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Abstract

Background: In the context of industrial upgrading, it is increasingly important to understand the
impact of the work values of Generation Z employees on their resignation intention. This group values
growth and work-life balance, and their high mobility poses a challenge to traditional management.
This study focuses on Sichuan Province and explores the influence of regional culture on their
workplace behavior. Objective: To reveal the mechanism by which the work values of Generation Z
employees in Sichuan affect their intention to resign. The core is to verify the mediating role of
job satisfaction and the moderating effect of perceived external employability on the "satisfaction —
resignation intention" path. Methods: A questionnaire survey was conducted to sample 363
Generation Z employees in Sichuan Province. Use mature scales to measure variables, and use
correlation analysis, regression analysis, and Bootstrap method to test the mediating and moderating
effects. Results: Work values can directly and indirectly reduce resignation intention by increasing job
satisfaction (partially mediated). Perceived external employability plays a moderating role: when it is
high, the inhibitory effect of job satisfaction on resignation intention will weaken. Conclusion: The
resignation decision of Generation Z employees in Sichuan is a rational balance of internal and
external factors. Enterprises need to balance both internal and external aspects: internally, they can
enhance satisfaction by meeting their values, while externally, they can strengthen their
compensation and development competitiveness to cope with the attractiveness of the
external talent market.

Keywords: Generation Z Employees; Job Satisfaction; Perceive External Employability;
Resignation Intention

Introduction

Against the backdrop of China’s economic restructuring, understanding the work values of
Generation Z employees (born 1995-2009) is a core issue for management (Chardonnens, 2025).
Work values, as enduring beliefs about work, are key drivers of workplace behavior (Busque-
Carrier et al.,, 2022). Generation Z, shaped by China’s digital growth, highly values personal
growth, work-life balance, autonomy, and social purpose (Rachmad, 2025). These values challenge
traditional management and are linked to higher mobility. Resignation tendency, a direct
psychological precursor to resignation, is crucial for controlling talent loss (Park et al., 2024).
Existing research lacks focus on specific regional contexts in China (Lu, 2022). This study focuses on
Sichuan Province. Its unique local culture (“Bashu”),
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industrial structure, and lifestyle may shape workplace values differing from eastern regions (Fan,
2025), offering insights for localized management.

The influence of work values on resignation tendency is not direct but mediated through psychological
mechanisms. Job satisfaction is a key mediator (Hartika et al., 2023). When work aligns with intrinsic
values, satisfaction increases, reducing resignation intention (Aloisio et al., 2021). Verifying this
mediation is necessary. This path is constrained by boundary conditions. Perceived external
employability — employees’ assessment of external job alternatives — is an important moderator (Silva
et al., 2023). According to resource conservation theory, high employability provides “alternative job
resources,” which may strengthen the effect of low job satisfaction on resignation intention. When
dissatisfied employees are confident in finding alternatives, their resignation intention will be stronger.
Examining this moderation reveals the context-dependent nature of Generation Z's resignation
decisions.

Literature Review
Resignation Intention

Resignation intention refers to the psychological precursor to an employee's desire and thought to leave
their current organization. It is the most direct and effective key indicator for predicting actual resignation
behavior (He et al., 2024). In organizational research, resignation intention has received much attention
due to the significant costs it incurs for organizations. These costs include the direct expenses of
recruiting, selecting, and training new employees, as well as the implicit costs such as decreased team
cohesion, organizational knowledge gaps, and impaired organizational effectiveness caused by talent
loss (Zhao et al., 2023). Scholars have explored the formation mechanism of resignation intention from
different theoretical perspectives. For example, Price-Mueller's resignation model points out that job
satisfaction, organizational commitment, and job-seeking behavior are key intermediate variables
influencing resignation decisions. Resource conservation theory, on the other hand, emphasizes that
when employees perceive that their valuable resources (such as time, energy, and emotions) are
excessively consumed at work and not adequately compensated, they experience stress and
dissatisfaction, thereby stimulating their intention to leave (Berkovich, 2023).

Generation Z Employees

Generation Z employees, typically those born between 1995 and 2009, are becoming the main force in
the global labor market. Compared to Millennials, Generation Z are true digital natives, having grown
up with the explosive development of internet technology, social media, and mobile devices, which has
profoundly shaped their unique values, communication styles, and career expectations (Benitez-
Marquez et al., 2022).

