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MANAGEMENT | RESEARCH ARTICLE

Antecedents of turnover intention among Gen 
z in Vietnam: The mediating role of affective 
commitment
Duc Anh Do1*, Quynh Diem Doan1, Linh Khanh Vu1, Thu Thi Le1, Nguyet Minh Tran1 and 
Giang Linh Nguyen1

Abstract:  Turnover intention (TI) in many countries has been widely discussed, 
but research on the turnover intention by Gen Z in Vietnam is still in its infancy. 
This study examines the role of affective commitment (AC) as a mediator in the 
relationship between job satisfaction (JOS), emotional exhaustion (EE), and TI. 
A survey dataset with 602 observations was primarily collected from major 
cities in Vietnam, and partial least squares structural equation modeling (PLS- 
SEM) was applied. The results indicate that AC is closely related to EE. 
Moreover, EE has a significant direct impact on TI. However, unlike previous 
studies, no direct relationship was found between JOS and TI for Gen Z in 
Vietnam. Given the increasing number of new small and medium-sized busi-
nesses in Vietnam, this study contributes significantly to helping organizations 
plan more rational human resource policies.

Subjects: Economic Psychology; Psychological Science; Behavioral Neuroscience; Statistics 
for Social Sciences 
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1. Introduction
Human resources have always been a core aspect of any organization. Sustaining the workforce is 
a key competitive factor for businesses, enabling them to operate more efficiently than their 
counterparts (Macke & Genari, 2019; Nguyen, 2020; Vu & Tran, 2022). However, in a rapidly 
developing business society where job opportunities are abundant, accompanied by the younger 
generation’s open-mindedness, turnover intention (TI) among employees is becoming a more 
common issue in almost all enterprises. Because the turnover intention is the antecedent of actual 
turnover, it is necessary to understand the reason why employees have such behavior and conduct 
preventive methods (Dubey, 2017). High TI rates would lead to a high level of employee turnover, 
which not only has a detrimental effect on the financial performance of a business, it also under-
mines the overall productivity of other employees, diminishes the quality of services offered by the 
organization, increases the recruitment, training and developing cost of new employees and 
adversely influences the company’s reputation (Deniz, 2020; Memon et al., 2017). In contrast, 
a low employee TI rate helps organizations maintain their competitive edge and attain sustainable 
long-term goals. Consequently, TI among employees is an urgent problem that needs to be solved 
and also a research topic that attracts many scholars’ interests.

Worldwide, the labor market is witnessing the entry of Gen Z employees born between 1997 and 
2013 (Dimock, 2019). Thus, employers need to prepare for the arrival of Gen Z employees in their 
organizations (Schroth, 2019). The generations prior to Gen Z have been the focus of scientific 
study over the past few decades, but as they have aged and become more mature in the workforce 
(Dimock, 2019), potential gaps for future research have emerged.

Gen Z is a dynamic, experiential and exploratory generation, so they are unafraid to jump jobs to 
experience various different positions, environments and cultures. According to DePass and 
Tribune (2023), in the U.S., about 60% of 18- to 25-year-olds said they were likely to change jobs 
in early 2023, up from 53% last year. Similarly, the labor market in Vietnam is also witnessing the 
constant turnover of Gen Z. According to Anphabe (a recruitment and consulting company), 
research on the largest professional social networking platform LinkedIn with 922.3 million users 
worldwide as of April 2023, up to 260,000 of the nearly 4 million members in Vietnam have 
updated their status to “Open to Work” or “Looking for a new job” on their personal profiles, 
indicating they want to find a new job while being employed. This shows that TI among young 
people in Vietnam is extremely high.

This study examines the relationship between factors believed to profoundly influence the TI of 
Gen Z, namely emotional exhaustion and job satisfaction. Previous studies worldwide have verified 
these relationships (Öztürk Çiftci, 2021). However, this study contributes by investigating these 
relationships among the Gen Z population in Vietnam. This study also examines the mediating role 
of affective commitment in the relationship of the above factors to TI. Affective commitment, one 
of the three components of organizational commitment, is among the factors that receive the 
most attention from scholars because it closely affects organizational outcomes such as turnover 
and employee attitudes. The employees who don’t feel satisfied with the support from their 
companies have a low degree of commitment and want to look for new job opportunities (Julio 
et al., 2022).

The authors have identified the aforementioned research gap and applied PLS-SEM in this study 
to explain the factors that influence the TI of the young Vietnamese workforce. This study 
comprises five parts. Part two provides the theoretical background of emotional exhaustion, job 
satisfaction, affective commitment, TI, the research model, and the hypotheses. Part three offers 
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the methodology, including the study design and data analysis techniques. Part four explains the 
research results. Part five provides the discussion, managerial implications, and study limitations.

2. Literature review

2.1. Generation Z
Gen Z (1997–2013) was born into a society with modern technological development, affecting this 
generation as they are avid social media users. They have a higher level of education (Fry & Parker,  
2018), are creative, and their families and society provide numerous opportunities for them to 
express and develop themselves (Rue, 2018). Therefore, they have the space to freely develop and 
comprehend their self-worth, and they will choose a working environment that helps them to 
maximize their potential and fulfill themselves. At the same time, Gen Z likes experiences, so they 
enjoy attempting new things and engaging in diverse activities, indicating that long-term commit-
ment to an organization is not a priority for these individuals (Chillakuri, 2020). Additionally, Gen 
Z is highly independent in all aspects, particularly financially. They may switch jobs if organizations 
offer higher salaries and greater flexibility at work (Chillakuri, 2020).

2.2. Turnover intention
Tett and Meyer (1993) explained this concept as an employee’s self-reported likelihood of seeking 
alternatives in another organization. Similarly, TI refers to a person’s inclination and eagerness to 
leave their current organization, the potential of seeking opportunities elsewhere, the aspiration to 
secure a new job, and the availability of options to work in alternative companies (Chen et al.,  
2021). In this study, TI is understood as an employee’s voluntary desire to leave their current job 
and seek alternative job opportunities.

TI is a strong predictor of employees’ actual decision to switch jobs and higher turnover 
intention leads to high actual turnover rate (Sun & Wang, 2016). According to Bryant and Allen 
(2013), turnover is costly for organizations due to the process of finding, recruiting and training 
new employees. These expenses indeed surpass the total compensation amount for the position 
(Bryant & Allen, 2013). Therefore, research on employees’ intention to change jobs will assist 
managers and businesses in building a sound human resource management system, anticipating 
the costs that may be incurred when an employee leaves the organization and planning to prevent 
or reduce their employees’ intention to quit.

2.3. Emotional exhaustion & turnover intention
Among the three dimensions of the Maslach Burnout Inventory (MBI) (Maslach & Jackson, 1981), 
emotional exhaustion receives the greatest attention and examination from scholars. Emotional 
exhaustion is a destructive process that begins with the employee’s emotional resources being 
depleted and ends in physical and mental harm (Ducharme et al., 2007). Gupta and Srivastava 
(2021) concur that emotional exhaustion in the workplace involves feelings of burnout, job-related 
negative affect, and emotional, mental, and psychological distress. The overlapping aspect of 
these definitions is that employees’ emotional resources become exhausted; thus, they feel 
psychologically incapable of contributing to their work. In this study, emotional exhaustion is 
chosen as an independent variable because it can potentially signal many consequential issues 
and is considered the core of burnout syndrome.

TIs are one of the most apparent consequences of emotional exhaustion. Baba et al. (2009) say 
that individuals with high levels of emotional exhaustion tend to have a decline in work perfor-
mance, making it harder for them to meet job demands with the resources they have. Avoidance is 
another method of coping with this condition to avoid further harm (Cropanzano et al., 2003). 
From this perspective, feeling emotionally exhausted opens the door to negative thoughts about 
one’s work, resulting in the intention to quit (Salehi et al., 2020). Compatible with this viewpoint, 
the Conservation of Resources Theory (Hobfoll, 1989) posits that employees who feel that they lack 
the necessary resources to do their job or are not receiving adequate support or rewards may 
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become emotionally drained and exhausted, triggering their TIs. Aligned with the COR theory, 
emotionally exhausted employees tend to prevent additional resource depletion, and if their 
efforts fail, they turn to coping mechanisms such as withdrawal to alleviate the emotional toll of 
exhaustion (Zhang et al., 2019). More specifically, Chen and Huang (2016) suggest that experien-
cing a reduction in resources or the possibility of resource loss is a source of stress, which can lead 
to dissatisfaction with one’s job, increased anxiety, and thoughts of quitting one’s job. Increasing 
empirical evidence suggests that emotional exhaustion is strongly linked to important work- 
related attitudes among employees, such as TIs (Nguyen et al., 2022). The study conducted with 
141 employees of different organizations and occupations in Canada concludes that emotional 
exhaustion positively impacts TI (Kyei-Poku, 2019). Investigating the correlation among them, 
Azharudeen and Arulrajah (2018) concur that a significantly strong positive relationship exists 
between emotional exhaustion and TI. Moreover, when an individual is exhausted emotionally, 
they develop negative attitudes and feelings towards their job and organization and find less self- 
efficacy in performing duties (Azharudeen & Arulrajah, 2018). Results from surveying the behavior 
of employees working at shopping centers in Turkey also indicate that there is a positive relation-
ship between emotional exhaustion and TI (Öztürk Çiftci, 2021). In 2023, a study conducted with 
243 individuals working in Malaysian SMEs in the information technology sector displays a similar 
indication that there is a significant positive impact of early-career employees’ emotional exhaus-
tion on their turnover intention (Saleh et al., 2023).

This relationship becomes even more accurate when applied to the Gen Z demographic. It is 
studied that Gen Z are prone to mental health problems, which often results in decreased 
performance at work when they experience feelings of depression and anxiety (Schroth, 2019). 
They prioritize happiness over their career and do not place long-term loyalty to organizations as 
a primary concern, thus, Gen Z tend to have turnover intentions if they are unhappy or have 
negative feelings towards the job (Gaan & Shin, 2022; Randstad, 2022).

Aligned with the extant literature on the relations between the variables and the abovemen-
tioned explanations, this study formulated the following hypothesis:

Hypothesis 1: Emotional exhaustion positively impacts employees’ TIs.

2.4. Job satisfaction and turnover intention
Job satisfaction plays a critical role in industrial and organizational psychology. A person with 
a high level of job satisfaction has positive feelings about their job, while a person with a low level 
of job satisfaction (dissatisfaction) has negative feelings (Robbins & Judge, 2017). In this study, job 
satisfaction is understood as an employee’s affective response towards their job, including both 
positive and negative aspects.

