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Abstract: The main aim of this research is to examine the impact of AI awareness on the intention of employees in five-star 

hotels in Egypt to leave their jobs, with a focus on understanding the mediating roles of job burnout and psychological 

contract breach in this relationship. To evaluate the proposed model, 303 responses from full-time employees in five-star 

hotels were analyzed using the PLS-SEM approach. The results indicate that AI Awareness significantly contributes to 

increased employee intention to leave, job burnout, and perceived psychological contract breach. Additionally, both job 

burnout and perceived psychological contract breach have a positive effect on employees' intention to leave. The study furthe r 

highlights the mediating role of AI awareness in influencing intention to leave through job burnout and perceived 

psychological contract breach. This study makes significant theoretical contributions by revealing how AI awareness 

influences employee turnover through psychological and emotional mechanisms, rather than direct causality.  It extends 

existing theories by showing that AI awareness triggers burnout and perceptions of psychological contract breach, which in 

turn affect turnover intentions. This insight enriches our understanding of how technological change impacts employee 

attitudes, especially in technology-sensitive sectors like hospitality. The study also broadens job burnout theory by 

introducing AI-induced stressors such as job displacement fears and lack of control. Additionally, it advances psychological 

contract theory by illustrating how AI alters employees’ perceptions of job security, fairness, and career progression. These shifts 

can undermine trust and commitment, highlighting the need for clear communication during AI implementation. From an HRM 

perspective, the findings stress the importance of evolving practices to address both technical and emotional employee needs. 

Practically, hotel managers should communicate transparently about AI’s role to reduce insecurity and encourage buy-in. 

Offering AI-focused skill development can ease fears of redundancy and boost job satisfaction. Burnout should be managed 

through wellness programs, mental health support, and promoting work-life balance. Involving employees in AI decisions 

enhances their sense of control and fairness. Trust-building and ethical transparency are vital for maintaining psychological 

safety. Providing career development paths within an AI-enhanced environment reinforces employees’ long-term organizational 

value. Finally, a supportive, fair workplace fosters engagement and reduces turnover intentions in an AI-driven future. 
 

Keywords: AI Awareness, employee intention to leave, job burnout, psychological contract breach, Hotel Enterprises  

 
*  *  *  *  *  *  

 

INTRODUCTION              

The impact of artificial intelligence (AI) on the modern workforce is a pressing concern for organizations worldwide 

(Brynjolfsson & McAfee, 2023). As AI assumes more responsibilities and automates tasks, employees are left to navigate 

the consequences of these changes (Autor et al., 2022). One potential outcome is a decline in job satisfaction and 

engagement, which can ultimately lead to turnover intention (Achmad et al., 2023). Research indicates that employees who 

perceive AI as a threat to their jobs or feel that their skills are being devalued are more likely to experience job burnout and 

a breach of psychology (Yu et al., 2022). Job burnout, a state of emotional, mental, and physical exhaustion, has been 

linked to decreased job satisfaction, decreased performance, and increased turnover intention (Maslach & Jackson, 1981). 

When employees feel overwhelmed by the demands of their job and lack the resources to cope, they are more likely to 

experience burnout (Maslach & Leiter, 2016). In the context of AI, employees who feel that their jobs are being threatened 

or that they are being replaced by machines may experience increased levels of burnout (Yon, 2024). 

Psychological contract breach occurs when employees feel that their employer has not met their expectations or has 

failed to provide a sense of security and fairness (Rousseau, 1995). When employees feel that their employer is not 
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investing in their development or is not providing a fair return on their investment of time and effort, they are more likely 

to experience a breach of psychological contract (Conway & Briner, 2005). In the AI context, employees may feel that their 

employer is not providing them with the necessary training and support to adapt to changing technologies, leading to a 

breach of psychological contract (Yon, 2024). A study by Suseno et al. (2022) found that employees who perceived AI as a 

threat to their jobs experienced higher levels of job burnout and turnover intention. Similarly, a study by Zhao et al. (2007) 

revealed that employees who felt their employer had breached their psychological contract were more likely to experience job 

dissatisfaction and turnover intention. These findings suggest that job burnout and psychological contract breach may 

play important mediating roles in the relationship between employee awareness of AI and their turnover intention. 

There are many gaps in this study, which are represented by: - there is a lack of studies examining how employees' 

awareness of AI influences their intention to leave. - Most existing studies on employee turnover focus on organizational 

and economic factors, with less attention given to psychological aspects such as job burnout and psychological contract 

breach. - Although job burnout and psychological contract breach are known to affect employee retent ion, their role in 

mediating the relationship between AI awareness and turnover intentions remains underexplored. - Although job burnout 

and psychological contract violation are known to impact employee retention )Bai et al., 2024), their role in mediating 

the relationship between AI awareness and turnover intentions remains unexplored. This research aims to fill the 

knowledge gap regarding the influence of AI awareness on employees’ intention to leave.  

This research examines the influence of job burnout and psychological contract violation on employees’ intention to 

leave (Ivana, 2025). There are several objectives of this study: first, to examine the influence of AI awareness on 

employees’ intention to leave; investigate the mediating role of job burnout in the relationship between AI awareness 

and employees’ intention to leave (Boscardin  et al., 2024); analyze the mediating effect of psychological contract 

violation on the relationship between AI awareness and employees’ intention to leave  (Abbas & Al Hasnawi, 2020); and 

explore the joint mediating effects of job burnout and psychological contract violation on the relationship between AI 

awareness and employees’ intention to leave (Teng et al., 2023). The research also calls for a valuable theoretical 

framework. We created the four research inquiries as narrated below: 

RQ1: What influence does AI awareness have on an employee’s intention to leave?  

RQ2: How does job burnout impact employee’s intention to leave? 

RQ3: How does psychological contract breach impact an employee’s intention to leave? 

RQ4: How does job burnout and psychological contract breach intermediate amid AI awareness and employee’s 

intention to leave? 

 

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

AI awareness 

AI awareness refers to the understanding of artificial intelligence, including its capabilities, limitations, and impact 

on various aspects of life and work (Brynjolfsson & McAfee, 2023). In today's fast-evolving technological landscape, 

developing AI awareness is essential for both individuals and organizations ) Aldoseri et al., 2024). It enables people to 

adapt to AI-driven transformations, make informed decisions, and effectively utilize AI tools to enhance productivity 

and innovation )Brundage, 2018). For employees, AI awareness helps reduce uncertainty and anxiety about job roles, 

fostering confidence and job satisfaction (Nomura et al., 2020). On a larger scale, it encourages the ethical and 

responsible use of AI, addressing concerns such as bias, privacy, and transparency (Mittelstadt et al., 2016). By promoting 

AI awareness through education, training, and open communication, society can maximize AI’s benefits while mitigating 

its challenges, ensuring that technology serves as a force for progress and inclusivity (Jobin et al., 2019). 

The Benefits of AI Awareness are far-reaching, impacting individuals, organizations, and society (Floridi et al., 2018). For 

employees, AI awareness fosters confidence and adaptability, enabling them to understand how AI tools can enhance their 

work and reduce manual effort. This leads to increased job satisfaction, reduced anxiety about job displacement, and improved 

productivity (Dignum, 2019). Organizations benefit from AI awareness through better decision-making, as employees can 

interpret AI-driven insights and contribute to strategic goals (Taddeo & Floridi, 2018). Additionally, AI awareness promotes 

collaboration by creating a shared understanding of how AI can streamline workflows and improve communication (Rahwan, 

2018). On a societal level, it encourages ethical and responsible AI use, addressing concerns such as bias, privacy, and 

transparency. By fostering AI awareness, we can unlock the full potential of AI technologies while ensuring they are used 

in ways that benefit everyone, driving innovation and inclusiveness in the digital age (Buolamwini & Gebru, 2018). 

While AI awareness is essential for harnessing the benefits of artificial intelligence, several challenges hinder its 

widespread adoption and understanding. Many individuals lack basic knowledge about AI, including its operation, 

limitations, and real-world applications (Ananny & Crawford, 2018). This gap in understanding can lead to skepticism, 

fear, or over-reliance on AI systems (Shneiderman, 2020). AI systems can perpetuate biases in training data, leading to 

unfair outcomes (e.g., in hiring or law enforcement) (Dignum, 2019). Raising awareness of these ethical dilemmas is 

challenging, because it requires explaining complex technical issues to non-experts (Rahwan, 2018).  

The rapid evolution of AI makes it difficult for awareness initiatives to keep up. By the time educational materials 

are developed, newer technologies or ethical debates may emerge )Brundage, 2018). Many AI algorithms (e.g., deep 

learning models) operate as “black boxes,” making it difficult to explain their decision-making processes. This lack of 

transparency undermines trust and complicates awareness efforts (Floridi et al., 2018).  

Marginalized communities, the elderly, or those living in developing regions often lack access to AI education and 

tools, exacerbating disparities in AI awareness and adoption (Mittelstadt et al., 2016). Governments and institutions 
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struggle to create frameworks that balance innovation with accountability. In the absence of clear guidelines, public 

awareness campaigns may lack direction (Taddeo & Floridi, 2018). 

 

Employee’s intention to leave 

Employee intention to leave describes an employee’s contemplation or decision to voluntarily depart from their 

current position, driven by factors such as dissatisfaction with their role, limited advancement opportunities, insufficient 

compensation, ineffective leadership, or an unsupportive workplace culture (Ajzen,  1991). These intentions, if 

unaddressed, can have significant repercussions for organizations, including rising recruitment expenses, the erosion of 

institutional expertise, and reduced operational efficiency (Tett  & Meyer, 1998). To counter this, employers should 

prioritize cultivating an inclusive and motivating work environment, investing in professional development programs, 

offering equitable remuneration, and strengthening managerial support (Griffeth et al., 2000). Proactively identifying 

and addressing the root causes of turnover intentions enables organizations to boost employee satisfaction, strengthen 

engagement, and improve long-term retention, ensuring a stable and committed workforce (Bakker & Demerouti, 2017; 

Baquero et al., 2025). Employees’ intention to leave an organization is increasingly influenced by their perceptions of 

AI integration in the workplace (Zhao et al., 2007). When employees lack awareness of how AI will reshape their roles, 

they may experience heightened job insecurity, anxiety about being replaced, or frustration with inadequate training to 

adapt to new technologies (Hom et al., 2017). Studies suggest that poor communication about AI’s purpose and benefits 

can erode trust in leadership, exacerbating turnover intentions (Allen et al., 2010).  

For instance, employees in repetitive or routine roles may fear automation-driven layoffs, while others may feel 

overwhelmed by the pace of technological change (Zhao et al., 2007). Conversely, organizations that prioritize  AI 

awareness initiatives such as transparent communication, upskilling programs, and involving employees in AI 

implementation—can mitigate these concerns (Hom et al., 2017). By fostering a culture of inclusion and empowerment, 

employers can reduce turnover risks and align workforce expectations with AI-driven transformations, ultimately 

retaining talent that feels valued and prepared for the future (Bakker & Demerouti, 2017; Khairy et al., 2025). 

