteristics of the younger workforce. By gaining
a deeper understanding of the interrelationships among these variables, organizations can
design more effective policies to enhance employee well-being, loyalty, and workforce
stability in the digital generation era.

LITERATURE REVIEW

Turnover intention refers to an employee’s conscious and deliberate intention to leave
their organization (Tett & Meyer, 1993). According to Mobley (2016), turnover intention arises
as the result of accumulated and sustained job dissatisfaction rather than a sudden decision.
A study by Abimanyu et al. (2024) found that among non-civil servant employees at the
Faculty of Economics and Business, University of Mataram, work pressure and low
organizational commitment were the main factors driving employees’ intention to leave.

This phenomenon is also influenced by the characteristics of Generation Z, who value
meaningful work, flexibility, and balance between personal and professional life (Twenge,
2017). In line with this, Juniarti et al. (2024) explained that turnover intention reflects the
degree of employees’ willingness to resign or move to another job, which is affected by
various factors such as low organizational commitment and job dissatisfaction. Therefore,
organizational efforts to retain young employees cannot rely solely on formal policies but
must also consider psychological aspects and values that are important to this generation.

Perceived Organizational Support (POS) is one of the key factors that can reduce
turnover intention. POS is defined as the extent to which employees believe that the
organization values their contributions and cares about their well-being (Eisenberger et al.,
1986). Organizational support fosters a positive reciprocal relationship in which employees
who feel appreciated tend to develop a stronger sense of belonging and loyalty to the
organization. Rhoades and Eisenberger (2002) emphasized that POS plays a significant role
in reducing turnover intention, although its effect may be mediated by factors such as
organizational justice and career development opportunities. Thus, organizations need to
balance emotional support with opportunities for self-development and a fair work
environment to maintain employee commitment and retention—particularly among
Generation Z employees.

Recent empirical findings further support the negative relationship between POS and
turnover intention. Studies by Li et al. (2022), Lee and Jun (2024), and Zhu et al. (2023)
demonstrated that Perceived Organizational Support (POS) negatively affects turnover
intention and positively influences work engagement. High levels of organizational support
enhance employee engagement, commitment, and psychological well-being, thereby
lowering their intention to leave. Conversely, low organizational support decreases
motivation and increases turnover intention. Based on the theoretical and empirical evidence
discussed above, the following hypothesis is proposed:

H1: Perceived Organizational Support has a negative effect on Turnover Intention.
Work flexibility is an important factor influencing employee satisfaction and loyalty.

Psychologically, flexibility fosters a sense of trust and appreciation, which strengthens
employees’ perception of organizational support in line with Social Exchange Theory.
Generation Z views flexibility as a fundamental need to achieve work–life balance. Dessler
(2013) stated that flexibility enhances job satisfaction, while Robbins and Judge (2014)
emphasized that flexible work policies can reduce burnout and increase motivation. Similarly,
Hill et al. (2008) and Mondy and Martocchio (2016) found that flexibility improves employee
loyalty by providing greater control over time and workplace arrangements, although its
effectiveness is influenced by fairness, career opportunities, and compensation.

Recent studies show that work flexibility has a negative effect on turnover intention.
George and Poluru (2024), Thoyibah and Desiana (2024), and Tsen et al. (2021) found that
the higher the level of flexibility provided by the organization, the lower the employees’
intention to leave. Flexibility enhances work–life balance and job satisfaction, thereby
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strengthening loyalty to the organization. Thus, flexible work policies play a crucial role in
improving employee retention and creating a balanced work environment. Based on these
findings, the following hypothesis is proposed:

H2: Work Flexibility has a negative effect on Turnover Intention.
Job burnout is a condition of emotional exhaustion and depersonalization that reduces

employees’ perception of the effectiveness of organizational support (Maslach & Leiter,
1997; Schaufeli & Enzmann, 1998). Under high-stress conditions, organizational support is
often perceived as irrelevant to employees’ actual needs and merely administrative in nature,
thereby hindering the positive reciprocity in the social exchange between employees and the
organization. As a result, employees’ emotional attachment to the organization declines,
leading them to seek a work environment that provides greater psychological comfort.