Age exhibits a correlative nexus with job satisfaction. Certain studies elucidate a linear associa-
tion between the two, positing that job satisfaction augments as one advances in years. At times, 
this correlation assumes a curvilinear trajectory, with satisfaction ebbing in youth, plateauing 
during middle age, and resurging in later stages.

A recurrent discourse revolves around whether the predilections and career aspirations of 
Generation Z job seekers diverge across disparate national and cultural milieus. Ngoc et al. 
(2022) conducted a comprehensive inquiry amongst Vietnamese final-year students poised to 
enter the workforce. Their findings underscored the heightened emphasis Vietnamese 
Generation Z places on intangible facets of employment or organizational culture, such as the 
ambiance of the workplace and ethical considerations, over tangible attributes.

According to a recent report by McCrindle Research (2019), Generation Z job aspirants are drawn 
towards organizations predicated upon a synthesis of instrumental and symbolic attributes. This 

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811

Page 4 of 20



proclivity may be ascribed to Generation Z’s nascent presence in the labor market, thereby 
rendering extant research on this cohort inchoate. According to the instrumental-symbolic frame-
work, Generation Z job seekers concurrently esteem the concrete benefits proffered by organiza-
tions. Recent empirical investigations corroborate this orientation, indicating that Generation 
Z values a salubrious work environment, well-defined objectives, clear directives from superiors, in- 
situ training, meaningful occupational engagements, performance evaluations, interpersonal con-
nectivity, a work-life equilibrium, and avenues for continual learning and development. Predicated 
on these discernible traits of Generation Z, in concert with judicious human resources policies, it is 
predicted that Generation Z will exhibit a palpable degree of satisfaction with their extant 
vocations.

Employees who experience job dissatisfaction may result in low productivity (Gupta & Joshi,  
2008), poor performance (Chi et al., 2023; Hou et al., 2020; Nauman et al., 2020; Qureshi & Article,  
2019; Tella & Ibinaiye, 2019), and physical withdrawal such as absenteeism and turnover (Chang 
et al., 2022; Hefny, 2020; Henne & Locke, 1985; Koo et al., 2019). Similarly, Mobley’s (1977) 
turnover theory suggests that an employee’s job dissatisfaction is the primary driver behind their 
intention to leave their job. Plentiful empirical studies have supported the turnover theory. Most of 
the findings indicate that job satisfaction has a strong and negative correlation with the intention 
to switch jobs (Chang et al., 2022; Gessesse & Premanandam, 2023; Nguyen & Uong, 2022; Vu & 
Nguyen, 2018). This result is also true regarding research with data on employees from various 
employment sectors such as healthcare (Alsaraireh et al., 2014), engineering, logistics and market-
ing (Tziner et al., 2014); tourism (Hefny, 2020; Koo et al., 2019); technology (Tran, 2019) and 
education (Gessesse & Premanandam, 2023; Samadi et al., 2020).

It is evident that in all labor market conditions, different characteristics of each country can 
result in varying impacts on job contentment and intent to switch jobs. Based on the above 
discussion, we predict that job satisfaction has a positive effect on reducing the turnover rate 
among workers.

Hypothesis 2: Job satisfaction negatively impacts employees’ TI.

2.5. The mediating role of affective commitment
Affective commitment is defined as “identification with, involvement in, and emotional attach-
ment to the organization” (Meyer & Allen, 1997). Specifically, employees with high levels of 
affective commitment are likely to remain with the organization because they have the desire to 
continue contributing to it. In different studies, affective organizational commitment represents an 
employee’s dedication to their organization and the degree of emotional connection they feel 
toward it (Dhar, 2015; Ismail, 2016). Scholars have suggested that affective commitment may 
better predict employee behavior than other aspects of organizational commitment like continu-
ance commitment or normative commitment (Dhar, 2015).

Researchers have thoroughly investigated the relationship between affective commitment and 
TI. According to Social Exchange Theory (Cropanzano et al., 2017), social behaviors pertain to 
exchanging anything deemed valuable, whether tangible or intangible, such as feelings of honor or 
prestige. Thus, positive work experiences and a sense of value can lead to higher affective 
commitment among employees, decrease their TIs, and enhance overall job performance. 
Additionally, this correlation is evidenced by numerous empirical studies such as Albrecht and 
Marty’s (2017) study of Australian organizations; Yousaf et al. (2015) study of educators in the 
Netherlands. These studies support the idea that affective commitment and TI have a relationship 
that goes in the opposite direction. Wong’s and Wong (2017) case study of a foreign-invested 
manufacturing company in Guangdong, China, also demonstrated that employees’ affective 
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commitment significantly and negatively affects their intention to leave. Evidence from many 
different fields and locations worldwide has shown that affective commitment and TI are closely 
related.

Burnout as a psychological concept negatively impacts employees’ emotional connection to 
their workplace (Sharma & Dhar, 2016). Workers may experience emotional exhaustion because of 
the work atmosphere and job requirements, leading to an inequity in social exchange relation-
ships, ultimately resulting in reduced levels of emotional commitment (Chênevert et al., 2013). 
Previous empirical research has shown that emotional exhaustion strongly impacts affective 
commitment among employees, which means that mentally exhausted individuals will demon-
strate weaker affective attachment to their organization (Cole et al., 2010; Thanacoody et al.,  
2013). Additionally, Kemp et al. (2013) study on the impact of stress and mental exhaustion on the 
attachment of professional truck drivers to their organization also concluded that emotional 
exhaustion negatively affects affective commitment.

However, this relationship also has different results depending on the research subject. Karatepe 
and Tekinkus’s (2006) empirical research with data collected from front-line employees who work 
directly with customers at Turkish banks does not support a significant inverse relationship 
between emotional exhaustion and affective commitment. Instead, it only demonstrates that 
emotional exhaustion negatively impacts affective commitment through job satisfaction.

Despite limited empirical research on the mediating effects of affective commitment between 
emotional exhaustion and TIs, based on the Conservation of Resources Theory and Social 
Exchange Theory, it is logical to suggest that emotional exhaustion may result in employees’ 
reduced affective commitment of towards the organization and an increase in their intentions to 
leave. In addition, with the research population of Gen Z in Vietnam in the economic sector, 
a generation prone to mental and work-related worries, it is proposed that emotionally drained 
employees will have a weaker affective connection to the organization, thus triggering their TIs. 
With the above hypothesis that affective commitment has an inverse relationship with TI, the 
following hypothesis was formed:

Hypothesis 3: Affective commitment mediates the relationship between emotional exhaustion 
and employees’ TIs.

Scholars have proposed that organizational commitment can be adopted as a moderator to 
interpret employee behaviors (Ghaderi et al., 2021; Nauman et al., 2020; Safdar & Liu, 2019). The 
three-component model proposed by Meyer and Allen (1991) indicates organizational commit-
ment fully mediated the relationship between job satisfaction and TI, suggesting that individuals 
who were highly satisfied with their jobs were more likely to be committed to their organizations, 
which in turn reduced the likelihood of their intention to leave. This is similar to the results 
conducted by Kartika and Purba (2018). Contrary to the three-component model, Clugston 
(2000), in his study on government agency employees, found that a partially mediated model 
better fits the data for this study. Considerable work has established the mediating effects of 
organizational commitment on job satisfaction and intent to leave. Meanwhile, although affective 
commitment is affirmed to be the best predictor of employee behavior compared to other aspects 
of organizational commitment (Meyer & Allen, 1997), the research investigating the mediating role 
of affective commitment for the relationship between job contentment and TI is limited both in 
Vietnam and other countries. Among them, one prominent study conducted by Gessesse and 
Premanandam (2023) revealed that affective commitment completely mediated the association 
between job satisfaction and TI.

In a meta-analysis, Meyer et al. (2002) found a strong relationship between overall job satisfac-
tion and affective commitment. However, most of the studies emphasized on the affective 
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commitment-to-job satisfaction relationship (Dinc et al., 2018; Koo et al., 2019) rather than the 
opposite relationship of job satisfaction-to-affective commitment. Only a few have underlined the 
latter. Lima and Allida (2021) discovered that job satisfaction positively impacts employee’s 
affective commitment. Similar result was also confirmed by Gessesse and Premanandam (2023) 
with data of 319 academic employees in higher education institutions in Addis Ababa. Thus, 
employees with high job satisfaction tend to have a greater emotional attachment to their 
organization.

Nowadays, Gen Z is said to be less satisfied with their work compared to other generations and 
has a lower commitment to their organizations (McKinsey, 2023). Similarly, Gen Z in Vietnam might 
have a lower emotional attachment to organizations. However, we predict this phenomenon can 
be reduced through their emotional attachment to the organizations. Meanwhile, from the afore-
mentioned positions, we believe that affective commitment has an inverse relationship with TI. 
Therefore, the following hypothesis is proposed:

Hypothesis 4: Affective commitment mediates the relationship between job satisfaction and 
employees’ TI.

3. Methodology
This questionnaire was conducted across major cities in Vietnam, with respondents from small and 
medium-sized enterprises (SMEs) in various working fields, including retail, marketing, banking and 
finance, human resources, manufacturing, logistics, and others. According to the Ministry of 
Planning and Investment, as cited by the Vietnam Chamber of Commerce and Industry (2022), 
Vietnam has approximately 900,000 active enterprises, with over 97% being SMEs. This factor, 
combined with the selection of employees from diverse working backgrounds and geographical 
areas, is a potential condition for generalizing the results to the population.

Among the 602 successful respondents, 59.0% were female, 40.2% were male, and 0.8% were 
others. Most of the respondents at the time of the survey were between 21 and 25 years old 
(78.2%) and from 18 to 20 years old (21.8%) and were either in junior or intern positions. 
Responses from people not in the Gen Z age range were omitted to ensure the study was valid. 
People born between 2005 and 2012 were also excluded because they had not yet entered the job 
market. The average time that the interviewees had been associated with their jobs was from six 
to 12 months (45.2%). Table 1 shows the descriptive statistics of the participants’ demographics.

3.1. Procedures
A questionnaire was developed based on the theoretical background. Four experts were consulted 
to ensure that the scales were applicable in Vietnam. These experts comprised two researchers 
from the National Economics University (NEU), one human resources executive responsible for 
internal communication and one chief human resources officer (CHRO) from a career orientation 
company. After interviews with the experts, the survey questions were adapted for the Vietnamese 
context.

The survey includes 38 questions (see Appendix) (except questions about the participants’ 
demographic information) which were translated into Vietnamese. The translation process was 
supported and reviewed by English teaching experts and students majoring in English to ensure 
the translations’ accuracy and comprehensibility. After several pre-interviews with 15 university 
students having working experiences from National Economics University (NEU), the authors 
agreed to modify some statements that were in negative forms into affirmative statements to 
create consistency among indicators. For example, the statement “I feel insecure about my salary” 
in the job satisfaction factor was modified to “I feel secure about my salary.” This modification also 
appears in affective commitment item. “”
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The data was collected between October and December 2022 through Google Forms. A total of 
637 responses from employees were received. However, 35 invalid responses were removed 
(including biased answers and answers from those who were not our survey target), leaving 602 
valid responses. The survey statements were constructed based on a 5-point Likert scale, ranging 
from 1 (strongly disagree) to 5 (strongly agree).