 

Job burnout  

Job burnout is a state of chronic physical, emotional, and mental exhaustion caused by prolonged wo rk-related stress 

(Maslach & Jackson, 1981). It often occurs when employees experience excessive workloads, lack of control over their 

tasks, unclear job expectations, or an imbalance between effort and recognition (Yon,  2024). Burnout can manifest 

through persistent fatigue, reduced motivation, cynicism toward work, and a decline in job performance )Bakker & 

Demerouti, 2007). Over time, it may contribute to serious health issues, including anxiety, depression, and 

cardiovascular problems, further impacting both personal well-being and workplace productivity (West, 2016). 

The consequences of job burnout extend beyond individual employees, affecting organizations through increased 

absenteeism, high turnover rates, and lower overall efficiency (Meier & Kim,  2022).  

Burnout can lead to disengagement, a lack of creativity, and strained workplace relationships, ultimately diminishing 

an organization's ability to achieve its goals. If left unaddressed, burnout can create a toxic work culture where stress 

and dissatisfaction become the norm (Ryan ,2023). To prevent and manage job burnout, organizations should promote a 

healthy work-life balance, encourage open communication, provide mental health resources, and ensure employees have 

reasonable workloads (Salama et al., 2022). Offering career development opportunities, fostering a supportive leadership 

style, and recognizing employees’ efforts can also help mitigate burnout (Jasim et al., 2024; Yon, 2024; Salama et al., 

2025). By prioritizing employee well-being and creating a positive work environment, businesses can enhance job 

satisfaction, productivity, and long-term retention (Meier & Kim, 2022). 

 

A psychological contract breach 

A psychological contract breach occurs when employees perceive that their employer has failed to meet expectations 

regarding work conditions, job security, career advancement, or other informal agreements that shape the employee -

employer relationship (Gong & Sims, 2022). Unlike formal contracts, the psychological contract is based on mutual trust 

and perceived obligations, often formed through verbal promises, workplace culture, or past experiences (Bal & de 

Lange, 2022). When these expectations are unmet—whether through broken promises, sudden policy changes, or lack of 

recognition—employees may feel betrayed, leading to emotional distress, decreased job satisfaction, and diminished 

commitment to the organization (Alia, 2020). The consequences of a psychological contract breach can be severe, 

including increased workplace stress, reduced engagement, withdrawal behaviors, and even higher turnover rates. 

Employees who experience a breach may exhibit lower performance, resistance to organizational change, and reluctance 

to contribute beyond their basic job responsibilities. Over time, unresolved breaches can erode workplace morale and 

trust, negatively impacting team dynamics and overall organizational performance (Baber et al., 2022). 

To prevent and mitigate psychological contract breaches, organizations must prioritize transparency, effective 

communication, and fair treatment (Topa et al., 2022). Leaders should ensure that expectations are clearly defined, 

provide regular feedback, and involve employees in decision-making processes (Ahmed et al., 2013). When changes 

occur, timely and honest communication can help manage employee perceptions and reduce negative reactions. 

Additionally, fostering a supportive workplace culture where employees feel valued and heard can strengthen the 

psychological contract, enhancing loyalty, motivation, and long-term retention (Cassar & Briner, 2011). 
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Psychological Contract Theory (PCT) 

Psychological Contract Theory (PCT) explains the implicit and explicit expectations between employees and 

employers, shaping workplace relationships beyond formal contracts. Original ly introduced by Argyris (1960) and later 

developed by Rousseau (1989), PCT emphasizes that employees form psychological contracts based on perceived 

promises regarding job security, career development, fair treatment, and organizational support. These con tracts 

influence employee attitudes, motivation, and behaviors, acting as an essential component of organizational commitment 

and retention (Rousseau, 1995). Unlike formal employment agreements, psychological contracts are subjective and 

evolve based on experiences, communication, and workplace dynamics (Conway & Briner, 2011).   

When organizations fail to meet these expectations—known as psychological contract breach (PCB)—employees 

often experience disappointment, reduced trust, and a decline in job satisfaction (García-Madurga,2024). Research 

indicates that PCB can lead to negative outcomes such as increased turnover intentions, lower engagement, and 

counterproductive work behaviors (Singh & Dhan, 2023). However, organizations that actively manage psychological 

contracts through transparent communication, supportive leadership, and fair HR practices can enhance employee loyalty 

and performance (Selenko et al., 2022). PCT remains a valuable framework for understanding workplace relationships, 

particularly in dynamic environments influenced by technological changes and evolving employee expectations. 

 

AI awareness and employees’ intention to leave  

The adoption of AI in workplaces has reshaped employee perceptions of job security, role clarity, and career 

trajectories (Xu et al., 2023). Research highlights a nuanced relationship between AI awareness (employees’ 

understanding of AI’s capabilities, limitations, and ethical implications) and intention to leave (turnover intention)  (Xu 

et al., 2023). Employees with limited AI awareness often perceive automation as a direct threat to their roles, leading to 

anxiety and increased turnover intentions. A study by McKinsey Global Institute (2023) found that workers in repetitive 

or routine jobs are more likely to fear job loss due to AI, particularly when organizations fail to communicate how AI 

will augment (rather than replace) human tasks. However, AI literacy programs can mitigate this fear by clarifying AI’s 

role as a collaborative tool (Brynjolfsson, 2022). A lack of transparency in AI decision-making (e.g., "black box" 

algorithms) can erode trust in leadership, driving turnover intentions.  Pavuluri et al. (2024) emphasizes that employees 

are more likely to stay in organizations that openly address AI ethics, including bias mitigation and accountability. 

Conversely, opaque AI policies correlate with disengagement (Nazareno & Schiff, 2021).  

Poorly integrated AI systems can inadvertently increase workload (Xu et al., 2023). Employees unaware of AI’s 

long-term benefits may perceive these changes as stressors, accelerating burnout and turnover intentions. Kim & Lee 

(2024) found that 45% of workers in tech-driven industries reported burnout linked to rapid AI adoption. Employees 

with high AI awareness often scrutinize ethical issues like algorithmic bias or privacy violations. Jobin et al. 

(2019) found that morally conscious employees may disengage or leave organizations that ignore ethical AI practices. 

Proactive ethical guidelines, however, align employee values with organizational goals, reducing turnover (Nazareno& 

Schiff, 2021). Aligns with Psychological Contract Theory (PCT), as employees who become more aware of AI’s impact 

on the workplace may perceive a threat to job stability, violating their expectations of long -term employment and career 

progression (Selenko et al., 2022). Based on this, the following hypothesis is proposed:  

H1: AI awareness increases employees’ intention to leave 

 
AI Awareness and Job Burnout 

The relationship between AI awareness and job burnout is complex and context dependent (Teng et al., 2024). While 

AI awareness can empower employees, it may also contribute to burnout under certain conditions, particularly when 

combined with poor organizational practices, rapid technological change, or ethica l concerns (Mahapatra & Pati, 2018). 

Employees who are aware of the capabilities and limitations of AI may face increased stress due to Uncertainty about 

how AI will reshape their responsibilities, Pressure to continually upskill to stay relevant in an AI -driven workplace, 

Awareness of AI-powered monitoring tools that intensify feelings of constant evaluation (Wang et al.,  2023).  

Parker & Grote (2022) found that employees in AI-augmented roles reported higher stress levels when they 

perceived AI as a threat to their autonomy or job security.  The relationship between AI awareness and job burnout is a 

complex issue that has received significant attention in recent year (Kong et al., 2021).  

Shneiderman (2022) found that 58% of employees in technology-intensive industries, such as logistics and 

education, experience “decision fatigue” due to constant interaction with AI systems that prioritize efficiency over 

human-centered workflows. This relentless pace, combined with the pressure to compete with AI accuracy, has been 

shown to erode self-efficacy, a major barrier to burnout.  

Meier & Kim )2022) found that employees in hybrid AI-human teams often experience role ambiguity, with blurred 

boundaries between their responsibilities and AI functions contributing to chronic stress. For example, customer service 

workers using AI chatbots face conflicting demands to personalize interactions while adhering to strict AI -generated 

scripts, exacerbating emotional labor. Ryan)2023) refers that, to mitigate these trends, organizations are urged to adopt 

AI designs that put humans at the center and prioritize transparency, equitable task distribution, and mental health 

support. For example, companies like IBM and Microsoft are now incorporating AI ethics and mindfulness training 

programs into their employee development initiatives. These programs aim to educate employees on the benefits and 

limitations of AI, while promoting emotional intelligence, resilience, and well-being (Yon, 2024). This is consistent with 

https://www.emerald.com/insight/search?q=Huatian%20Wang


Wagih M. E. SALAMA, Hazem Ahmed KHAIRY, Amina Ali MANSOUR, Wael M. ALREFAE, Said ME AFIFY, Amer T. A. SHEHADAT 

 

 1210 

Psychological Contract Theory (PCT), as AI-driven changes may increase job demands, reduce autonomy, or create 

uncertainty, contributing to stress and burnout (Singh &Dhan, 2023). Based on this, the following hypothesis is proposed: 

H2: AI Awareness Increases Job Burnout 

 

Job burnout and employees’ intention to leave 

Job burnout significantly amplifies employees’ intention to leave their organizations (Maslach  & Leiter, 2016). 

Schaufeli & Bakker (2004) found that employees experiencing chronic burnout are 2.4 times more likely to actively 

seek new work, driven by emotional exhaustion and low job satisfaction. This is consistent with Linzer  et al. (2023) who 

identified burnout, particularly feelings of cynicism and detachment, as a critical predictor of turnover intentions across 

industries, including healthcare and technology. The COVID-19 pandemic has further exacerbated this dynamic, with 

Linzer et al. (2023) indicating that burnout accounted for 34% of the variance in turnover intentions among frontline 

workers, with inadequate support systems for resignations intensifying. Furthermore, Mat-Rifin & Danaee (2022) 

highlighted that the impact of burnout on turnover is mediated by perceived organizational injustice, such as unequal 

workload distribution driven by AI. To mitigate burnout, experts urge employers to prioritize mental health 

interventions, flexible work policies, and equitable resource allocation, as recommended by the 2022 WHO Guidance on 

Well-Being in the Workplace (Kwon, 2022). Job burnout is increasingly recognized as a critical driver of employee 

turnover, with recent studies highlighting its multifaceted impact across industries (Salvagioni et al., 2017).  

