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Abstract

Purpose – The present study aims to determine the effects of task diversity and 
skill diversity on burnout and turnover intention.

Theoretical framework – This section describes task diversity, skill diversity, 
burnout, and turnover intention, and presents the relationships between these 
variables and the research hypotheses.

Design/methodology/approach – Using a cross-sectional research design, data 
were collected from 200 blue-collar workers in various businesses in the forest 
products and furniture industries in Türkiye. The data were gathered using the 
Task Diversity Scale introduced by Nimon and Zigarmi (2015), the Skill Diversity 
Scale introduced by Eyi (2010), the Burnout Scale introduced by Kristensen et al. 
(2005), and the Turnover Intention Scale developed by Mobley et al. (1978).

Findings – The present study revealed negative and significant relationships 
between task diversity and burnout, as well as turnover intention (r = -0.288; 
r = -0.216, respectively). Additionally, negative and significant relationships 
were found between skill diversity and burnout, as well as turnover intention 
(r = -0.348; r = -0.167, respectively).

Practical & social implications of research – The results emphasize the importance 
of task and skill diversity in organizations in reducing employee burnout and 
turnover intention.

Originality/value – The research was conducted in Turkish forest products and 
furniture sectors. By examining the possible protective effects of task and skill 
diversity in this sectoral context, it provides important insights into how diversity 
can be used to reduce employee burnout and turnover intention. In this respect, 
the study aims to both fill a gap in the literature and provide practical implications 
for managers in the relevant sectors.
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1 Introduction

In the contemporary business environment, which 
is characterized by fierce competition, retaining employees 
is of paramount importance to the viability of businesses. 
However, increased workloads and repetitive tasks can deplete 
employees’ psychological resources, leading to burnout and 
turnover intentions (Maslach & Leiter, 2016; Schaufeli et al., 
2009). Increased burnout and turnover intention has been 
shown to result in high staff turnover rates and associated 
costs within organizations (Bakker et al., 2004). Therefore, 
developing strategies to alleviate burnout and turnover 
intention is crucial for organizational sustainability. In 
this context, it is imperative to understand how factors 
influencing an individual’s work experience, particularly 
those associated with job design, impact employees’ levels 
of burnout and turnover intentions.

In the field of job design, task variety and skill 
variety are two fundamental elements that have been the 
subject of numerous studies. These elements have been 
shown to enhance employees’ psychological well-being by 
increasing their engagement and sense of meaningfulness 
(Morgeson & Humphrey, 2006). The concept of task variety 
refers to the diverse range of functions and responsibilities 
an employee undertakes during the course of their 
workday. In contrast, skill variety refers to the extent to 
which an individual employs multiple competencies or 
knowledge domains to carry out their job responsibilities 
(Hackman & Oldham, 1976). These aspects of the job 
reduce monotony and increase meaningfulness by providing 
cognitive and emotional challenges (Humphrey  et  al., 
2007). The existing literature suggests that this variety 
helps individuals achieve psychological satisfaction from 
their jobs and can reduce burnout levels (Bakker & 
Demerouti, 2007; Crawford et al., 2010).

According to the Job Demands-Resources (JD-R) 
Model, employees’ propensity for burnout and inclination to 
seek alternative employment are contingent on the disparity 
between job demands and job resources (Demerouti et al., 
2001). Task and skill diversity are considered to be “job 
resources,” and having these resources has been shown to 
play a role in preventing burnout and turnover intention 
by offsetting the negative effects of job demands. A review 
of the literature shows that turnover intention decreases 
with reduced job stress and monotony (Ning  et  al., 
2023). Job rotation, enrichment, and enlargement have 
been suggested as being beneficial in reducing monotony 
(Ardıç & Polatcı, 2008). A previous study carried out by 

Baykal and Koçak (2018), which aimed to determine the 
effects of skill diversity and autonomy on job satisfaction 
and turnover intention, reported that turnover intention 
is affected by skill diversity and autonomy. Thus, the 
present study was designed to identify the effects of 
perceived task and skill diversity on burnout and turnover 
intention among blue-collar workers employed in different 
companies within the forestry and furniture industries.