3.2. Measures
The research model includes four variables, of which three are independent: emotional exhaustion 
(EE) and satisfaction (JOS); one dependent variable is TI; and one mediating variable is affective 
commitment (AC), as shown in Figure 1 below. Most of the items built were based on scales and 
models from previous studies. More specifically, almost all indicators of the TI factor were formed 
based on research by Ganesan and Weitz (1996), Kelloway et al. (1999), and Jung and Yoon (2013). 
Based on the theoretical background presented in Section 1, only one item was self-developed by 
the authors, that salary is a potential antecedent of TI (Chillakuri & Mahanandia, 2018). In 
comparison, items of AC were derived from research by Allen and Meyer (1990), and those of EE 
stemmed from Maslach and Jackson (1981). Studies by Koustelios and Bagiatis (1997), Schmidt 
(2004), and Peltier et al. (2006) were used to construct JOS indicators.

Table 1. Descriptive statistics of participants’ demographic
Variables N %
Age
18–20 (born 2002–2004) 131 21.8%

21–25 (born 1997–2001) 471 78.2%

Gender
Female 355 59.0%

Male 242 40.2%

Other 5 0.8%

Working area
North 407 67.6%

South 174 28.9%

Central 21 3.5%

Company size
Micro 7 1.16%

Small 226 37.54%

Medium 369 61.30%

Working position
Intern 104 17.3%

Junior 368 61.2%

Senior executive 68 11.3%

Manager 43 7.1%

Other 19 3.1%

Tenure
Less than three months 37 6.1%

From three to six months 138 22.9%

From six to twelve months 272 45.2%

From one to three years 140 23.3 %

More than three years 15 2.5%
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3.3. Data analysis techniques
Data collected and processed were analyzed using the PLS-SEM approach by the SmartPLS 3.0 
software. Researchers have typically used structural equation modeling (SEM) to estimate cause- 
effect models with latent variables (Sarstedt et al., 2020), and it has gained significant popularity in 
business research and scientific fields (Sarstedt et al., 2019). There are two approaches to SEM, and 
one of them is partial least squares (PLS-SEM). Specifically, PLS-SEM is a prominent method for 
specifying models with complex interrelationships (Hwang et al., 2019; Khan et al., 2019). 
According to Hsu et al. (2006); Henseler et al. (2009); Hair et al. (2011); and Hair et al. (2014), PLS- 
SEM is suitable for exploratory research, can process non-metric measurement, and can handle 
formative measurement models. Notably, this is the preferred and superior approach when 
estimating mediation (Sarstedt et al., 2020). In this study, we specified the relationship between 
latent variables POS, EE, JOS and the observed variable TI based on the formative model and 
developed and expanded the theory—the mediating role of AC towards TI. Hence, it is appropriate 
to use PLS-SEM for this research.

There are three main steps in PLS-SEM: measurement model evaluation, structure model eva-
luation, and impact of mediator variables evaluation. First, the measurement model was assessed 
by analyzing outer loading, reliability, convergent validity, and discriminant validity. Then, multi-
collinearity among constructs was checked with the variance inflation factor (VIF) to ensure 
insignificant construct interdependency. The bootstrapping method examined the t-statistics for 
the path coefficients. The R2 index, f2 index, and Q2 index were obtained to evaluate the model. 
Lastly, the role of the mediator variable in the model was tested by the bootstrapping method. The 
threshold allowed for each evaluation is shown in Figure 2.

4. Results

4.1. Measurement proposed research model evaluation
First, the observed variables were assessed for their outer loading. Seven items were removed 
because they had an outer loading < 0.7: TI5, AC1, AC3, AC4, EE5, JOS5 and JOS6. After these 
variables were removed, the reliability and convergent validity of the measurement model were 
checked. Table 2 shows that all analyzed variables exceeded the recommended minimum of the 
following coefficients: Outer Loading ≥ 0.7 (Hair et al., 2016), Cronbach’s Alpha ≥ 0.7 (Devellis,  
2012), Composite Reliability CR ≥ 0.7 (Bagozzi & Yi, 1988), and Average Variance Extracted (AVE) 
≥ 0.5 (Hock & Ringle, 2010).

The discriminant validity shows the difference between a construct and other constructs in the 
model. Henseler et al. (2015) used simulation studies to demonstrate that discriminant validity is 
assessed by the HTMT index that they developed. With the HTMT index, Garson (2016) suggested 
that the discriminant validity between two constructs is ensured when the HTMT index is less than 

Emotional Exhaustion 
(EE)

Job Satisfaction (JOS)

Affective Commitment 
(AC)

Turnover Intention (TI)

Figure 1. Research Model.
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Figure 2. PLS-SEM technique 
used in data analysis.

Figure 3. Confirmatory factor 
analysis results.
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1. Meanwhile, Henseler et al. (2015) proposed that discriminant validity is ensured if this value is 
below 0.9. In this study, 0.9 was the maximum threshold for the HTMT index. Table 3 depicts the 
results of measuring the discriminant validity of the variables, and all met the allowed threshold.

4.2. Structural proposed research model evaluation
In the structural model evaluation process, the first step is to check for multicollinearity through 
the Collinearity Statistics (VIF) values of all independent variables in the structural model. Inner VIF 
values are utilized to evaluate the multicollinearity phenomenon between independent variables. 
Hair et al. (2019) proposed the following VIF evaluation thresholds: VIF > 5: high risk of 

Table 2. Outer loading, reliability, and convergent validity
Constructs Items Outer 

Loadings
Cronbach’s 

Alpha
rho_A Composite 

Reliability
Average 
Variance 
Extracted 

(AVE)
Turnover 
intention (TI)

TI1 0.855 0.872 0.883 0.904 0.612

TI2 0.781

TI3 0.866

TI4 0.712

TI6 0.752

TI7 0.715

Affective 
commitment 
(AC)

AC2 0.805 0.817 0.817 0.879 0.646

AC5 0.777

AC6 0.818

AC7 0.814

Emotional 
exhaustion 
(EE)

EE1 0.794 0.884 0.900 0.909 0.587

EE2 0.816

EE3 0.709

EE4 0.740

EE6 0.749

EE7 0.756

EE8 0.794

Job 
satisfaction 
(JOS)

JOS1 0.823 0.880 0.897 0.905 0.578

JOS2 0.752

JOS3 0.733

JOS4 0.731

JOS7 0.765

JOS8 0.737

JOS9 0.777

Table 3. Discriminant validity
AC EE JOS TI

AC

EE 0.624

JOS 0.667 0.492

TI 0.879 0.611 0.476

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811                                                                                                                                                       

Page 11 of 20



multicollinearity; 3 ≤ VIF ≤ 5: multicollinearity is possible; VIF < 3: multicollinearity is unlikely. 
Table 4 shows that all VIF values were below the threshold of 3. Therefore, multicollinearity 
between the predictor variables in the model is not an issue, and we could proceed to the next 
evaluation steps.

Confirmatory Factor Analysis (CFA) is a statistical test specifically designed to evaluate the 
quality of observed variables and explore hypothetical constructs. In CFA, the observed variables 
included in the analysis are assumed to have already been identified as belonging to specific 
factors. The function of CFA at this point is to assess whether the observed variables within the 
same factor adequately fit the data and meet the established standards. CFA results of this 
research has been displayed in Figure 3.

The R2 value was utilized in the PLS-SEM technique to evaluate the model’s ability to explain 
variance. The objective is to obtain a high R2 coefficient that can account for the endogenous 
latent variance. The R2 values vary between 0 and 1, with higher values indicating a stronger 
explanatory power of the model (Cohen, 1988; Sawilowsky, 2009). Table 5 shows the R2 value for 
AC was 0.441 and for TI 0.593.

The bootstrapping method is utilized to examine the t-statistics for the path coefficients to 
evaluate the hypothesized connections’ importance (Efron, 1992; Yung & Bentler, 1994). P-values 
are characterized as follows: highly significant if p ≤ 0.01, marginally significant if p ≤ 0.05, and not 
statistically significant at conventional levels if p > 0.10 (Rice, 1989).

Table 6 summarizes path coefficients, including the original sample, T-statistics, p-values, and 
confidence intervals. This indicates a statistically significant relationship between EE and TI (p <  
0.01). The correlation between JOS and TI, meanwhile, is not statistically significant. As a result, EE 
has a significant impact on TI. Therefore, hypothesis 1 was accepted, and hypothesis 2 was 
rejected.

Table 4. Collinearity statistics (VIF)
AC EE JOS TI

AC 1.789

EE 1.268 1.481

JOS 1.268 1.599

TI

Table 5. R-Square and R-Square adjusted
R Square R Square Adjusted

AC 0.441 0.439

TI 0.593 0.592

Table 6. Testing of hypotheses
Hypothesis Original 

Sample (O)
Standard 
Deviation 
(STDEV)

T Statistics 
(|O/STDEV|)

P Values Decision

EE → TI H1 0.222 0.036 6.139 0.000 Accepted

JOS → TI H2 0.041 0.030 1.365 0.173 Rejected
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The f2 coefficient indicates the strength of the independent variable’s influence on the depen-
dent variable. Cohen (1988) proposed a table of f2 values to evaluate the importance of indepen-
dent variables as follows. If f2 <0.02, then the impact is extremely small or non-existent. If 0.02 ≤ f2 

<0.15, the impact is small. 0.15 ≤ f2 <0.35 means moderate impact. The impact is large if f2 ≥0.35. 
Figures in Table 7 show that AC significantly affects TI; the other relationships have a small impact, 
except for the influence of JOS on TI.

The structural model can also be evaluated based on its ability to make predictions, measured 
using Stone-Geisser’s Q2 (Geisser, 1974; Stone, 1974). This measure requires the model to predict 
the indicators of each endogenous latent construct accurately. Hair et al. (2019) proposed that 
when 0 < Q2 <0.25, it indicates a weak ability to predict data outside of the sample, whereas values 
in the range of 0.25 to 0.5 indicate a moderate level of predictability, and Q2 >0.5 suggest a good 
ability to predict such data. Table 8 demonstrates that both AC and TI have moderate predictive 
strength, indicating the model’s quality reached an acceptable threshold.

