


Job Bornout, Worklife Balance And Quiet Quitting: The Mediating Role Of Turnover Intention Among Gen Z employees in Bandung

ABSTRACT
Quiet quitting has become an emerging workplace issue, particularly among Generation Z employees, yet studies examining its antecedents in the Indonesian context remain limited. This study aims to examine the influence of job burnout and work-life balance on quiet quitting, with turnover intention as an intervening variable, among Generation Z employees in Bandung. This study employs a quantitative approach using a causal-associative method. The population consists of Generation Z employees working in Bandung, with a sample of 100 respondents selected using purposive sampling. Data collection was conducted through the distribution of a questionnaire using a Likert scale. Data analysis techniques utilized SPSS software, including validity tests, reliability tests, classical assumption tests, multiple linear regression analysis, t-tests, F-tests, the coefficient of determination, and the Sobel test. The results indicate that job burnout has a positive and significant effect on turnover intention, while work-life balance has a negative and significant effect on Turnover Intention. Job burnout also has a positive and significant effect on quiet quitting, whereas work-life balance has a negative and significant effect on quiet quitting. Additionally, Turnover Intention has a positive and significant effect on quiet quitting. The results of the Sobel test indicate that turnover intention mediates the effects of job burnout and work-life balance on quiet quitting. Thus, this study demonstrates that job burnout and work-life balance play a significant role in influencing quiet quitting, both directly and indirectly through turnover intention, among Generation Z employees in Bandung. These findings of this study contribute to the organizational behavior literature by explaining the mechanisms through which burnout and work-life balance influence quiet quitting. From a practical perspective, this study provides insights for organizations and HR practitioners on how to reduce quiet quitting through burnout management, improvements in work-life balance, and addressing employees’ intentions to leave their jobs.
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Introduction
[bookmark: _Hlk228132584]Quiet quitting is a phenomenon in which individuals remain within an organization but perform only the minimum required work without demonstrating engagement, enthusiasm, or extra contributions to their work or the organization. This aligns with Aydin’s (2022) view, who states that quiet quitting involves doing the bare minimum and not exceeding set limits. Working as little as possible means working to a low standard without exceeding the limits set by the company, so that employees do not need to expend a lot of energy on their work. Meanwhile, Kumar (2022) states that quiet quitting is a form of resistance to the idea of prioritizing work above all else. Prioritizing work above all else is identified as resistance in the form of employees avoiding additional work that does not align with their core duties or responsibilities.

[bookmark: _Hlk228132605][bookmark: _Hlk228132770]The concept of "quiet quitting" was first introduced by Mark Boldger in 2009, who used the term to describe a decline in motivation to perform well at work (Yikilmaz, n.d., 2022 ). A decline in employees’ motivation to perform well has a negative impact on a company’s productivity. The reason behind the large number of employees engaging in quiet quitting is to minimize the demands of workplace culture and workloads without having to quit their jobs. In other words, quiet quitting is a strategy to avoid the problems that could arise from quitting. However, employees who practice quiet quitting still perform their duties and responsibilities. Thus, adopting quiet quitting is a choice made in protest against increased workloads and the negative consequences that could result from quitting ( Mahand & Caldwell, 2023 ).

Based on the explanation of quiet quitting above, quiet quitting is a trend in the workplace. Since quiet quitting is commonly practiced by Generation Z workers, organizations must take steps to prevent or even eliminate it. Organizations must recognize that employees have the right to a life outside of work. Furthermore, supportive managerial practices within the organization can serve as a solution to prevent quiet quitting and accommodate employees’ aspirations, thereby gradually enhancing their satisfaction and addressing their psychological needs in the workplace. (Aydin & Oznur, 2022).

