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Abstract: This research aims primarily to shed light on the impact of work stress and job burnout on
employees’ turnover intention in the hotel industry. Furthermore, it aims to identify the effect of work
stress on job burnout besides examining the potential mediating role of job burnout in the relationship
between work stress and employees’ turnover intentions in Egyptian hotels. For achieving this aim,
the questionnaire was designed for Egyptian hotel employees and structured to cover four key parts:
(1) demographic characteristics of employees of hotels, (2) work stress items, (3) job burnout items,
and (4) turnover intentions. Structural equation modeling (SEM) results were obtained using AMOS
software, IBM, version 24. The results indicate that job burnout partially mediates the relationship
between work stress and turnover intentions. To be more specific, work stress has a significant
positive effect on the turnover intention (β = +0.40, p < 0.01), and a significant positive effect on job
burnout (β = +0.43 p < 0.01). Thus, there exists a strong positive association between work stress
and turnover intentions as well as a positive association between job burnout and work stress. The
findings of this study would help policymakers, hotel managers as well as practitioners to formulate
policies for lessening the work stress, job burnout, and turnover intentions among hotel employees.

Keywords: work stress; job burnout; turnover; intentions

1. Introduction

Employee turnover has given rise to a challenge for the hotel organizations as they
had always shown their concerns about providing the quality service to their clients [1].
The hotel industry is experiencing the labor shortages in the developed countries as well as
the emerging markets [2]. In the hospitality industry, the entire turnover rate was found to
be 27.6 percent in 2014 alone, in China [3], drawing the attention of the industry managers
and academics [4]. Consequently, bringing down the turnover rate has become the top
priority for the industry.

Hotel employees are instrumental in building positive customer experiences that
are vital elements of the customer satisfaction as well as the evaluation of the service
quality [5,6]. Although technological development contributes to the development of
employees’ performance and capabilities, this transformation is capable of creating the
nerve-wracking working conditions, where almost every employee is put under persis-
tent observation/monitoring [7]. Duraisingam et al. [8] suggest that intense stress at the
workplace adversely impacts the employees and lessens their association with the work,
consequently affecting turnover intention. Hotel employees also face a lot of provoca-
tions/challenges while accomplishing their tasks/jobs [9]. Experiencing a substantial
amount of work, regular variations in conditions, dearth of the feedback about perfor-
mance, and truncated remunerations, they grow upset as well as exhausted very easily,
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which sequentially impacts their behavior adversely and might result in their resignation
from the job [10].

One precarious challenge being faced by the hotel employees is work stress. Ex-
tended time of operation, diverse behaviors, a high demand/low resource job model, and
miniature feedback give rise to high levels of burnout and stress [11]. With the passage
of time, burnout and work stress pave the way to a low level of job performance as well
as extraordinary turnover intention. Staff work pressures have captivated scholars over
the previous two decades, but research studies have primarily focused on other areas,
for instance accounting, sales, and nursing [12]. The hotel sector, although seen as more
stressful, has attracted less attention [13].

Upon surpassing a threshold, the stress brings about the behavioral and psycholog-
ical reactions for defense [14]. If hotels make available a support system that facilitates
workers in relieving the stress, diminishing the deleterious emotions, and adapting to hotel
establishments, the workers are expected to demonstrate higher loyalty and performance,
consequently bringing down the turnover. Moreover, various studies have explored the
associations among workplace characteristics, job, organizational environment, turnover
intention, and self-styled support [14].

Job burnout is without a doubt a precarious issue calling for extensive attention from
researchers and managers. It has been associated with a variety of adverse retorts to the
profession/job, encompassing squat organizational commitment, job discontentment, and
extraordinary profession/job turnover intention [15]. Several studies [16–18] have advo-
cated that burnout gives rise to a considerable cost for workers as well as organizations on
account of extraordinary reduced productivity, absenteeism, and job turnover. Job burnout
serves as one of the most imperative predictors of turnover intention and job satisfaction.

Most studies have investigated the impact of work stress on turnover intentions.
Moreover, there are studies that have investigated job burnout and its effect on turnover
intentions. However, there are no prior studies that dealt with the association between
work turnover and work stress and the facilitating role of job burnout. In this research
study, we aim at exploring the effect of work stress and job burnout on employees’ turnover
intention in the hotel industry besides identifying the adverse impact of work stress on
job burnout.

1.1. Work Stress

Work stress is perceived to be among the phenomenal workplace health perils in the
entire world for employees. The word stress refers to force or pressure on the individual
caused by higher authorities [19]. Job stress has been viewed as incapability, an adverse
emotional state, burden, response to job stressors, psychological state, and the trait depen-
dence [20]. Occupational stress means the incompetence to tackle the challenge or pressure
as a result of the job owing to a pitiable fit amongst the capability of the workforce and the
job conditions and essentials [19].

Causes of work stress can be divided into two categories, namely internal causes and
external causes. The internal causes implicate an individual’s mindset and approach, etc.
They stem from within the person and bring about stress. They hinge on the perception of
any individual. Even if no threat exists in the surrounding, a person might experience an in-
timidating situation or person and might become fatigued [21]. External causes encompass
numerous external factors inside an organization that adversely impact the performance
of an individual in an organization. They encompass control at work, working hours, job
insecurity, managerial style, overload, and underload. Occasionally, the situations calling
for the behavioral alterations might put any employee under stress [21].

