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CONFERENCE CHAIR’S REMARKS  
PROFESSOR AGUNG DHARMAWAN BUCHDADI, ST, MM, Ph.D 

 
Good morning, 

Assalamualaikum warahmatullahi wabarakatuh, 

Distinguished guests, speakers, colleagues, and participants. 
 
 
It is a great pleasure to welcome you to the Third International Conference on Accounting, 

Management, Economics, Business, and Social Sciences (ICAMEBSS). We are honored by the 

participation of delegates from Indonesia, Malaysia, Türkiye, Nigeria, and China, reflecting 

our shared commitment to advancing knowledge and fostering global collaboration. 

ICAMEBSS serves as a platform for meaningful academic dialogue, where ideas are 

exchanged, research is celebrated, and innovative solutions to global challenges are explored. 

In this dynamic era of digital transformation and social complexity, our discussions aim to 

bridge disciplinary, national, and generational boundaries. 

This conference brings together scholars, professionals, and emerging researchers to address 

critical themes such as digital innovation, sustainable finance, inclusive development, and 

ethical leadership issues that connect academic insight with real-world impact. The diversity 

of perspectives represented here enriches our understanding and drives transformative 

discussion. 

We are particularly proud to support young researchers, giving them a platform to share their 

work and engage with experienced academics. Their participation ensures the continuity of 

scholarly excellence and leadership in our fields. 

On behalf of the organizing committee, I extend heartfelt gratitude to our keynote speakers, 

presenters, moderators, and institutional partners for their dedication. To our sponsors and 

collaborators, thank you for your trust and support. 

May this conference inspire innovation, collaboration, and action transforming knowledge into 

impact and fostering a community united by the pursuit of shared progress. 

 
 
 
Thank you for being part of ICAMEBSS. 

May this experience be enlightening, impactful, and fulfilling. 

Wassalamualaikum warahmatullahi wabarakatuh.  
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MORE THAN JUST A PAYCHECK: UNPACKING THE GEN Z JOB 
HOPPING PHENOMENON FROM A WELL-BEING AND 

ORGANIZATIONAL JUSTICE PERSPECTIVE 

Fanlia Prima Jaya1, Firdaus2, Yuliana3 
1,3Department of Management, STIMI Banjarmasin, Indonesia 

2Department of Management, Faculty of Economics, Universitas Islam Kalimantan MAB 
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Abstract 

This study aims to examine the mediating role of Organizational Justice in the relationship 
between Holistic Well-being Support and Turnover Intention among Generation Z employees. 
The increasing phenomenon of job hopping among Gen Z highlights the importance of 
understanding the factors that drive their intention to leave a job. This research employs a 
quantitative approach, utilizing a survey method. Data was collected from 100 Gen Z 
employees working at an event organizer company. Data analysis was conducted using the 
Partial Least Squares (PLS) method to test the mediation hypothesis. The results show that 
Holistic Well-being Support has a negative and significant effect on Turnover Intention. 
Additionally, it was found that Organizational Justice acts as a partial mediator in this 
relationship. This means that when Gen Z feels they receive good well-being support, their 
intention to change jobs decreases. This relationship is strengthened if they also perceive 
fairness within the organization. The practical implication of this research is that companies 
must not only provide well-being programs but also ensure fair policies and practices. By doing 
so, companies can improve the retention of Gen Z employees and reduce the costs associated 
with employee turnover. 

Keywords: Holistic Well-being Support, Organizational Justice, Turnover Intention, Job 
Hopping. 

 

1. Introduction 
The world of work in the 21st century is now marked by the presence of Generation Z (Gen 

Z), those born between 1995 and 2010, with unique characteristics and different demands from 
previous generations (Francis & Hoefel, 2018). This generation, projected to comprise a quarter 
of the total global workforce by 2025 (Deloitte, 2023), brings a new work ethic that challenges 
the traditional loyalty paradigm in organizations. One of the most prominent manifestations of 
this dynamic is the phenomenon of job hopping, characterized by the tendency to change jobs 
frequently within a relatively short period. 