4.3. Impact of mediator variables evaluation
The core characteristic of a mediating effect is that it involves a third variable that plays an 
intermediate role in the relationship between the independent and dependent variables. The initial 
approach involved analyzing specific indirect effects to analyze each indirect association sepa-
rately. As shown in Table 9, all specific indirect effects have p-values less than 0.05, thus indicating 
that AC plays a mediating role in the relationships between EE and TI and JOS and TI. The original 
sample of the indirect effect EE→AC→TI is 0.225, meaning that AC is a stronger mediator in this 
relationship. Consequently, hypotheses 3 and 4 are supported.

Table 7. Effect size f2

AC EE JOS TI
AC 0.584

EE 0.168 0.082

JOS 0.261 0.003

TI

Table 8. Out-of-sample predictive power Q2

SSO SSE Q2 (=1-SSE/SSO)
AC 2808.000 2019.238 0.281

EE 4914.000 4914.000

JOS 4914.000 4914.000

TI 4212.000 2703.792 0.358

Table 9. Specific indirect effects
Hypothesis Original 

Sample (O)
Standard 
Deviation 
(STDEV)

T Statistics 
(|O/STDEV|)

P Values Decision

EE → AC → TI H3 0.225 0.030 7.390 0.000 Accepted

JOS → AC → TI H4 −0.280 0.032 8.815 0.000 Accepted
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5. Discussion
To address the limitations of previous studies (Ahmad, 2018; Astiti & Surya, 2020; Güzeller & 
Celiker, 2019; Rawashdeh & Tamimi, 2019; Yasin et al., 2023), which have only investigated the 
mediating role of organizational commitment, our research provides evidence for the cognitive 
and emotional factors influencing an individual’s intention to leave a job through affective com-
mitment as a mediator. Mercurio (2015) emphasizes that AC is the core of organizational 
commitment.

Specifically, the findings show that affective commitment is a critical mediator in the relation-
ship between other variables, including job satisfaction, emotional exhaustion, and employees’ 
intentions to quit their jobs. This is a new and unexpected point in our study. Our results 
demonstrate that job satisfaction has a positive effect on affective commitment. This means 
that high levels of job satisfaction will increase Generation Z employees’ affective commitment, 
making them less likely to quit. Consequently, satisfying job requirements can increase affective 
commitment.

Furthermore, emotional exhaustion negatively influences affective commitment. When employ-
ees feel emotionally drained, their emotional attachment to the organization will likely decrease, 
resulting in a greater intention to leave. This study’s findings have contributed to the under-
standing that emotional exhaustion and affective commitment have mediated the effect of 
organizational trust on the intention to leave. These findings are primarily generalizable across 
all disciplines, emphasizing the significance of increasing employee affective commitment.

The results reveal that Gen Z employees constantly harbor intentions to seek new employment 
opportunities in the near future. Regarding direct impact relationships, we found that emotional 
exhaustion positively correlates with TI. Our findings suggest that the more tired and exhausted 
employees feel, the more they want to switch to another job. For Gen Z, this is especially important 
because they are more prone to stress problems than other generations (Rue, 2018). 
Simultaneously, they like comfortable workspaces, so they are more likely to jump jobs when 
having emotional problems with work. However, our study found that job satisfaction did not 
correlate with TI. While we found that job satisfaction has a strong and negative correlation with 
the intention to switch jobs, we pinpointed that job satisfaction has no impact on employees’ TIs. 
This means that although their job satisfaction remains stable, they may still subconsciously want 
to leave. We could reason that Gen Z likes to experience and try new things, which shows that 
long-term commitment to an organization is not a priority for these individuals (Chillakuri, 2020).

5.1. Theoretical implication
The empirical findings of our study give us a clear understanding of the direct relationship between 
emotional exhaustion and job satisfaction on Gen Z’s TI and how affective commitment mediates 
these relationships. It also complements existing research on TI and its predictors.

Our research pinpoints that emotional exhaustion influences TI. This result aligns with the 
Conservation of Resources Theory (Hobfoll, 1989). However, unlike previous studies, we found 
that two organizational factors, specifically job satisfaction, do not directly affect Gen Z’s TI. This 
result is inconsistent with Mobley’s (1977) turnover theory and other studies (Ramalho Luz et al.,  
2018; Vu & Nguyen, 2018). Our discoveries have unveiled fresh dimensions regarding the influence 
of job satisfaction and emotional exhaustion on TI.

Furthermore, compared to previous studies, our study found that affective commitment med-
iates these relationships. Hence, affective commitment is essential for employees and organiza-
tions. This finding fits perfectly with our argument based on the Conservation of Resources Theory 
(Hobfoll, 1989) and the Social Exchange Theory (Hooman, 1958). Nguyen and Le (2022) argued 
that normative commitment mediates the effect of job satisfaction and emotional exhaustion on 
TI within the scope of research on working employees in the information technology field. These 
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employees in technology companies, primarily in Ho Chi Minh City, Vietnam, are aged 22 or older 
and have previously worked for at least one IT company. Combining Nguyen and Le’s research with 
our own study has helped provide additional empirical evidence in Vietnam for the theory of 
organizational commitment (Meyer & Allen, 1997) and the Three-Component Model of 
Organizational Commitment (Meyer & Allen, 1991) in two primary aspects of organizational 
commitment. Organizations should proactively take measures for emotional exhaustion and job 
satisfaction to encourage emotional bonding with employees and reduce their TI.

5.2. Practical implications
From a human resources perspective, one of the greatest expenses for an organization is 
employee attrition. Information from this study can potentially assist organizations and human 
resources departments in minimizing Gen Z’s TI. Human departments and organizations can utilize 
the findings flexibly from this study and combine them with relevant literature regarding ante-
cedents affecting TI to develop new organizational policies that will provide a comfortable work-
place for employees and increase their affective commitment. This study provides organizations 
with insight into some factors influencing Gen Z’s TI. Additionally, the study also brings some 
macro-effects, as follows:

Efficiency in science and technology: updating employees’ job expectations in the context of 
economic integration; application in developing a roadmap and software to assist employees in 
easily performing tasks and helping businesses monitor employees’ emotional commitment, 
thereby predicting their intention to change jobs and taking timely measures.

Economic efficiency can be used to develop programs to increase employee engagement with 
the enterprise, thereby contributing to lower TIs, stabilizing the enterprise’s human resources, 
improving high working efficiency, and avoiding the costs of new recruitment and training for HR 
positions that are vacant due to employee turnover.

Social efficiency enhances emotional commitment, helping employees stay with the enterprise 
long-term, stabilizing the labor market, and minimizing temporary unemployment.

6. Limitations and future research direction
Although this research makes theoretical and practical contributions, it still has several limitations 
that must be addressed in the future. First, the study was conducted using online survey sampling; 
hence many individuals inevitably took the survey randomly. Future studies could employ stricter 
methods, such as direct sampling or interviews, to minimize the number of random polls, which 
could skew results.

Second, our study collected data at one point in time, making it difficult to explore the evolution 
of TI, affective commitment, emotional exhaustion, and job satisfaction in the context of a market 
and company policies that change daily. Therefore, future studies could use a longitudinal design 
to investigate the causal relationships and observe if organizations alter their policies towards their 
employees and whether employees change their minds about switching jobs.

Finally, the data were collected from the Vietnamese Gen Z population, which might limit our 
study’s general applicability. Given the considerable differences in the social and economic sys-
tems across countries, what works in one nation may not work similarly in another. Also, Gen 
Z employees in Vietnam might have different attitudes about their careers than those in other 
countries. Researchers in other countries could use our research model to further improve the 
external reliability of the findings.
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7. Conclusion
The problem of turnover appears increasingly in today’s organizations, which negatively impacts 
organizations. The findings of this study provide important managerial implications for organiza-
tions. Therefore, this study forwards the following suggestions for management practices.

First, the findings present empirical evidence of a strong link between emotional exhaustion and 
TI. Therefore, the organization needs to take timely actions to support its employees physically and 
mentally to decrease their work pressure. For example, an organization can make a scientific 
design of their working hours and allow employees to choose their own working environment, such 
as their home, while still ensuring efficiency and progress.

Second, since this research shows that affective commitment mediates emotional exhaustion, 
job satisfaction and TI, organizations need to monitor employees’ affective commitment levels as 
it frequently affects TI. When employees are unsatisfied with their jobs and constantly feel tired 
while working, it reduces their loyalty to organizations, which means their affective commitment is 
low, and the intention to switch jobs will arise. Hence, to decrease the risk of actual employee 
turnover, organizations need to strengthen the emotional bond between them and the company.

Finally, our study particularly emphasizes the importance of affective commitment to TI, so 
organizations need to pay more attention to building employees’ emotional attachment to the 
organization from the beginning when new employees join the organization. Therefore, when 
recruiting a new employee, the organization should search for the best fit regarding goals and 
values. Finding the right employee for the organization and the type of employee that fits the 
organization’s environment is most strongly correlated with affective commitment (KRISTOF- 
BROWN et al., 2005).

Author details
Duc Anh Do1 

E-mail: ducda@neu.edu.vn 
ORCID ID: http://orcid.org/0000-0002-5421-259X 
Quynh Diem Doan1 

Linh Khanh Vu1 

Thu Thi Le1 

Nguyet Minh Tran1 

Giang Linh Nguyen1 

1 School of Trade and International Economics, National 
Economics University, Hanoi, Viet Nam. 

Disclosure statement
No potential conflict of interest was reported by the author(s).

Citation information 
Cite this article as: Antecedents of turnover intention 
among Gen z in Vietnam: The mediating role of affective 
commitment, Duc Anh Do, Quynh Diem Doan, Linh Khanh 
Vu, Thu Thi Le, Nguyet Minh Tran & Giang Linh Nguyen, 
Cogent Business & Management (2023), 10: 2267811.