The psychosocial risks caused by work stress can be classified into job insecurity, labor
intensification, and imbalance in the work and personal life. The businesses are unable
to continue their contracts, leading to a decline in jobs, and bringing about a sense of
insecurity as well as anxiety among the employees. They must handle a higher day-to-day
workload and work pressure on a daily basis. The pressure at work, greater workload, and
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insecure work may give rise to the problems which the workforces hold over into their
private lives [22]. The work stress results in adverse consequences. Loads of behavioral
glitches are the result of work-related stress, which encompasses disagreeable interactions
among coworkers, increased rate of absence, and steady loss of morale [23].

Work stress is divided into two key structural dimensions, namely role ambiguity and
role conflict. Role conflict spells out that when persons experience two or more expectations
about their role, they are unable to fulfill both expectations simultaneously. Role ambiguity,
alternatively, denotes the feelings of the employees when they are undecided or lack an
appropriate mastery of their role and are unable to attain vibrant role expectations at
work [24].

1.2. Job Burnout

Over the past few years, interest in burnout has increased as we have begun to under-
stand the significant negative impact it has on the employees in the work environment [25].
Workplace burnout is, in fact, an ultimate calamity in the psychosomatic of the people
acquaintances at work. Stress originates from environmental plus internal demands which
adversely impact psychosomatic well-being. Psychosocial stressors that contribute to
burnout at the workplace take account of extended working times, job uncertainty, higher
workloads, poorer scenarios for salary as well as promotion, vague project roles, and time
and budget pressures which contribute to errors and compromise on the standards of
ethics and quality. Burnout can affect engagement at the workplace [26]. Burnout is a type
of stress response that often appears in people who have direct and intense contact with
others, whether they are students, clients, or guests. It arises when an individual tries to
accomplish too many tasks in a short time due to unrealistic deadlines, too many projects,
and meetings. While stress is not bad at times, everyone has his/her limits. Once you cross
those limits, burnout is more likely to set in [27].

Workplace burnout leads to loss of productivity and employee turnover. Burnout
affects the human system, thus affecting productivity and performance [28–30]. Burnout
describes a particular type of emotional depletion with tight work, lack of commitment,
and loss of motivation in young volunteers with high commitment within the work en-
vironment [31]. Maslach referred to this as the phenomenon of indifference and lack of
respect for the organization’s clients [32].

Job burnout is, as a matter of fact, a psychosomatic syndrome associated with stress
at the place of work [32]. Job burnout is, in reality, a type of mental fatigue accompanied
by mental stress related to the job and work atmosphere. It is also a delayed response to
factors causing chronic interpersonal stress plus mobility in the field of occupations which
are likely to be seen in relieving and counseling occupations, responsibilities, and duties
of these types of jobs. Job burnout is, actually, one of the foremost reverberations of work
stress [33–35].

1.3. Impact of Job Burnout

Many health and psychological problems for workers result from job burnout, such
as job dissatisfaction, low production quality, and work-related factors such as constantly
changing expectations, work pressure without an outlet for support, and conflicting job
roles that can cause job burnout syndrome [36,37]. Personality traits such as work orienta-
tion, need for assertiveness, and idealism can increase the risk of job burnout [38]. Maslach
asserted that job burnout is, as a matter of fact, a rejoinder to personal and emotive stressors
at the occupation/job, resulting in negative feelings such as dearth of accomplishment, low
productivity at work, and inefficiency [39–41]. Emotional exhaustion, ranging from mild
boredom to severe depression, unemotional treatment of people, and a dearth of a sense of
individual completion are seen as the main causes of job burnout [42,43].

Job burnout means a condition that pops up due to the recurrent exposure to stressful
situations at work that cause physical, mental, and emotional exhaustion. Job burnout
continues to adversely affect workers in many organizations [44], which results in an
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impact on the efficacy of the institutions besides bringing about unacceptable effects on the
employees. Risk factors associated with the job burnout encompass lack of support by the
organization, lack of motivation, dearth of clarification, incompetence, increased respon-
sibilities, and unrealistic expectations [45]. It also includes manifestations of controlling
interpersonal relationships and withdrawal symptoms, family problems, health issues, and
low performance. For this reason, all managers must implement appropriate strategies
which will facilitate them in making an advantageous workstation atmosphere to protect
the employees from going through the issues linked to burnout [37].

Job burnout increases alcohol addiction, which can often lead to violence and aggres-
sion within the work environment. Reasonably, once employees are content with their
profession/jobs and feel extra efficient, they become able to voluntarily assist others in
their related work. Similarly, when they find themselves less capable and less skillful at
their work, they perceive that they are unable to control their irritability, and exhaustion
causes mood swings that lead to mistreatment of others [46]. Unfortunately, there is little
interest in the affiliation between the mistreatment of co-workers and job burnout, and
sabotage from poor work environments [36].

Roy [41], Beheshtifar and Omidvar [47], Shah et al. [48], and Elçi1 et al. [49] referred to
a model of the Maslach Burnout Inventory General Survey (MBI-GS) that was developed
by Maslach and Jackson in 1996. According to this model, there exist three core facets of
burnout, namely depersonalization, reduced personal accomplishments, and emotional ex-
haustion. The burnout occurs as workers become frustrated with their occupation/jobs and
less concerned about their customers, consequently culminating in progressively adverse
work-related insolence. It is associated with the forfeiture of resources and personality
characteristics. It envisages numerous adverse employee-related abilities, such as absen-
teeism and job turnover. Furthermore, it has been associated with adverse mental health
aftermaths such as depression, poor sleep, and the use of alcohol or drugs [40].