Research shows that Generation Z employees generally possess the following characteristics: a high
regard for personal growth and learning opportunities, a pursuit of clear work-life boundaries and a high-
quality balance, a desire for work autonomy and flexibility, an expectation of immediate feedback and
recognition, and a particular emphasis on the social significance and ethical value of work (Shorey et
al., 2021). These characteristics make them less patient with traditional, rigid management models,
resulting in higher career mobility and a higher tendency to resign (Barhate & Dirani, 2022). In China,
Generation Z employees are also deeply influenced by macroeconomic factors such as the one-child
policy, rapid economic growth, and increased national cultural confidence, exhibiting distinct local
characteristics in their workplace behavior, which warrants in-depth research (Deng & Chen, 2023).

The Relationship between Work Values and Resignation Intention

Work values are an individual's persistent beliefs and preferences regarding work-related outcomes,
guiding their job choices, effort levels, and willingness to stay (Li et al., 2022). When the organizational
environment, job content, and management practices align with an employee's intrinsic values, the
employee feels a psychological fit, thereby increasing their commitment to the organization and
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reducing their resignation intention; conversely, value conflict arises, leading to dissatisfaction and
increased resignation intention (Ramirez et al., 2022).

Numerous empirical studies support the significant impact of work values on resignation intention. For
example, Wei et al. (2021) found that satisfaction of intrinsic work values (such as personal growth and
a sense of accomplishment) significantly negatively predicted resignation intention. Similarly, the
research of Kashfitanto and Febriansyah (2023) on the new generation of employees showed that
unmet strong demands for work-life balance directly led to a higher likelihood of resignation.

The Mediating Role of Job Satisfaction

The influence of work values on resignation intention is often not direct but rather operates through a
series of mediating variables. Among these, job satisfaction — the positive affective state resulting from
an individual's evaluation of various aspects of their work (Locke et al., 1976) — is considered one of
the most crucial mediating mechanisms. The theoretical basis for this mediating path lies in value-
cognitive theory, which posits that values form the foundation of attitudes (Li et al., 2023). Specifically,
when work arrangements, compensation and benefits, interpersonal relationships, and organizational
culture meet the values cherished by Generation Z employees (such as autonomy, growth, and social
contribution), they experience higher levels of job satisfaction; this positive emotional experience
strengthens their attachment to the organization, thereby reducing the likelihood of them considering
leaving (Gan & Voon, 2021). Many studies have validated this mediating role. For example, Ali and
Anwar (2021) found that work values completely mediate resignation intention through job satisfaction.
In China, a study by Busque-Carrier et al. (2022) also showed that the work values of the new
generation of employees indirectly affect resignation intention by influencing their affective commitment
and job satisfaction.

The Moderating Role of Perceived External Employability

The link from job dissatisfaction to resignation is not universal; an individual's resources and external
conditions play a moderating role. Perceived external employability — a person’s subjective assessment
of external job opportunities (Tee et al., 2021) —is a key moderator. According to resource conservation
theory, high employability provides a valuable personal resource (“alternative job options”), boosting
psychological security and bargaining power (Houben et al., 2021). For highly employable employees,
dissatisfaction lowers the perceived cost and risk of leaving, increasing the likelihood that dissatisfaction
translates into resignation intention. Conversely, employees with low perceived external employability
may suppress resignation intention even if very dissatisfied due to fear of not finding a better job (Martin
etal., 2021). Thus, high perceived external employability strengthens the negative relationship between
job satisfaction and resignation intention, as also shown in another research (Deng et al., 2022).

Drawing on Self-Determination Theory and Social Exchange Theory, this study explains how work
values influence resignation intention among Generation Z employees. From a self-determination
perspective, work values reflect employees’ expectations regarding psychological need fulfillment,
which enhances job satisfaction when aligned with organizational practices. From a social exchange
perspective, job satisfaction represents employees’ evaluation of exchange quality with the
organization, while perceived external employability serves as a boundary condition shaping whether
satisfaction can effectively reduce resignation intention.

This study proposes a moderated mediation model in which perceived external employability moderates
the relationship between job satisfaction and resignation intention, such that the negative effect of job
satisfaction on resignation intention is stronger among Generation Z employees with higher perceived
external employability. The model explains how work values influence resignation intention through job
satisfaction, while identifying perceived external employability as a key boundary condition in this
process. To test this model, the following core hypotheses are proposed:

H1: The work values of Generation Z employees have a significant impact on their resignation intention.