According to the Conservation of Resources Theory (Hobfoll, 1989) and the Job
Demands–Resources (JD–R) Model (Bakker & Demerouti, 2007), burnout arises when job
demands exceed the individual’s available resources, reducing the effectiveness of
organizational support. Xu and Yang (2021) as well as Cao et al. (2024) found that burnout
weakens the influence of Perceived Organizational Support (POS) on Turnover Intention, as
formal support is no longer perceived as meaningful under high emotional exhaustion. Based
on this reasoning, the following hypothesis is proposed:

H3: Job Burnout weakens the effect of Perceived Organizational Support on Turnover
Intention.

From a psychological perspective, Job Burnout can also weaken the relationship
between Work Flexibility and employees’ intention to leave. When individuals experience
emotional exhaustion, they lose the capacity to respond positively to the trust and autonomy
granted by the organization. Maslach and Leiter (1997) describe burnout as emotional
exhaustion and depersonalization that diminish work engagement. According to the Job
Demands–Resources Model (Bakker & Demerouti, 2007), burnout occurs when job demands
exceed available resources, including the ability to manage work flexibility. Thus, flexibility is
only effective when it successfully balances workload and employees’ psychological needs.

Within the framework of the Conservation of Resources Theory (Hobfoll, 1989),
burnout depletes psychological energy and resources, making flexibility no longer perceived
as a genuine form of support. Polat et al. (2022) and Nigoti et al. (2025) found that burnout is
positively correlated with turnover intention and weakens the positive effect of work flexibility
on retention. As burnout increases, the benefits of flexibility in reducing turnover intention
diminish. Based on this rationale, the following hypothesis is proposed:

H4: Job Burnout weakens the effect of Work Flexibility on Turnover Intention.

Figure 1 – Conceptual Framework

METHODS OF RESEARCH

This study employed a quantitative approach using a causal relationship model to
analyze the influence of Perceived Organizational Support and Work Flexibility on Turnover
Intention, with Job Burnout as a moderating variable, among Generation Z employees
working in both public and private organizations in Mataram City, West Nusa Tenggara
(NTB), Indonesia. Data were collected through a survey involving 130 Gen Z respondents in
Mataram City, consisting of private sector employees (such as marketing staff and bank
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tellers) as well as contract and honorary employees in government institutions. The data
collection instrument was a questionnaire utilizing a five-point Likert scale. Data were
analyzed using path analysis with the SmartPLS 3 software. The measurement model (outer
model) evaluation included factor loadings (validity > 0.500), convergent validity (AVE >
0.500), discriminant validity, and composite reliability (value > 0.700). In addition, the
structural model (inner model) was analyzed to assess the model’s quality and feasibility
using the coefficient of determination (R²).

RESULTS AND DISCUSSION

Based on Table 1, most respondents in this study were male, totaling 72 individuals
(55.38%), while female respondents numbered 58 individuals (44.62%). In terms of age, the
majority were aged 21–25 years, totaling 59 individuals (45.38%), followed by respondents
aged ≥ 26 years (45 individuals or 34.62%) and those aged ≤ 20 years (26 individuals or
20.00%). Regarding educational background, most respondents held a bachelor’s degree
(S1) (54 individuals or 41.54%), followed by diploma (D3) (45 individuals or 34.62%), senior
high school or equivalent (24 individuals or 18.46%), and master’s degree (S2) (7 individuals
or 5.38%). With respect to tenure, respondents with ≤ 2 years of work experience formed the
largest group (57 individuals or 43.85%), followed by those with 3–4 years (46 individuals or
35.38%) and ≥ 5 years (27 individuals or 20.77%). In terms of employment type, the majority
were private sector employees (84 individuals or 64.62%), while contract/honorary
employees accounted for 46 individuals (35.38%). Viewed by occupation type, most
respondents worked as motorcycle or car salespersons (34 individuals or 26.15%), followed
by honorary teachers (29 individuals or 22.31%), outsourced employees (23 individuals or
17.69%), contract staff (17 individuals or 13.08%), honorary staff at village and subdistrict
offices (14 individuals or 10.77%), technicians (4 individuals or 3.08%), and other professions
(9 individuals or 6.92%). Overall, the total number of respondents in this study was 130
individuals (100%).