This study aims to analyze the effects of task and 
skill diversity on burnout and turnover intention based on 
the JD-R Model and Self-Efficacy Theory. As can be seen 
in the existing literature, the relationships between task 
and skill diversity and burnout and turnover intention 
are generally analyzed separately. Studies on blue-collar 
employees, in particular, are quite limited. In this context, 
the originality of this study emerges at two levels. First, 
it examined the effects of task and skill diversity on both 
burnout and turnover intention in the same model.

Second, the study was conducted with blue-collar 
workers in the forestry and furniture industries in Türkiye. 
These sectors are physically demanding, have limited job 
security, and provide few job enrichment opportunities. 
Repetitive work structures and limited skill use increase 
the risk of burnout for employees. Therefore, examining 
the effects of job design elements, such as task and skill 
diversity, on these groups not only fills a sectoral gap 
in the literature, but also offers important implications 
for employers and human resources practitioners. In 
conclusion, this study aims to contribute to the literature 
both theoretically and practically by testing the relationships 
between task and skill diversity, burnout, and turnover 
intention using an original sample within an explanatory 
theoretical framework.

2 Conceptual framework

This section describes task diversity, skill diversity, 
burnout, and turnover intention, as well as the relationships 
between these variables and the research hypotheses.

2.1 Task diversity

Task diversity in the workplace has become 
a growing focus of importance for organizations. As 
studies increasingly reveal the benefits of diverse tasks, 
companies are motivated to make diversity efforts a priority 
(Pemberton & Kisamore, 2023). Task diversity refers to 
the extent to which employees can perform a wide range 
of tasks. It refers to the differences in the number and 
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quality of tasks performed by employees in their daily 
workflows (Morgeson & Humphrey, 2006). It signifies 
the use of different skills and diversity in job content. It 
offers significant opportunities to utilize various skills 
(Morf et al., 2017). It encourages individuals to perform 
different tasks and utilize diverse abilities (Hackman & 
Oldham, 1976). This diversity can reduce job monotony 
and enhance motivation and commitment. In their study, 
Choi et al. (2013) found that the importance and autonomy 
of the task have a negative effect on turnover intention. 
They concluded that task design and organizational 
support prevent turnover intention among employees.

2.2 Skill diversity

Skill diversity is an informational characteristic 
of a job that indicates the extent to which a wide range 
of skills is required to complete it. The main purpose of 
skill diversity is to increase responsibility, multitasking, 
innovation, and input (Van Veldhoven et al., 2020). Skill 
diversity contributes to employees experiencing higher 
levels of expertise. It is believed that skill diversity can 
provide opportunities for employees who find their jobs 
less interesting to use different skills, which positively 
influences their continuance in the job (Zaniboni et al., 
2013). Working in a job with high skill diversity facilitates 
personal development. Jobs that facilitate personal 
development are perceived as more meaningful. Performing 
such tasks motivates individuals, making the relevant job 
enjoyable (Li et al., 2020). Skill diversity encompasses 
the knowledge and skills individuals acquire through job 
rotation and organizational training programs. In job 
rotation, individuals perform different tasks, encounter 
various challenges, and gain diverse job experiences. 
Organizational training programs enable individuals to 
develop both knowledge and technical skills, as well as 
generate innovative ideas according to job requirements 
(Chen et al., 2011).

2.3 Burnout

Burnout is defined as feeling unsuccessful and 
worn out. It manifests through various symptoms that 
vary from person to person in terms of type and severity 
(Freudenberger, 1974). These symptoms are categorized 
into three groups: physical, emotional, and mental. 
Physical symptoms include sleeplessness, low energy, 
fatigue, frequent colds, unexplained headaches, general 
body aches, and weight loss. Emotional symptoms include 

emotional exhaustion, a quick temper, occasional cognitive 
difficulties, anxiety, restlessness, impatience, feelings of 
worthlessness, indecisiveness, helplessness, and feeling 
trapped. Mental symptoms include negative attitudes 
toward oneself, one’s job, and life in general. Consequently, 
behaviors such as quitting or procrastinating at work 
are observed in individuals (Demir, 2009). Burnout is a 
concept with three sub-dimensions: emotional exhaustion, 
desensitization, and reduced personal accomplishment. 
Burnout significantly affects individuals and organizations. 
Organizations’ failure to consider the human aspects of 
work and their excessive demands on employees lead to 
burnout. Burnout is a process, not a situation that occurs 
overnight (Arı & Bal, 2008).