1.4. Turnover Intention

Turnover is viewed as the movement of employees outside the boundaries of the
organization [50]. Employee turnover denotes the phenomenon of employees’ saying
goodbye to an organization willingly. The decision of an employee to say goodbye to an
organization is exorbitant for the organization as well as the individual [37]. Turnover
intention refers to the chances that a person will leave the current job within a short
period of time. In simple words, it is the employee’s intention to change the job [51].
The turnover intention may be explicated as an intention of saying goodbye to a job.
High turnover is generally explicated as bad, and it is presumed expensive as it threatens
quality. Another negative is the endless need for hiring and training new employees. In
the healthcare sector, it is expected to have an adverse impact on fulfilling the needs of
the customers plus offering a satisfactory service [52]. Three fundamental components
are generally given due consideration while computing turnover costs of the employee,
encompassing training costs, replacement costs, and separation costs. Labor turnover
was seen as a two-dimensional concept, divided into voluntary and involuntary turnover,
between an individual leaving a job and joining another workplace [53,54]. The turnover
intentions were weighed with the help of an adapted three-item measure scale on the basis
of Abdu [55]. These three items are as follows: (1) At present, I am surely considering
resigning from my current employment in the resort; (2) Perhaps I will make an effort to
find a new occupation within a year; (3) If I have a choice of choosing again, I will opt for
working in another profession [40,56].

1.5. The Association between Work Stress and Turnover Intentions in Hotels

Liu et al. [57] mentioned that work stress had a positive and ancillary impact on the
turnover intentions of the employees. Job satisfaction weakens the impact of work stress
on turnover and indicated only a univariate linkage between work stress and turnover
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intentions. The rate of work turnover intentions rises because of the high work stress that
results from the workload and negative emotions at work.

Ahn and Chaoyu [58] and Zahra et al. [59] laid emphasis on the existence of a re-
lationship between work stress and the rate of work turnover from the perspective of
organizational justice. They explained the effect of organizational justice on the unsteadi-
ness of the negative effects that increase the rate of work turnover, and they revealed a
direct connection between the intention of turnover and work pressure, with the presence
of satisfaction as a mediating variable between the three variables. Prasetio et al. [60]
supported a significant positive connection between turnover intentions and work stress in
hotels. Hotel employees who have lower stress levels will exhibit a lower level of intention
to quit. Moreover, Omar [24] revealed a positive association between intention to leave
and job stress. The extraordinary stress of the employees increases their aspiration to
leave the workstation [61]. Though every employee aspires to leave the work at diverse
levels, work stress is an imperative factor behind the intention to leave, and it increases the
probability of resigning from the work. Huang et al. [62] referred to the effect of avoidance,
social support, and problem-solving as the managing strategies for turnover intentions and
occupational stress among the employees of a hotel. They found that occupational stress
was positively associated with the intentions of the hotel employees regarding leaving the
job. The study also elucidated occupational stress’s role as an imperative facilitator in the
association between the managing strategies.

1.6. The Relationship between Work Stress and Job Burnout

Li [63] and Firouzbakhsh [64] indicated a correlation between job burnout and work
stress, showing that jobs in the healthcare sector are exceedingly stressful, the work atmo-
sphere is pathetic, and occupational experience, work relationships, work responsibilities,
and work overload add to the occupational tension [65,66]. The psychological aspect has
turned out to be a more and more obvious social issue among medical workers. Thus, it is
understandable that extended working hours and performing frequent shift work result in
anxiety, burnout, tension, negative emotions, and depression along with physical tiredness,
which further emanant a decline in quality of life and working ability [67,68].

Other researchers persuaded burnout amongst correctional officers and prison case-
workers [69]. They focused on the effect of correctional officers’ burnout and job stress, the
effect of organizational commitment, job satisfaction, and job stress on burnout [70], and
the effect of cynicism and depersonalization on burnout [71].

Concerning job burnout, the employees in five-star hotels informed that they occa-
sionally feel burned out with their work just due to the work stress. They elucidated that
they become fatigued as a consequence of excessive work demands. Various employees
remarked that work stress has resulted in burnout of the employees. Job burnout and work
stress are positively correlated. It is hypothesized that burnout is positively correlated with
JS amongst hospitality employees [72]. Hu et al. [73] indicated that applying direct work
strategies in dealing with work stress for some hospitality sector supervisors reduces the
possibility of job burnout. Wen et al. [74] stated that there are four facets of role stress: qual-
itative overload, quantitative overload, ambiguity, and conflict. Role ambiguity and role
conflict are found to be expressively associated with burnout. Ambiguity has an adverse
impact on the employees. The study also revealed that role conflict is a vital conjecturer of
emotional exhaustion. Moreover, role ambiguity is positively associated with the dearth
of self-perception and turnover intention of front-line hotel employees. Furthermore, job
stressors have been found to be positively associated with emotional overtiredness amongst
hotel employees.

1.7. The Relationship between Job Burnout and Turnover Intention in Hotels

Job burnout causes negative effects on employees—i.e., negative attitudes toward
the job and indifference to customer service [75]. Job burnout is a syndrome that occurs
through interaction with various personal, environmental, and professional factors [76].
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The increased competition and the development of human resource techniques have facili-
tated the organizations in sustaining capable/competent employees besides enabling them
to keep their performance high. Nonetheless, the organizations are at all times scared of
mislaying their human capital as each organization bears a lot of expenses for educating,
culturing, and preparing its staff in attaining prime efficiency and productivity; the orga-
nization experiences mislaying experiences and skills by losing its critical and valuable
workforce, for which the organization has put in years of effort [34].