For companies, Gen Z job hopping is often viewed as a threat—an indication of high 
turnover levels that result in financial burdens due to repetitive recruitment and training 
processes, as well as lost human resource investment (Nurfajrina, 2023). Those who move 
frequently are often considered less loyal and less reliable in the long term. However, let us 
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look deeper through the lens of Gen Z. This phenomenon is not just an issue of disloyalty, but 
a career strategy that is realized as an effort to explore, develop diverse skills, and look for 
opportunities that are more professionally and financially profitable (Alviansyah, 2025; 
Wahyudi et al., 2024). 

It is essential to recognize that Gen Z's motivation for work has undergone a shift. They 
view work as "More Than Just a Paycheck"; they seek values that go far beyond material 
rewards. Their main priority is not just salary, but overall well-being (Tempo.co, 2024). Data 
show that factors such as work-life balance are the primary considerations for an essential need 
that significantly influence their decision to stay or leave (Deloitte, 2023; Putri & Sumaryono, 
2023). A low Work-Life Balance level is strongly related to high job-hopping intentions 
(Amruloh et al., 2023). Well-being at work for Gen Z includes a sense of appreciation, a 
supportive work environment, and maintained mental health (Clarista & Etikariena, 2024). 
When the work environment fails to meet this dimension of well-being, switching jobs 
becomes a self-defense mechanism, as individuals seek a place where they can feel valued and 
live life to the fullest. This is why this study chose to explore job hopping not only as a business 
issue, but also as a humanitarian call from the younger generation, who are seeking actual value 
in their professional lives. 

Another important aspect that often triggers job hopping is the issue of Organizational 
Justice. Gen Z is known for being a vocal generation against injustice and often uses social 
media platforms to voice their dissatisfaction with unfair treatment in the workplace (Salendu, 
2024). When Gen Z employees feel that their participation is not appreciated, there is a lack of 
recognition of ideas and results, or there is a culture of favoritism, the perception of injustice 
increases, and the intention to move (turnover intention) is strengthened (Naresh & Ratham, 
2015; Nurfajrina, 2023). The concept of Organizational Justice, which encompasses fairness 
in the distribution of outcomes (distributive), the decision-making process (procedural), and 
interpersonal treatment (interactional), plays a crucial role in shaping employee commitment 
(Perreira et al., 2018). A positive perception of fairness can mediate job satisfaction and even 
reduce withdrawal behaviors such as quiet quitting (Sari & Setyawan, 2025). Thus, if Gen Z 
feels that the work environment is not transparent, the promotion process is not objective, or is 
treated unequally, their expectations for the future in the company will be low, which ultimately 
encourages them to jump in search of a more "green" and fairer field (Nurfajrina, 2023). 
Although previous studies have linked Gen Z's job hopping to factors such as boss support, 
commitment, and work-life balance (e.g., Clarista & Etikariena, 2024; Putri & Sumaryono, 
2023), there is still a significant research gap in holistically dissecting how the specific 
dimension of psychological well-being and organizational fairness simultaneously influence 
Gen Z's decision to change jobs. A comprehensive understanding of these two perspectives 
will provide a more humanistic and strategic insight for organizations to build a work 
environment that is not only efficient but also ethical and supportive. 

This study aims to in-depth analyze the role of Employee Welfare and Organizational 
Justice as the main predictor factors for job hopping intentions in Generation Z. It is hoped that 
these findings will not only enrich the scientific treasures of Human Resource Management, 
Organizational and Industrial Psychology, but it also provides a practical roadmap for HR 
leaders and practitioners to create a resilient and humane work culture, where every Gen Z 
individual feels valued, fair, and prosperous. 
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2. Literature Review 

Holistic Well-being Support 
The concept of Holistic Well-Being refers to the balanced and optimal state of 

individual functioning in various aspects of life, not only free from disease, but also 
reaching its full potential (Ryan & Deci, 2001). In an organizational context, Holistic Well-
Being Support refers to a company's planned and systematic effort to promote and maintain 
an optimal balance among its employees (Zimmerman, 2018). Indicators Holistic Well-
being support: 
1) Physical Wellness. Involves physical health, fitness, and energy to carry out daily work 

tasks. Corporate support can be in the form of sports facilities, health programs, or 
comprehensive health insurance (Loehr & Schwartz, 2003). 