2.4 Turnover intention

Turnover intention, which is considered a direct 
antecedent of actual turnover, has been an important 
variable in the organizational behavior literature for many 
years. Turnover intention is defined as the conscious 
willingness of employees to actively seek alternative job 
opportunities in other organizations (Akın, 2019). The 
transformation of turnover intention into actual turnover 
is a process influenced by many factors. It includes 
considering leaving the job, initiating a job search, evaluating 
alternative opportunities, and deciding whether to stay or 
leave (Seyrek & İnal, 2017). Studies have reported that 
employees with higher levels of gratitude and trust toward 
their organization and who receive greater organizational 
support have lower turnover intentions (Treglown et al., 
2018). The quality of work and all its dimensions are 
determinants of turnover intention (Ertürk, 2022). 
Employees’ tendency to leave their jobs is affected not 
only by personal factors but also by factors such as job 
design (task/skill diversity, autonomy, feedback).

2.5 Relationships between task diversity, 
skill diversity, burnout, and turnover 
intention

According to the Job Demands-Resources (JD-R) 
theory, having a diversity of tasks and skills has a beneficial 
effect on employees’ psychological well-being. This 
counteracts the negative effects of high job demands in the 
workplace (Rattrie et al., 2020). According to the JD-R 
model, task diversity can mitigate the negative impact of 
job demands by providing employees with psychological 
resources (Demerouti  et  al., 2001). Using more than 



4

R. Bras. Gest. Neg., São Paulo, v.27, n.3, ﻿2025

Zeynep Arabacı/Coşkun Akça

one skill in one’s job makes the job feel more personal 
and valuable (Hackman & Oldham, 1976). According 
to the JD-R model, skill diversity can prevent negative 
outcomes, such as stress and burnout, as it is a meaningful 
and motivating element of work for employees (Bakker & 
Demerouti, 2007). Morgeson and Humphrey (2006) stated 
that task diversity forms meaningful work experiences, 
increasing motivation and reducing burnout. Task diversity 
reduces work monotony, making work more attractive 
and contributing to employees’ continuous engagement 
(Van Veldhoven et al., 2020). Varied tasks help decrease 
burnout levels by preventing monotony and enhancing 
employees’ commitment to their work (Kristof-Brown et al., 
2005). Roles that offer job richness provide employees 
with mental variety, supporting not only their cognitive 
but also their emotional energy. This reduces burnout 
and allows individuals to maintain interest in their work 
(Bakker et al., 2023). While repetitive tasks mentally tire 
employees and cause a loss of meaning, diverse tasks can 
reduce burnout by providing the opportunity to see the 
whole picture. Based on theory and empirical research, 
the following hypotheses were formulated.

H1. Task diversity negatively affects employees’ 
burnout levels.

H2. Skill diversity negatively affects employees’ 
burnout levels.

Although many factors play a role in the development 
of turnover intention, job characteristics stand out as a 
determining factor in shaping it. Akın (2019) noted the 
effect of job characteristics on job dedication and its 
significant impact on turnover intention. According to 
the self-efficacy theory (Bandura, 1997), the ability to use 
one’s skills increases the perception of competence, which 

in turn supports the tendency to stay at work. When the 
job is compatible with the individual’s competencies, the 
employee is more commitment to the job and less likely to 
leave (Parker et al., 2001). Zaniboni et al. (2013) found 
that increased skill diversity results in lower turnover 
intentions among older employees than among younger 
ones. A meta-analysis by Humphrey et al. (2007) found 
that tasks in which employees can use different skills 
reduce turnover intentions. Similarly, Harrison  et  al. 
(2006) emphasized that diverse tasks and skills can increase 
employees’ interest and commitment to their work. Task 
diversity increases employees’ commitment to their jobs 
and ensures they remain in the job (Kristof-Brown et al., 
2005). Other studies have also shown that improving job 
characteristics can reduce undesirable consequences such 
as turnover (Karsh et al., 2005; Slattery et al., 2010). In 
particular, monotonous and repetitive tasks may cause 
employees to become alienated from their jobs and consider 
leaving more quickly (Schaufeli & Bakker, 2004). In light 
of these theoretical and empirical findings, the following 
hypotheses are proposed:

H3. Task diversity negatively affects employees’ 
turnover intention.