Poku et al, (2025) found that burned-out employees are 3.2 times more likely to leave their jobs within six months 

than their peers, citing emotional exhaustion and a perceived lack of empathy in the workplace as key drivers. In the 

tech sector, employees in AI-driven roles reported 50% higher turnover intentions due to “algorithmic fatigue,” where 

constant performance monitoring and AI-driven decision-making erodes trust. The role of burnout in employee turnover 

is mediated by organizational disconnection, as Güveyi (2025) show that workplace culture predicting turnover even 

among high performers. Poku et al. (2025) found that turnover due to burnout disproportionately affects women and 

marginalized groups, who often face compounding stressors like unpaid emotional  labor and biased AI tools. This 

reflects the Psychological Contract Theory (PCT) assertion that when employees feel overwhelmed and unsupported, 

their psychological contract weakens, making them more likely to seek alternative employment (Jiang & Lavaysse , 

2018). Based on this, the following hypothesis is proposed: 

H3: Job burnout increases employees’ intention to leave 
 

Job burnout as a mediator  

Job burnout acts as a crucial mediator in the relationship between AI awareness and employee intention to leave (Xu et 

al., 2023). Employees exposed to AI experienced increased emotional exhaustion and cynicism, which increased their 

intention to leave by 33%) Kim &  Lee, 2024) . In line with Teng et a.l )2024), an analysis of the performance of technology 

workers showed that AI-related stressors such as pressures to constantly upskill and fears of algorithmic replacement 

exacerbated burnout, explaining 48% of the variance in employees’ plans to quit(Kong et al., 2021). Pavuluri et al., (2024) 

reported that physicians using AI diagnostic tools reported 40% higher burnout rates due to “automation guilt” which was 

directly associated with lower job commitment and higher turnover rates (Linzer et al., 2023). These findings underscore 

the role of burnout as a bridge between AI integration and workforce attrition. The mediating effect of burnout is 

exacerbated by organizational factors such as inadequate support systems and opaque governance of AI (Bail, 2023). 

Burnout mediated 55% of the relationship between AI awareness and turnover intentions among remote workers, especially 

when AI tools prioritized productivity over well-being (Mat Rifin & Danaee, 2022). Moderating factors such as transparent 

leadership can mitigate this: for example, organizations that implement “explainable AI” frameworks and retraining 

programs have reduced burnout-related attrition (Kong et al., 2021). Collectively, these insights underscore the urgent need 

to address burnout as a central pathway through which AI awareness fuels turnover (Salvagioni et al., 2017). This supports 

Psychological Contract Theory (PCT) by emphasizing that AI-related stressors may first cause burnout, which then leads to 

higher turnover intentions (Zaza et al., 2022). Based on this, the following hypothesis is proposed: 

H4: Job burnout mediates the relationship between AI awareness and employees’ intention to leave 

 

AI awareness and psychological contract breach perception 

Growing evidence suggests that awareness of AI increases employee perceptions of psychological contract breach 

(PCB), particularly around unmet expectations around job security, career development, and fair treatment  (Gong & 

Sims, 2022). Yon (2024) found that employees in AI-intensive industries felt a stronger psychological contract breach 

when they believed AI was reliant on cost-cutting at the expense of human well-being, eroding trust in organizational 

promises. (Yu et al.,2022) noted that 64% of workers surveyed felt that AI-led restructuring violated implicit “career 

growth” commitments, as roles were automated without retraining opportunities, leading to disillusionment.  

This is consistent with Kiron et al., (2023) who linked AI-induced job uncertainty to a 32% increase in PCB scores, 

driven by concerns about skill obsolescence and opaque decision-making algorithms. The perceived mismatch between 

organizational AI strategies and employee expectations creates a “trust gap,” where workers interpret AI adoption as a 

breach of relational contracts built on loyalty and mutual support.The psychological  contract breach is exacerbated by 

AI’s role in reshaping workplace transparency and procedural justice (Baber et al., 2022; Agina et al., 2025). Achmad et 

al., 2023 found that employees who underwent AI-driven performance evaluations reported 41% higher perceptions of 

PCB than their peers in traditional systems, citing concerns about biased metrics and lack of human oversight ( )Kim & 



How AI Awareness Drives Employee Intention to Leave in Hotels: The Mediating Roles of Job Burnout and Psychological Contract Breach 

 

 1211 

Lee, 2024) .This dynamic is amplified in hybrid work environments, where Gong & Sims )2022) found that remote 

employees using AI collaboration tools felt “abandoned” by employers who failed to address AI-induced inequities, 

such as unequal access to training or biased task allocation. Additionally, (Yu et al., 2022) found that organizations 

deploying AI without shared decision-making saw perceptions of PCB increase by 28%, with employees interpreting top-

down AI integration as a unilateral infringement on their voice in workplace changes. To mitigate these risks, scholars 

emphasize the need for “co-designed AI,” where implementation is shaped by employee input, restoring alignment between 

organizational procedures and psychological contract expectations )McKinsey Global Institute, 2023). 

Psychological contract breach (PCB) significantly amplifies employees’ intention to leave (Brynjolfsson, 2022). PCB 

was responsible for 29% of the variance in turnover intentions across industries, with the strongest effects observed in 

sectors such as healthcare and technology, where unmet expectations around work-life balance and career development are 

prevalent (Xu et al., 2023). Employees who felt that their “relational” contracts were violated were more likely to actively 

seek new jobs than those who felt that their psychological contracts were being upheld (Aldoseri et al., 2024). This is 

consistent with Gong & Sims (2022) who reported in 2024 that 58% of employees experiencing trust erosion and emotional 

detachment reported that trust erosion and emotional detachment were the main drivers of their departure plans, particularly 

in organizations undergoing rapid technological change. These findings confirm that trust erosion is a critical precursor to 

attrition, mediated by feelings of betrayal and decreased organizational commitment (Gong & Sims, 2022). 

Directly aligns with Psychological Contract Theory (PCT), as employees who recognize AI’s impact on job roles may 

perceive a breach in their psychological contract, feeling that their employer has failed to uphold implicit promises 

(Braganza et al., 2021). Based on this, the following hypothesis is proposed: 

H5: AI awareness increases psychological contract breach perception 

 
Psychological contract breach and employees’ intention to leave 

The relationship between PCB and turnover intentions is strengthened by organizational justice and leadership 

transparency (Abdalla, 2021). Employees who experienced procedural injustice combination with PCB were 3.1 times 

more likely to leave within a year, compared to those who experienced PCB alone (Zhao et al., 2018). Organizations that 

proactively address PCB through restorative practices such as transparent communication about AI integration and 

participatory decision-making reduce the risk of attrition (Topa et al., 2022). These findings highlight the urgent need to 

align organizational procedures with employee expectations to mitigate PCB-induced attrition (Topa et al., 2022). 

Moreover, the negative effects of PCB on turnover intention are particularly strong in environments where employees 

feel undervalued or unsupported (Zhao et al., 2018). Studies show that breaches related to career development and job 

security have the most profound impact on employees’ decision to leave, as they directly affect long-term professional 

stability (Kaya & Karatepe, 2020). Employees who perceive a psychological contract breach often experience lower job 

satisfaction and higher burnout, further accelerating their desire to seek new opportunities (Xie et al., 2020). Organizations 

that fail to address PCB risk higher turnover rates, whereas those that actively rebuild trust - through transparent 

communication, fair policies, and supportive leadership - can mitigate these adverse effects (Zaza et al., 2022). It is a 

fundamental principle of Psychological Contract Theory (PCT), as failure to meet expectations often leads to employee 

dissatisfaction and turnover (Xu et al., 2023). Based on this, the following hypothesis is proposed: 

H6: Psychological contract breach increases employees’ intention to leave. 
 

Psychological contract breach as a mediator  

Psychological contract breach plays a crucial role in shaping employee responses to workplace changes, p articularly 

in the context of AI awareness )Li et al., 2019). AI-driven transformations often create uncertainty regarding job 

security, career advancement, and fairness in decision-making, which can lead to perceptions of a breach in the 

psychological contract between employees and their organizations (Teng et al., 2023). When employees perceive that 

their implicit expectations such as job stability, growth opportunities, and fair treatment have been violated due to AI 

implementation, their trust in the organization diminishes, increasing their intention to leave (Zhao et al., 2018). This is 

consistent with the social exchange theory, which suggests that employees reciprocate perceived organizational support 

with loyalty but react to breaches with withdrawal behaviors (Gong & Sims, 2022).  

Furthermore, AI awareness can amplify the effects of PCB by shaping employees’ expectations and concerns about 

technological disruption (Abdalla, 2021). Employees with higher AI awareness may anticipate potential risks, su ch as 

job displacement or skill redundancy, leading to increased sensitivity to breaches of their psychological contract 

(Brynjolfsson, 2022). This accelerates perceived turnover intentions as employees seek more stable and flexible AI work 

environments (Jiang & Lavaysse, 2018). Recent research suggests that organizations that mitigate PCB through 

transparent communication, retraining initiatives, and ethical AI integration can reduce the negative impact on employee 

retention (Gong & Sims, 2022). Therefore, PCB serves as a critical mediator linking AI awareness to employee turnover 

intentions, underscoring the need for proactive HR strategies to maintain workforce engagement in AI -driven 

workplaces (Yu et al., 2022). Psychological Contract Theory (PCT) extends the scope by suggesting that AI-related 

concerns (e.g., job insecurity, skills shortages) may first motivate PCB, which then leads to higher turnover intentions 

(Jiang & Lavaysse, 2018). Based on this, the following hypothesis is proposed: 

H7: Psychological contract breach mediates the relationship between AI awareness and employees’ intention to leave. 
The theoretical framework of the study is illustrated below in Figure 1. 
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Figure 1. the theoretical framework of the study 

 

RESEARCH METHODOLOGY 

Measures and instrument development 

A quantitative approach was adopted to collect data. A structured survey was conducted to investigate the impact of AI 

awareness on employees' intention to leave, with a focus on the mediating roles of job burnout and psychological contract 

breach. All variables were measured using established scales adapted from prior research, and responses were assessed on a 

five-point Likert scale (1 = strongly disagree to 5 = strongly agree). AI awareness was assessed using a four-item scale 

adapted from Brougham and Haar (2018). Employees' intention to leave was evaluated with a three-item scale developed 

by Babakus et al. (2008). Job burnout was measured using an eight-item scale adapted from Maslach et al. (1997) and Irfan 

et al. (2023). Perceived psychological contract breach was assessed with a five-item scale adapted from Robinson and 

Wolfe Morrison (2000). A complete list of the scale items can be found in Appendix A. 

The study employed a self-administered questionnaire. The original English version was translated into Arabic by a 

bilingual expert and subsequently back-translated into English by a second bilingual professional to ensure accuracy. A 

comparison of the original and back-translated versions confirmed their consistency. As a result, the Arabic version of the 

questionnaire was used with participants to improve clarity and increase response rates. 
 

Sampling and Data Collection 

The study model was assessed using data from full-time employees at five-star hotels in Egypt, chosen for their 

significant influence on the country’s hospitality sector. These hotels provide an ideal setting for exploring the impact of AI 

on employee well-being and turnover intentions due to their high-tech, high-pressure environments where employees 

frequently interact with advanced AI systems. The demanding nature of the industry often leads to job stress and burnout, 

making it crucial to investigate how AI affects employees' perceptions of their roles and their psychological contract. 

Additionally, the luxury hospitality sector experiences high employee turnover, often driven by dissatisfaction and burnout, 

further underscoring the importance of understanding AI’s influence. The combination of cutting-edge technology and 

intense work culture in five-star hotels makes them a particularly relevant context for this research. Participants were 

required to have at least one year of experience, ensuring they had sufficient exposure to the work environment to provide 

valuable insights. As Morrison (1993) notes, employees typically gain a solid understanding of an organization’s culture 

within six months, making the one-year experience requirement suitable for the study. Data were collected from employees 

at 23 five-star hotels in Greater Cairo, a region identified by the Egyptian Ministry of Tourism and Antiquities as having 30 

five-star hotels. A judgmental sampling approach was used to select the hotels, while a convenience sampling method was 

applied to gather responses from employees who volunteered. The survey was administered after obtaining verbal consent 

from hotel management, with participation remaining voluntary and anonymous to ensure confidentiality. A total of 303 

valid responses were collected, surpassing the recommended minimum sample size of 200 respondents (Hair et al., 2010), 

based on a 1:10 ratio of variables to respondents. This sample size was deemed sufficient for the analysis. 