Table 1 – Respondent Characteristics
Characteristics Frequency (People) Percentage (%)

Gender
Male 72 55,38
Female 58 44,62
Age
≤ 20 years 26 20,00
21 - 25 years 59 45,38
≥ 26 years 45 34,62
Educational Level
Senior High School or Equivalent 24 18,46
Associate Degree 45 34,62
Bachelor’s Degree 54 41,54
Master’s Degree 7 5,38
Length of Service
≤ 2 years 57 43,85
3 - 4 years 46 35,38
≥ 5 years 27 20,77
Workplace
Private Sector Employee 84 64,62
Contract Employee 46 35,38
Occupation
Motorcycle/Car Salesperson 34 26,15
Outsourced Employee atau Outsourcing Staff 23 17,69
Contract Employee 17 13,08
Technician 4 3,08
Honorary Staff at Village and District Office 14 10,77
Honorary Teacher 29 22,31
Others 9 6,92

Total 130 100



Eurasia: Economics & Business, 11(101), November 2025
DOI https://doi.org/10.18551/econeurasia

27

Figure 2 – Outer Loading

Based on the results of the outer loading measurement for Perceived Organizational
Support, Work Flexibility, Job Burnout, and Turnover Intention, all variables meet the criteria
for use as measurement constructs, as each has an outer loading value greater than 0.500
(outer loading > 0.500) (Chin, 1998). Therefore, all variables are considered appropriate and
valid for further analysis in this study.

Table 2 – Average Variant Extracted (AVE)
Variable AVE Description
(X1) 0.690 Valid
(X2) 0.709 Valid
(Y) 0.782 Valid
(Z) 0.764 Valid

Discriminant validity in this study was evaluated using the Average Variance Extracted
(AVE), with all variables exceeding the threshold value of 0.500 (Hair et al., 2021): Perceived
Organizational Support (0.690), Work Flexibility (0.709), Turnover Intention (0.782), and Job
Burnout (0.764). These results indicate that each construct is clearly distinguishable and
reliably measured, thereby supporting the validity and credibility of the research findings.

A construct is considered reliable if its composite reliability value exceeds 0.700
(Sekaran & Bougie, 2014). Reliability testing can be further supported by using the
Cronbach's alpha value. A variable is deemed reliable or meets the reliability criteria if it has
a Cronbach's alpha value greater than 0.700 (Sekaran & Bougie, 2014).

Table 3 – Composite Reliability and Cronbach’s Alpha

Variable Cronbach's Alpha Composite Reliability Rule of Thumb Model Evaluation
(X1) 0.959 0.964

> 0,70
Reliable

(X2) 0.949 0.956 Reliable
(Y) 0.953 0.962 Reliable
(Z) 0.961 0.967 Reliable

Based on the table above, the results indicate that the values of composite reliability
and Cronbach's alpha for all variables are greater than 0.700. Therefore, these results
demonstrate that each research variable has met the Cronbach's alpha requirement, and it
can be concluded that all variables exhibit a high level of reliability.
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Figure 3 – Original Sample and P-Value

Figure 4 – Original Sample and T-Value

Table 4 – Path Coefficient
Variable Relationship Original Sample Relationship Direction

(X1) → (Y) -0.296 Negative
(X2) → (Y) -0.227 Negative
(X1) → *(Z) → (Y) -0.203 Negative
(X2) → *(Z) → (Y) -0.181 Negative

Table 4 shows that all relationships among the variables are significant and consistent
with the proposed predictions. Perceived Organizational Support (X1) and Work Flexibility
(X2) have a negative effect on Turnover Intention (Y). In addition, Job Burnout (Z) acts as a
moderating variable that negatively influences the relationship between Perceived
Organizational Support and Work Flexibility toward Turnover Intention.