[bookmark: _Hlk228132814][bookmark: _Hlk228132826]Generation Z is the first generation to be widely and directly exposed to digital technologies such as websites, social media, and the overwhelming amount of information available on the internet. Generation Z actively uses IT, social media, and smartphones more frequently. Their active use of smartphones distinguishes Generation Z from previous generations. Generation Z’s active smartphone use does not involve addictive behavior; however, they use smartphones because they have become an integral part of their lives (Nguyen et al., 2025). Deloitte (2023) found that Generation Z members from 44 countries feel that the reality of the workplace often falls short of their expectations. Generation Z seeks a work environment that values work-life balance, offers flexibility, and promotes personal growth, while aligning with their personal values (Loveless, 2023).

[bookmark: _Hlk228132837][bookmark: _Hlk228132853][bookmark: _Hlk228132907]Popaitoon (2022) found that Generation Z seeks meaningful and significant work. If these expectations are not met, job satisfaction will decline. Organizations can enhance job satisfaction and employee retention by creating a work environment that supports personal and professional goals. Generation Z exhibits unique behaviors and competencies that contribute to organizational sustainability. Muneer, Zulqarnain, and Abdullah & Bangcola (2024) argue that a positive work environment, recognition of achievements, and career development opportunities significantly contribute to employees’ decisions to remain with the organization. Manggala and Siswanto (2024) suggest that job insecurity and high workloads have a positive relationship with turnover intentions among Generation Z. This is related to the increasingly prevalent phenomenon of “quiet quitting.”

Recent research indicates that quiet quitting is closely linked to modern workplace stress, work-related burnout, and an imbalance between work and personal life. Alhammadi et al. (2025) found that technological overload, technological work burnout, and poor work-life balance can contribute to the emergence of quiet quitting. Additionally, Prentice et al. (2025) demonstrated that work-life imbalance and burnout can increase employees’ tendency to withdraw from their work and develop an intention to quietly leave.

[bookmark: _Hlk228132923]The results of a preliminary survey conducted by the researcher among 50 Gen Z employees in Bandung revealed that 32 respondents, or 64%, experienced symptoms of job burnout, such as feeling emotionally exhausted, lacking motivation at work, and feeling overwhelmed by work demands. Additionally, 30 respondents, or 60%, reported challenges with work-life balance, evidenced by difficulty balancing time between work and personal life. Furthermore, 28 respondents, or 56%, demonstrated turnover intentions, such as a desire to seek other employment or leave their current job. Furthermore, 31 respondents (62%) exhibited tendencies toward quiet quitting, such as working only as instructed, refusing to take on additional tasks, and a decline in initiative at work. Ochis (2024) notes that Generation Z views quiet quitting as a strategy to align work with the expectations set by the company. Generation Z views this phenomenon as a form of emotional detachment from work, which is a response to high work demands that can lead to burnout. Generation Z’s actions to limit their engagement in work can be understood as an effort to maintain mental health.

[bookmark: _Hlk228132944]An individual’s intention to leave an organization and seek better job opportunities than their current position is referred to as turnover intention. (Haholongan, 2018) The desire to change jobs, or turnover intention, can be understood as a mental state and behavioral pattern among employees that indicates a tendency to resign from their current workplace. A lack of work flexibility, a poor work-life balance, and burnout are all factors that can drive Generation Z workers to seek new opportunities. Heavy workloads are the primary trigger for burnout among employees. The imbalance between job demands and individual capabilities resulting from excessive workloads can lead to deep feelings of exhaustion and a loss of motivation. Prolonged and unresolved work-related stress can trigger the onset of burnout (Chandra, 2024).

Based on this, it can be asserted that the balance between job demands and individual capacity is a critical factor in preventing burnout, turnover intention, and quiet quitting among Generation Z employees. Generation Z, which now dominates the workforce, needs to manage their workload to prevent burnout. Effective work-life balance strategies, supported by company policies that understand the characteristics of Generation Z, will be key to creating a healthy and sustainable work environment. Work-Life Balance is a term used to describe the balance between an employee’s personal life and their work. Rahmawati and Gunawan (2019) state that work-life balance is an individual’s ability to balance personal life and work responsibilities so that neither is compromised. Work-life balance comprises several components: time balance, involvement balance, and satisfaction balance.