 

RESULTS  

Participant’s profile  

Table 1 outlines the demographic profile of the study participants, which consists of 303 individuals. The majority are 

male (80.86%), with females making up 19.14%. In terms of age, 46.86% are between 18-35 years, 31.35% are 36-45 

years, and 21.78% are over 45 years. Regarding education, most participants have a Bachelor’s degree (67.66%), followed 

by high school graduates (24.42%) and those with a Master’s or PhD (7.92%). 
 

Table 1. Participant’s profile (N=303) 
 

 
 Frequency Percent 

Gender 
Male 245 80.86 

Female 58 19.14 

Age 

18-35 142 46.86 

36-45 95 31.35 

Over 45 66 21.78 

High schools 74 24.42 

Education 

Bachelor 205 67.66 

Master/PhD 24 7.92 

Male 245 80.86 

 

AI awareness   

Job burnout 

Intention to leave 
H1 

H2 H3 

H4 

Perceived psychological contract breach 

H7 

H5 H6 
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Measurement model 

Kock's (2021) ten model fit indices were used to analyze a four-factor model involving AI awareness  (AIA), Intention 

to leave (ITL), Job burnout (JB), and Perceived psychological contract breach (PPCB). Appendix (B) presents the model fit 

and quality indices for the study. Each measure is assessed against specific criteria to determine if the model fits well. 

Overall, all the model fit indices are within the acceptable or ideal ranges, suggesting that the model is well-fitting and of 

high quality. Table (2) presents the details of the constructs, including item loadings, Cronbach’s alpha, Composite 

Reliability (CR), Average Variance Extracted (AVE), and Variance Inflation Factors (VIFs). For AI awareness (AIA), the 

construct shows strong reliability and validity. The Cronbach’s alpha is 0.825, indicating good internal consistency.  

The CR value is 0.884, and the AVE is 0.657, both of which are above the acceptable thresholds of 0.7 for CR and 0.5 

for AVE, suggesting good construct validity. The VIF value of 2.684 is also within the acceptable range, indicating no 

significant issues with multicollinearity. The intention to leave (ITL) construct has a Cronbach’s alpha of 0.852, a CR of 

0.910, and an AVE of 0.772. These values show excellent internal consistency and construct reliability. The VIF of 1.693 is 

also low, suggesting no multicollinearity concerns. For job burnout (JB), the Cronbach’s alpha is 0.898, and the CR is 

0.918, both indicating high reliability. The AVE is 0.583, which is just above the threshold of 0.5, making it acceptable. 

The VIF of 2.845 is within an acceptable range, indicating no major multicollinearity issues. The perceived psychological 

contract breach (PPCB) construct has a Cronbach’s alpha of 0.894 and a CR of 0.851, both indicating good reliability. The 

AVE is 0.628, suggesting adequate construct validity, and the VIF of 2.990 is also acceptable. Overall, all constructs in the 

table show good reliability, validity, and minimal multicollinearity, making them suitable for analysis. 
 

Table 2. Item loadings, Cronbach alpha, CR, AVE, and VIFs 
 

Constructs Item loading Cronbach alpha CR AVE VIFs 

AI awareness  (AIA) - 

0.825 0.884 0.657 2.684 

Item.1 0.793 

Item.2 0.840 

Item.3 0.839 

Item.4 0.768 

Intention to leave (ITL) - 

0.852 0.910 0.772 1.693 
Item.1 0.865 

Item.2 0.895 

Item.3 0.876 

Job burnout (JB) - 

0.898 0.918 0.583 2.845 

Item.1 0.769 

Item.2 0.803 

Item.3 0.737 

Item.4 0.796 

Item.5 0.747 

Item.6 0.728 

Item.7 0.803 

Item.8 0.722 

Perceived psychological contract breach (PPCB) - 

0.894 0.851 0.628 2.990 

Item.1 0.725 

Item.2 0.775 

Item.3 0.834 

Item.4 0.843 

Item.5 0.779 

 

Table 3. Discriminant validity results using the Fornell-Larcker Criterion 
 

 AIA ITL JB PPCB 

AI awareness  (AIA) 0.811 0.540 0.698 0.760 

Intention to leave (ITL) 0.540 0.879 0.623 0.516 

Job burnout (JB) 0.698 0.623 0.764 0.743 

Perceived psychological contract breach (PPCB) 0.760 0.516 0.743 0.793 

“Off-diagonal elements are correlations and diagonal elements are square roots of AVE” 

 

Table (3) presents the results of discriminant validity using the Fornell-Larcker Criterion, which compares the square 

roots of the Average Variance Extracted (AVE) for each construct against the correlations between constructs. In the 

table, the diagonal elements represent the square roots of the AVE for each construct, while the off -diagonal elements 

show the correlations between the constructs. For AI Awareness (AIA), the square root of the AVE is 0.811, indicating 

good discriminant validity. The correlations between AIA and the other constructs (Intention to Leave, Job Burnout, and 

Perceived Psychological Contract Breach) are 0.540, 0.698, and 0.760, respectively. All these values are lower than the 

square root of AIA's AVE, suggesting that AIA is distinct from the other constructs. For Intention to Leave (ITL), the 

square root of the AVE is 0.879. The correlations between ITL and the other constructs are 0.540 (AIA), 0.623 (Job 

Burnout), and 0.516 (PPCB), all of which are lower than the square root of its AVE, confirming discriminant validity. 

Job Burnout (JB) has a square root of AVE of 0.764, with correlations of 0.698 (AIA), 0.623 (ITL), and 0.743 (PPCB). 

Again, all correlations are lower than the square root of the AVE, supporting discriminant validity for JB. Lastly, 
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Perceived Psychological Contract Breach (PPCB) has a square root of AVE of 0.793. The correlations with AIA (0.760), 

ITL (0.516), and JB (0.743) are all lower than the square root of PPCB’s AVE, confirming that it is distinct from the 

other constructs. Overall, the results indicate that all constructs exhibit good discriminant validity, as the square roots of 

the AVEs are higher than the correlations between constructs, supporting the uniqueness of each construct in the model. 

Table (4) presents the HTMT ratios and p-values for assessing discriminant validity.  

 
Table 4. HTMT (Heterotrait-Monotrait Ratio) for validity 

 

HTMT ratios (good if < 0.90, best if < 0.85) AIA ITL JB PPCB 

AI awareness  (AIA)     

Intention to leave (ITL) 0.646    

Job burnout (JB) 0.813 0.712   

Perceived psychological contract breach (PPCB) 0.915 0.609 0.851  

P values (one-tailed) for HTMT ratios (good if < 0.05) AIA ITL JB PPCB 

AI awareness  (AIA)     

Intention to leave (ITL) <0.001    

Job burnout (JB) <0.001 <0.001   

Perceived psychological contract breach (PPCB) 0.069 <0.001 0.004  

 

The HTMT ratios for most constructs are below the 0.90 threshold, indicating good discriminant validity. However, 

the ratio between AI Awareness (AIA) and Perceived Psychological Contract Breach (PPCB) is 0.915, slightly above the 

recommended limit, suggesting some overlap between these two constructs. The p-values for most HTMT ratios are less 

than 0.05, indicating significant differences between the constructs and supporting discriminant validity, except for the 

AIA-PPCB pair, where the p-value is 0.069, suggesting a possible lack of full distinction between these constructs. 

Overall, most constructs exhibit good discriminant validity, with AIA and PPCB being a potential exception.  
 

Structural model and testing hypotheses 

The results of the hypotheses testing are presented in Figure 2 and further detailed in Tables 5 and 6. The findings 

reveal that AI Awareness (AIA) significantly increases employees' Intention to Leave (ITL) (β = 0.20, p < 0.01, t = 3.521), 

Job Burnout (JB) (β = 0.74, p < 0.01, t = 14.463), and Perceived Psychological Contract Breach (PPCB) (β = 0.78, p < 

0.01, t = 15.343). These results suggest that higher levels of AIA are associated with increased ITL, JB, and PPCB, thus 

supporting hypotheses H1, H2, and H5. Additionally, ITL is positively influenced by both JB (β = 0.40, p < 0.01, t = 7.484) 

and PPCB (β = 0.10, p = 0.04, t = 1.726), indicating that an increase in ITL is often linked to higher levels of job burnout 

and perceived psychological contract breach, thereby confirming hypotheses H3 and H5. 
 

 
 

Figure 2. The final model of the study 

 
Table 5. Direct effects 

 

Hs Relationship Direct effect () Sig. T ratios for path coefficients Decision 

H1 AIA →ITL 0.20 <0.01 3.521 Supported 

H2 AIA → JB 0.74 <0.01 14.463 Supported 

H3 JB →ITL 0.40 <0.01 7.484 Supported 

H5 AIA →PPCB 0.78 <0.01 15.343 Supported 

H6 PPCB →ITL 0.10 =0.04 1.726 Supported 

 

Table 6. Mediation analysis results 
 

 
 Path a Path b Indirect Effect SE t-value 

Bootstrapped Confidence Interval 
Decision 

95% LL 95% UL 

H4 AIA→ JB→ ITL 0.780 0.100 0.078 0.039 2.000 0.002 0.154 Mediation 

H7 AIA→ PPCB→ ITL 0.740 0.400 0.296 0.039 7.590 0.220 0.372 Mediation 
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 Finally, Table 6 presents the results of the mediation analysis for two specific paths: AIA → JB → ITL and AIA → 

PPCB → ITL. For Path H4 (AIA → JB → ITL), the indirect effect is 0.078, with a standard error (SE) of 0.039. The t-

value is 2.000, which is significant, and the bootstrapped confidence interval (95% LL: 0.002, 95% UL: 0.154) does not 

include zero, indicating that the mediation effect is statistically significant. This suggests a mediation effect of AIA on 

Intention to Leave (ITL) through Job Burnout (JB). For Path H7 (AIA → PPCB → ITL), the indirect effect is 0.296, with a 

SE of 0.039. The t-value is 7.590, which is also significant, and the bootstrapped confidence interval (95% LL: 0.220, 95% 

UL: 0.372) does not include zero, indicating significant mediation. This suggests a mediation effect of AIA on ITL through 

Perceived Psychological Contract Breach (PPCB). 

 

DISCUSSION 

This study aims to examine the effect of AI awareness on employees' intention to leave, with particular emphasis on the 

mediating roles of job burnout and psychological contract breach. The findings indicated that AI awareness leads to an 

increase in employees’ intention to leave, job burnout, and perception of psychological contract breach. These results align 

with previous studies conducted by Hassan et al. (2024) and Khairy et al. (2024). AI awareness can significantly impact 

hotel employees in multiple ways, increasing their intention to leave, contributing to job burnout, and heightening their 

perception of a psychological contract breach. As employees become more aware of AI’s capabilities, such as automation 

and AI-powered systems, they may fear job displacement and feel their skills are becoming obsolete, leading to job 

insecurity and a desire to seek more secure employment (Farhan, 2023; Khairy et al., 2024). This uncertainty and lack of 

control over AI implementation can also trigger chronic stress (Liang et al., 2022; Xu et al., 2023), contributing to burnout. 