H2: The work values of Generation Z employees have a significant impact on job satisfaction.

13



Int. J. Mgmt. Hum. Sci. 2026; 10(1): 11-20

H3: Job satisfaction plays a significant mediating role between the work values and resignation
intentions of Generation Z employees.

H4: Perceived external employability has a significant moderating effect on the relationship between
job satisfaction and resignation intention.

Perceive External Employability

Job Satisfaction

Work Values »  Resignation Intention

Figure 1: Research Model
Methodology

This study adopts a cross-sectional design, using a questionnaire survey to collect data from Generation
Z employees in Sichuan Province, China. Following the recommendation of Ahmed (2024), a minimum
sample of 350 is targeted; 380 questionnaires are distributed to account for no-response bias and
ensure sufficient valid responses for statistical analysis.

The structured questionnaire uses established international scales. Core variables — work values, job
satisfaction, perceived external employability, and resignation intention — are measured with items
adapted from Super (1970), Judge et al. (2017), Berntson and Marklund (2007), and Tett and Meyer
(1993), respectively, all rated on a 5-point Likert scale. Demographic information is collected via a
nominal scale.

Data analysis will be conducted using SPSS or similar software. First, descriptive statistics will
summarize sample characteristics. Next, Cronbach’s a will assess scale reliability, with all constructions
required to exceed 0.70 (Jarupunphol et al., 2024). Normality will be examined via skewness and
kurtosis indices to ensure parametric test assumptions are met (Tsagris & Pandis, 2021). Subsequently,
Pearson correlation analysis will preliminarily examine variable relationships (Roustaei, 2024). Finally,
multiple linear regression and the Bootstrap method (using the Process macro) will test the mediating
effect of job satisfaction and the moderating effect of perceived external employability.

Results

Table 1: Descriptive Statistics, Normality, and Reliability Analysis

Variable Mean (SD) Skewness/Kurtosis 1 2 3 4
1. Work Values 3.85(0.62) -0.42/0.85 (0.89)
2. Job Satisfaction 3.60 (0.75) -0.55/0.73 0.52** (0.91)
3. Perceived External 3.92 (0.68) -0.38/0.61 0.18** 0.21** (0.88)
Employability
4. Resignation Intention 2.40 (0.81) 0.48/0.92 -0.45** -0.68** 0.08 (0.90)

Notes: The values in the diagonal brackets are the Cronbach's a coefficients for each variable; **p < 0.01

As shown in Table 1, the descriptive statistics indicate that the mean values of all variables fall within
an acceptable range, with standard deviations suggesting adequate variability. Skewness and kurtosis
values for all constructs are within commonly accepted thresholds, supporting the assumption of
approximate normality and the use of parametric analytical techniques. The internal consistency of the
measurement scales is satisfactory, with Cronbach’s a coefficients ranging from 0.88 to 0.91.
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Correlation analysis reveals that all variables are significantly related in theoretically expected
directions. Work values and job satisfaction are negatively associated with resignation intention, while
work values are positively associated with job satisfaction and perceived external employability.
Although perceived external employability exhibits relatively modest correlations with the other
variables, these relationships are statistically significant, indicating that they represent a conceptually
distinct construct and is appropriate for inclusion as a moderating variable in subsequent analyses.

Table 2: Demographic Profile

Demographic Variable Category Number Percentage (%)
Gender Male 189 52.07%
Female 174 47.93%
Marital Status Unmarried 323 89.43%
Married 40 10.57%
Education Level High School or Below 47 12.95%
Bachelor's Degree 211 58.13%
Master's Degree 91 25.07%
Doctoral Degree 14 3.86%
Tenure Within 1 Year 69 19.01%
1to 3 Years 142 39.12%
3to5 Years 80 22.04%
51to 8 Years 62 17.08%
More than 8 Years 10 2.75%

According to the data in Table 2, a total of 380 questionnaires were distributed, and 363 valid responses
were collected, yielding an effective response rate of 95.53%. The sample was slightly male dominated
(52.07%) and predominantly unmarried (89.43%), which is consistent with the demographic
characteristics of Generation Z employees. Most respondents held a bachelor’'s degree (58.13%) or a
master’s degree (25.07%). In terms of tenure, employees with three years of work experience or less
accounted for 58.13% of the sample, while only 19.83% reported more than five years of experience,
indicating that the sample largely represents early-career Generation Z employees in Sichuan Province.