As organizations are well aware of the efficacious factors as well as the causes behind
employees’ leaving the organization, they employ various effective policies and techniques
for sustaining the efficacious human resources beforehand. Hence, studies are needed that
explore the effect of conflict in life and work and job burnout [77]. Imperative research
studies were conducted on the existence of burnout to increase the absenteeism rates of
the employee besides exploring the statistically significant correlations between employee
absenteeism and the dimensions of job burnout. These studies revealed that the dimensions
of job burnout were found to be associated with absenteeism attitudes and behaviors [45].
Han [78] indicated that the customer rudeness and its relationships explicit to the work-
place environment of the restaurant that give rise to job burnout for the workforces in
addition to its impact on the intent of work turnover among frontline employees in the
restaurants. These studies also revealed that organizational as well as supervisory support
has noteworthy cross-level interaction impacts on the association between burnout and
customer rudeness besides a substantial effect on the turnover intentions of the employee.

Rahim and Cosby [79] explored the presence of a positive association between job
burnout and the rate of work turnover. They found out that job burnout arbitrates the
association between turnover intention and workplace rudeness. Moreover, workplace
rudeness was found to be adversely associated with job performance. To put it another
way, participants undergoing advanced levels of rudeness stated superior levels of the
job burnout and consequently augmented turnover intention and lesser levels of job
performance. Rahim and Cosby [79] showed that there exists a direct relationship, linking
burnout and turnover intention about the ancillary effect of burnout on the turnover
intention with work engagement acting as the partial mediator. Kartono and Hilmiana [80]
showed that job burnout positively impacts the turnover intention. This is contemplated in
the job burnout indicators, namely declining work performance, depersonalization, and
exhaustion [75]. Exhaustion is permeated by boredom and the sense of too much workload,
whereas depersonalization is permeated by selfishness (always believing that he or she
is far better than others). In addition, declining work performance is permeated by low
productivity and self-efficacy, which are the factors responsible for the turnover intention
in any company.

Bayer [81] explained that the employee should invest more in physical and mental
standards besides making more effort in case of difficulties in achieving them. For em-
ployees, workload might be a sweet burden plus a disturbing nightmare; an appropriate
workload could inspire employees continuously for mastering their skills, enhancing their
confidence, and promoting their work performance [82]. Kim and Stoner [83] suggest that
the emotional exhaustion subscale poses the utmost effect on the turnover intention. An
average decrease in employee turnover results from an increase in employee job satisfaction.
The lower level of job satisfaction of the nurses taking care of the patients diagnosed with
COVID-19 has been found to be hurting their burnout and turnover intention [84].

1.8. The Mediating Role of Job Burnout in the Relationship between Work Stress and Turnover
Intentions

Thomas [53] emphasized that the employee will show different reactions when work-
loads are excessive. He stressed that job burnout is amongst the causes of increased work
turnover intentions. The employee turnover intention arises when the individual feels
a lot of work pressure and job dissatisfaction. There exist parallels between turnover
intention and burnout besides remarkable impacts of burnout on turnover intention [18]
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because an employee experiencing higher burnout would display greater turnover inten-
tion [54]. Shanafelt et al. [85] determined the notably positive parallels between turnover
intention and burnout. Shreffler et al. [86] indicated the considerably positive impacts of
burnout on turnover intention along with the facilitating effects of emotional exhaustion,
dehumanization, and diminished personal accomplishment.

Qattan [87] talked about a positive association between burnout and levels of work-
related stress among hospital nurses serving in all three kinds of hospitals in Saudi Arabia.
On the other hand, there exists a very feeble association between job performance and work-
related stress amongst private hospital (International Medical Centre) nurses as compared
to the métier of this association witnessed in public hospitals. Chiang et al. [88] referred to
a positive association among work stress, job burnout, and employee turnover intentions of
attendants of the hotel rooms. It revealed that job stress results in greater job burnout, which
sequentially impacts their turnover intentions. Furthermore, organizational commitment
and internal marketing considerably arbitrate job burnout and job stress. Jung et al. [89]
also confirmed this positive relationship through the study which refers to understanding
interconnections among turnover intention in a deluxe hotel, burnout, and perception of
role stress of the culinary employees. It presented a positive association between burnout
and perceptions of role stress of the employees. Participants with a greater level of burnout
were more likely to leave their work/position. Moreover, moderating effects associated
with the tenure in the causal relationships were found between turnover intent and burnout
of the employees (Figure 1).
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Figure 1. The research conceptual model.

Based on the preceding literature review, we assumed the following:

H1. Work stress significantly affects employees’ turnover intentions in the hotels.

H2. Work stress significantly affects job burnout in the hotels.

H3. Job burnout significantly affects employees’ turnover intention in the hotels.

H4. Job burnout significantly and positively mediates the relationship between work stress and
employees’ turnover intentions.

2. Materials and Methods
2.1. Measures and Instrument Development

In this research study, data was collected mainly via the self-administrated question-
naire. As a result of a wide-ranging analysis of the literature, a standardized questionnaire
was developed by pinpointing valid as well as recurrently used measures. The question-
naire entails four sections. The first section handled demographic data of the participants,
encompassing age, education level, gender, and marital status. The second section took
account of the perceptions of the participants concerning work stress. The work stress scale
developed by Rizzo et al. [90] was improved and employed for identifying the perceptions
of the participants concerning work stress via role ambiguity items and role conflict with
the help of a five-point Likert scale ranging from 1 = strongly disagree to 5 = strongly
agree. A unidimensional scale was used. The scale entails fourteen items (i.e., “I receive an
assignment without adequate resources and materials to execute it” and “The explanation
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is unclear of what has to be done”). A greater value of the average score replicates higher
work stress declared by the participants. The internal consistency reliability (Cronbach’s
alpha) for the work stress scale was found to be 0.951. The third as well as fourth sec-
tions envisioned to divulge the turnover intentions and perceptions of job burnout of
the participants.