Employees may feel overwhelmed by the constant changes AI brings to their roles and responsibilities, leading to 

emotional exhaustion and frustration (Hassan et al., 2024; Teng et al., 2024). Furthermore, AI’s impact on job roles and the 

lack of transparency from management can create a perception of psychological contract breach (Bankins and Formosa, 

2020), with employees feeling that their job security, career development, and value within the company are being 

undermined. Ethical concerns, such as AI’s potential bias or displacement of human workers, can deepen these feelings, 

further increasing the likelihood of employees considering leaving the organization for a more stable and fulfilling work 

environment (Caporusso, 2023; Khogali & Mekid, 2023). The findings also showed that job burnout not only increases 

employees' intention to leave but also mediates the relationship between AI awareness and employees' intention to leave.  

These results are consistent with the findings of previous research conducted by Baquero (2023), Salama et al. (2022), 

Kong et al. (2021), and Teng et al. (2023). Job burnout plays a significant role in increasing hotel employees' intention to 

leave, as it is driven by chronic stress, exhaustion, and decreased job satisfaction. Employees experiencing burnout often 

seek relief by leaving their jobs, as they feel less engaged and invested in their work, making them more likely to consider 

turnover (Potter, 2009). The constant pressure of hotel work can overwhelm employees, and the physical and mental toll 

can prompt them to leave for the sake of their well-being. Burnout is also closely linked to a sense of dissatisfaction 

(Nápoles, 2022), as employees no longer find their work fulfilling and feel less motivated. Additionally, job burnout can 

mediate the relationship between AI awareness and employees' intention to leave. As employees become more aware of 

AI’s growing presence, concerns such as job insecurity, uncertainty about the future, and lack of control over AI’s 

implementation can lead to significant stress and ultimately burnout. This burnout, characterized by emotional exhaustion 

and a sense of powerlessness, makes employees more likely to seek new opportunities, driven by a desire for relief, greater 

control, and a healthier work environment (Potter, 2009; Aljaier et al., 2025). 

Finally, the findings revealed that psychological contract breach increases employees' intention to leave and mediates 

the relationship between AI awareness and employees' intention to leave. These results are consistent with findings from 

previous research conducted by Qadri et al. (2022), Kyaw (2023), Hassan et al. (2024), and Khairy et al. (2024). 

Psychological contract breach is a key factor in increasing hotel employees’ intention to leave, as it creates feelings of 

betrayal, dissatisfaction, and mistrust. When employees perceive that their employer is not fulfilling promises related to job 

security, career development, or fair treatment, their commitment to the organization declines (Sturges et al., 2005; Gharib 

and Khairy, 2019). This breach of trust reduces job satisfaction, leading to disengagement and a diminished sense of 

loyalty, ultimately pushing employees to seek more fulfilling and supportive opportunities elsewhere. Additionally, 

psychological contract breach can mediate the relationship between AI awareness and employees' intention to leave. As 

employees become more aware of AI’s growing role in the workplace, concerns about job insecurity, deskilling (Farhan, 

2023), and a lack of control over AI implementation can lead to the perception that the employer is not honoring promises 

related to job security and career growth (Adams-Prassl, 2019; Bhargava et al., 2021). These AI-related anxieties, combined 

with feelings of devaluation and unfairness (Kim et al., 2023; Khairy et al., 2024), contribute to a sense of psychological 

contract breach, which significantly increases employees' intention to leave in search of more secure, rewarding, and 

supportive work environments where their contributions are valued and they have greater control over their future. 

 

Theoretical implications 

The study contributes significantly to the theoretical understanding of AI awareness and employee behavior, 

particularly in the hospitality sector. It extends existing theories by showing that AI awareness does not directly lead to 

turnover but instead triggers a series of psychological and emotional responses—such as burnout and perceived 

psychological contract breach—that ultimately influence employees’ intention to leave. This insight enhances the 

theoretical framework connecting technological changes in the workplace with employee attitudes and behaviors, 

specifically in industries like hospitality, which are highly impacted by technological advancements. 
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Moreover, the research offers valuable contributions to the development of job burnout theory. It highlights how 

burnout in technology-driven environments, such as those integrating AI, can be exacerbated by concerns over job 

displacement and a lack of control over AI implementation. This nuanced perspective broadens traditional burnout theory, 

which typically focuses on job demands, and encourages further exploration into the complex relationship between 

burnout, technological adoption, and work stress in sectors reliant on both human labor and technology. 

The research also advances psychological contract theory by demonstrating how AI awareness can alter employees' 

perceptions of their employer’s fulfillment of unwritten promises, particularly in areas like job security, career 

development, and fair treatment. This theoretical contribution underscores the importance of clear communication and 

expectation management during technological transitions and suggests that AI adoption can reshape the psychological 

contract in ways that affect employee trust, commitment, and retention. The study calls for more research on how 

technological changes impact employees' trust in employers and their overall sense of psychological safety and value. 

Finally, from a human resource management perspective, the study provides theoretical insights into the need for HR practices to 

evolve in response to AI integration. It stresses the importance of not only developing technical skills but also addressing the 

emotional and psychological impacts of AI awareness. This highlights the need for HR strategies that prevent burnout and 

psychological contract breaches, ensuring employees feel secure, valued, and included in the evolving technological landscape. 
 

Practical implications 

Hotel managers should carefully manage AI awareness to mitigate its negative impact on employee turnover. Clear and 

transparent communication about AI’s role as a tool to enhance efficiency, rather than replace human workers, can reduce 

job insecurity. Addressing concerns and providing information about how AI will affect roles can help employees feel more 

secure and reduce their intention to leave. Additionally, investing in skill development programs is crucial. Offering 

training that helps employees acquire AI-relevant skills can alleviate fears of obsolescence, while boosting confidence and 

job satisfaction. Training in areas such as customer service, leadership, and problem-solving can empower employees and 

prevent job burnout, further lowering turnover intentions. In addition to skill development, hotels must focus on managing 

job burnout, which is directly linked to AI awareness. Implementing stress management programs, providing counseling 

services, and supporting mental health can help employees handle AI-related stress. Encouraging work-life balance and 

reducing excessive demands can alleviate burnout, making employees feel supported and less inclined to leave. Moreover, 

involving employees in decisions about AI integration can reduce feelings of powerlessness and frustration, addressing 

both job burnout and psychological contract breach. By giving employees a voice in how AI is implemented, managers can 

enhance their sense of control, fairness, and agency, which can lower their desire to leave. 

Trust and communication are also essential in maintaining a healthy work environment. Managers should ensure open, 

honest conversations about how AI will affect employees' roles, addressing any ethical concerns, such as data privacy and 

bias. Transparent communication helps employees feel valued and reduces the likelihood of perceived psychological 

contract breaches. Further, hotels should provide career growth paths that incorporate AI, ensuring that employees see their 

future in the organization despite technological advancements. Offering opportunities for career development, particularly 

in roles where human skills remain central, helps employees view AI as an enhancement to their careers rather than a 

threat. Lastly, fostering a supportive work environment where employees are recognized, rewarded, and treated fairly is key 

to increasing engagement and commitment, which ultimately reduces their intention to leave. 
 

Limitations and further research directions 

The limitations of this study present several opportunities for further research. Given the cross-sectional design, future 

studies could employ a longitudinal approach to better capture the causal relationships between AI awareness, job burnout, 

psychological contract breach, and employees' intention to leave. Additionally, the focus on five-star hotel employees in 

Egypt limits the generalizability of the findings, so comparative research across different industries and countries would 

provide a more comprehensive understanding of how AI awareness impacts employees in varied contexts. The reliance on 

self-reported data calls for the incorporation of alternative methods, such as interviews or behavioral data, to enrich the 

findings. Furthermore, exploring the role of demographic factors, such as age and job tenure, could reveal how these 

variables moderate the impact of AI awareness on burnout and turnover intentions. Finally, investigating the role of 

organizational support, HR interventions, and different types of AI implementation could help identify strategies to 

mitigate the negative effects of AI on employees, offering actionable insights for both researchers and practitioners. 
 

Appendix (A): Measurement items 
 

AI awareness      

 I am personally worried about my future in my industry due to AI replacing employees.  

 I am personally worried about my future in my organization due to AI replacing employees.  

 I am personally worried that what I do now in my job will be able to be replaced by AI.  

 I think AI could replace my job. 

Job burnout 

 My work keeps me from my family activities more than I would like 

 The time I must devote to my job keeps me from participating equally in household responsibilities and activities. 

 The time I spend with my family often causes me not to spend time at work activities that could be helpful to my career. 

 The time I spend on family responsibilities often interferes with my work responsibilities 

 I am often so emotionally drained when I get home from work that it prevents me from contributing to my family. 
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 Due to all the pressures at work, sometimes when I come home, I am too stressed to do the things I enjoy. 

 The problem-solving behaviors I use in my job are not effective in resolving problems at home. 

 The behaviors that work for me at home do not seem to be effective at work. 

Intention to leave  

 I will probably be looking for another job soon. 

 It would not take much to make me leave this hotel.  

 I often think about leaving this hotel. 

Perceived psychological contract breach (PPCB) 

 Almost all the promises made by my employer during recruitment have been kept so far (reversed) 

 I feel that my employer has come through in fulfilling the promises made to me when I was hired (reversed) 

 So far my employer has done an excellent job of fulfilling its promises to me (reversed) 

 I have not received everything promised to me in exchange for my contributions.  

 My employer has broken many of its promises to me even though I've upheld my side of the deal. 

 

Appendix (B) Model fit and quality indices 
 

Measures Assessment  Criterion Result 

Average path coefficient (APC) 0.444, P<0.001 P<0.05 Yes 

Average R-squared (ARS) 0.525, P<0.001 P<0.05 Yes 

Average adjusted R-squared (AARS) 0.522, P<0.001 P<0.05 Yes 

Average block VIF (AVIF) 2.879 Acceptable if <= 5, ideally <= 3.3 Yes 

Average full collinearity VIF (AFVIF) 2.553 Acceptable if <= 5, ideally <= 3.3 Yes 

Tenenhaus GoF (GoF) 0.589 Small >= 0.1, medium >= 0.25, large >= 0.36 Yes 

Sympson's paradox ratio (SPR) 1.000 Acceptable if >= 0.7, ideally = 1 Yes 

R-squared contribution ratio (RSCR) 1.000 Acceptable if >= 0.9, ideally = 1 Yes 

Statistical suppression ratio (SSR) 1.000 Acceptable if >= 0.7 Yes 

Nonlinear bivariate causality direction ratio (NLBCDR) 1.000 Acceptable if >= 0.7 Yes 

 

Author Contributions: Conceptualization, W.M.S., H.A.K., and A.A.M.; methodology, W.M.S., H.A.K., and A.A.M; 

software, H.A.K., and A.A.M.; validation, H.A.K., and A.A.M.; formal analysis, H.A.K., and A.A.M.; investigation, 

W.M.S., H.A.K., and A.A.M..; data curation, W.M.S., H.A.K., and A.A.M.; writing - original draft preparation, W.M.S., 

H.A.K., A.A.M.,W.M.A., S.A., A.T.A.S.; writing - review and editing, W.M.S., H.A.K., A.A.M.,W.M.A., S.A., A.T.A.S.; 

visualization, W.M.S., H.A.K., and A.A.M..; supervision, H.A.K., and A.A.M..; project administration, W.M.S., H.A.K., 

and A.A.M.. All authors have read and agreed to the published version of the manuscript.  
 