Table 3: Direct Effects on Resignation intention

Variable Model 1 Model 2
Constant 5.82%** 5.75%**
Work Values -0.45***
Job Satisfaction -0.68*** -0.52%**
R2 0.462 0.501
Adjusted R? 0.460 0.498
F-value 342.15%** 250.33***

Notes: ***p < 0.001 (Highly Significant)

Table 3 presents the results of the regression analyses examining the direct effects of work values and
job satisfaction on resignation intention. In Model 1, job satisfaction shows a significant negative effect
on resignation intention (8 = —0.68, p < 0.001), indicating that higher levels of job satisfaction are
associated with lower resignation intention. In Model 2, when work values are introduced into the model,
both work values (8 = -0.45, p < 0.001) and job satisfaction (8 = -0.52, p < 0.001) remain significant
negative predictors of resignation intention.

The inclusion of work values increases the explained variance in resignation intention from 46.2% to
50.1%, as reflected by the increase in R?, suggesting that work values provide additional explanatory
power beyond job satisfaction. Overall, the results indicate that both work values and job satisfaction
independently and directly contribute to reducing resignation intention among Generation Z employees.
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Table 4: Mediating Effect of Job Satisfaction

Effect Path Effect SE Boot LLCI Boot ULCI
Total Effect -0.61 0.06 -0.72 -0.49
Direct Effect -0.45 0.07 -0.58 -0.32
Indirect Effect -0.16 0.03 -0.22 -0.11

Notes: Boot LLCI = Bootstrap Lower-Level Confidence Interval; Boot ULCI = Bootstrap Upper-Level Confidence
Interval

Table 4 reports the results of the Bootstrap mediation analysis examining the indirect effect of work
values on resignation intention through job satisfaction. The results indicate that the total effect of work
values on resignation intention is significantly negative (8 =-0.61), suggesting that stronger work values
are associated with lower resignation intention overall. When job satisfaction is included in the model,
the direct effect of work values remains significant (8 = —0.45), indicating that work values continue to
exert an independent influence on resignation intention.

The indirect effect of work values on resignation intention via job satisfaction is statistically significant
(B = —0.16), with the 95% Bootstrap confidence interval (-0.22, —0.11) excluding zero. These findings
demonstrate that job satisfaction serves as a significant partial mediator in the relationship between
work values and resignation intention, supporting the proposed mediating mechanism whereby work
values influence resignation intention both directly and indirectly through job satisfaction.

Table 5: Moderating Effect of Perceived External Employability

Variable Coeff. SE t p
Constant 5.80 0.18 32.22 0.000
(A) Job Satisfaction -0.65 0.05 -13.00 0.000
(B) PEE 0.10 0.05 2.00 0.046
(AxB) Interaction 0.12 0.04 3.00 0.003
R2 0.480
AR? 0.015
F for AR? 9.00**

Table 5 presents the results of the moderation analysis examining the role of perceived external
employability in the relationship between job satisfaction and resignation intention. The results indicate
that job satisfaction has a significant negative effect on resignation intention (8 = —-0.65, p < 0.001),
while perceived external employability has a significant positive effect on resignation intention (8 = 0.10,
p = 0.046).

Importantly, the interaction term between job satisfaction and perceived external employability is
statistically significant (8= 0.12, p = 0.003), indicating that perceived external employability significantly
moderates the relationship between job satisfaction and resignation intention. The inclusion of the
interaction term results in a significant increase in explained variance (AR? = 0.015, p < 0.01).
Specifically, when perceived external employability is high, the negative relationship between job
satisfaction and resignation intention is weakened, whereas this negative relationship is stronger when
perceived external employability is low. These findings suggest that favorable perceptions of external
job opportunities attenuate the retention effect of job satisfaction.

Discussion

This study, through a survey of Generation Z employees in Sichuan Province, verified the mechanism
by which work values influence resignation intention. Analysis shows that both work values and job
satisfaction directly and negatively predict resignation intention; that is, meeting employees' value
needs and maintaining their job satisfaction directly enhances their willingness to stay (Mayowan et al.,
2025). The study found that job satisfaction plays a partial mediating role. This reveals the intrinsic
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psychological path of "value alignment — increased satisfaction — enhanced willingness to stay,"
suggesting that managers need to effectively translate value alignment into positive employee
experiences (Kashfitanto & Febriansyah, 2023). By integrating self-determination and social exchange
perspectives, this study demonstrates that the impact of job satisfaction on resignation intention is
conditional rather than absolute, depending on employees’ perceived external employability.