Table 5 – R-Square Value
Variable R Square

(Y) 0.763
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Based on Table 4.14, the R-Square (R²) value for the Turnover Intention (Y) variable is
0.763, indicating that 76.3% of the variance in Turnover Intention can be explained by the
exogenous variables, namely Perceived Organizational Support (X1) and Work Flexibility
(X2). This high R² value demonstrates that the research model possesses a strong predictive
capability, reflecting a robust relationship between the exogenous and endogenous
variables. These findings further confirm that the model used in this study is effective in
explaining the influence of the independent variables on Turnover Intention.

Table 6 – Hypothesis Testing
Variable Relationship T-Values P-Values

(X1) → (Y) 3.227 0.001
(X2) → (Y) 2.874 0.004
(X1) → *(Z) → (Y) 2.356 0.019
(X2) → *(Z) → (Y) 2.030 0.043

Hypothesis 1 (H1): Perceived Organization Support has a negative and significant
effect on Turnover Intention - Accepted.

Hypothesis 2 (H2): Work Flexibility has a negative and significant effect on Turnover
Intention - Accepted.

Hypothesis 3 (H3): Job Burnout negatively moderates the effect of Perceived
Organization Support on Turnover Intention - Accepted.

Hypothesis 4 (H4): Job Burnout negatively moderates the effect of Work Flexibility on
Turnover Intentiion - Accepted.

Based on the results of data analysis, the Original Sample value was found to be -
0.296, with a t-statistic of 3.227 (> 1.96) and a p-value of 0.001 (< 0.05). These results
indicate that Perceived Organizational Support (POS) has a negative and significant effect
on Turnover Intention, thus supporting the hypothesis. The negative coefficient value
suggests that the higher the organizational support perceived by employees, the lower their
intention to leave the organization. In other words, when employees feel valued and cared for
by the organization, their tendency to leave decreases, particularly among Generation Z
workers in Mataram City.

The findings reveal that Gen Z employees in Mataram perceive a relatively high level of
organizational support, especially in aspects related to recognition, career development,
working conditions, and employee well-being. Recognition emerges as the most dominant
factor since both material and symbolic acknowledgment foster a sense of belonging and
emotional attachment. Support for career development through training and promotion also
enhances loyalty, whereas working conditions still require attention, as insufficient physical
and psychological comfort may lead to stress and burnout.

Furthermore, the organization’s concern for employee well-being plays a vital role in
reducing turnover intention. Support for maintaining work–life balance increases employee
satisfaction and commitment. For Generation Z—who value flexibility and balance between
work and personal life—such attention is viewed as a moral commitment from the
organization, thereby strengthening their motivation to stay.

These findings align with Rhoades and Eisenberger (2002), who emphasized that
organizational support reduces employees’ intention to leave, although it is influenced by
factors such as fairness and career opportunities. Similarly, Mobley (2016) argued that
turnover intention arises from accumulated job dissatisfaction, suggesting that organizational
support alone is insufficient unless accompanied by fairness and self-development
opportunities. Meanwhile, Twenge (2017) highlighted that Generation Z values meaningful
work, flexibility, and life balance; thus, formal organizational support alone may not be
enough to foster loyalty.

Consistent with the study by Li et al. (2022), Perceived Organizational Support (POS)
negatively affects turnover intention and positively affects work engagement. Organizational
support enhances employee engagement and psychological well-being, thereby reducing
turnover intention. Likewise, Lee and Jun (2024) found that higher perceived organizational



Eurasia: Economics & Business, 11(101), November 2025
DOI https://doi.org/10.18551/econeurasia

30

support leads to lower turnover intention, as employees feel valued and appreciated by their
organization. Similarly, Zhu et al. (2023) confirmed that Perceived Organizational Support
(POS) has a negative effect on turnover intention and a positive effect on work engagement.
High levels of organizational support enhance employee involvement and commitment,
reducing their desire to leave, while low support decreases motivation and increases
turnover intention.

Overall, the results indicate that perceived organizational support has a negative and
significant effect on turnover intention among Generation Z employees in Mataram City. The
higher the recognition, development opportunities, working conditions, and well-being
provided, the lower the employees’ intention to leave. However, this relationship is also
influenced by factors such as fairness, job satisfaction, and career prospects. Therefore,
organizational support must be authentic and emotionally meaningful to effectively retain
young employees.