Funding: This work was supported by the Deanship of Scientific Research, Vice Presidency for Graduate Studies and 

Scientific Research, King Faisal University, Saudi Arabia [KFU251199]. 
 

Institutional Review Board Statement: Not applicable. 
 

Informed Consent Statement: Not applicable. 
 

Data Availability Statement: The data presented in this study may be obtained on request from the corresponding author. 
 

Acknowledgments: This work was supported by the Deanship of Scientific Research, Vice Presidency for Graduate 

Studies and Scientific Research, King Faisal University, Saudi Arabia [KFU251199]. 
 

Conflicts of Interest: The authors declare no conflict of interest. 

 

REFERENCES  
Abbas, A. A., & Al Hasnawi, H. H. (2020). Role of Psychological Contract Breach and Violation in Generating Emotional Exhaustion: 

The Mediating Role of Job Procrastination. Cuadernos de Gestion, 20(3), 15–28. https://doi.org/10.5295/cdg.181021aa 
Abdalla, M. J., Said, H., Ali, L., Ali, F., & Chen, X. (2021). COVID-19 and unpaid leave: Impacts of psychological contract breach on organizational 

distrust and turnover intention: Mediating role of emotional exhaustion. Tour Manag Perspect. 39:100854. https://doi.org/10.1016/j.tmp.2021 
Achmad, L. I., Noermijati., Rofiaty., & Irawanto, D. W. (2023). Job Satisfaction and Employee Engagement as Mediators of the 

Relationship Between Talent Development and Intention to Stay in Generation Z Workers, Intern. Journal of Profess. Bus. Review, 
Miami, v. 8(1) ,p. 01-19. https://doi.org/10.26668/businessreview/2023.v8i1.814 

Adams-Prassl, J. (2019). What if your boss was an algorithm? Economic incentives, legal challenges, and the rise of artificial intelligence 
at work. Comp. Lab. L. & Pol'y J., 41, 123. https://ora.ox.ac.uk/objects/uuid:674dbed4-317d-47a9-b10a-688892aeaf34 

Agina, M. F., Farrag, D. A., Khairy, H. A., Alhemimah, A., & Al-Romeedy, B. S. (2025). Talent management and innovative work 
behavior in tourism and hospitality businesses: Does absorptive capacity matter? Journal of Human Resources in Hospitality & 
Tourism, 24(2), 367-391. https://doi.org/10.1080/15332845.2025.2432621 

Ahmed, W., Kiyani, A., & Hashmi, S. H. (2013). The Study On Organizational Cynicism, Organizational Injustice & Breach Of 
Psychological Contract As The Determinants Of Deviant Work Behavior. Actual Problems Of Economics. 

Ajzen, I. (1991). The Theory of Planned Behavior. Organizational Behavior and Human Decision Processes, 50(2), 179–211. 
https://doi.org/10.1016/0749-5978(91)90020-T 

Aldoseri, A., Al-Khalifa, K. N., & Hamouda, A. M. (2024) AI-Powered Innovation in Digital Transformation: Key Pillars and Industry 
Impact. Sustainability, 16, 1790. https://doi.org/10.3390/su16051790 

Alia, F. B., Gulb, S., Khan, A., & Sher Alam (2020). Psychological Contract Breach & Workplace Deviance: Study Of Higher Education 
Institutions In Peshawar, Iqra. Journal of Business & Management (IJBM) 4(1), 94-121. 

https://doi.org/10.5295/cdg.181021aa
https://doi.org/10.26668/businessreview/2023.v8i1.814
https://ora.ox.ac.uk/objects/uuid:674dbed4-317d-47a9-b10a-688892aeaf34
https://doi.org/10.1080/15332845.2025.2432621
https://doi.org/10.1016/0749-5978(91)90020-T
https://doi.org/10.3390/su16051790


Wagih M. E. SALAMA, Hazem Ahmed KHAIRY, Amina Ali MANSOUR, Wael M. ALREFAE, Said ME AFIFY, Amer T. A. SHEHADAT 

 

 1218 

Aljaier, O., Alzubi, A., Khadem, A., & Iyiola, K. (2025). Exploring the Impact of Workplace Hazing on Deviant Behavior in the 
Hospitality Sector: The Roles of Emotional Exhaustion and Hope and Optimism. Behavioral Sciences, 15(2), 129. 

Allen, D. G., Bryant, P. C., & Vardaman, J. M. (2010). Retaining talent: Replacing misconceptions with evidence-based strategies. 
Academy of Management Perspectives, 24(2), 48–64. https://doi.org/10.5465/amp.24.2.48 

Ananny, M., & Crawford, K. (2018). Seeing without knowing: Limitations of the transparency ideal and its application to algorithmic 
accountability. New Media & Society, 20(3), 973–989. https://doi.org/10.1177/1461444816676645 

Argyris, C. (1960). Understanding organizational behavior. Dorsey Press. 
Autor, D., Mindell, D., & Reynolds, E. (2022). The work of the future: Building better jobs in an age of intelligent machines. MIT Press. 
Babakus, E., Yavas, U., & Karatepe, O. M. (2008). The effects of job demands, job resources and intrinsic motivation on emotional 

exhaustion and turnover intentions: A study in the Turkish hotel industry. International Journal of Hospitality and Tourism 
Administration, 9(4), 384–404. https://doi.org/10.1080/15256480802427339 

Baber, M. M., Durrani, D. K., & Lateef, F. (2022). The Relationship between Psychological Contract Breach and Psychological Contract 
Violation: The interactive effects of Tenure, Pakistan Languages and Humanities Review (PLHR), 6(3), 272-288. 

Bai, S., Zhang, X., Yu, D., & Yao, J. (2024). Assist me or replace me? Uncovering the influence of AI awareness on employees' 
counterproductive work behaviors. Front Public Health.12:1449561. https://doi.org/ 10.3389/fpubh.2024.1449561 

Bail, C., Harth, V., & Mache, S.  (2023). Digitalization in Urology-A Multimethod Study of the Relationships between Physicians' Technostress, 
Burnout, Work Engagement and Job Satisfaction. Healthcare (Basel).11(16):2255. https://doi.org/ 10.3390/healthcare11162255.  

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources Model: State of the Art. Journal of Managerial Psychology, 22(3), 
309–328. HTTPS://DOI.ORG/ 10.1108/02683940710733115 

Bal, P. M., & de Lange, A. H. (2022). Flexible Work Arrangements and Psychological Contract Breach: The Role of Idiosyncratic 
Deals. Human Resource Management, 61(2), 231–247. https://doi.org/10.1002/hrm.22112 

Baquero, A., Khairy, H. A., & Al-Romeedy, B. S. (2025). Workplace Stressors and the Intention to Quit: The Role of Psychological Distress and 
Psychological Flexibility Among Hospitality Employees. Tourism and Hospitality, 6(2), 72. https://doi.org/10.3390/tourhosp6020072 

Bankins, S., & Formosa, P. (2020). When AI meets PC: Exploring the implications of workplace social robots and a human-robot psychological 
contract. European Journal of Work and Organizational Psychology, 29(2), 215-229. https://doi.org/10.1080/1359432x.2019.1620328 

Baquero, A. (2023). Hotel employees’ burnout and intention to quit: the role of psychological distress and financial well-being in a 
moderation mediation model. Behavioral Sciences, 13(2), 84. https://doi.org/10.3390/bs13020084 

Bhargava, A., Bester, M., & Bolton, L. (2021). Employees’ perceptions of the implementation of robotics, artificial intelligence, and 
automation (RAIA) on job satisfaction, job security, and employability. Journal of Technology in Behavioral Science, 6(1), 106-113. 
https://doi.org/10.1007/s41347-020-00153-8 

Boscardin, C. K., Gin, B., Golde P. B., & Hauer, K. E.  (2024). Chatgpt and generative artificial intelligence for medical education: 
potential impact and opportunity. Acad Med. (2024) 99:22–7. https://doi.org/10.1097/acm.0000000000005439 

Braganza, A., Chen, W., Canhoto, A., & Sap, S. (2021). Productive employment and decent work: The impact of AI adoption on 
psychological contracts, job engagement and employee trust. Journal of Business Research, 131, 485–494. https://doi.org/ 
10.1016/j.jbusres.2020.08.018 

Brougham, D., & Haar, J. (2018). Smart technology, artificial intelligence, robotics, and algorithms (STARA): Employees’ perceptions 
of our future workplace. Journal of Management & Organization, 24(2), 239-257. https://doi.org/10.1017/jmo.2016.55 

Brundage, M., Avin, S., Clark, J., Toner, H., Eckersley, P., Garfinkel, B., & Amodei, D. (2018). The malicious use of artificial 
intelligence: Forecasting, prevention, and mitigation. arXiv preprint arXiv:1802.07228. https://arxiv.org/abs/1802.07228 

Brynjolfsson, E. (2022). The Turing Trap: The Promise & Peril of Human-Like Artificial Intelligence. Daedalus 2022; 151 (2): 272–287. 
https://doi.org/10.1162/daed_a_01915 

Brynjolfsson, E., & McAfee, A. (2023). The Turing Trap: The promise & peril of human-like artificial intelligence. Daedalus, 151(2), 
272–287. https://doi.org/10.1162/daed_a_01915 

Buolamwini, J., & Gebru, T. (2018). Gender Shades: Intersectional Accuracy Disparities in Commercial Gender 
Classification.  Proceedings of Machine Learning Research, 81, 1–15.  http://proceedings.mlr.press/v81/buolamwini18a.html 

Caporusso, N. (2023). Generative artificial intelligence and the emergence of creative displacement anxiety. Research Directs in 
Psychology and Behavior, 3(1). https://doi.org/10.53520/rdpb2023.10795 

Cassar, V., & Briner, R. B. (2011). The Relationship Between Psychological Contract Breach And Organizational Commitment: 
Exchange Imbalance As A Moderator Of The Mediating Role Of Violation. Journal Of Vocational Behavior, 78, 283-289. 

Conway, N., & Briner, R. B. (2005). Understanding psychological contracts at work: A critical evaluation of theory and research. Oxford 
University Press. 