This study provides a new theoretical explanation for employee resignation behavior by integrating self-
determination theory and social exchange theory. The study finds that work values are not only a
background factor influencing attitudes, but also a key antecedent activating core psychological needs
such as individual autonomy, competence, and relatedness. Therefore, they influence resignation
intention through job satisfaction, enriching the application boundaries of self-determination theory in
organizational contexts. Simultaneously, this study reveals that job satisfaction does not have a
constant inhibitory effect on resignation; its retention effect is significantly constrained by perceived
external employability. This finding expands social exchange theory, indicating that when employees
perceive strong external alternative opportunities, the binding force of internal exchange relationships
on retention behavior weakens significantly, especially among Generation Z employees.

Perceived external employability was confirmed as a key moderating variable. Higher levels of
perceived external employability significantly weaken the inhibitory effect of job satisfaction on
resignation intention; conversely, lower levels strengthen this effect. This reflects that Generation Z
employees rationally weigh internal work experience against external employment opportunities when
making resignation decisions (Sabrina, 2023). The theoretical model constructed in this study, as shown
in the figure below, clearly illustrates the relationships between the above variables.

Based on these research findings, companies need to adopt a comprehensive "internal and external”
strategy to effectively retain Generation Z talent (Naimova, 2025). Internally, they should translate
employee value alignment into high job satisfaction through job redesign, flexible management, and
clear career development paths (Djurayeva, 2025). Externally, they must build a protective system that
includes competitive compensation, deep emotional connections, and continuous skills investment to
reduce the attractiveness of external employment opportunities to high-potential employees (Boyda,
2022), thereby dynamically responding to their resignation decisions based on "rational calculations."

Conclusion

This study, based on a sample of Generation Z employees in Sichuan Province, constructed and
validated a resignation intention model incorporating mediation and moderating mechanisms. The study
found that work values can directly influence resignation intention and indirectly play a role in improving
job satisfaction. Furthermore, perceived external employability significantly moderates the impact of job
satisfaction on resignation intention, indicating that Generation Z employees' resignation decisions are
the result of a comprehensive trade-off between internal work experience and the external employment
environment.

In terms of research significance, this study deepens the explanation of the mechanism by which work
values influence resignation intention from the perspectives of self-determination theory and social
exchange theory. Specifically, the research shows that work values are not only a background factor in
employee attitudes but also an important antecedent for activating core psychological needs such as
autonomy, competence, and the need for relationship, thus influencing resignation intention through job
satisfaction. This expands the application of self-determination theory in organizational behavior and
the context of Generation Z employees. Simultaneously, based on social exchange theory, this study
reveals that the retention effect of job satisfaction has a significant situational dependence: when
employees perceive strong external employment opportunities, the constraining effect of internal
exchange relationships on resignation intention weakens. This finding enriches the explanation of
employee mobility behavior by social exchange theory, emphasizing the crucial role of external labor
market factors in exchange relationships. Furthermore, the study's use of the central and western
regions of China supplements regional evidence for research on Generation Z employees, contributing
to the explanatory power of related theories across different cultural and economic environments.
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At the practical level, this study provides a basis for organizations to develop differentiated retention
strategies, emphasizing that managers not only need to meet the core value demands of Generation Z
employees and improve their job satisfaction through job design and management practices, but should
also acknowledge the impact of the external labor market on the mobility intentions of high-potential
employees, adopting a comprehensive management strategy that balances internal incentives and
external competitiveness.

Future research could employ longitudinal or longitudinal study designs to examine the dynamic
changes and causal directions of variable relationships; simultaneously, contextual variables such as
leadership style and perceived organizational support could be introduced to further expand the model's
boundaries. In addition, comparative studies of samples from different regions and industries will also
contribute to a deeper understanding of the resignation behavior of Generation Z employees.

Conflict of Interest

The authors affirm that there are no conflicting objectives.