Based on the results of the analysis, the original sample value was found to be -0.227,
with a t-statistic of 2.874 (> 1.96) and a p-value of 0.004 (< 0.05). These results indicate that
Work Flexibility has a negative and significant effect on Turnover Intention, thereby
supporting the proposed hypothesis. The negative coefficient implies that the higher the level
of work flexibility provided by the organization, the lower the employees’ tendency to leave
their jobs. Thus, work flexibility plays an important role in reducing turnover intention among
Generation Z employees in Mataram City.

The findings show that the organization’s work flexibility policies are positively
perceived by Gen Z employees. They experience considerable freedom in managing their
work time, duration, and location. The most dominant dimension is location flexibility, where
the organization allows employees to work not only from the office but also from other
locations they find conducive to productivity. This finding aligns with the characteristics of
Generation Z, who are highly adaptive to technology and value balance between personal
life and work.

Time and scheduling flexibility were also found to enhance work comfort. Employees
feel they have greater control over their working hours and can adjust them according to
personal needs, which helps reduce stress and increase job satisfaction. Given Gen Z’s
preference for autonomy and efficiency, flexible work arrangements serve as a key factor in
fostering emotional attachment and loyalty to the organization.

From a psychological standpoint, work flexibility enhances employees’ perceptions of
organizational support because it creates a sense of trust and appreciation. This finding
aligns with Social Exchange Theory, which posits that trust and autonomy granted by the
organization are reciprocated with stronger employee loyalty. For Gen Z employees,
flexibility serves as a primary indicator of whether the organization understands their needs
for life balance and freedom at work.

These findings are consistent with Dessler (2013), who stated that work flexibility
improves work–life balance and employee satisfaction. Similarly, Robbins and Judge (2014)
emphasized that flexible policies reduce burnout and enhance motivation, although they are
not the sole determinant in reducing turnover intention. Studies by Hill et al. (2008) and
Mondy and Martocchio (2016) also revealed that flexibility fosters loyalty by providing control
over time and workplace; however, its impact diminishes if not supported by fairness, career
opportunities, and appropriate compensation.

This study’s results are also in line with George and Poluru (2024), who found that
work flexibility has a negative and significant effect on turnover intention. The greater the
flexibility offered by the organization, the lower the employees’ desire to leave. This occurs
because flexibility fosters trust and strengthens the balance between work and personal life,
ultimately promoting organizational loyalty.

Similarly, Thoyibah and Desiana (2024) reported that flexibility in time and workplace
increases comfort and job satisfaction, thereby reducing turnover intention. Moreover, Tsen
et al. (2021) confirmed that the negative effect of flexibility on turnover intention is mediated
by improved work–life balance and job satisfaction. Hence, this study supports the
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hypothesis that work flexibility plays a crucial role in decreasing turnover intention by
enhancing job satisfaction and work–life balance among employees.

Overall, the results indicate that Work Flexibility has a negative and significant effect on
Turnover Intention among Generation Z employees in Mataram City. The greater the
flexibility in work time, scheduling, and location, the lower the employees’ intention to leave.
Flexibility fosters trust, autonomy, and life balance; however, its effectiveness will be
maximized when accompanied by organizational support, fairness, and career development
opportunities.

Based on the results of the data analysis, the original sample value was found to be -
0.203, with a t-statistic of 2.356 (> 1.96) and a p-value of 0.019 (< 0.05). These results
indicate that Job Burnout has a significant moderating effect that weakens the relationship
between Perceived Organizational Support (POS) and Turnover Intention. The negative
coefficient suggests that when the level of burnout increases, the positive influence of
organizational support on reducing turnover intention becomes weaker. Thus, even when an
organization provides good support, high levels of burnout can diminish the effectiveness of
that support in retaining employees.

The findings reveal that Generation Z employees in Mataram City experience a
relatively high level of job burnout, particularly in the dimensions of emotional exhaustion,
depersonalization, and reduced personal accomplishment. Employees report feeling drained
of energy and enthusiasm, emotionally detached from colleagues, and less motivated and
effective in their work. This indicates that formal organizational support may not be sufficient
to address the psychological strain experienced by employees, as recognition, training, or
welfare programs may lose their meaning when employees are emotionally exhausted or
under stress.