2) Mental and Emotional Wellness. It relates to the individual's ability to manage stress, 
achieve emotional balance, and develop cognitive potential. This support includes 
Employee Assistance Programs (EAPs), stress management training, and a stigma-free 
work environment (Seligman, 2011). 

3) Social Wellness. Refers to the quality of interpersonal relationships in the workplace, 
including the support of co-workers and superiors. An inclusive work environment and 
opportunities for positive social interaction are key (Grant & Berg, 2012). 

4) Work-Life Balance. An individual's ability to manage the demands of work and 
personal life without significant conflict. Flexible working policies and clear work 
boundaries are the primary forms of support (Greenhaus, Collins, & Shaw, 2003). 

 
Organizational Justice 

Organizational fairness refers to the extent to which employees perceive workplace 
treatment and decisions as fair and ethical (Greenberg, 1990). This perception of fairness 
shapes employees' attitudes, behaviors, and loyalty to the company. Indicators of 
Organizational Justice (Four-Factor Justice theory): 
1) Distributive Justice. Refers to fairness in the allocation of proceeds or rewards (e.g., 

salary, promotions, bonuses). Employees assess whether their input (effort and skill) 
and output (rewards) ratios are equivalent to those of their coworkers (Adams, 1965). 

2) Procedural Justice. Relating to the fairness of the process or mechanism used to 
determine outcomes (e.g., performance evaluation process, complaint mechanism). 
Employees want the procedures used to be consistent, unbiased, accurate, and 
correctable (Thibaut & Walker, 1975). 

3) Interpersonal Justice. Refers to the level of dignified, respectful, and courteous 
treatment that employees receive from superiors and decision-makers during the 
process of implementing procedures (Bies & Moag, 1986). 

4) Informational Justice. Ensure fairness in the explanations provided to employees 
regarding procedures and the outcome of decisions. This includes the extent to which 
the explanation is adequate, honest, and timely (Colquitt, 2001). 
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Turnover Intention 
Turnover Intention is defined as the subjective probability and conscious plan of an 

employee to leave the organization within a specific period of time in the future (Tett & 
Meyer, 1993). This intention is the strongest predictor of actual turnover behavior, 
including job hopping. In this study, this variable was examined through negative triggers 
from the work environment. Turnover Intention Indicator: 
1) Job Stress. Dangerous physical and emotional reactions that arise when job demands 

do not match the employee's abilities, resources, or needs (Quick & Quick, 2007). 
High stress levels directly increase the intention to look for another job. 

2) Burnout. Psychological syndromes, characterized by emotional exhaustion, 
depersonalization, and decreased personal achievement, often occur as a result of 
chronic work stress (Maslach, Schaufeli, & Leiter, 2001). Burnout is one of the most 
common reasons Gen Z seeks "rest" by changing workplaces. 

3) Toxic Workplace. An organizational culture characterized by destructive conflict, 
unethical behavior, lack of respect, and psychological insecurity. This environment 
substantially reduces commitment and triggers a desire to escape (Frost, 2007). 

4) Leadership. The qualities and leadership style of the direct superiors. Unsupportive, 
abusive, or unfair leadership can damage morale, trigger dissatisfaction, and 
encourage employees to leave the organization (Tepper, 2007). 