Referencesa
Ahmad, A. (2018). The relationship among job charac-

teristics organizational commitment and employee 
turnover intentions. JWAM, 10(1), 74–92. https://doi. 
org/10.1108/JWAM-09-2017-0027

Albrecht, S. L., & Marty, A. (2017). Personality, self-efficacy 
and job resources and their associations with 
employee engagement, affective commitment and 
turnover intentions. The International Journal of 
Human Resource Management, 31(5), 657–681.  
https://doi.org/10.1080/09585192.2017.1362660

Allen, N. J., & Meyer, J. P. (1990). The measurement and 
antecedents of affective, continuance and normative 
commitment to the organization. Journal of 

Occupational Psychology, 63(1), 1–18. https://doi.org/ 
10.1111/j.2044-8325.1990.tb00506.x

Alsaraireh, F., Quinn Griffin, M. T., Ziehm, S. R., & 
Fitzpatrick, J. J. (2014). Job satisfaction and turnover 
intention among Jordanian nurses in psychiatric 
units. International Journal of Mental Health Nursing, 
23(5), 460–467. https://doi.org/10.1111/inm.12070

Astiti, M. S., & Surya, I. B. K. (2020). Role of organizational 
commitments in mediating the effect of work motiva-
tion and job satisfaction towards turnover intention on 
nurses private hospital. International Research Journal 
of Management, IT & Social Sciences, 8(1). https://doi. 
org/10.21744/irjmis.v8n1.1101

Azharudeen, N. T., & Arulrajah, A. A. (2018). The relation-
ships among emotional demand, job demand, emo-
tional exhaustion and turnover intention. 
International Business Research, 11(11), 8. https://doi. 
org/10.5539/ibr.v11n11p8

Baba, V. V., Tourigny, L., Wang, X., & Liu, W. (2009). 
Proactive personality and work performance in China: 
The moderating effects of emotional exhaustion and 
perceived safety climate. Canadian Journal of 
Administrative Sciences/Revue Canadienne des 
Sciences de L’administration, 26(1), 23–37. https:// 
doi.org/10.1002/cjas.90

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of struc-
tural equation models. Journal of the Academy of 
Marketing Science, 16(1), 74–94. https://doi.org/10. 
1007/BF02723327

Bryant, P. C., & Allen, D. G. (2013). Compensation, benefits 
and employee turnover. Compensation & Benefits 
Review, 45(3), 171–175. https://doi.org/10.1177/ 
0886368713494342

Chang, V., Mou, Y., Xu, Q. A., & Xu, Y. (2022). Job satis-
faction and turnover decision of employees in the 
Internet sector in the US. Enterprise Information 

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811

Page 16 of 20

https://doi.org/10.1108/JWAM-09-2017-0027
https://doi.org/10.1108/JWAM-09-2017-0027
https://doi.org/https://doi.org/10.1080/09585192.2017.1362660
https://doi.org/https://doi.org/10.1080/09585192.2017.1362660
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/inm.12070
https://doi.org/https://doi.org/10.21744/irjmis.v8n1.1101
https://doi.org/https://doi.org/10.21744/irjmis.v8n1.1101
https://doi.org/https://doi.org/10.5539/ibr.v11n11p8
https://doi.org/https://doi.org/10.5539/ibr.v11n11p8
https://doi.org/https://doi.org/10.1002/cjas.90
https://doi.org/https://doi.org/10.1002/cjas.90
https://doi.org/https://doi.org/10.1007/BF02723327
https://doi.org/https://doi.org/10.1007/BF02723327
https://doi.org/10.1177/0886368713494342
https://doi.org/10.1177/0886368713494342


Systems, 17(8). https://doi.org/10.1080/17517575. 
2022.2130013

Chênevert, D., Jourdain, G., Cole, N. D., & Banville, B. 
(2013). The role of organizational justice, burnout 
and commitment in the understanding of absentee-
ism in the Canadian healthcare sector. Journal of 
Health, Organisation and Management, 27(3), 
350–367. https://doi.org/10.1108/jhom-06-2012- 
0116

Chen, Y.-S., & Huang, S. Y. J. (2016). A conservation of 
resources view of personal engagement in the 
development of innovative behavior and work-family 
conflict. Journal of Organizational Change 
Management, 29(6), 1030–1040. https://doi.org/10. 
1108/JOCM-11-2015-0213

Chen, G., Sang, L., Rong, J., Yan, H., Liu, H., Cheng, J., 
Wang, L., Ding, H., & Chen, R. (2021). Current status 
and related factors of turnover intention of primary 
medical staff in Anhui Province, China: A 
cross-sectional study. Human Resources for Health, 
19(1), 23. https://doi.org/10.1186/s12960-021- 
00563-6

Chillakuri, B. (2020). Understanding Generation 
Z expectations for effective onboarding. Journal of 
Organizational Change Management, 33(7), 
1277–1296. https://doi.org/10.1108/jocm-02-2020- 
0058

Chillakuri, B., & Mahanandia, R. (2018). Generation Z 
entering the workforce: The need for sustainable 
strategies in maximizing their talent. HRMID, 26(4), 
34–38. https://doi.org/10.1108/HRMID-01-2018-0006

Chi, H., Vu, T., Nguyen, H. V., & Truong, T. H. (2023). How 
financial and non–financial rewards moderate the 
relationships between transformational leadership, 
job satisfaction, and job performance. Cogent 
Business & Management, 10(1). https://doi.org/10. 
1080/23311975.2023.2173850

Clugston, M. (2000). The mediating effects of multidi-
mensional commitment on job satisfaction and 
intent to leave. Journal of Organizational Behavior, 21 
(4), 477–486. https://doi.org/10.1002/(SICI)1099- 
1379(200006)21:4<477:AID-JOB25>3.0.CO;2-7

Cohen, J. E. (1988). Statistical power analysis for the beha-
vioral sciences. Lawrence Erlbaum Associates, Inc.

Cole, M. S., Bernerth, J. B., Walter, F., & Holt, D. T. (2010). 
Organizational justice and individuals’ withdrawal: 
Unlocking the influence of emotional exhaustion. 
Journal of Management Studies, 47(3), 367–390. 
https://doi.org/10.1111/j.1467-6486.2009.00864.x

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. 
(2017). Social Exchange Theory: A critical review with 
theoretical remedies. The Academy of Management 
Annals, 11(1), 479–516. https://doi.org/10.5465/ 
annals.2015.0099

Cropanzano, R., Rupp, D., & Byrne, Z. (2003). The rela-
tionship of emotional exhaustion to job performance 
ratings and organizational citizenship behavior. The 
Journal of Applied Psychology, 88(1), 160–169.  
https://doi.org/10.1037/0021-9010.88.1.160

Deniz, S. (2020). The relationship between perception of 
corporate reputation and turnover intention: Results 
from Turkey. Journal of Health Management, 22(1), 
103–113. https://doi.org/10.1177/ 
0972063420909200

DePass, D., & Tribune, S. (2023, March 18). Gen Z job 
market turnover expected to exceed 2022 levels. Star 
Tribune. https://www.startribune.com/gen-z-turn 
over-expected-to-exceed-2022-levels/600259842/

Devellis, R. (2012). Scale development theory and appli-
cations. Sage Publications.

Dhar, R. L. (2015). Service quality and the training of 
employees: The mediating role of organizational 
commitment. Tourism Management, 46, 419–430. 
https://doi.org/10.1016/j.tourman.2014.08.001

Dimock, M. (2019). Defining generations: Where millen-
nials end and Generation Z begins. Pew Research 
Center.

Dinc, M. S., Kuzey, C., & Steta, N. (2018). Nurses’ job 
satisfaction as a mediator of the relationship 
between organizational commitment components 
and job performance. Journal of Workplace 
Behavioral Health, 33(2), 75–95. https://doi.org/10. 
1080/15555240.2018.1464930

Dubey, S. K. (2017). Employees’ turnover intention in 
Indian retail Industry-an exploratory study. Thematic 
Article, 16(1), 7–20.

Ducharme, L. J., Knudsen, H. K., & Roman, P. M. (2007). 
Emotional exhaustion and turnover intention in 
Human Service occupations: The protective role of 
coworker support. Sociological Spectrum, 28(1), 
81–104. https://doi.org/10.1080/ 
02732170701675268

Efron, B. (1992). Bootstrap methods: Another look at the 
jackknife. In Springer eBooks (pp. 569–593). Springer 
Nature. https://doi.org/10.1007/978-1-4612-4380-9_ 
41

Fry, R., & Parker, K. (2018). Early benchmarks show ‘post- 
millennials’ on track to be most diverse, best- 
educated generation yet. Pew Research Center’s 
Social & Demographic Trends Project.

Gaan, N., & Shin, Y. (2022). Generation Z software 
employees turnover intention. Current Psychology 
(New Brunswick), 1–16. https://doi.org/10.1007/ 
s12144-022-03847-9

Ganesan, S., & Weitz, B. A. (1996). The impact of staffing 
policies on retail buyer job attitudes and behaviors. 
Journal of Retailing, 72(1), 31–56. https://doi.org/10. 
1016/s0022-4359(96)90004-4

Garson, D. (2016). Partial least squares: Regression struc-
tural equations models. Statistical Publishing 
Associates.

Geisser, S. (1974). A predictive approach to the random 
effect model. Biometrika, 61(1), 101–107. https://doi. 
org/10.1093/biomet/61.1.101

Gessesse, K. T., & Premanandam, P. (2023). The mediating 
role of affective commitment on the relationship 
between job satisfaction and turnover intention 
using structural equation modeling: Empirical evi-
dence from higher education institutions in Addis 
Ababa, Ethiopia. Cogent Social Sciences, 9(1). https:// 
doi.org/10.1080/23311886.2023.2202959

Ghaderi, Z., Tabatabaie, F., Khoshkam, M., & Abadi, R. S. S. 
(2021). Exploring the role of perceived organizational 
justice and organizational commitment as predictors 
of job satisfaction among employees in the hospi-
tality industry. International Journal of Hospitality & 
Tourism Administration, 24(3), 415–444. https://doi. 
org/10.1080/15256480.2021.1988882

Gupta, S. K., & Joshi, R. (2008). Human resource manage-
ment. Kalyani Publishers.

Guzeller, C. O., & Celiker, N. (2019). Examining the rela-
tionship between organizational commitment and 
turnover intention via a meta-analysis. IJCTHR, 14(1), 
102–120. https://doi.org/10.1108/IJCTHR-05-2019- 
0094

Hair, J. F., Jr., Hult, G. T. M., Ringle, C., & Sarstedt, M. 
(2016). A primer on partial least squares structural 
equation modeling (PLS-SEM). Sage publications.