With regard to JBO, the emotional exhaustion burnout scale, as a subscale of the
Maslach Burnout Inventory–General Survey (MBI-GS), suggested by Maslach and Jack-
son [18], validated and utilized in numerous studies, was modified and utilized to investi-
gate JBO among the investigated hotel employees. The scale included nine items which
were calculated by using a five-point Likert scale ranging from 1 = never to 5 = always.
A sample item is “You feel emotionally drained from your work”. A greater value of the
average score replicates greater job burnout perceived by the participants. The scale had
good internal consistency (α = 0.910).

The turnover intentions were appraised by means of an improved three-item measure
scale in line with Abdou et al. [55]. These items are as follows: (1) If you are given a choice
to choose once again, you will decide to work in another occupation/job; (2) At present,
you are surely considering saying goodbye to your current job in the hotel; (3) Perhaps I
will make an effort to find a new occupation/job within next year or less. The response rate
was quantified with the help of a five-point Likert scale ranging from 1 = strongly disagree
to 5 = strongly agree. A greater value of the average score replicates a greater intention to
leave. The internal consistency reliability (Cronbach’s alpha) about the turnover intention
scale was 0.906.

The survey was originally prepared in the English language and was then translated
into the native Arabic language of the participants. It was then reverse translated from
Arabic to English for confirming that there existed no changes in meaning. Further, to
guarantee that the study instrument quantifies the constructs set out for measuring the
variables of the study, face validity of the questionnaire was confirmed by four hospitality
academics who were requested to evaluate the content of the questionnaire as well as to
offer any feedback. Additionally, a pilot study was carried out on a sample of 25 hotel
employees, who have not been incorporated in the main sample of the study with the
intent of exploring the viability of the questionnaire by testing if the questionnaire was
appropriate and coherent plus if the questions were clearly understood, well-defined, and
presented consistently. In line with the comments of the participants, a modification was
made to the language and wordings of some statements. Even some statements were also
reorganized and re-ordered.

2.2. Sampling and Data Collecting

As stated earlier, the foremost aim of this study is to ascertain the effect of the work
stress on JBO plus turnover intentions besides exploring the probable facilitating role of
JBO in the association between turnover intentions and work stress in a sample of three-
and four-star hotels in Egypt. For attaining this aim, a self-administered questionnaire
was developed and sent to the selected employees to ascertain their perceptions of the
study constructs (work stress, JBO, and turnover intentions). The research team, using
their associations with human resources managers and employees of the hotels in Egyptian
destinations, requested them to participate in the field study. The convenience sampling
technique is “a type of nonprobability sampling, in which people are sampled simply
because they are convenient sources of data for researchers” Lavrakas [91].

Consequent to the recommendation of Hair et al. [92], a decision was made on the
suitable sample size. They recommended computing the suitable sample size on the basis
of the number of the explored variables. The minimum ratio (variable:sample = 1:10) is
adequate. As a result, the minimum sample size essential for this study was 260 participants,
wherein the total variables under exploration were 26. The sample size of 279 participants
in our study was adequate. Based on the valid responses obtained from the investigated
participants (279), more than three-quarters of the considered participants (77.4%, N =



Int. J. Environ. Res. Public Health 2022, 19, 9724 9 of 20

216) were males and 22.6% were females. Regarding age, participants with an average age
ranging from 30 to 45 years represented the greater category (52.7%, N = 147). In terms of
the educational level of the participants, those who had a university degree represented
41.9% (N = 117). About their marital status, married participants were 72.8% (N = 203).

Participants were informed that taking part in the study is completely voluntary.
Before taking part in this study, they were requested to sign a consent form. Because the
study was using a self-administrated questionnaire, common method variances (CMV)
could pose an issue. For reducing the likelihood of common method variance (CMV),
the participants were guaranteed that the collected data would be kept confidential and
anonymous and would be used only for the research purposes. Participants were requested
to provide answers to all questions honestly, as there were no incorrect or correct responses.
Further, a simple and common statistical tool (Harman’s single-factor test) was used for
discovering CMV [93]. The data collection period lasted nearly two months, from January
2022 to March 2022.

2.3. Data Analysis

The analysis of the collected data was done with the help of SPSS v. 22 and Amos v.
24. For reflecting the respondents’ demographic data besides ascertaining their perceptions
towards study constructs, descriptive statistics incorporating percentage, standard devia-
tion, mean, and frequencies were used. Common method variance (CMV) was observed
via Harman’s single factor test. The reliability and validity of the measurement items were
validated by confirmatory factor analysis (CFA) and reliability analysis (Cronbach’s alpha).
The average variance extracted (AVE) plus composite reliability (CR) were computed for the
validation of the convergent validity. Discriminant validity on the basis of Fornell–Larcker
criterion and Heterotrait–Monotrait ratio (HTMT) was also studied. Finally, structural
equation modeling (SEM) with bootstrapping approach was implemented to ascertain the
direction plus inter-relationships between the study hypotheses.