H4. Skill diversity negatively affects employees’ 
turnover intention.

Figure  1 shows the research model developed 
based on the theoretical approaches and empirical findings 
in the literature.

3. Research methodology

This study employs a cross-sectional research 
design within a quantitative framework to collect and 

Figure 1. Study model
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analyze data at a specific point in time. The data analysis 
was conducted using the SPSS Statistics 23 and Amos 22 
software packages. The research model includes exploratory 
and confirmatory factor analysis, reliability analysis results, 
descriptive statistics related to scales, correlation analysis to 
determine relationships between variables, and regression 
analysis to test research hypotheses.

3.1 Population and sample

The population of this study consists of blue-collar 
workers employed in various enterprises in the forest products 
and furniture industry in Kastamonu Province, Türkiye. 
The forest products and furniture sector is a strategic area 
of the Turkish economy in terms of both employment and 
exports. It is notable for its labor-intensive structures (Union 
of Chambers and Commodity Exchanges of Türkiye, 2023). 
Kastamonu is one of the leading provinces in the Black Sea 
Region in the production of forest products and furniture, 
and the region’s production-oriented work structure increases 
the density of the blue-collar workforce. The forest products 
sector transforms primary and secondary forest products into 
semi-finished or finished goods. It is a sector that primarily 
employs blue-collar workers. It comprises a significant portion 
of the workforce in Türkiye (Yıldırım et al., 2018). The 
blue-collar employee group generally works in jobs defined 
by monotonous tasks based on narrow skill sets, which can 
lead to negative outcomes such as burnout and quitting 

(Schaufeli & Taris, 2014). For example, task diversity among 
blue-collar workers in the forest products and furniture sector 
may entail activities such as operating different machines on 
the production line, assembling various product types, or 
performing quality control. Examining the effect of task and 
skill diversity on burnout and intention to quit specifically 
for blue-collar employees addresses a gap in the literature 
that receives limited attention.

The research was conducted using a convenience 
sampling method. This method was chosen based on field 
access, production shifts, and company permit procedures. 
The method was preferred because it allows for rapid data 
collection, which is especially advantageous in field research 
(Etikan et al., 2016). After obtaining ethics committee approval 
and the necessary institutional permits, 200 volunteers 
were recruited to participate in the study. Table 1 shows the 
distribution of participants’ demographic characteristics.

3.2 Data collection tool

The survey technique was used for the data collection 
in this study (Supplementary Data 1 – Database). The 
validity and reliability of the scales were tested, and scales 
already adapted to Turkish were used. The first section of 
the survey includes five items to determine the participants’ 
demographics, and the second section includes 16 items to 
determine their opinions regarding the research variables 
(Supplementary Data 2 – Appendix A). A five-point 

Table 1 
Distribution of Participants’ Demographic Characteristics

Demographic variable Group Frequency Percentage

Sex
Male 152 76.0

Female 48 24.0

Age group

20-29 26 13.0
30-39 44 22.0
40-49 118 59.0

Ages 50 and above 12 6.0

Marital status
Married 166 83.0
Single 34 17.0

Educational level

Elementary school 122 61.0
High school 54 27.0

Associate’s degree 6 3.0
Undergraduate 18 9.0

Working experience (years)

0-5 58 29.0
6-10 106 53.0
11-15 18 9.0
16-20 16 8.0

More than 20 years 2 1.0
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Likert scale was used for the survey (1 = strongly disagree, 
5 = strongly agree).

To measure task diversity, three statements from the 
sub-dimensions of the Work Cognition Inventory developed 
by Nimon and Zigarmi (2015) and tested and validated in 
Turkish by Müceldili et al. (2021) were used. Examples of 
these statements include “My job involves more than routine 
tasks” and “I need to make multifaceted decisions in my job.” 
The reliability coefficient for these three statements was 0.826.

A four-item scale developed by Eyi (2010) was 
used to measure skill diversity. The scale includes statements 
such as “My job allows me to utilize various skills” and 
“My job requires me to acquire new skills.” The reliability 
analysis yielded an alpha coefficient of 0.878.