Conway, Neil, & Rob, B. (2011). Briner, Understanding Psychological Contracts at Work: A Critical Evaluation of Theory and 
Research (Oxford, 2005; online edn, Oxford Academic. https://doi.org/10.1093/acprof:oso/9780199280643.001.0001 

Dignum, V. (2019). Responsible Artificial Intelligence: How to Develop and Use AI in a Responsible Way. Cham: Springer. 
https://doi.org/10.1007/978-3-030-30371-6 

Farhan, A. (2023). The Impact of Artificial Intelligence on Human Workers. Journal Of Communication Education, 17(2), 93-104. 
Floridi, L., Cowls, J., Beltrametti, M., Chatila, R., Chazerand, P., Dignum, V., & Vayena, E. (2018). AI4People—An ethical framework 

for a good AI society. Minds and Machines, 28(4), 689–707. https://doi.org/10.1007/s11023-018-9482-5 
García-Madurga, M. Á., Gil-Lacruz, A. I., Saz-Gil, I., & Gil-Lacruz, M. (2024). The Role of Artificial Intelligence in Improving 

Workplace Well-Being: A Systematic Review. Businesses , 4, 389-410. https://doi.org/10.3390/businesses4030024 
Gharib, R., & Khairy, H. A. (2019). An examination of the relationships among organizational cynicism, organizational commitment, 

and psychological contract in the hotel industry. International Journal of Heritage, Tourism and Hospitality, 13(2), 85-104. 
http://dx.doi.org/10.21608/ijhth.2019.92755 

Gong, B., & Sims, R. L. (2023). Psychological contract breach during the pandemic: How an abrupt transition to a work from home 
schedule impacted the employment relationship. J Bus Res. 154:113259. https://doi.org/ 10.1016/j.jbusres.2022.08.023 

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A Meta-Analysis of Antecedents and Correlates of Employee Turnover. Journal of 
Management, 26(3), 463–488. https://doi.org/ 10.1177/014920630002600305 

Güveyi, E., Elvin, G., Kennedy, A., Kurt, Z., Sice, P., Patel, P., Dubruel, A., & Heckels, D. (2025). Understanding emotional and health 
indicators underlying the burnout risk of healthcare workers. PLOS ONE, 20(1), e0302604. https://doi.org/10.1371/journal.pone.0302604 

Hair, J. F., Black, W. C., Balin, B. J., & Anderson, R. E. (2010). Multivariate data analysis: Maxwell Macmillan International Editions. 
https://link.springer.com/chapter/10.1007/978-3-030-06031-2_16 

https://doi.org/10.5465/amp.24.2.48
https://doi.org/10.1177/1461444816676645
https://doi.org/
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1002/hrm.22112
https://doi.org/10.3390/tourhosp6020072
https://doi.org/
https://arxiv.org/abs/1802.07228
https://doi.org/10.1162/daed_a_01915
https://doi.org/10.1162/daed_a_01915
http://proceedings.mlr.press/v81/buolamwini18a.html
https://doi.org/10.1093/acprof:oso/9780199280643.001.0001
https://doi.org/10.1007/978-3-030-30371-6
https://doi.org/10.1007/s11023-018-9482-5
https://doi.org/10.3390/businesses4030024
https://doi.org/10.1177/014920630002600305
https://doi.org/10.1371/journal.pone.0302604
https://link.springer.com/chapter/10.1007/978-3-030-06031-2_16
https://link.springer.com/chapter/10.1007/978-3-030-06031-2_16


How AI Awareness Drives Employee Intention to Leave in Hotels: The Mediating Roles of Job Burnout and Psychological Contract Breach 

 

 1219 

Hassan, A. H., Baquero, A., Salama, W. M., & Ahmed Khairy, H. (2024). Engaging Hotel Employees in the Era of Artificial 
Intelligence: The Interplay of Artificial Intelligence Awareness, Job Insecurity, and Technical Self-Efficacy. Journal of Logistics, 
Informatics and Service Science, 11(5), 522-539. https://doi.org/10.33168/JLISS.2024.0530 

Hom, P. W., Lee, T. W., Shaw, J. D., & Hausknecht, J. P. (2017). One hundred years of employee turnover theory and research. Journal 
of Applied Psychology, 102(3), 530–545. 

Irfan, M., Khalid, R. A., Kaka Khel, S. S. U. H., Maqsoom, A., & Sherani, I. K. (2023). Impact of work–life balance with the role of 
organizational support and job burnout on project performance. Engineering, Construction and Architectural Management, 30(1), 
154-171. http://dx.doi.org/10.1108/ECAM-04-2021-0316  

Ivana, P. R., Marumpe, D. P., Daud, I., & Yakin, I. (2025). Impact of psychological contract breach and ethical leadership on turnover intention: 
Emotional exhaustion as mediator. Journal of Management Science (JMAS), 8(1), 243-253. https://doi.org/10.35335/jmas.v8i1.601 

Jasim, T. A., Moneim, A. A., El-Sayed, S. F., Khairy, H. A., & Fayyad, S. (2024). Understanding The Nexus Between Abusive 
Supervision, Knowledge Hiding Behavior, Work Disengagement, And Perceived Organizational Support In Tourism And Hospitality 
Industry. Geo Journal of Tourism and Geosites, 55(3), 1039-1054. https://doi.org/10.30892/gtg.55306-1278 

Jiang, L., & Lavaysse, L. M. (2018). Cognitive and Affective Job Insecurity: A Meta-Analysis and a Primary Study. Journal of 
Management, 44(6), 2307–2342.  

Jobin, A., Ienca, M., & Vayena, E. (2019). The global landscape of AI ethics guidelines. Nat Mach Intell 1, 1(9), 389–399. 
https://doi.org/10.1038/s42256-019-0088-2 

Kaya, B., & Karatepe, O. M. (2020). Attitudinal and behavioral outcomes of work-life balance among hotel employees: The mediating role of 
psychological contract breach. Journal of Hospitality and Tourism Management, 42, 199–209. https://doi.org/10.1016/j.jhtm.2020.01.003 

Khairy, H. A., Ahmed, M., Asiri, A., Gazzawe, F., Abdel Fatah, M. A., Ahmad, N., & Agina, M. F. (2024). Catalyzing green work 
engagement in hotel businesses: Leveraging artificial intelligence. Sustainability, 16(16), 7102. https://doi.org/10.3390/su16167102 

Khairy, H. A., Agina, M. F., Ahmad, M. S., & Fayyad, S. (2025). Distributive injustice effect on employee’s innovative behavior in 
hotels: Roles of workplace envy and workplace spirituality. Journal of Human Resources in Hospitality & Tourism, 1-28. 
https://doi.org/10.1080/15332845.2025.2484949 

Khogali, H. O., & Mekid, S. (2023). The blended future of automation and AI: Examining some long-term societal and ethical impact 
features. Technology in Society, 73, 102232. https://dx.doi.org/10.2139/ssrn.4239580 

Kim, B. J., & Lee, J. (2024). The mental health implications of artificial intelligence adoption: the crucial role of self-efficacy. Humanit 
Soc Sci Commun 11, 1561. https://doi.org/10.1057/s41599-024-04018-w 

Kiron, D., Altman, E. J., & Riedl, C. (2023). Workforce ecosystems and AI. Brookings Institution. 
Kock, N. (2021). WarpPLS User Manual: Version 7.0. Laredo, TX: ScriptWarp Systems. Available at https://www.scriptwarp.com/ 
Kong, H., Yuan, Y., Baruch, Y., Bu, N., Jiang, X., & Wang, K. (2021). Influences of artificial intelligence (AI) awareness on career competency and 

job burnout. International Journal of Contemporary Hospitality Management, 33(2), 717-734. https://doi.org/10.1108/IJCHM-07-2020-0789 
Kwon, J. E. (2022). The Impact of Career Plateau on Job Burnout in the COVID-19 Pandemic: A Moderating Role of Regulatory 

Focus. International Journal of Environmental Research and Public Health, 19(3), 1087. https://doi.org/10.3390/ijerph19031087 
Kyaw, H. H. Y. (2023). The Effect of AI Awareness, Perceived Job Security, Employee Engagement, and Self-efficacy on Turnover Intention 

among Thai Employees in Hotel Business. Master Thesis. Bangkok University. http://dspace.bu.ac. th/jspui/handle/123456789/5482 
Li, J., Bonn, M. A., & Ye, B. H. (2019). Hotel employee’s artificial intelligence and robotics awareness and its impact on turnover 

intention: the moderating roles of perceived organizational support and competitive psychological climate. Tour Manag. 73:172–81. 
https://doi.org/ 10.1016/j.tourman.2019.02.006. 

Liang, X., Guo, G., Shu, L., Gong, Q., & Luo, P. (2022). Investigating the double-edged sword effect of AI awareness on employee's 
service innovative behavior. Tourism Management, 92, 104564. https://doi.org/10.1016/j.tourman.2022.104564 

Mahapatra, M., & Pati, S. (2018). Technostress Creators and Burnout: A Job Demands-Resources Perspective, Association for 
Computing Machinery, 70-77, https://doi.org/10.1145/3209626.3209711 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational Behavior, 2(2), 99-113. 
https://doi.org/10.1002/job.4030020205 

Maslach, C., & Leiter, M. P. (2016). Understanding the burnout experience: Recent research and its implications for psychiatry. World 
Psychiatry, 15(2), 103-111. https://doi.org/10.1002/wps.20311 

Maslach, C., Jackson, S. E., & Leiter, M. P. (1997). Maslach burnout inventory. Scarecrow Education. Available at 
https://www.mindgarden.com/117-maslach-burnout-inventory-mbi 

Mat Rifin, H., & Danaee, M. (2022). Association between Burnout, Job Dissatisfaction and Intention to Leave among Medical 
Researchers in a Research Organisation in Malaysia during the COVID-19 Pandemic. International Journal of Environmental 
Research and Public Health, 19(16), 10017. https://doi.org/10.3390/ijerph191610017 

McKinsey Global Institute. (2023). Generative AI and the future of work in America. McKinsey & Company. 
Meier, S. T., & Kim, S. (2022). Meta-regression analyses of relationships between burnout and depression with sampling and measurement 

methodological moderators. Journal of Occupational Health Psychology, 27(2), 195–206. https://doi.org/10.1037/ocp0000273 
Mittelstadt, B. D., Allo, P., Taddeo, M., Wachter, S., & Floridi, L. (2016). The ethics of algorithms: Mapping the debate. Big Data & 

Society, 3(2), 1–21. https://doi.org/10.1177/2053951716679679 
Morrison, E. W. (1993). Newcomer information seeking: Exploring types, modes, sources, and outcomes. Academy of management 

Journal, 36(3), 557-589. https://doi.org/10.5465/256592 
Nápoles, J. (2022). Burnout: A review of the literature. Update: Applications of Research in Music Education, 40(2), 19-26. 

https://doi.org/10.1177/87551233211037669 
Nazareno, L., & Schiff, D. S. (2021). The impact of automation and artificial intelligence on worker well-being. Technology in 

Society, 67, 101679. https://doi.org/10.1016/j.techsoc.2021.101679 
Nomura, T.,  Kanda, T., Suzuki, T., & Yamada, S. (2020). Do people with social anxiety feel anxious about interacting with a robot? AI 

& SOCIETY (2020) 35:381–390. https://doi.org/10.1007/s00146-019-00889-9 
Parker, S., & Grote, G. (2022). Automation, Algorithms, and Beyond: Why Work Design Matters More Than Ever in Digital World. 