3. Results
3.1. Descriptive Statistics

Table 1 presents the standard deviation and mean of every construct of the research
study. With regard to the work stress, the investigated participants showed their consent
on the majority of the investigated items, wherein the average mean accounted for 4.02.
Regarding the other constructs, they highly perceived job burnout and turnover intention.
The average mean constituted 4.37 and 4.23, respectively.

3.2. Measurement Model

As stated earlier, the data were gathered with the help of a self-administrated question-
naire. Hence, a common method of variance/bias (CMV) was observed using Harman’s
single-factor test [94]. Consequently, one component was observed to constitute only
41.01% (smaller than 50%) of the variance that divulges that CMV does not characterize a
concern.

For discovering the reliability and validity of the study constructs, CFA using max-
imum probability was administered (see Figure 2). As shown in Table 1, the values of
composite reliability (CR) and Cronbach’s alpha of all latent variables surpass the recom-
mended threshold of 0.80 [92], specifying acceptable internal reliability.
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Table 1. Reliability and Confirmatory Factor Analysis Properties.

Construct/Items
Std.

Loading
(CFA) 1

Mean
(Standard
Deviation)

Cronbach’s
Alpha CR 2 AVE 3

1. Work Stress (WS)

WS1: You must do things that should be done in a
different manner. 0.755

4.02
(0.878) 0.951 0.953 0.591

WS2: You receive an assignment devoid of the required
manpower to accomplish it. 0.768

WS3: You must defy a policy or rule in order to complete
an assignment. 0.743

WS4: You work with two or more groups that operate
quite differently. 0.842

WS5: You receive conflicting tasks from two or more
people. 0.748

WS6: You receive an assignment devoid of suitable
materials and resources to accomplish it. 0.789

WS7: You do things which are appropriate to be taken on
by one person and not taken on by others. 0.813

WS8: You work on unnecessary things. 0.828

WS9: You have not planned clear objectives and goals for
your job. 0.772

WS10: You are aware that you have not divided your time
appropriately. 0.621

WS11: You are not aware of your responsibilities. 0.743

WS12: You do not exactly know what is expected of you. 0.881

WS13: It is not clear what must be done. 0.800

WS14: You are uncertain about your authority. 0.618

2. Burnout (BO)

BO1: You feel emotionally drained from your work. 0.860

4.37
(0.620) 0.910 0.911 0.537

BO2: You feel exhausted by the end of the workday. 0.830

BO3: You feel overtired when you wake up in the
morning and have to experience another day on the job. 0.699

BO4: Working with people of diverse nature all day is
actually a tension for you. 0.674

BO5: You feel burned out due to your work. 0.634

BO6: You feel frustrated by your job. 0.585

BO7: You feel you are working too hard on your job. 0.664

BO8: Working directly with people puts too much tension
on you. 0.849

BO9: You feel like you are simply finished. 0.742
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Table 1. Cont.

Construct/Items
Std.

Loading
(CFA) 1

Mean
(Stan-
dard

Devia-
tion)

Cronbach’s
Alpha CR 2 AVE 3

3. Turnover Intention (TI)

TI1: If you are given a choice to choose again, you will choose
to work in another occupation/job. 0.939

4.23
(0.840) 0.906 0.909 0.769

TI2: At present, you are really considering giving resignation
from your current job in the hotel. 0.800

TI3: Perhaps I will make an effort to find a new job within next
year or less. 0.886

Std. Loading, (CFA) 1 = Standardized Factor Loading, CR 2 = Composite Reliability, AVE 3 = Average Variance
Extracted. Model fit; x2/df = 3.396, p < 0.001, Comparative Fit Index (CFI) = 0.917, Normed Fit Index (NFI) = 0.901,
Incremental Fit Index (IFI) = 0.917, the Tucker–Lewis coefficient (TLI) = 0.907, Root Mean Square Residual (RMR)
= 0.054, Root Mean Square Error of Approximation (RMSEA) = 0.076.
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Construct validity was also studied with the help of discriminant and convergent
validities [95]. Convergent validity demands a factor loading of not less than 0.50 as well
as an average variance extracted (AVE) above 0.50 [96]. The factor loading of all the study
objects is greater than 0.50, and the AVE of each construct was found to be above 0.50,
ranging from 0.537 to 0.769, which indicates that convergent validity has been attained.
In line with the criterion of Fornell–Larcker, the discriminant validity of the constructs
necessitates the square root of AVE of each construct to be higher than its correlation with
another construct. Data in Table 2 exemplify that the AVE’s square root of all the constructs
is greater than their correlations with other ones. Furthermore, the Heterotrait–Monotrait
Ratio of correlations (HTMT) proposed by Henseler et al. [66] to test discriminant validity
was also utilized. In their view, discriminant validity is compromised when the HTMT
value exceeds 0.85. In line with the results in Table 3, all HTMT values were less than 0.85,
indicating that discriminant validity was present in all pairs of latent constructs.
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Table 2. Constructs’ Correlation and Discriminant Validity Based on Fornell–Larcker Criterion.

Construct 1 2 3

1-Work Stress 0.769

2-Job Burnout 0.432 *** 0.733

3-Turnover Intention 0.487 *** 0.364 *** 0.877
*** p < 0.001 The bold diagonal values represent the square root of AVE.

Table 3. Discriminant Validity via HTMT.

Construct 1 2 3

1-Work Stress

2-Job Burnout 0.480

3-Turnover Intention 0.498 0.388
Note: HTMT should be less than 0.85 Henseler et al. [97].