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: 
Indeed a Silver Bullet. Journal of Marketing Theory & 

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811                                                                                                                                                       

Page 17 of 20

https://doi.org/https://doi.org/10.1080/17517575.2022.2130013
https://doi.org/https://doi.org/10.1080/17517575.2022.2130013
https://doi.org/https://doi.org/10.1108/jhom-06-2012-0116
https://doi.org/https://doi.org/10.1108/jhom-06-2012-0116
https://doi.org/https://doi.org/10.1108/JOCM-11-2015-0213
https://doi.org/https://doi.org/10.1108/JOCM-11-2015-0213
https://doi.org/10.1186/s12960-021-00563-6
https://doi.org/10.1186/s12960-021-00563-6
https://doi.org/https://doi.org/10.1108/jocm-02-2020-0058
https://doi.org/https://doi.org/10.1108/jocm-02-2020-0058
https://doi.org/10.1108/HRMID-01-2018-0006
https://doi.org/https://doi.org/10.1080/23311975.2023.2173850
https://doi.org/https://doi.org/10.1080/23311975.2023.2173850
https://doi.org/https://doi.org/10.1002/(SICI)1099-1379(200006)21:4%3C477:AID-JOB25%3E3.0.CO;2-7
https://doi.org/https://doi.org/10.1002/(SICI)1099-1379(200006)21:4%3C477:AID-JOB25%3E3.0.CO;2-7
https://doi.org/10.1111/j.1467-6486.2009.00864.x
https://doi.org/10.5465/annals.2015.0099
https://doi.org/10.5465/annals.2015.0099
https://doi.org/https://doi.org/10.1037/0021-9010.88.1.160
https://doi.org/https://doi.org/10.1037/0021-9010.88.1.160
https://doi.org/10.1177/0972063420909200
https://doi.org/10.1177/0972063420909200
https://www.startribune.com/gen-z-turnover-expected-to-exceed-2022-levels/600259842/
https://www.startribune.com/gen-z-turnover-expected-to-exceed-2022-levels/600259842/
https://doi.org/10.1016/j.tourman.2014.08.001
https://doi.org/10.1080/15555240.2018.1464930
https://doi.org/10.1080/15555240.2018.1464930
https://doi.org/10.1080/02732170701675268
https://doi.org/10.1080/02732170701675268
https://doi.org/https://doi.org/10.1007/978-1-4612-4380-9_41
https://doi.org/https://doi.org/10.1007/978-1-4612-4380-9_41
https://doi.org/https://doi.org/10.1007/s12144-022-03847-9
https://doi.org/https://doi.org/10.1007/s12144-022-03847-9
https://doi.org/10.1016/s0022-4359(96)90004-4
https://doi.org/10.1016/s0022-4359(96)90004-4
https://doi.org/https://doi.org/10.1093/biomet/61.1.101
https://doi.org/https://doi.org/10.1093/biomet/61.1.101
https://doi.org/https://doi.org/10.1080/23311886.2023.2202959
https://doi.org/https://doi.org/10.1080/23311886.2023.2202959
https://doi.org/10.1080/15256480.2021.1988882
https://doi.org/10.1080/15256480.2021.1988882
https://doi.org/10.1108/IJCTHR-05-2019-0094
https://doi.org/10.1108/IJCTHR-05-2019-0094


Practice, 19(2), 139–152. https://doi.org/10.2753/ 
MTP1069-6679190202

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). 
When to use and how to report the results of 
PLS-SEM. European Business Review, 31(1), 2–24.  
https://doi.org/10.1108/EBR-11-2018-0203

Hair, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, G. 
(2014). Partial least squares structural equation 
modeling (PLS-SEM). European Business Review, 26 
(2), 106–121. https://doi.org/10.1108/ebr-10-2013- 
0128

Hefny, L. (2020). The relationships between job satisfac-
tion dimensions, organizational commitment and 
turnover intention: The moderating role of ethical 
climate in travel agencies. Journal of Human 
Resources in Hospitality and Tourism, 20(1), 1–23.  
https://doi.org/10.1080/15332845.2020.1821425

Henne, D., & Locke, E. A. (1985). Job dissatisfaction: What 
are the consequences? International Journal of 
Psychology, 20(1), 221–240. https://doi.org/10.1080/ 
00207598508247734

Henseler, J., Ringle, C., & Sarstedt, M. (2015). A new 
criterion for assessing discriminant validity in 
variance-based structural equation modeling. 
Journal of the Academy of Marketing Science, 43 
(1), 115–135. https://doi.org/10.1007/s11747-014- 
0403-8

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use 
of partial least squares path modeling in interna-
tional marketing. Advances in International 
Marketing, 20, 277–319. https://doi.org/10.1108/ 
s1474-7979(2009)0000020014

Hobfoll, S. E. (1989). Conservation of resources: A new 
attempt at conceptualizing stress. American 
Psychologist, 44(3), 513–524. https://doi.org/10.1037/ 
0003-066X.44.3.513

Hock, M., & Ringle, C. M. (2010). Local strategic networks 
in the software industry: An empirical analysis of the 
value continuum. International Journal of Knowledge 
Management Studies, 4(2), 132. https://doi.org/10. 
1504/IJKMS.2010.030789

Homans, G. C. (1958). Social behavior as exchange. The 
American Journal of Sociology, 63(6), 597–606. 
https://doi.org/10.1086/222355

Hou, J., He, Y., Zhao, X., Thai, J., Fan, M., Feng, Y., & 
Huang, L. (2020). The effects of job satisfaction and 
psychological resilience on job performance among 
residents of the standardized residency training: 
A nationwide study in China. Psychology, Health & 
Medicine, 25(9), 1106–1118. https://doi.org/10.1080/ 
13548506.2019.1709652

Hsu, S.-H., Chen, W., & Hsieh, M. (2006). Robustness test-
ing of PLS, LISREL, EQS and ANN-based SEM for 
measuring customer satisfaction. Total Quality 
Management & Business Excellence, 17(3), 355–372. 
https://doi.org/10.1080/14783360500451465

Hwang, H., Sarstedt, M., Cheah, J. H., & Ringle, C. M. 
(2019). A concept analysis of methodological 
research on composite-based structural equation 
modeling: Bridging PLSPM and GSCA. 
Behaviormetrika, 47(1), 219–241. https://doi.org/10. 
1007/s41237-019-00085-5

Ismail, H. N. (2016). Training and organizational commit-
ment: Exploring the moderating role of goal orienta-
tion in the Lebanese context. Human Resource 
Development International, 19(2), 152–177. https:// 
doi.org/10.1080/13678868.2015.1118220

Julio, R., Monzón, A., & Susilo, Y. O. (2022). Identifying key 
elements for user satisfaction of bike-sharing sys-
tems: A combination of direct and indirect 

evaluations. Transportation. https://doi.org/10.1007/ 
s11116-022-10335-3

Jung, H. I., & Yoon, H. E. (2013). The effects of organiza-
tional service orientation on person–organization fit 
and turnover intent. The Service Industries Journal, 
33(1), 7–29. https://doi.org/10.1080/02642069.2011. 
596932

Karatepe, O. M., & Tekinkus, M. (2006). The effects of 
work-family conflict, emotional exhaustion, and 
intrinsic motivation on job outcomes of front-line 
employees. International Journal of Bank Marketing, 
24(3), 173–193. https://doi.org/10.1108/ 
02652320610659021

Kartika, G., & Purba, D. E. (2018). Job satisfaction and 
turnover intention: The mediating effect of affective 
commitment. Psychological Research on Urban 
Society, 1(2), 100. https://doi.org/10.7454/proust. 
v1i2.34

Kelloway, E. K., Gottlieb, B. H., & Barham, L. J. (1999). The 
source, nature, and direction of work and family 
conflict: A longitudinal investigation. Journal of 
Occupational Health Psychology, 4(4), 337–346. 
https://doi.org/10.1037/1076-8998.4.4.337

Kemp, E., Kopp, S. W., & Kemp, E. (2013). Six days on the 
road: Will I make it home safely tonight? Examining 
attitudes toward commercial transportation regula-
tion and safety. The International Journal of Logistics 
Management, 24(2), 210–229. https://doi.org/10. 
1108/IJLM-08-2012-0080

Khan, G. F., Sarstedt, M., Shiau, W.-L., Hair, J. F., 
Ringle, C. M., & Fritze, M. P. (2019). Methodological 
research on partial least squares structural equation 
modeling (PLS-SEM). Internet Research, 29(3), 
407–429. https://doi.org/10.1108/intr-12-2017-0509

Koo, B., Yu, J., Chua, B.-L., Lee, S., & Han, H. (2019). 
Relationships among emotional and material 
rewards, job satisfaction, burnout, affective commit-
ment, job performance, and turnover intention in the 
hotel industry. Journal of Quality Assurance in 
Hospitality & Tourism, 21(4), 1–31. https://doi.org/10. 
1080/1528008X.2019.1663572

Koustelios, A. D., & Bagiatis, K. (1997). The employee 
satisfaction inventory (ESI): Development of a scale 
to measure satisfaction of Greek employees. 
Educational and Psychological Measurement, 57(3), 
469–476. https://doi.org/10.1177/ 
0013164497057003008

KRISTOF-BROWN, A. L., ZIMMERMAN, R. D., & 
JOHNSON, E. C. (2005). Consequences of individuals’ 
fit at work: A meta-analysis of person-job, person- 
organization, person-group, and person-supervisor 
fit. Personnel Psychology, 58(2), 281–342. https://doi. 
org/10.1111/j.1744-6570.2005.00672.x

Kyei-Poku, I. (2019). The influence of fair supervision on 
employees’ emotional exhaustion and turnover inten-
tions. Management Research Review, 42(9), 1116–1132. 
https://doi.org/10.1108/MRR-12-2018-0494

Lima, W., & Allida, D. (2021). The relationship between job 
satisfaction and organizational commitment among 
employees of a selected tertiary educational institu-
tion in Northwest Haiti. East African Journal of 
Education and Social Sciences, 2(1), 33–40. (January 
to March 2021). https://doi.org/10.46606/ 
eajess2021v02i01.0063

Macke, J., & Genari, D. (2019). Systematic literature 
review on sustainable human resource management. 
Journal of Cleaner Production, 208, 806–815. https:// 
doi.org/10.1016/j.jclepro.2018.10.091

Maslach, C., & Jackson, S. E. (1981). The measurement of 
experienced burnout. Journal of Organizational 