Seven statements related to professional burnout 
from the sub-dimensions of the Burnout Scale, introduced 
by Kristensen et al. (2005) and validated by Bakoğlu et al. 
(2009) in the Turkish literature, were used to measure 
burnout levels. Examples of these statements include “I 
feel exhausted because of my job” and “My job exhausts 
me emotionally.” The reliability coefficient for these seven 
statements was 0.895.

The Intention to Leave Scale, consisting of a single 
dimension and three statements introduced by Mobley et al. 
(1978), was used to measure turnover intention. It was adapted 
to Turkish by Örücü and Özafşarlıoğlu (2013). Statements 
such as “I often think about quitting my current job” and “I 
actively search for jobs in other companies” were included. 
The Cronbach’s alpha coefficient for the scale was 0.904.

4. Results

This section of the study presents exploratory 
and confirmatory factor analysis results regarding the 
scales, as well as descriptive statistics related to the scales. 
Correlation analysis was conducted to determine the 
relationships between variables, and regression analysis 
was conducted to test the research hypotheses.

4.1 Exploratory factor analysis results

The Kaiser-Meyer-Olkin (KMO) test and Bartlett’s 
sphericity test are prerequisites for factor analysis. These tests 
assess the suitability of the preconditioned data matrix for 
factor analysis. The KMO value is expected to be higher than 
60%, Bartlett’s sphericity test is expected to be significant 
at the 95% confidence interval, the factor eigenvalues are 
expected to be higher than 1, and the factor loadings are 
expected to be higher than 0.50 (Hair et al., 2010). The 
principal components method was employed in the factor 
analysis of the measurement tools used in this study, and 
items with factor loadings higher than 0.50 and factors 
with eigenvalues higher than 1 were considered. Table 2 
presents the results of the exploratory factor analysis.

Item 4 of the burnout scale, “I have sufficient 
energy for my family and friends in my leisure time,” 
was excluded from the initial analysis since its factor 
loading was lower than 0.50. Factor analysis was then 
repeated without this item. The second analysis yielded a 
unidimensional, six-item final form of the scale. Examining 
the results of the exploratory factor analysis for the scales, 
it was determined that the Kaiser-Meyer-Olkin (KMO) 
measure was higher than 0.60 for all scales, the chi-square 
value was high, Bartlett’s test was significant, and the item 
factor loadings were higher than 0.5.

4.2 Confirmatory factor analysis results

The confirmatory factor analysis results for the 
scales are presented in Table 3.

A confirmatory factor analysis was conducted 
to determine validity. Considering the results of the 
confirmatory factor analysis for the scales used in the 
present study, it was found that the model fit indices were 
at a good level. Therefore, it was concluded that the scales 
used in this study were valid and reliable.

Table 2 
Exploratory Factor Analysis Results

Variables Task Diversity Skill Diversity Burnout Turnover Intention
Factor loading range .802-.924 754-910 639-871 877-936

Eigenvalue 2.243 2.938 3.987 2.517
Explained variance (%) 74.774 73.456 66.445 83.916

Kaiser-Meyer-Olkin criterion .650 .764 .875 .727
Bartlett test 259.353 475.595 711.624 408.950

Sig. .000 .000 .000 .000
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4.3 Descriptive statistics for variables

The degree of relationship between the variables 
used in this study and their respective standard deviation, 
mean, skewness, and kurtosis values are presented in Table 4.

The descriptive statistics values of the variables 
were examined using the skewness and kurtosis values to 
determine whether the scales met the normal distribution 
assumption. It was observed that the skewness and kurtosis 
values of the scales fell within the ±2 range. Based on these 
results, it can be concluded that all of the scales used in 
this study met the normality assumption. Correlation 
analysis was used to examine the relationships between 
task diversity, skill diversity, burnout, and turnover 
intention. Significant negative relationships were found 
between task diversity and burnout (r = -0.288; p<0.01) 
and turnover intention (r = -0.216; p<0.01), as well as 
between skill diversity and burnout (r = -0.348; p<0.01) 
and turnover intention (r = -0.167; p<0.01).

4.4 Regression analysis results

Regression analysis was conducted to test the 
research hypotheses. The results are presented in Table 5.