Concerning the fit of the study’s model, the data presented in Table 1 indicate that it
was good; x2/df = 3.396, p < 0.001, Comparative Fit Index (CFI) = 0.917, Normed Fit Index
(NFI) = 0.901, Incremental Fit Index (IFI) = 0.917, Tucker–Lewis coefficient (TLI) = 0.907,
Root Mean Square Residual (RMR) = 0.054, Root-Mean Square Error of Approximation
(RMSEA) = 0.076.

3.3. Structural Equation Modeling (SEM)

To determine the direction and interconnections among study hypotheses, SEM was
brought into play. Data in Table 4 divulged that the fit of the research model was good
as acclaimed by Hair et al. [92]. The goodness of fit indices was as follows; x2/df =
3.396 p < 0.001, CFI = 0.917, NFI = 0.901, IFI = 0.917, TLI = 0.907, RMR = 0.054, RMSEA =
0.076. The results in Table 4 and Figure 3 elucidate the direct effect of work stress on job
burnout and turnover intention, and the indirect effect of work stress on turnover intention
via the facilitating role of job burnout. Hypothesis 1 (Work stress significantly affects
employees’ turnover intentions) is supported (β = 0.403, t-value = 7.376, p < 0.001). Likewise,
work stress significantly and positively affects job burnout (β = 0.432, t-value = 8.223, p
< 0.001). Hence, H2 is supported. Hypothesis 3 that anticipated that JBO significantly
affects TI (β = 0.193, t-value = 3.654, p < 0.001) is also supported. A bootstrapping approach
was utilized to validate the indirect association between turnover intention and work
stress besides exploring the role that job burnout might play in it. The results in Table 4
emphasized that WS had indirect, positive, and significant effects on TI via JBO (β = 0.083,
t-value = 2.452, p < 0.01). Henceforth, H4 is accepted. To analyze the arbitration effect
of JBO on the association between professed WS and TI, the path was appraised using
both partial and full mediation suggestions from Kelloway [98] and Zhao et al. [99]. They
showed that full mediation can only be determined if the indirect impacts are significant,
whereas the direct impacts are not significant; partial mediation can only be established if
both paths are significant. According to the outcomes of the SEM, we can conclude that
JBO partially mediates the relationship between WS and TI.
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Table 4. Structural Parameter Estimates.

Hypothesized Path Standardized Path
Coefficients t-Value Results

H1: Work stress
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4. Discussion and Implications

The main objective of this research was to identify the impact of work stress on
employees’ turnover intentions as well as to explore the potential mediating role of JBO in
the relationship between WS and TI in a sample of three- and four-star hotels in Egyptian
destinations. In line with the earlier literature, the intangible model suggested in this
study hypothesized that work stress meaningfully impacts the turnover intention of the
employees directly and indirectly via job burnout. Likewise, the model also assumed that
work stress has a noteworthy impact on job burnout, and JBO too has a substantial impact
on the turnover intention of the employees.

With regard to the association between WS and TI, the outcomes of the study revealed
that WS has a significant positive effect on TI among the surveyed hotels’ employees. This
outcome is consistent with the findings of most prior studies that examined the association
between two constructs. Prasetio et al. [60] concluded that WS positively and significantly
affects employees’ turnover intention in a privately owned hotel in Karawang, West Java.
Further, this finding supports the results of the empirical study conducted by Rehman and
Mubashar [100] on a sample involving 200 employees from dissimilar hotels in Lahore,
Pakistan, who concluded that work stress is positively correlated with turnover intentions.
This finding reinforces the empirical study outcomes adopted by Babakus et al. [101] on
Turkish hotel employees suggesting that role stressors (role ambiguity and role conflict)
provoke emotional exhaustion of the frontline employees. Moreover, a study conducted in
seven cities in South China by Wen et al. [74] confirmed that role stress as a four-dimensional
construct (i.e., quantitative overload, qualitative overload, ambiguity, and conflict) has
a statistically significant effect on hotel front-line employees’ turnover intentions. From
this finding, one can conclude that the greater the professed work stress, the greater the
professed turnover intentions among hotel employees. Hotel employees who have lesser
stress levels will exhibit a lower level of intention to quit.

Additionally, the findings of the study confirmed the causal relationship between WS
and JBO. The study findings indicated that employees’ job burnout is significantly and
positively affected by work stress. This finding fosters the results of previous research
that argued that WS positively and significantly affects JBO in the hotel industry (i.e., Wan
et al. [74]; ‘Sunny’ Hu and Cheng [73]; Chiang and Liu [88]. Among hotel supervisors
in Taiwan hotels, ‘Sunny’ Hu and Cheng [73] suggested that the foremost job stress of
the hotel administrators emanates from the characteristics of the assigned task and the
amount of work which significantly affects employees’ job burnout. Chiang and Liu [88]
examined the association between burnout and job stress among room attendants. They
indicated a positive association between job stress and job burnout. The room attendants
experiencing job stress do have greater job burnout. Furthermore, the outcome of this
research study is in accordance with that revealed by Jung et al. [91] who investigated
the relationship between WS and JBO among the Korean hotels’ culinary employees and
exhibited a positive connection between burnout and the perceptions of role stress of the
employees. Upon the previous finding, we confirm that WS is the main predictor of JBO
among Egyptian hotel employees. The higher the perceived job stress, the greater the
job burnout.