Burnout also reduces employees’ perceptions of the effectiveness of organizational
support. Under high-stress conditions, organizational support is often perceived as irrelevant
to employees’ actual needs or as a mere administrative obligation. As a result, emotional
attachment to the organization declines, and employees become more inclined to seek
alternative employment that offers greater psychological relief. This phenomenon
demonstrates that burnout serves as a barrier within the social exchange mechanism
between organizations and employees.

From a theoretical perspective, these findings align with the Conservation of Resources
Theory (Hobfoll, 1989), which posits that burnout depletes psychological resources,
rendering organizational support less effective. They are also consistent with the Job
Demands–Resources (JD–R) Model (Bakker & Demerouti, 2007), which explains that
burnout occurs when job demands exceed available resources. Furthermore, Maslach and
Leiter (1997) as well as Schaufeli and Enzmann (1998) emphasize that burnout—
characterized by emotional exhaustion and depersonalization—can diminish employees’
perception of organizational support.

The results of this study are in line with Xu and Yang (2021), who found that
organizational support reduces stress and burnout; however, its impact weakens when
individuals experience emotional exhaustion. This supports the notion that burnout
moderates the effect of perceived organizational support on turnover intention: as burnout
increases, organizational support becomes less effective in discouraging employees from
leaving.

Similarly, the findings of Cao et al. (2024) reinforce this conclusion, indicating that job
burnout weakens the effect of organizational support on turnover intention. Although
organizational support can alleviate stress and burnout, its effectiveness decreases when
employees are emotionally exhausted. Under such conditions, formal support loses its
significance, whereas empathetic and personalized support proves to be more effective in
maintaining employees’ attachment to the organization.

Overall, the results demonstrate that Job Burnout weakens the influence of Perceived
Organizational Support on Turnover Intention among Generation Z employees in Mataram
City. High levels of burnout make organizational support less effective in reducing
employees’ intention to leave. Therefore, organizations should complement formal support
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with stress management programs, workload adjustments, and human-centered work
policies, ensuring that the support provided has genuine emotional impact and effectively
reduces turnover intention.

Based on the results of the analysis, the original sample value was found to be -0.181,
with a t-statistic of 2.030 (> 1.96) and a p-value of 0.043 (< 0.05). These results indicate that
Job Burnout significantly moderates and weakens the relationship between Work Flexibility
and Turnover Intention. The negative coefficient suggests that an increase in burnout
diminishes the positive effect of work flexibility on reducing employees’ intention to leave.
Thus, although the organization provides flexible work arrangements in terms of time,
schedule, and location, high levels of burnout reduce the optimal benefits of flexibility in
retaining employees.

The findings indicate that Generation Z employees in Mataram City perceive a high
level of work flexibility, yet elevated burnout levels reduce the effectiveness of such policies.
While employees have considerable freedom to manage their working hours and locations,
emotional and mental exhaustion prevents them from fully experiencing the psychological
benefits of flexibility. For some employees, work freedom even adds pressure as the
boundary between work and personal life becomes blurred. This suggests that flexibility
without adequate stress management support can have a reverse effect—leading to
increased fatigue and decreased work motivation.

From a psychological standpoint, Job Burnout weakens the reciprocal relationship
between the organization and its employees as explained by Social Exchange Theory. When
individuals experience emotional exhaustion, they lose the capacity to respond positively to
the trust and autonomy granted by the organization. Consequently, work flexibility—which
should create a sense of trust—is instead perceived as an additional burden requiring
greater self-regulation. As a result, burnout diminishes the strength of work flexibility in
reducing turnover intention.

Maslach and Leiter (1997) describe job burnout as a psychological syndrome
characterized by emotional exhaustion, depersonalization, and reduced personal
accomplishment, which inhibits employees’ engagement with their work. Under such
conditions, flexibility policies are perceived as less valuable since employees focus more on
the emotional strain they experience. Consistent with the Job Demands–Resources (JD–R)
Model (Bakker & Demerouti, 2007), burnout occurs when job demands exceed available
resources, including work flexibility. Flexibility is only effective when it balances workload and
employees’ psychological needs; otherwise, it loses its function as a retention factor.