Acknowledgement

The authors are thankful to the institutional authority for the completion of the work.
References

Ahmed, S. K. (2024). How to choose a sampling technique and determine sample size for research: A simplified
guide for researchers. Oral Oncology Reports, 12, 100662. https://doi.org/10.1016/j.00r.2024.100662

Ali, B. J., & Anwar, G. (2021). Employee resignation intention and job satisfaction. International Journal of
Advanced Engineering Management and Science, 7(6), 22—30. https://doi.org/10.22161/ijjaems.76.3

Aloisio, L. D., Coughlin, M., & Squires, J. E. (2021). Individual and organizational factors of nurses' job satisfaction
in long-term care: A systematic review. International Journal of Nursing Studies, 123, 104073.
https://doi.org/10.1016/j.ijnurstu.2021.104073

Barhate, B., & Dirani, K. M. (2022). Career aspirations of generation Z: a systematic literature review. European
Journal of Training and Development, 46(1-2), 139-157. https://doi.org/10.1108/EJTD-07-2020-0124

Benitez-Marquez, M. D., Sanchez-Teba, E. M., Bermudez-Gonzélez, G., & Nufiez-Rydman, E. S. (2022).
Generation Z Within the Workforce and in the workplace: A Bibliometric analysis. Frontiers in Psychology,
12, 736820. https://doi.org/10.3389/fpsyq.2021.736820

Berkovich, I. (2023). The great resignation: Exploring the effect of regular and digital instructional leadership on
teachers’ intention to leave. Management in Education. https://doi.org/10.1177/08920206231163984

Berntson, E., & Marklund, S. (2007). The relationship between perceived employability and subsequent health.
Work & Stress, 21(3), 279-292. https://doi.org/10.1080/02678370701659215

Boyda, S. (2022). Innovative approaches to enterprise management in the conditions of digitalization of the
economy. Visnyk Chernivetskoho torhovelno-ekonomichnoho instytut. [Bulletin of Chernivtsi Trade and
Economic Institute], 1(85), 72-71. https://www.semanticscholar.org/paper/INNOVATIVE-APPROACHES-
TO-ENTERPRISE-MANAGEMENT-IN-Boyda/e5e5bdb00472b9a21921691877853286abb23a72

Busque-Carrier, M., Corff, Y. L., & Ratelle, C. (2022). Development and Validation of the Integrative Work Values
Scale. European Review of Applied Psychology, 72(5), 100766.
https://doi.org/10.1016/j.erap.2022.100766

Chardonnens, S. (2025). Adapting educational practices for Generation Z: integrating metacognitive strategies and
artificial intelligence. Frontiers in Education, 10. https://doi.org/10.3389/feduc.2025.1504726

Deng, H., Wu, W., Zhang, Y., Zhang, X., & Ni, J. (2022). The paradoxical effects of COVID-19 event strength on
employee resignation intention. International Journal of Environmental Research and Public Health, 19(14),
8434, https://doi.org/10.3390/ijerph19148434

Deng, S.Y., Chen, L.F. (2023). The impact of supportive organizational climate on job performance of Gen Z
employees. Advances in Psychology, 13(11), 4988—-4998. https://doi.org/10.12677/ap.2023.1311628

18


https://doi.org/10.1016/j.oor.2024.100662
https://doi.org/10.22161/ijaems.76.3
https://doi.org/10.1016/j.ijnurstu.2021.104073
https://doi.org/10.1108/EJTD-07-2020-0124
https://doi.org/10.3389/fpsyg.2021.736820
https://doi.org/10.1177/08920206231163984
https://doi.org/10.1080/02678370701659215
https://www.semanticscholar.org/paper/INNOVATIVE-APPROACHES-TO-ENTERPRISE-MANAGEMENT-IN-Boyda/e5e5bdb00472b9a21921691877853286abb23a72
https://www.semanticscholar.org/paper/INNOVATIVE-APPROACHES-TO-ENTERPRISE-MANAGEMENT-IN-Boyda/e5e5bdb00472b9a21921691877853286abb23a72
https://doi.org/10.1016/j.erap.2022.100766
https://doi.org/10.3389/feduc.2025.1504726
https://doi.org/10.3390/ijerph19148434
https://doi.org/10.12677/ap.2023.1311628

Int. J. Mgmt. Hum. Sci. 2026; 10(1): 11-20

Djurayeva, M. (2025). Features of the Organization of Personnel Management in Modern Organizations and
Enterprises. International Journal of Artificial Intelligence, 1(2), 287-289.
https://inlibrary.uz/index.php/ijai/article/view/73559