The finding of the study also indicated that JBO has a positive significant impact on
TI. From this finding, it could be suggested that the greater the perceived JBO, the higher
the perceived TI. This outcome is in line with the pragmatic study findings conducted by
Babakus et al. [101] who confirmed the positive significant relationship between hotel front-
line employees’ turnover intentions and emotional exhaustion in Turkish hotels. Among
restaurants’ service frontline employees, Han et al. [78] concluded that job burnout is a key
forecaster of employees’ turnover intentions. This outcome is also in agreement with Wen
et al. [74] who found that burnout has a significant positive effect on employees’ turnover
intention. Hence, one can conclude that the greater the experienced JBO, the greater the
professed TI.
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Regarding the facilitating role of job burnout in the work stress—turnover intention
relationship—the finding of the study suggested that job burnout to some extent arbitrates
the relationship between WS and TI. This outcome is in agreement with the outcomes of
earlier studies in different contexts. Cho et al. [102] showed that emotional exhaustion
to some extent arbitrates the association between job stress factors (conflict, ambiguity,
and overload) and turnover intention of the employees in the airline industry. Further,
in the hospital context, Tziner et al. [97] concluded that job burnout partially mediates
the association between turnover intentions and work stress among hospital physicians.
This outcome is at odds with Wen et al. [74] who revealed that job burnout fully arbitrates
the association between turnover intention and role stress; hotel employees with the
role stress do not put up resignation immediately unless they encounter higher levels
of burnout. In commercial banks of Pakistan, Aqeel and Sher [103] revealed that the
association between job stress and turnover intention is partially arbitrated by job burnout.
As a result, it could be concluded that hotel employees experiencing prolonged or excessive
job stress can eventually become emotionally exhausted, which can ultimately lead to
voluntary turnover.

In essence, the findings of this research study confirm that the work stress and job
burnout are the key predictors of turnover intentions of the employees. Furthermore, the
blatant work stress positively and significantly impacts JBO. Additionally, the outcomes
demonstrate that JBO significantly arbitrates the association between work stress and
turnover intentions.

Upon the findings of the study, some pragmatic implications for practitioners of the
hotel industry could be interpreted as follows. The findings of this study would help
policymakers, hotel managers, and practitioners in formulating policies for diminishing
work stress, job burnout, and turnover intentions among hotel employees. Hotel managers
need to understand that creating a flexible and supportive work environment among hotel
employees is vital. Employee retention can be enhanced by reducing work stress and
providing a more enjoyable working environment. Receiving assignment work without
the adequate resources and workers to execute it, receiving conflicting requirements from
two or more people, having unclear or unplanned objectives, unclear explanations of
what has to be done, and dividing work time improperly should be discouraged. Having
adequate social and organizational support from hotel supervisors and managers is crucial.
Social and organizational support from hotel executives significantly negatively affects JBO
and TI and positively affects employees’ emotional engagement. Providing a supportive
work environment that encourages mindfulness and resilience among hotel employees is
extremely important. Practicing mindfulness aids in the self-control of thoughts, feelings,
and behaviors, thereby minimizing burnout-causing emotional stress. Further, under
stressful situations, resilient employees engage in active coping strategies that allow them
to overcome adverse circumstances more effectively. Factors affecting the level of stress,
job burnout, and turnover intentions among hotel employees should be identified.

5. Limitations and Further Research

In the current study, we have encountered some limitations. Firstly, this study was
conducted on hotel employees serving in three- and four-star hotels in Egypt. Therefore,
it would be difficult to generalize these results. These findings should apply specifically
to this category of the hospitality industry. Possibly, the upcoming research may examine
how employees perceive WS, JBO, and TI in other hotel types (such as luxury hotels).
Secondly, as a mediator in the relation between WS and TI, the study only examined one
dimension of job burnout (emotional exhaustion). In future research, the other dimensions
of JBO (depersonalization and reduced personal accomplishment) may also be explored.
Thirdly, the data was gathered with the help of a self-administered questionnaire, allow-
ing the participants to provide answers to the questions consistent with their personal
perceptions. Future research may provide a better understanding if it is conducted using
both quantitative and qualitative methods. Fourthly, future studies may examine how JBO
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affects the other variables associated with behavior and attitude of the employees instead
of their turnover intentions (i.e., performance, satisfaction, commitment, organizational
citizenship behavior . . . etc.). Finally, backgrounds and consequences of work stress in
other hospitality sectors (i.e., restaurants, resorts, cruises . . . etc.) may be examined.

6. Conclusions

Work stress represents the employee’s feeling in a negative emotional state towards
the work environment and his inability to deal with work pressure as a result of its accu-
mulation, resulting in a state of job burnout, which is considered one of the occupational
health risks, affecting the job satisfaction rate and impacting the rate of achievement and the
employee’s lack of productivity and status from imbalance, ultimately resulting in a state
of boredom that reaches the severity of depression for employees in the work environment.
All of these reasons lead to employees’ desire to leave work and search for other jobs in
other hotels, where the intensity of the pressure is less than in their current job. The study
recommends the necessity of identifying the causes of work pressures, relieving them,
distributing tasks to employees equally, and observing organizational justice in hotel work,
as an attempt to diminish the severity of job burnout amongst employees as well as to
convince them to fit the current work environment with their living conditions so that they
do not have the intentions of work turnover and the search for another job. For sustaining
the competent/qualified employees at work, it will be beneficial to certify the insights that
the valuable contributions of the employees are imperative for the hotel. Furthermore, the
management of the hotel must take care of the employees. Even if the performance of the
employees in the organization declines due to any reason, the executives must support the
employees for their welfare and happiness and should permit them to pursue their work.
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