According to the Conservation of Resources Theory (Hobfoll, 1989), individuals strive
to maintain valuable resources such as energy and social support. When burnout occurs,
these resources become depleted, causing flexibility to be viewed not as a form of protection
but as a mere normative policy. Similarly, Robbins and Judge (2014) emphasize that work
flexibility cannot replace employees’ fundamental needs for fairness, appreciation, and
psychological well-being. Therefore, as burnout increases, flexibility loses its effectiveness in
reducing turnover intention.

Polat et al. (2022) found that burnout is positively correlated with turnover intention,
while cognitive flexibility and emotion management are negatively correlated and mediate the
relationship between burnout and turnover intention. This finding aligns with the present
study, indicating that burnout weakens the positive influence of work flexibility on turnover
intention because emotional exhaustion prevents individuals from fully appreciating the
benefits of flexible work arrangements.

In line with this, Nigoti et al. (2025) also explained that although work flexibility can
reduce turnover intention, its effectiveness strongly depends on employees’ psychological
conditions and organizational support. Consequently, burnout and work stress can
undermine the benefits of flexibility, meaning that flexible work policies are only effective
when accompanied by efforts to balance workload and enhance employee well-being.

Overall, the findings demonstrate that Job Burnout weakens the influence of Work
Flexibility on Turnover Intention. Work flexibility becomes ineffective for employees with high
levels of burnout, as their emotional exhaustion hinders positive perceptions of such policies.
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Therefore, organizations should complement flexibility initiatives with stress management
strategies, workload regulation, and enhanced social support, ensuring that flexibility
functions as a genuine psychological resource that mitigates burnout and strengthens
employee retention—particularly among Generation Z employees in Mataram City.

CONCLUSION

Based on the results of the analysis and discussion, it can be concluded that Perceived
Organizational Support (POS) and Work Flexibility have a negative and significant effect on
Turnover Intention among Generation Z employees in Mataram City. The higher the
perceived organizational support and work flexibility, the lower the employees’ intention to
leave their jobs. Strong organizational support fosters a sense of appreciation and emotional
attachment, while flexible work arrangements help employees balance professional and
personal demands. However, Job Burnout was found to weaken the effects of both POS and
Work Flexibility on Turnover Intention, indicating that high levels of burnout can reduce the
effectiveness of organizational support and flexibility in mitigating employees’ intention to
quit. Therefore, organizational efforts to reduce turnover intention must be accompanied by
stress management and mental health programs to create a productive, balanced, and
sustainable work environment.

This study provides important managerial and theoretical implications for human
resource management in the digital generation era. From a managerial perspective,
organizations should strengthen employee satisfaction and engagement by fostering an open
and supportive work environment, offering clear career development opportunities, and
implementing fair and consistent reward systems so that employees feel valued and
motivated. Moreover, management needs to prioritize psychological well-being through
effective stress management, proportional workload distribution, and flexible work policies
complemented by performance-based communication and evaluation systems. From a
theoretical perspective, this study reinforces Social Exchange Theory, which emphasizes
reciprocal relationships between organizational support and employee loyalty, and supports
the theory of work flexibility, which posits that autonomy in work arrangements can reduce
turnover intention. The findings are also consistent with Maslach and Leiter’s (2016) burnout
theory, which suggests that emotional exhaustion diminishes the effectiveness of
organizational support and flexible work policies. Furthermore, the results expand the
understanding of Generation Z’s unique characteristics, highlighting their desire for balance,
self-development, and meaningful work.

Based on these findings, Generation Z employees are encouraged to be more
reflective when making career decisions by considering factors such as job satisfaction, work
meaning, and opportunities for personal growth before deciding to leave a job. Organizations
should strengthen two-way communication, improve the work environment, and implement
equitable flexibility policies to promote a balance between professional and personal life.
Stress management and psychological support programs are also essential to reduce
burnout and enhance employee loyalty. For future research, it is recommended to include
additional variables such as job satisfaction, leadership style, and work-life balance, and to
employ qualitative or mixed-method approaches to provide deeper and more contextual
insights into the factors influencing turnover intention among Generation Z employees.
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