 
3. Materials and Methods 

1) Design study 
This study uses a quantitative approach. This approach was chosen to test the causal 

relationships and mediations between hypothesized variables, allowing researchers to 
generalize findings based on statistical analysis on a representative sample (Creswell & 
Creswell, 2018) 

The method used is a survey method. The survey method was chosen because it was 
effective in collecting data from a large number of respondents regarding their attitudes, 
perceptions, and intentions (Leavy, 2017). Data collection was carried out through a 
standard instrument (questionnaire) aimed at the research subject. This study involved three 
main variables: 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Conceptual Framework 
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The hypotheses in this study are as follows: 
H1  The Holistic Well-being support has a significant effect on the Turnover Intention of 

Gen Z employees 
H2  The Holistic Well-being support has a significant effect on the Organizational Justice 

of Gen Z employees 
H3  The Holistic Well-being support has a significant effect on the Turnover Intention of 

Gen Z employees through organizational Justice. 
Table 1. Variable Operational Definition 

Variable Variable 
Type Operational Definition 

Holistic Well-
being Support 

Variable 
exogenous 

Gen Z employees' perceptions of the support the 
company provides for their physical, mental, social, and 
work-life balance. 

Organizational 
Justice 

Mediation 
Variables 

Gen Z employees' perceptions of the level of fairness in 
the allocation of rewards, procedures, and interpersonal 
treatment, and the information they receive at work. 

Turover 
Intention 

Variable 
endogenous 

Subjective plans and awareness of Gen Z employees to 
leave the organization in the near future. 

 

The population in this study is 2,129,280 people working in South Kalimantan Province 
(BPS, 2024). the selection of employees as a sample (respondents) in this study uses the 
purposive sampling technique, which is a sampling technique with special consideration, 
namely GenZ employees; The number of samples used in this study was determined using 
the Lemeshow formula (Saputra, Mochammad Ronaldy Aji, 2023) used to take sample 
sizes from populations that are not known for sure in quantitative research. 

 
 
 
Keterangan: 
N =Total Population 
n = Minimum Sample Size 
Z = Standard values of normal distributions, Confidence level 95% Z = 1.96 
P = Approximate proportions = 0.5 
1 – P = Q (Complement of P) 
d = margin of error 0.10 (10%) 
 
 

 
 
 
 
 
 
 
 
 
The minimum sample size is 96.3 or rounded to 100 respondents. Data was collected 

through an online questionnaire that contained statements to measure the three main 
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variables. A measurement scale commonly used in quantitative research, particularly in 
psychology and management, is the Likert Scale. 

 
2) Data analysis 

Data analysis was conducted using Partial Least Squares (PLS). PLS was chosen 
because of its excellence in testing complex models with latent variables and mediating 
relationships, even with relatively small sample sizes (Hair, Hult, Ringle, & Sarstedt, 
2017). The Analysis Steps are as follows: 
1) Evaluation of Measurement Models (Outer Model): To test the validity (convergent 

and discriminant) and reliability (internal consistency) of the instrument. 
2) Evaluation of Structural Models (Inner Models): To test the hypothesis of 

relationships between variables  
3) Mediation Hypothesis Test: Using the bootstrapping method in PLS to determine the 

type of mediation (partial or complete) of Organizational Justice in the relationship 
between Holistic Wellbeing Support and Intention to Switch Jobs. 

 

4. Result 
1) Outer Model 

Output Partial Least Squares (PLS) in Model form path diagram as shown in Figure 2. 
PLS output: 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 2. Outer Model Partial Least Squares 

 
Convergent validity with reflecting (latent) signs is the outer model based on testing. 