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811

Page 18 of 20

https://doi.org/https://doi.org/10.2753/MTP1069-6679190202
https://doi.org/https://doi.org/10.2753/MTP1069-6679190202
https://doi.org/https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/https://doi.org/10.1108/ebr-10-2013-0128
https://doi.org/https://doi.org/10.1108/ebr-10-2013-0128
https://doi.org/https://doi.org/10.1080/15332845.2020.1821425
https://doi.org/https://doi.org/10.1080/15332845.2020.1821425
https://doi.org/https://doi.org/10.1080/00207598508247734
https://doi.org/https://doi.org/10.1080/00207598508247734
https://doi.org/https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/https://doi.org/10.1108/s1474-7979(2009)0000020014
https://doi.org/https://doi.org/10.1108/s1474-7979(2009)0000020014
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/https://doi.org/10.1504/IJKMS.2010.030789
https://doi.org/https://doi.org/10.1504/IJKMS.2010.030789
https://doi.org/10.1086/222355
https://doi.org/10.1080/13548506.2019.1709652
https://doi.org/10.1080/13548506.2019.1709652
https://doi.org/10.1080/14783360500451465
https://doi.org/https://doi.org/10.1007/s41237-019-00085-5
https://doi.org/https://doi.org/10.1007/s41237-019-00085-5
https://doi.org/https://doi.org/10.1080/13678868.2015.1118220
https://doi.org/https://doi.org/10.1080/13678868.2015.1118220
https://doi.org/10.1007/s11116-022-10335-3
https://doi.org/10.1007/s11116-022-10335-3
https://doi.org/https://doi.org/10.1080/02642069.2011.596932
https://doi.org/https://doi.org/10.1080/02642069.2011.596932
https://doi.org/10.1108/02652320610659021
https://doi.org/10.1108/02652320610659021
https://doi.org/https://doi.org/10.7454/proust.v1i2.34
https://doi.org/https://doi.org/10.7454/proust.v1i2.34
https://doi.org/10.1037/1076-8998.4.4.337
https://doi.org/https://doi.org/10.1108/IJLM-08-2012-0080
https://doi.org/https://doi.org/10.1108/IJLM-08-2012-0080
https://doi.org/https://doi.org/10.1108/intr-12-2017-0509
https://doi.org/https://doi.org/10.1080/1528008X.2019.1663572
https://doi.org/https://doi.org/10.1080/1528008X.2019.1663572
https://doi.org/10.1177/0013164497057003008
https://doi.org/10.1177/0013164497057003008
https://doi.org/10.1111/j.1744-6570.2005.00672.x
https://doi.org/10.1111/j.1744-6570.2005.00672.x
https://doi.org/10.1108/MRR-12-2018-0494
https://doi.org/https://doi.org/10.46606/eajess2021v02i01.0063
https://doi.org/https://doi.org/10.46606/eajess2021v02i01.0063
https://doi.org/10.1016/j.jclepro.2018.10.091
https://doi.org/10.1016/j.jclepro.2018.10.091


Behavior, 2(2), 99–113. https://doi.org/10.1002/job. 
4030020205

McCrindle Research. (2019). Understanding Generation Z: 
Recruiting, training and leading the next generation.

McKinsey. (2023). What is Gen Z? | McKinsey. Www.mckin 
sey.com. https://www.mckinsey.com/featured- 
insights/mckinsey-explainers/what-is-gen-z

Memon, M. A., Sallaeh, R., Baharom, M. N. R., Md 
Nordin, S., & Ting, H. (2017). The relationship between 
training satisfaction, organisational citizenship 
behaviour, and turnover intention. Journal of 
Organizational Effectiveness: People & Performance, 4 
(3), 267–290. https://doi.org/10.1108/joepp-03-2017- 
0025

Mercurio, Z. A. (2015). Affective commitment as a core 
essence of organizational commitment. Human 
Resource Development Review, 14(4), 389–414.  
https://doi.org/10.1177/1534484315603612

Meyer, J. P., & Allen, N. J. (1991). A three-component 
conceptualization of organizational commitment. 
Human Resource Management Review, 1(1), 61–89.  
https://doi.org/10.1016/1053-4822(91)90011-Z

Meyer, J. S., & Allen, N. J. (1997). Commitment in the 
workplace: Theory, research, and application. Sage 
Publications Inc. https://doi.org/10.4135/ 
9781452231556

Meyer, J. P., Stanley, D. J., Herscovitch, L., & 
Topolnytsky, L. (2002). Affective, continuance, and 
normative commitment to the organization: A 
meta-analysis of antecedents, correlates, and 
consequences. Journal of Vocational Behavior, 61(1), 
20–52. https://doi.org/10.1006/jvbe.2001.1842

Mobley, W. H. (1977). Intermediate linkages in the 
relationship between job satisfaction and 
employee turnover. Journal of Applied Psychology, 
62(2), 237–240. https://doi.org/10.1037/0021- 
9010.62.2.237

Nauman, S., Bhatti, S., Jalil, F., Bint, E., & Riaz, M. (2020). 
How training at work influences employees’ job 
satisfaction: Roles of affective commitment and job 
performance. International Journal of Training 
Research, 19(1), 1–16. https://doi.org/10.1080/ 
14480220.2020.1864444

Ngoc, T. N., Dung, M. V., Rowley, C., & Bach, M. P. (2022). 
Generation Z job seekers’ expectations and their job 
pursuit intention: Evidence from transition and 
emerging economy. International Journal of 
Engineering Business Management, 14, 
184797902211125. https://doi.org/10.1177/ 
18479790221112548

Nguyen, H. (2020). Factors affecting the competitiveness 
of small and medium enterprises: The case of Kien 
Giang province. Journal of Economics and 
Development, 7(6), 495–508. https://doi.org/10. 
13106/jafeb.2020.vol7.no6.495

Nguyen, P., & Le, H. (2022). Determinants of job-hopping 
behavior: The case of information technology sector. 
International Journal of Law and Management, 64(3), 
308–320. ahead-of-print(ahead-of-print). https://doi. 
org/10.1108/ijlma-06-2020-0178

Nguyen, P. D., Nguyen, N. P., Nguyen, L. D., & Le, T. H. 
(2022). The role of organizational justice and job 
satisfaction in mitigating turnover intention of emo-
tionally exhausted employees: Evidence from 
Vietnam. Evidence-Based HRM: A Global Forum for 
Empirical Scholarship, 11(2), 215–232. https://doi.org/ 
10.1108/EBHRM-06-2021-0115

Nguyen, D. N., & Uong, T. N. L. (2022). The intention to 
leave the organization of officers at the district-level 
people’s committee – empirical evidence from Hanoi 
capital. Journal of Economics and Development, 302, 

79–87. https://ktpt.neu.edu.vn/Uploads/Bai%20bao/ 
2022/So%20302/380692.pdf

Öztürk Çiftci, D. (2021). Emotional exhaustion as 
a mediator among workplace loneliness, work alie-
nation and turnover intention. International Journal 
of Organization Theory & Behavior, 24(2), 93–106.  
https://doi.org/10.1108/IJOTB-04-2020-0051

Peltier, J. W., Pointer, L., & Schibrowsky, J. A. (2006). 
Internal Marketing and the Antecedents of Nurse 
satisfaction and loyalty. Health Marketing Quarterly, 
23(4), 75–108. https://doi.org/10.1080/ 
07359680802131582

Qureshi, M., & Article, A. (2019). A Service of 
Leibniz-Informationszentrum Wirtschaft Leibniz 
Information Centre for Economics. Cogent Business & 
Management, 6(1). https://doi.org/10.1080/ 
23311975.2019.1654189

Ramalho Luz, C. M. D., Luiz de Paula, S., & de 
Oliveira, L. M. B. (2018). Organizational commitment, 
job satisfaction and their possible influences on 
intent to turnover. Revista de Gestão, 25(1), 84–101.  
https://doi.org/10.1108/rege-12-2017-008

Randstad. (2022 April 14). Businesses need to step up, as 
millennials and gen z fundamentally change the 
employee-employer power dynamic - a global survey 
of 35,000 workers. https://www.randstad.com.au/ 
businesses-need-to-step-millennials-gen-z-funda 
mentally-change-employee-employer-power- 
dynamic/

Rawashdeh, A. M., & Tamimi, S. A. (2019). The impact 
of employee perceptions of training on organiza-
tional commitment and turnover intention. EJTD, 
44(2/3), 191–207. https://doi.org/10.1108/EJTD-07- 
2019-0112

Rice, W. R. (1989). Analyzing tables of Statistical tests. 
Evolution, 43(1), 223–225. https://doi.org/10.2307/ 
2409177

Robbins, S. P., & Judge, T. A. (2017). Organizational beha-
vior. Pearson.

Rue, P. (2018). Make way, millennials, here comes Gen Z. 
About Campus: Enriching the Student Learning 
Experience, 23(3), 5–12. https://doi.org/10.1177/ 
1086482218804251

Safdar, S., & Liu, S. (2019). The influence of justice on 
commitment of Pakistani bankers: job satisfaction as 
mediator. International Journal of Public 
Administration, 43(14), 1183–1193. https://doi.org/ 
10.1080/01900692.2019.1668408

Salehi, M., Seyyed, F., & Farhangdoust, S. (2020). The 
impact of personal characteristics, quality of 
working life and psychological well-being on job 
burnout among Iranian external auditors. 
International Journal of Organization Theory & 
Behavior, 23(3), 189–205. https://doi.org/10.1108/ 
IJOTB-09-2018-0104

Saleh, T. A., Sarwar, A., Khan, N., Tabash, M. I., & 
Hossain, M. I. (2023). Does emotional exhaustion 
influence turnover intention among early-career 
employees? A moderated-med.

Samadi, L., Bagheri, M. S., Sadighi, F., Yarmohammadi, L., 
& Heidari-Shahreza, M. A. (2020). An investigation 
into EFL instructors’ intention to leave and burnout: 
Exploring the mediating role of job satisfaction. 
Cogent Education, 7(1). https://doi.org/10.1080/ 
2331186x.2020.1781430

Sarstedt, M., Hair, J. F., Nitzl, C., Ringle, C. M., & 
Howard, M. C. (2020). Beyond a tandem analysis of 
SEM and PROCESS: Use of PLS-SEM for mediation 
analyses! International Journal of Market Research, 
62(3), 288–299. https://doi.org/10.1177/ 
1470785320915686