According to the results of the regression 
analysis shown in Table 5, in Model 1, task diversity as 
an independent variable had a significant effect (p<0.05; 

β= -0.300) on burnout as the dependent variable. In Model 
2, task diversity as an independent variable significantly 
influenced (p<0.05; β = -0.255) turnover intention as the 
dependent variable. In Model 3, however, skill diversity as 
an independent variable was found to have a significant 
effect (p<0.05; β = -0.328) on burnout as the dependent 
variable. In Model 4, skill diversity as an independent 
variable significantly affected (p<0.05; β = -0.178) 
turnover intention as the dependent variable. Examining 
the ANOVA analysis results showing the significance 
and validity of the hypotheses reveals that the models 
established in line with the research objectives are valid 
and meaningful hypotheses since the t value is greater 
than ±1.96 in each model and the p value measuring the 
significance of the model is less than 0.05 for all hypotheses. 
Hypotheses H1, H2, H3, and H4 were accepted based on 
the results obtained.

5. Discussion

This study examined the effects of task and skill 
diversity on employees’ burnout levels and turnover 
intentions. The findings revealed that task and skill 
diversity had significant and negative effects on both 
dependent variables.

Table 3 
Confirmatory Factor Analysis Results

Measures of Fit Acceptable Fit Good Fit Ta
sk

 
D

iv
er

si
ty

Sk
ill

 
D

iv
er

si
ty

B
ur

no
ut

Tu
rn

ov
er

 
In

te
nt

io
n

NFI .90 ≤ NFI ≤ .95 .95 ≤ NFI ≤ 1 1.000 .996 .981 1.000
RMSEA 0.05<RMSEA≤0.08 0≤RMSEA≤0.05 .065 .071 .070 .082

GFI .90 ≤ GFI ≤ .95 .95 ≤ GFI ≤ 1 1.000 .995 .978 1.000
AGFI .85 ≤ AGFI ≤ .90 .90 ≤ AGFI ≤ 1 1.000 .950 .933 1.000
X2/df 2 < χ2/df ≤ 3 0 ≤ χ2/df ≤ 2 .000 2.001 1.967 .000
CFI .95 ≤ CFI ≤ .97 .97 ≤ CFI ≤ 1 1.000 .998 .990 1.000

Source: Çokluk et al. (2010). Multivariate statistics for social sciences: SPSS and L1SREL applications. Ankara: Pegem Academy

Table 4 
Descriptive Statistics Results for Variables

Model Variables N SD Skewness Kurtosis 1 2 3 4
Task Diversity 200 .84337 -1.520 2.385 1
Skill Diversity 200 .93217 -1.685 2.328 .655** 1

Burnout 200 .87744 1.608 2.255 -.288** -.348** 1
Turnover Intention 200 .99590 1.804 2.864 -.216** -.167** .347** 1
**p<0.01, N=Sample, SD=Standard Deviation
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The findings of the study demonstrated that task 
and skill diversity both have a negative effect on burnout, 
substantiating hypotheses H1 and H2. The negative relationship 
between task and skill diversity and burnout aligns with the 
expectations of the Job Characteristics Model (Hackman 
& Oldham, 1976). The result obtained in the study is in 
line with other results in the literature (Bakker et al., 2023; 
Bakker & Demerouti, 2007; Kristof-Brown et al., 2005; 
Morgeson & Humphrey 2006; Van Veldhoven et al., 2020). 
In the context of the Job Demands-Resources (JD-R) 
Model, task and skill diversity function as “job resources” 
that play a protective role against burnout. It is important 
for managers to create work environments where employees 
can use their skills and take part in different tasks in order 
to prevent burnout.

When the other hypotheses of the study were 
tested, it was found that task and skill diversity both have a 
negative effect on turnover intention, and H3 and H4 were 
accepted. This finding is consistent with the Self-Efficacy 
Theory (Bandura, 1997), which posits that task and skill 
diversity decrease turnover intention. The result obtained 
in the present study is consistent with those reported in 
the relevant literature (Akın, 2019; Harrison et al., 2006; 
Humphrey et al., 2007; Karsh et al., 2005; Parker et al., 
2001; Slattery et al., 2010; Zaniboni et al., 2013). Providing 
employees with an environment where they can use and 
develop their skills reduces their turnover intention.