According to (Solimun et al., 2017)An indicator is deemed legitimate if its loading value 
is greater than 0.5 and/or its T-statistic value is greater than 1.96. At α = 0.05, where the 
critical value is 1.96, the statistics are approximately normally distributed. From Figure 2 
of the PLS output above, it can be decomposed into text as follows: 

 
1) Construct ratio: The Holistic Well-Being Support 

Based on Figure 2 mentioned above, the construct validity of the Holistic Well-Being 
Support ratio can be tested, as shown in Table 2 below. 
Table 2: Result Outer Loading Variabel The Holistic Well-Being Support 
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Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) P Values 

MEW <- The Hollistic Well-being Support 0.734 0.722 0.115 6.375 0.000 
PW <- The Hollistic Well-being Support 0.685 0.673 0.095 7.210 0.000 
SW <- The Hollistic Well-being Support 0.755 0.750 0.071 10.570 0.000 
WLB <- The Hollistic Well-being Support 0.806 0.799 0.059 13.767 0.000 

 
From Table 2, it can be seen that the four indicators in the variable, Holistic Well-

Being Support, with the original sample value, are above the value of 0.5. The T-statistics 
are above the value of 1.96, indicating that Physical Wellness (PW), Mental and Emotional 
Wellness (MEW), Social Wellness (SW), and Work-Life Balance (WLB) can be included 
in the next test. 

2) Construct Ratio Organizational Justice 
Based on Figure 2 mentioned above, the value of the Construct Validity of the 

Organizational Justice ratio can be tested, as shown in Table 3 below. 
Tabel. 3 Result Outer Loading Variable Organizational Justice 

 
Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) P Values 

DJ <- Organizational Justice 0.668 0.667 0.065 10.332 0.000 
PJ <- Organizational Justice 0.737 0.737 0.063 11.757 0.000 
InJ <- Organizational Justice 0.797 0.797 0.047 16.948 0.000 
IFJ <- Organizational Justice 0.803 0.805 0.046 17.401 0.000 

 
From Table 3, it can be seen that the four Indicators in the Organizational Justice 

variable, with the original sample value above 0.5, have T-statistics above 1.96, which 
means that Distributive Justice (DJ), Procedural Justice (PJ), Interpersonal Justice (InJ), 
and Informational Justice (IFJ) can be included in the next test. 

 
3) Construct Ratio Turnover Intention 

Based on Figure 2 above, the Validity value of the Turnover Intention ratio construct 
can be tested, as shown in the following Table 4 values. 
Table 4: Result Outer Loading Variabel Turnover Intention 

 
Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) P Values 

JS <- Turnover Intention 0.638 0.633 0.098 6.526 0.000 
BO <- Turnover Intention 0.784 0.782 0.055 14.321 0.000 
TW <- Turnover Intention 0.755 0.753 0.059 12.746 0.000 
LD <- Turnover Intention 0.731 0.738 0.065 11.159 0.000 

From Table 4, it can be seen that the four Indicators in the variable Turnover Intention 
with the original sample value are above the value of 0.5. The T-statistics are above 1.96, 
which means that Job Stress (JS), Burnout (BO), Toxic Workplace (TW), and Leadership 
(LD) can be included in the next test. 
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A reliability test, which aims to assess the dependability of each indicator, follows the 
completion of the validity test on the construct. Composite Reliability values are used to 
determine the results of reliability testing. 
 
Table 5. Composite Reliability 

  Composite Reliability 
Organizational Justice 0.839 
The Holistic Well-being Support 0.834 
Turnover Intention 0.819 

Based on Table 5, the reliability values of the four variables were calculated; the 
Composite Reliability result was greater than 0.70, indicating that all of these variables are 
reliable. 

 
2) Inner Model 

As demonstrated by the value of R-Square in the latent variable equation, testing the 
inner model (Solimun et al., 2017) is denoted as Q2 = 1 - (1 - R12) (1 – R22)… (1 – Rn2). 
R-squared Based on the findings of this study's investigation, from Table 5, the value of 
Q2, using what Solimun stated in (Solimun et al., 2017): 
Q2 = 1- (1 - R12) (1 – R22) …. (1 – Rn2) 
Q2 = 1- (1 – 0.839) (1 – 0.834) (1 – 0.819) 
Q2 = 1- (0.161) (0.166) (0.181) 
Q2 = 1- (0.004837406) 
Q2 = 0.995162594  

From the results of the analysis calculation Q2 = 0.995162594, it can be interpreted that 
the model is perfect; namely, the variables included in the model can explain the 
phenomenon of turnover Intention of Employee Gen Z by 99,51% while the remaining 
0.49% is explained by other variables that have not been included in the model and errors. 