Applied Psychology. 2022;71:1171–1204. 
Pavuluri, S., Sangal, R., & Sather, J.  (2024). Taylor RA. Balancing act: the complex role of artificial intelligence in addressing burnout and 

healthcare workforce dynamics. BMJ Health Care Inform. 2024 Aug 24, 31(1), e101120. https://doi.org/ 10.1136/bmjhci-2024-101120 
Poku, C. A., Bayuo, J., Agyare, V. A. Sarkodie, N. K., & Bam, V.(2025). Work engagement, resilience and turnover intentions among 

nurses: a mediation analysis. BMC Health Serv Res 25, 71 (2025). https://doi.org/10.1186/s12913-025-12242-6 
Potter, B. A. (2009). Overcoming job burnout: How to renew enthusiasm for work. Ronin Publishing. 

http://dx.doi.org/10.1108/ECAM-04-2021-0316
https://doi.org/10.35335/jmas.v8i1.601
https://doi.org/10.30892/gtg.55306-1278
https://doi.org/10.1038/s42256-019-0088-2
https://doi.org/10.1080/15332845.2025.2484949
https://doi.org/10.1057/s41599-024-04018-w
https://doi.org/10.3390/ijerph19031087
http://dspace.bu.ac/
https://doi.org/10.1145/3209626.3209711
https://doi.org/10.1002/job.4030020205
https://doi.org/10.3390/ijerph191610017
https://psycnet.apa.org/doi/10.1037/ocp0000273
https://doi.org/10.1177/2053951716679679
https://doi.org/10.1007/s00146-019-00889-9
https://doi.org/10.1186/s12913-025-12242-6


Wagih M. E. SALAMA, Hazem Ahmed KHAIRY, Amina Ali MANSOUR, Wael M. ALREFAE, Said ME AFIFY, Amer T. A. SHEHADAT 

 

 1220 

Qadri, S. U., Li, M., Ma, Z., Qadri, S., Ye, C., & Usman, M. (2022). Unpaid leave on COVID-19: the impact of psychological breach 
contract on emotional exhaustion: the mediating role of job distrust and insecurity. Frontiers in psychology, 13, 953454. 

Rahwan, I.  (2018). Society-in-the-Loop: Programming the Algorithmic Social Contract. Ethics and Information Technology, 20(1), 5–
14. https://doi.org/10.1007/s10676-017-9430-8 

Robinson, S. L., & Wolfe Morrison, E. (2000). The development of psychological contract breach and violation: A longitudinal study. Journal of 
organizational Behavior, 21(5), 525-546. https://doi.org/10.1002/1099-1379(200008)21:5%3C525::AID-JOB40%3E3.0.CO;2-T 

Rotenstein, L. S., Brown, R., Sinsky, C., & Linzer, M. (2023). The Association of Work Overload with Burnout and Intent to Leave the Job Across 
the Healthcare Workforce During COVID-19. Journal of General Internal Medicine, 38(1), 89–96. https://doi.org/10.1007/s11606-023-08153-z 

Rousseau, D. M. (1989). Psychological and implied contracts in organizations. Employee Responsibilities and Rights Journal, 2(2), 121–
139. https://doi.org/10.1007/BF01384942 

Rousseau, D. M. (1995). Psychological contracts in organizations: Understanding written and unwritten agreements. Sage Publications, Inc. 
Ryan, E., Hore, K., Power, J., & Jackson, T. (2023). The relationship between physician burnout and depression, anxiety, suicidality and 

substance abuse: A mixed methods systematic review. Front Public Health. 11:1133484. https://doi.org/ 10.3389/fpubh.2023.1133484 
Said, H., Ali, L., Ali, F., & Chen, X. (2021). COVID-19 and unpaid leave: Impacts of psychological contract breach on organizational 

distrust and turnover intention: Mediating role of emotional exhaustion. Tourism management perspectives, 39, 100854. 
https://doi.org/10.1016/j.tmp.2021.100854 

Salama, W., Abdou, A. H., Mohamed, S. A. K., & Shehata, H. S. (2022). Impact of work stress and job burnout on turnover intentions among 
hotel employees. International Journal of Environmental Research and Public Health, 19(15), 9724. https://doi.org/10.3390/ijerph19159724 

Salama, W. M., Khairy, H. A., Badwy, H. E., Afify, S. M., Alrefae, W. M. M., & Soliman, S. A. E. M. (2025). How abusive leadership 
could harm employee job engagement in hotel businesses? The roles of perceived organizational politics and 
presenteeism. Intangible Capital, 21(1), 168-192. https://doi.org/10.3926/ic.3104 

Salvagioni, D. A. J., Melanda, F. N., Mesas, A. E., González, A. D., Gabani, F. L., & Andrade, S. M. d. (2017). Physical, psychological and 
occupational consequences of job burnout: A systematic review of prospective studies. PLoS ONE, 12(10), e0185781. 
https://doi.org/10.1371/journal.pone.0185781 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout and engagement: A multi-
sample study. Journal of Organizational Behavior, 25(3), 293-315. https://doi.org/10.1002/job.248 

Selenko, E., Bankins, S., Shoss, M., Warburton, J., & Restubog, S. L. D. (2022). Artificial Intelligence and the Future of Work: A 
Functional-Identity Perspective. Current Directions in Psychological Science, 31(3), 272-279. 

Shneiderman, B. (2022). Human-centered AI: Ensuring human control in critical decision-making. Oxford University Press. 
Shneiderman, B. (2020). Bridging the gap between ethics and practice: Guidelines for trustworthy AI systems. ACM Transactions on 

Interactive Intelligent Systems, 10(4), 1–31. https://doi.org/ 10.1145/3419764 
Singh, S., & Dhan, S. A., (2023). A theoretical Review on Psychological Contract, Social Science and Humanities Journal, 7(8), 3137-

3142. https://doi.org/10.18535/sshj.v7i08.866 
Sturges, J., Conway, N., Guest, D., & Liefooghe, A. (2005). Managing the career deal: The psychological contract as a framework for 

understanding career management, organizational commitment and work behavior. Journal of Organizational Behavior: The International 
Journal of Industrial, Occupational and Organizational Psychology and Behavior, 26(7), 821-838. https://doi.org/10.1002/job.335 

Suseno, Y., Standing, C., Gengatharen, D., & Nguyen, D. (2022). Artificial intelligence (AI) awareness: Its impact on job burnout and 
turnover intentions. Journal of Organizational Behavior, 43(5), 731-750. https://doi.org/10.1002/job.2635 

Taddeo, M., & Floridi, L. (2018). How AI Can Be a Force for Good. Science. 361(6404), 751–752. https://doi.org/10.1126/science.aat5991 
Teng, R., Zhou, S., Zheng, W., & Ma, C. (2023). Artificial intelligence (AI) awareness and work withdrawal: Evaluating chained 

mediation through negative work-related rumination and emotional exhaustion. International Journal of Contemporary Hospitality 
Management, 35(7), 2311-2326. https://doi.org/10.1108/ijchm-02-2023-0240 

Tett, R. P., & Meyer, J. P. (1993). Job Satisfaction, Organizational Commitment, Turnover Intention, and Turnover: Path Analyses Based 
on Meta-Analytic Findings. Personnel Psychology, 46(2), 259–293. https://doi.org/10.1111/j.1744-6570.1993.tb00874.x. 

The Egyptian Ministry of Tourism and Antiquities. (2022). Hotel and tourism companies and establishments. Directory of hotel 
establishments and tourism companies, the Ministry of Tourism: Egypt. Retrieved from: https://mota.gov.eg/ar/  

Topa, G. Aranda-Carmena, M., & De-Maria, B. (2022). Psychological Contract Breach and Outcomes: A Systematic Review of 
Reviews. Int J Environ Res Public Health, 19(23), 15527. https://doi.org/ 0.3390/ijerph192315527.  

Wang, H., Ding, H., & Kong, X. (2023). Understanding technostress and employee well-being in digital work: the roles of work exhaustion and 
workplace knowledge diversity. International Journal of Manpower, 44 (2), 334-353.  https://doi. org/10.1108/IJM-08-2021-0480 

West, C. P., & Dyrbye, L. N. (2016). Erwin PJ, Shanafelt TD. Interventions to prevent and reduce physician burnout: a systematic review 
and meta-analysis. Lancet. 388(10057):2272-2281. https://doi. org/10.1016/S0140-6736(16)31279 

Xie, X., Liu, H., & Deng, H. (2015). Psychological contract breach and turnover intention: The intermediary role of job satisfaction. 
Open Journal of Business and Management, 03(04), 371. https://doi. org/10.4236/ojbm.2015.34036 

Xu, G., Xue, M., & Zhao, J. (2023). The association between artificial intelligence awareness and employee depression: the mediating 
role of emotional exhaustion and the moderating role of perceived organizational support. International Journal of Environmental 
Research and Public Health, 20(6), 5147. https://doi.org/10.3390/ijerph20065147 

Yon, H. W., & Amiri, M. (2024). The effects of artificial intelligence on occupational stress among IT employees (Project). Department 
of Accounting & Management, SKM Institution. 

Yu, D., Yang, K., Zhao, X., Liu, Y., Wang, S., D’Agostino, M. T., & Russo, G. (2022). Psychological contract breach and job 
performance of new generation of employees: Considering the mediating effect of job burnout and the moderating effect of past 
breach experience. Front. Psychol. 13:985604. https://doi.org/ 10.3389/fpsyg.2022.985604 

Zaza, S., Armstrong, D. J., & Riemenschneider, C. K. (2022). The influence of psychological contracts and burnout on it professionals’ turnover 
and turnaway intention. Communications of the Association for Information Systems, 50. https://doi.org/10.17705/1CAIS.05023 

Zhao, H., Wayne, S. J., Glibkowski, B. C., & Bravo, J. (2018). The impact of psychological contract breach on work‐related outcomes: A 
meta‐analysis. Personnel Psychology, 60(3), 647. https://doi. org/10.1111/j.1744-6570.2007.00087.x 

Zhao, H., Wayne, S., Glibkowski, B., & Jesus, B. (2007). The Impact of Psychological Contract Breach on Work-Related Outcomes: A 

Meta-Analysis, Personnel Psychology 60(3):647-680. https://doi.org/10.1111/j.1744-6570.2007.00087  
 

 

Article history: Received: 19.02.2025 Revised: 19.05.2025 Accepted: 10.06.2025 Available online: 30.06.2025 
 

https://doi.org/10.1007/s10676-017-9430-8
https://doi.org/10.1007/s11606-023-08153-z
https://psycnet.apa.org/doi/10.1007/BF01384942
https://doi.org/10.3926/ic.3104
https://doi.org/10.1002/job.248
https://doi.org/10.1145/3419764
https://doi.org/10.1002/job.2635
https://doi.org/10.1108/ijchm-02-2023-0240
https://doi.org/10.1111/j.1744-6570.1993.tb00874.x
https://mota.gov.eg/ar/
https://www.emerald.com/insight/search?q=Huatian%20Wang
https://www.emerald.com/insight/search?q=Hua%20Ding
https://www.emerald.com/insight/search?q=Xiansui%20Kong
https://www.emerald.com/insight/publication/issn/0143-7720
https://doi.org/10.17705/1CAIS.05023