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811                                                                                                                                                       

Page 19 of 20

https://doi.org/10.1002/job.4030020205
https://doi.org/10.1002/job.4030020205
http://Www.mckinsey.com
http://Www.mckinsey.com
https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-gen-z
https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-gen-z
https://doi.org/https://doi.org/10.1108/joepp-03-2017-0025
https://doi.org/https://doi.org/10.1108/joepp-03-2017-0025
https://doi.org/https://doi.org/10.1177/1534484315603612
https://doi.org/https://doi.org/10.1177/1534484315603612
https://doi.org/https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/https://doi.org/10.4135/9781452231556
https://doi.org/https://doi.org/10.4135/9781452231556
https://doi.org/10.1006/jvbe.2001.1842
https://doi.org/10.1037/0021-9010.62.2.237
https://doi.org/10.1037/0021-9010.62.2.237
https://doi.org/https://doi.org/10.1080/14480220.2020.1864444
https://doi.org/https://doi.org/10.1080/14480220.2020.1864444
https://doi.org/https://doi.org/10.1177/18479790221112548
https://doi.org/https://doi.org/10.1177/18479790221112548
https://doi.org/https://doi.org/10.13106/jafeb.2020.vol7.no6.495
https://doi.org/https://doi.org/10.13106/jafeb.2020.vol7.no6.495
https://doi.org/https://doi.org/10.1108/ijlma-06-2020-0178
https://doi.org/https://doi.org/10.1108/ijlma-06-2020-0178
https://doi.org/https://doi.org/10.1108/EBHRM-06-2021-0115
https://doi.org/https://doi.org/10.1108/EBHRM-06-2021-0115
https://ktpt.neu.edu.vn/Uploads/Bai%2520bao/2022/So%2520302/380692.pdf
https://ktpt.neu.edu.vn/Uploads/Bai%2520bao/2022/So%2520302/380692.pdf
https://doi.org/https://doi.org/10.1108/IJOTB-04-2020-0051
https://doi.org/https://doi.org/10.1108/IJOTB-04-2020-0051
https://doi.org/10.1080/07359680802131582
https://doi.org/10.1080/07359680802131582
https://doi.org/https://doi.org/10.1080/23311975.2019.1654189
https://doi.org/https://doi.org/10.1080/23311975.2019.1654189
https://doi.org/https://doi.org/10.1108/rege-12-2017-008
https://doi.org/https://doi.org/10.1108/rege-12-2017-008
https://www.randstad.com.au/businesses-need-to-step-millennials-gen-z-fundamentally-change-employee-employer-power-dynamic/
https://www.randstad.com.au/businesses-need-to-step-millennials-gen-z-fundamentally-change-employee-employer-power-dynamic/
https://www.randstad.com.au/businesses-need-to-step-millennials-gen-z-fundamentally-change-employee-employer-power-dynamic/
https://www.randstad.com.au/businesses-need-to-step-millennials-gen-z-fundamentally-change-employee-employer-power-dynamic/
https://doi.org/10.1108/EJTD-07-2019-0112
https://doi.org/10.1108/EJTD-07-2019-0112
https://doi.org/https://doi.org/10.2307/2409177
https://doi.org/https://doi.org/10.2307/2409177
https://doi.org/https://doi.org/10.1177/1086482218804251
https://doi.org/https://doi.org/10.1177/1086482218804251
https://doi.org/https://doi.org/10.1080/01900692.2019.1668408
https://doi.org/https://doi.org/10.1080/01900692.2019.1668408
https://doi.org/https://doi.org/10.1108/IJOTB-09-2018-0104
https://doi.org/https://doi.org/10.1108/IJOTB-09-2018-0104
https://doi.org/https://doi.org/10.1080/2331186x.2020.1781430
https://doi.org/https://doi.org/10.1080/2331186x.2020.1781430
https://doi.org/https://doi.org/10.1177/1470785320915686
https://doi.org/https://doi.org/10.1177/1470785320915686


Sarstedt, M., Ringle, C. M., Cheah, J.-H., Ting, H., 
Moisescu, O. I., & Radomir, L. (2019). Structural 
model robustness checks in PLS-SEM. Tourism 
Economics, 26(4), 531–554. https://doi.org/10.1177/ 
1354816618823921

Sawilowsky, S. S. (2009). New effect size rules of thumb. 
Journal of Modern Applied Statistical Methods, 8(2), 
597–599. https://doi.org/10.22237/jmasm/ 
1257035100

Schmidt, S. W. (2004). The job training and job satisfac-
tion survey technical manual. In Online Submission. 
https://eric.ed.gov/?id=ED494451

Schroth, H. (2019). Are you ready for gen Z in the 
workplace? California Management Review, 61(3), 
5–18. https://doi.org/10.1177/0008125619841006

Sharma, J., & Dhar, R. L. (2016). Factors influencing job 
performance of nursing staff. Personnel Review, 45 
(1), 161–182. https://doi.org/10.1108/pr-01-2014- 
0007

Stone, M. (1974). Cross-validatory choice and assessment 
of Statistical predictions. Journal of the Royal 
Statistical Society Series B (Methodological), 36(2), 
111–147. https://doi.org/10.1111/j.2517-6161.1974. 
tb00994.x

Sun, R., & Wang, W. (2016). Transformational leadership, 
employee turnover intention, and actual voluntary 
turnover in public organizations. Public Management 
Review, 19(8), 1124–1141. https://doi.org/10.1080/ 
14719037.2016.1257063

Tella, A., & Ibinaiye, O. A. (2019). Correlates of staff 
motivation, satisfaction, and job performance of 
library staff in selected Nigerian University libraries. 
International Information & Library Review, 52(1), 
1–18. https://doi.org/10.1080/10572317.2019. 
1631691

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organi-
zational commitment, turnover intention, and turn-
over: Path analyses based on meta-analytic findings. 
Personnel Psychology, 46(2), 259–293. https://doi.org/ 
10.1111/j.1744-6570.1993.tb00874.x

Thanacoody, P., Newman, A., & Fuchs, S. (2013). Affective 
commitment and turnover intentions among 
healthcare professionals: The role of emotional 
exhaustion and disengagement. The International 
Journal of Human Resource Management, 25(13), 
1841–1857. https://doi.org/10.1080/09585192.2013. 
860389

Tran, T. A. C. (2019). The impact of organizational culture 
on the intention to stay – the mediating role of job 

satisfaction. Journal of Economics and Development, 
261, 50–60.

Tziner, A., Ben-David, A., Oren, L., & Sharoni, G. (2014). 
Attachment to work, job satisfaction and work 
centrality. Leadership & Organization Development 
Journal, 35(6), 555–565. https://doi.org/10.1108/lodj- 
08-2012-0102

Vietnam Chamber of Commerce and Industry. (2022). 
Coordinating to support Vietnamese small and med-
ium enterprises in digital transformation. En.vcci.com. 
vn. https://en.vcci.com.vn/coordinating-to-support- 
vietnamese-small-and-medium-enterprises-in- 
digital-transformation

Vu, V. H., & Nguyen, V. T. (2018). The correlation among 
job satisfaction, organizational commitment and 
turnover intention -A case of technical staff in its 
infrastructure services sector. Ho Chi Minh City Open 
University Journal of Science, 13(2), 188–204. https:// 
doi.org/10.46223/HCMCOUJS.econ.vi.13.2.518.2018

Vu, H., & Tran, T. (2022). Factors affecting the develop-
ment of supporting industries in Vietnam’s electro-
nics industry. Journal of Economics and Development, 
295, 40–50.

Wong, Y. W., & Wong, Y. T. (2017). The effects of per-
ceived organizational support and affective commit-
ment on turnover intention. Journal of Chinese 
Human Resource Management, 8(1), 2–21. https://doi. 
org/10.1108/jchrm-01-2017-0001

Yasin, R., Jan, G., Huseynova, A., & Atif, M. (2023). 
Inclusive leadership and turnover intention: The role 
of follower–leader goal congruence and organiza-
tional commitment. MD, 61(3), 589–609. https://doi. 
org/10.1108/MD-07-2021-0925

Yousaf, A., Sanders, K., & Abbas, Q. (2015). 
Organizational/Occupational commitment and orga-
nizational/occupational turnover intentions. 
Personnel Review, 44(4), 470–491. https://doi.org/10. 
1108/pr-12-2012-0203

Yung, Y. F., & Bentler, P. M. (1994). Bootstrap-corrected 
ADF test statistics in covariance structure analysis. 
British Journal of Mathematical and Statistical 
Psychology, 47(1), 63–84. https://doi.org/10.1111/j. 
2044-8317.1994.tb01025.x

Zhang, L., Fan, C., Deng, Y., Lam, C. F., Hu, E., & Wang, L. 
(2019). Exploring the interpersonal determinants of 
job embeddedness and voluntary turnover: 
A conservation of resources perspective. Human 
Resource Management Journal, 29(3), 413–432.  
https://doi.org/10.1111/1748-8583.12235

Anh Do et al., Cogent Business & Management (2023), 10: 2267811                                                                                                                                 
https://doi.org/10.1080/23311975.2023.2267811

Page 20 of 20

https://doi.org/https://doi.org/10.1177/1354816618823921
https://doi.org/https://doi.org/10.1177/1354816618823921
https://doi.org/https://doi.org/10.22237/jmasm/1257035100
https://doi.org/https://doi.org/10.22237/jmasm/1257035100
https://eric.ed.gov/?id=ED494451
https://doi.org/https://doi.org/10.1177/0008125619841006
https://doi.org/10.1108/pr-01-2014-0007
https://doi.org/10.1108/pr-01-2014-0007
https://doi.org/https://doi.org/10.1111/j.2517-6161.1974.tb00994.x
https://doi.org/https://doi.org/10.1111/j.2517-6161.1974.tb00994.x
https://doi.org/https://doi.org/10.1080/14719037.2016.1257063
https://doi.org/https://doi.org/10.1080/14719037.2016.1257063
https://doi.org/https://doi.org/10.1080/10572317.2019.1631691
https://doi.org/https://doi.org/10.1080/10572317.2019.1631691
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x
https://doi.org/https://doi.org/10.1080/09585192.2013.860389
https://doi.org/https://doi.org/10.1080/09585192.2013.860389
https://doi.org/10.1108/lodj-08-2012-0102
https://doi.org/10.1108/lodj-08-2012-0102
https://en.vcci.com.vn/coordinating-to-support-vietnamese-small-and-medium-enterprises-in-digital-transformation
https://en.vcci.com.vn/coordinating-to-support-vietnamese-small-and-medium-enterprises-in-digital-transformation
https://en.vcci.com.vn/coordinating-to-support-vietnamese-small-and-medium-enterprises-in-digital-transformation
https://doi.org/https://doi.org/10.46223/HCMCOUJS.econ.vi.13.2.518.2018
https://doi.org/https://doi.org/10.46223/HCMCOUJS.econ.vi.13.2.518.2018
https://doi.org/https://doi.org/10.1108/jchrm-01-2017-0001
https://doi.org/https://doi.org/10.1108/jchrm-01-2017-0001
https://doi.org/10.1108/MD-07-2021-0925
https://doi.org/10.1108/MD-07-2021-0925
https://doi.org/10.1108/pr-12-2012-0203
https://doi.org/10.1108/pr-12-2012-0203
https://doi.org/10.1111/j.2044-8317.1994.tb01025.x
https://doi.org/10.1111/j.2044-8317.1994.tb01025.x
https://doi.org/https://doi.org/10.1111/1748-8583.12235
https://doi.org/https://doi.org/10.1111/1748-8583.12235

	1.  Introduction
	2.  Literature review
	2.1.  Generation Z
	2.2.  Turnover intention
	2.3.  Emotional exhaustion & turnover intention
	2.4.  Job satisfaction and turnover intention
	2.5.  The mediating role of affective commitment

	3.  Methodology
	3.1.  Procedures
	3.2.  Measures
	3.3.  Data analysis techniques

	4.  Results
	4.1.  Measurement proposed research model evaluation
	4.2.  Structural proposed research model evaluation
	4.3.  Impact of mediator variables evaluation

	5.  Discussion
	5.1.  Theoretical implication
	5.2.  Practical implications

	6.  Limitations and future research direction
	7.  Conclusion
	Author details
	Disclosure statement
	Referencesa