3) Hypothesis Test 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 3. Bootstrapping output PLS 
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Table 6. Result for inner weight 

  
Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) P Values 

The Holistic Well-being Support è Turnover Intention 0.115 0.109 0.060 1.911 0.057 
The Holistic Well-being Support èOrganizational Justice 0.449 0.473 0.122 3.669 0.000 
The Holistic Well-being Support è Organizational Justice 
è Turnover Intention 0.376 0.399 0.104 3.617 0.000 

 
Based on Table 6 above, the results of hypothesis testing can be explained as follows: 
H1  The Holistic Well-being support has a significant effect on the Turnover Intention of 

Gen Z employees. 
The path coefficient marked vivacious is 0.115 with a calculated Tcount value of  
1.911, greater than Ttable or T(0.05); DF=n-k-1=100-2-1=97) = 1.660. This means that the 
Holistic Well-Being Support has no significant effect on Turnover Intention. So, the 
first hypothesis (H1) is rejected. 

H2  The Holistic Well-being support has a significant effect on the Organizational Justice 
of Gen Z employees. 
The path coefficient marked vivacious is 0.449 with a calculated Tcount value of  
3.669, greater than Ttable or T(0.05); DF=n-k-1=100-2-1=97) = 1.660 artinya The Holistic Well-
Being Support berpengaruh signifikan terhadap Organizational Justice. So, the second 
hypothesis (H2) is accepted. 

H3  The Holistic Well-being support has a significant effect on the Turnover Intention of 
Gen Z employees through organizational Justice. 
The path coefficient marked vivacious is 0.376 with a calculated Tcount value of  
3.617, greater than Ttable or T(0.05); DF=n-k-1=100-2-1=97) = 1.660. The Holistic Well-Being 
Support has a significant impact on Turnover Intention through Organizational Justice. 
So, the third hypothesis (H3) is accepted. 

 
5. Discussion 

1) The Holistic Well-being support has no significant effect on the Turnover Intention of 
Gen Z employees. 

These findings are surprising and contradict some early literature that places well-
being and Work-Life Balance (WLB) as top priorities and direct predictors of Gen Z 
turnover intention. 

Welfare programs such as sports facilities or flexible WLB—may already be 
considered a hygiene factor or minimum standard. The difference is how the program 
is run. If a program exists but its implementation is inconsistent, or is only enjoyed by 
a particular group (favoritism), Gen Z will perceive it as an injustice, thus nullifying 
the immediate positive effects of welfare support, this means Focus on 
Implementation, Not Just Existence: These findings suggest that the existence of a 
welfare program alone is not enough to hold Gen Z back. 

Although Welfare Support is not directly significant, it remains an important 
exogenous variable and affects Organizational Fairness (H2 accepted). The program 
should incorporate a holistic approach, as work-life balance is proving to be an 
essential factor for Gen Z. Offering more flexibility and more precise work boundaries 
can help strike a balance between work and personal life. Ensuring access to Physical 
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Wellness and Mental and Emotional Wellness programs is real, accessible, and stigma-
free. 

2) The Holistic Well-being support has a significant effect on the Organizational Justice 
of Gen Z employees. 

These findings have important theoretical implications. When companies provide 
comprehensive support, ranging from Employee Assistance Programs (EAP) to Social 
Wellness, Gen Z employees tend to interpret it as proof that the organization genuinely 
cares about them. 

This perception of care translates into a sense of fairness, particularly in the 
dimensions of Interpersonal Justice (a sense of respect and being treated with dignity) 
and Informational Justice (transparency and adequate explanation). A well-
communicated and inclusive employee wellness program (WLB) will increase Gen Z's 
perception of justice, meeting their demands for an ethical and supportive work 
environment. Welfare support, therefore, is a powerful input to build perceptions of 
justice. 