Fan, S. (2025). The impact of the agglomeration level of cultural and creative industries on regional economic
growth in Sichuan Province. Advances in Social Sciences, 14(02), 60-72.
https://doi.org/10.12677/ass.2025.142096

Gan, E., & Voon, M. L. (2021). The Impact of Transformational leadership on job Satisfaction and Employee
Resignation intentions: A Conceptual review. SHS Web of Conferences, 124, 08005.
https://doi.org/10.1051/shsconf/202112408005

Hartika, A., Fitridiani, M., & Asbari, M. (2023). The effect of job satisfaction and job loyalty on employee
performance: A narrative literature review. Journal of Information Systems and Management, 2(3), 9-15.
https://jisma.org/index.php/jisma/article/view/309/79

He, F., Zhang, C., Zhao, D., Zhang, C., Zeng, L., Liu, W., Li, L., & Gao, F. (2024). A questionnaire on the current
situation of resignation intention of nurses in intensive care units in China — A descriptive quantitative study.
Nursing Open, 11(9), e2231. https://doi.org/10.1002/nop2.2231

Houben, E., De Cuyper, N., Kyndt, E., & Forrier, A. (2021). Learning to be employable or being employable to
learn: The reciprocal relation between perceived employability and work-related learning. Journal of Career
Development, 48(4), 443-458. https://doi.org/10.1177/0894845319867431

Jarupunphol, P., Ikonnikov, O., Roncevic, |., Kapustina, S., Kataeva, A., Parfjonovs, M., & Tsarev, R. (2024).
Applying Cronbach’s alpha to ensure reliable online testing in e-learning environments. In Proceedings of
the Computational Methods in Systems and Software (pp. 120-139). Cham: Springer Nature Switzerland.
https://doi.org/10.1007/978-3-031-96759-7_8

Judge, T. A, Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017). Job attitudes, job satisfaction, and job
affect: A century of continuity and of change. Journal of Applied Psychology, 102(3), 356-374.
https://doi.org/10.1037/apl0000181

Kashfitanto, D., & Febriansyah, H. (2023). The effect of work stress and work values on resignation intention of
Generation Z employees in call center company (Case study of PT ABC in Java, Indonesia). International
Journal of Current Science Research and Review, 06(07). https://doi.org/10.47191/ijcsrr/v6-i7-13

Li, Y., Song, Y., Yang, Y., & Huan, T. C. (2023). Exploring the influence of work values on millennial hospitality
employees’ resignation intentions: an empirical assessment. Current Issues in Tourism, 26(10), 1635-
1651. https://doi.org/10.1080/13683500.2022.2062307

Locke, E. A., Sirota, D., & Wolfson, A. D. (1976). An experimental case study of the successes and failures of job
enrichment in a government agency. Journal of Applied Psychology, 61(6), 701-711.
https://doi.org/10.1037/0021-9010.61.6.701

Lu, H. (2022). A Study on the Incentive Mechanism of Knowledge-Based Employees in Central and Western
China—Based on a Questionnaire Survey Analysis of Knowledge-Based Employees in Enterprise A in
Sichuan Province [J]. Frontiers of Social Sciences, 11(05), 1946-1952.
https://doi.org/10.12677/ass.2022.115267

Martin, L., Nguyen-Thi, U. T., & Mothe, C. (2021). Human resource practices, perceived employability and
resignation  intention: does age matter?. Applied Economics, 53(28), 3306-3320.
https://doi.org/10.1080/00036846.2021.1886238

Mayowan, Y., Astuti, E. S., Utami, H. N., & Prasetya, A. (2025). The interplay of work values, job satisfaction and
intention to stay among millennials in Indonesia. Cogent Business & Management, 12(1).
https://doi.org/10.1080/23311975.2025.2581345

Naimova, N. (2025). Management of the innovation process in enterprises. International Journal of Artificial
Intelligence, 1(2), 302-304. https://inlibrary.uz/index.php/ijai/article/view/73563

Park, S. Y., Do, B., Yourell, J., Hermer, J., & Huberty, J. (2024). Digital Methods for the Spiritual and Mental Health
of Generation Z: Scoping Review. Interactive Journal of Medical Research, 13, e48929.
https://doi.org/10.2196/48929