6. Conclusion

This study is expected to make original contributions 
to the existing literature by empirically examining the 
effects of job design elements, such as task and skill 
diversity, on the burnout level and turnover intention of 
blue-collar employees. Analyses of blue-collar workers in 
the forest products and furniture industries as a sample 
showed that both types of diversity have significant and 
negative effects on burnout levels and turnover intentions. 
In addition, the limited number of such studies conducted 
in Türkiye and in sectors such as forest products indicates 
that this research fills an important gap at the regional and 
sectoral level. In conclusion, this study makes significant 
theoretical and practical contributions to the organizational 
behavior literature by applying job design theories to the 
manufacturing sector and blue-collar workers.

6.1 Theoretical contributions

This study makes a significant contribution to the 
literature by examining the effects of task and skill diversity 
on employee burnout and turnover intention within the 
framework of job design theories. Specifically, the study 
focuses on blue-collar employees in the manufacturing 
sector. Unlike most studies, which limit these variables 
to white-collar employees and service sectors, this study 
focuses on blue-collar workers in the forest products and 
furniture industry. This provides an opportunity to test 

Table 5 
Regression Analysis Results for Hypotheses

Variables Beta t Sig. R R2 F Sig.f RESULT
H1. Task diversity negatively affects employees’ burnout levels.

Constant 2.892 10.789 .000
Task diversity -.300 -4.239 .000

-.288 .083 17.968 .000 Accepted
H2. Task diversity negatively affects employees’ turnover intention.

Constant 2.729 8.794 .000
Task diversity -.255 -3.108 .002

-.216 .047 9.662 .002 Accepted
H3. Skill diversity negatively affects employees’ burnout levels.

Constant 3.143 11.800 .000
Skill diversity -.328 -5.229 .000

-.348 .121 27.344 .000 Accepted
H4. Skill diversity negatively affects employees’ turnover intention.

Constant 2.526 7.943 .000
Skill diversity -.178 -2.378 .018

-.167 .028 5.653 .018 Accepted
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the validity of theoretical approaches such as the Job 
Characteristics Model (Hackman & Oldham, 1976), 
Self-Efficacy Theory (Bandura, 1997), and the Job 
Demands-Resources Model (Demerouti  et  al., 2001), 
in different sectors and employee groups.

6.2 Practical contributions

The findings of the study have important practical 
implications for human resources managers and operational 
leaders. First, task and skill diversity have been observed to 
effectively reduce employee burnout and turnover intention. 
In this context, it is recommended that tasks be systematically 
diversified in the production process, on-the-job training 
programs be organized to provide employees with new skills, 
and employee rotation be implemented. In addition, systems 
should be developed to increase the active participation of 
employees not only in the production output but also in 
the work process. For example, providing flexibility in job 
descriptions and giving employees authority in areas such as 
problem-solving and decision making will increase skill use 
and make employees feel more valued. Job rotation provides 
opportunities for employees to experience different tasks 
and roles, thereby increasing task diversity and elevating 
motivation. Rewarding employees who take on diverse and 
successful roles can encourage more reluctant employees to 
embrace diversity. Such practices can encourage long-term 
commitment by strengthening employees’ sense of belonging 
to the organization, particularly among blue-collar workers.

6.3 Limitations and suggestions for 
future studies

The present study is subject to certain methodological 
limitations. First, it should be noted that the data were 
collected exclusively from blue-collar workers in the forest 
products and furniture sectors in Türkiye. Consequently, 
the generalizability of the results to other sectors and 
countries may be limited. Furthermore, the study used a 
convenience sampling method, which makes it impossible 
to guarantee the representativeness of the sample with 
respect to the population. Second, the cross-sectional 
design of the study precludes definitive judgments about 
the cause-and-effect nature of the relationships between 
variables. Future research can test the validity of the 
findings using larger, more representative samples. In 
addition, longitudinal designs could be used to monitor 
the effects over time, and more sophisticated models 
could be constructed using mediating variables (e.g., job 

satisfaction, psychological empowerment) or moderating 
variables (e.g., leadership style, perception of organizational 
support). A comparative study of blue-collar and white-
collar employees in different sectors could provide more 
detailed results on the effectiveness of job design practices.
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