3) The Holistic Well-being support has a significant effect on the Organizational Justice 
of Gen Z employees. 

Key findings from the study: Organizational Justice serves as a key psychological 
mechanism that translates well-being support programs into retention intentions in 
Gen Z. When companies provide adequate Holistic Well-Being Support (X), Gen Z 
employees will first interpret it as a form of Organizational Justice (Z), mainly 
procedural and interpersonal justice. This sense of fairness then significantly and 
strongly suppresses turnover intention (Y).  

Organizational Justice functions as a guarantor of the effectiveness of welfare 
programs. WLB programs, for example, are effective in reducing burnout and work 
stress only if Gen Z feels that the process of allocation and utilization (Procedural 
Justice) and communication of the program (Informational Justice) is done honestly 
and transparently. If Gen Z feels disappointed and mistreated, they will use job 
hopping as a self-defense and exploration mechanism to seek a fairer company. This 
aligns with the literature, which suggests that Gen Z is particularly vocal about 
addressing workplace injustices. 
 

Implication 
The results of this study provide a clear roadmap for HR practitioners, particularly in 

industries vulnerable to Gen Z job hopping, such as event organizers. Integration of Welfare 
and Justice: Companies should not view welfare and justice programs as two separate 
entities. On the contrary, Justice is a Welfare Implementation Strategy. Management should 
ensure that welfare benefits (e.g., time flexibility, EAP counselling access) are distributed 
and implemented through a process that: 
1) Consistent and Unbiased (Procedural Justice): The WLB rules apply equally to all, not 

just favoritism from superiors. 
2) Transparent and Clear (Informational Justice): The reasons behind the dense event 

organizer policy must be communicated honestly and adequately. 
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3) Respect and Courtesy (Interpersonal Justice): Managers should treat Gen Z with 
dignity, especially when communicating decisions related to Work Life Balance or 
Toxic Workplace. 
 
To increase Gen Z retention and reduce turnover costs, investments in welfare programs 

should be strengthened with an emphasis on fairness, as fairness is a key partial mediator. 
Without justice, Welfare Support risks becoming an expensive but ineffective initiative. 

 
6. Conclusion and Recommendation 

Based on the results of the study, the conclusions that can be given in this study are as 
follows: 
1) The Holistic Well-being support has no significant effect on the Turnover Intention of Gen 

Z employees. 
2) The Holistic Well-being support has a significant effect on the Organizational Justice of 

Gen Z employees. 
3) The Holistic Well-being support has a significant effect on the Organizational Justice of 

Gen Z employees. 
 
Based on this, the researcher provides practical advice that focuses on strengthening the 

element of justice in implementing welfare programs to reduce Job Hopping in Gen Z 
employees as follows: 
1) Implementation of Procedural Justice: Create a welfare policy, especially related to Work-

Life Balance (WLB), that has clear, consistent, and equal rules for all Gen Z employees. 
Make sure the performance evaluation process that affects promotions or bonuses is 
transparent, bias-free, and correctable 

2) Improving Informational Justice: Ensure that all communications regarding Mental and 
Emotional Wellness (EAP) programs, WLB benefits, or organizational structure changes 
are done adequately, honestly, and promptly. Example: Provide a detailed explanation of 
why hours in the event organizer industry can sometimes be very intensive, and provide 
clear compensation or time off in return (decision transparency). 

3) Strengthening Interpersonal Justice: Train managers and direct supervisors to always treat 
Gen Z employees with dignity, courtesy, and respect. Example: Managers should avoid 
abusive behavior or unsupportive leadership styles, which can lead to dissatisfaction and 
turnover. 

4) For the next researcher, it is recommended to conduct a study by adding the moderation 
variable of Industry Type (e.g., comparing the event organizer industry with the IT 
industry) to see if the intensity and pressure of moderation work is related to Organizational 
Justice and Turnover Intention.  
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