19


https://inlibrary.uz/index.php/ijai/article/view/73559
https://doi.org/10.12677/ass.2025.142096
https://doi.org/10.1051/shsconf/202112408005
https://jisma.org/index.php/jisma/article/view/309/79
https://doi.org/10.1002/nop2.2231
https://doi.org/10.1177/0894845319867431
https://doi.org/10.1007/978-3-031-96759-7_8
https://doi.org/10.1037/apl0000181
https://doi.org/10.47191/ijcsrr/v6-i7-13
https://doi.org/10.1080/13683500.2022.2062307
https://doi.org/10.1037/0021-9010.61.6.701
https://doi.org/10.12677/ass.2022.115267
https://doi.org/10.1080/00036846.2021.1886238
https://doi.org/10.1080/23311975.2025.2581345
https://inlibrary.uz/index.php/ijai/article/view/73563
https://doi.org/10.2196/48929

Int. J. Mgmt. Hum. Sci. 2026; 10(1): 11-20

Ramirez, I., Fornells, A., & Del Cerro, S. (2022). Understanding undergraduates' work values as a tool to reduce
organizational resignation. Education+ Training, 64(3), 445-459. https://doi.org/10.1108/ET-07-2021-0254

Roustaei, N. (2024). Application and interpretation of linear-regression analysis. Medical Hypothesis Discovery &
Innovation in Ophthalmology, 13(3), 151-159. https://doi.org/10.51329/mehdiophthal1506

Sabrina, D. (2023, June). Linking organization’s values support and self-efficacy with commitment affective: the
mediating role of perceived internal and external employability. In Ninth Padang International Conference
on Economics Education, Economics, Business and Management, Accounting and Entrepreneurship
(PICEEBA 2022) (pp. 435-457). Atlantis Press. https://d0oi.org/10.2991/978-94-6463-158-6 41

Shorey, S., Chan, V., Rajendran, P., & Ang, E. (2021). Learning styles, preferences and needs of generation Z
healthcare  students: Scoping review. Nurse Education in Practice, 57, 103247.
https://doi.org/10.1016/j.nepr.2021.103247

Silva, A. M., Gomes, J. F., & Monteiro, S. (2023). Perceived employability in a situation of crisis: the influence of the
external context and perceived financial threat. Higher Education Skills and Work-based Learning, 13(6),
1054-1072. https://doi.org/10.1108/heswbI-06-2022-0132

Super, D. E. (1970). Review of Work and human behavior [Review of the book Work and human behavior, by W.
S. Neff]. American Journal of Orthopsychiatry, 40(1), 163-167. https://doi.org/10.1037/h0097574

Tee, P. K., Cham, T. H., Low, M. P., & Lau, T. C. (2021). The role of organisational career management: Comparing
the academic staff perception of internal and external employability in determining success in academia.
Malaysian Online Journal of Educational Management, 9(3), 41-58.
http://jice.um.edu.my/index.php/MOJEM/article/view/30570

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, resignation intention, and
resignation: path analyses based on meta-analytic findings. Personnel Psychology, 46(2), 259-293.
https://doi.org/10.1111/].1744-6570.1993.tb00874.x

Tsagris, M., & Pandis, N. (2021). Normality test: Is it really necessary?. American Journal of Orthodontics and
Dentofacial Orthopedics, 159(4), 548-549. https://doi.org/10.1016/j.ajodo0.2021.01.003

Wei, W., Gan, M., Liu, Y., Yang, M., & Liu, J. (2021). Mediating effects of nurses ‘personal and organizational
values between organizational commitment and resignation: Cross-sectional study. PLoS ONE, 16(10),
€0258387. https://doi.org/10.1371/journal.pone.0258387

Zhao, D., Gao, F., Liu, W., & Cui, J. Z. (2023). Worrying results on resignation intention for ICU physicians in China:
a big data report from 34 provinces. European Review for Medical & Pharmacological Sciences, 27(9),
3799-3808. https://doi.org/10.26355/eurrev_202305 32285

20


https://doi.org/10.1108/ET-07-2021-0254
https://doi.org/10.51329/mehdiophthal1506
https://doi.org/10.2991/978-94-6463-158-6_41
https://doi.org/10.1016/j.nepr.2021.103247
https://doi.org/10.1108/heswbl-06-2022-0132
https://doi.org/10.1037/h0097574
http://jice.um.edu.my/index.php/MOJEM/article/view/30570
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x
https://doi.org/10.1016/j.ajodo.2021.01.003
https://doi.org/10.1371/journal.pone.0258387
https://doi.org/10.26355/eurrev_202305_32285