Research findings by Fardianto & Muzakki (2021) indicate that job burnout and work-life balance influence quiet quitting. Companies must manage work activities and workloads more efficiently so that employees can maintain control over their work-life balance (Haralayya, 2021). With the growing awareness of the importance of work-life balance, companies need to adapt and foster a culture that supports these needs. If companies fail to meet these expectations, they risk losing valuable employees who have significant potential to contribute to the organization’s success (Atqakum et al., 2025). Based on these phenomena, this study aims to analyze the effect of job burnout and work-life balance on quiet quitting, with turnover intention as an intervening variable, among Generation Z employees in Bandung.

Literature Review
Quiet Quitting
Mahand & Caldwell (2023) define quiet quitting as a phenomenon in which an employee is reluctant to take on additional work from others due to high demands from the company. Employees who engage in quiet quitting set certain boundaries to maintain a balance between their work and personal lives. Quiet quitting is also understood as an employee’s response to work conditions that cause psychological stress and reduce work engagement. Alhammadi et al. (2025) explain that quiet quitting can arise when employees experience excessive technological burdens, burnout resulting from technology-based work, and poor work-life balance.



Dimensions of Quiet Quitting
According to Mahand & Caldwell (2023), quiet quitting consists of several dimensions, including:
a. Decreased Work Commitment
b. Refusal of Additional Work
c. Minimum Work Effort

Burnout
[bookmark: _Hlk228133026]According to Maslach & Leiter (2007), burnout is a psychological syndrome characterized by exhaustion, cynicism, and a decline in work effectiveness. Burnout is a form of adaptation to stressors that involves one’s self-perception and interactions with others in the workplace.

Dimensions of Burnout
Burnout consists of several dimensions. According to Maslach & Leiter (1997), there are three dimensions of burnout, including:
a. Emotional Exhaustion
b. Depersonalization
c. Low or Reduced Personal Accomplishment

Work-Life Balance
[bookmark: _Hlk228133041]According to Fisher (2002 ), work-life balance is an approach taken by an individual to balance the various roles undertaken by a worker, which include time, energy, work-related stress, and personal life, as well as all the connections between them. Work-life balance, as the term implies, refers to the balance between work and personal life. Work-life balance pertains to a state of equilibrium and harmony between life and work. Work-life balance plays a crucial role in preventing a decline in work engagement. Prentice et al. (2025) found that work-life imbalance can contribute to burnout, negative emotional states, turnover intentions, and quiet quitting among employees.

Dimensions of Work-Life Balance
Work-Life Balance consists of several dimensions. According to Fisher (2002), there are four dimensions of Work-Life Balance, namely:
a. Work Interference With Personal Life
b. Personal Life Interference with Work
c. Personal Life Enhancement of Work
d. Work’s Enhancement of Personal Life

Turnover Intention 
[bookmark: _Hlk228133060]Turnover intention is a term used to describe an employee’s desire or intention to leave their current job and seek employment elsewhere. Siregar (2021) defines turnover intention as an employee’s tendency or intention to voluntarily quit their job of their own accord.

Dimensions of Turnover Intention
According to Siregar (2021), the dimensions of turnover intention include: 
1. Thoughts of leaving
2. Desire to look for another job
3. The presence of a desire to leave the organization

Organizational Behavior Perspective
Organizational behavior explains how individuals and groups behave within an organization and how such behavior affects organizational effectiveness. In this study, quiet quitting can be understood as a form of work behavior that arises from the interaction between employees’ psychological states, job demands, work-life balance, and the intention to leave the organization. Karrani et al. (2024) explain that quiet quitting is an employee behavior associated with employee disengagement, dissatisfaction, job stress, and work alienation. Therefore, quiet quitting can be understood not only as low work motivation but also as a form of psychological withdrawal when employees feel that working conditions no longer support their well-being and engagement.

One of the key theories in organizational behavior is the Job Demands-Resources Theory. Demerouti et al. (2001) explain that burnout can occur when job demands are high, while job resources are insufficient to help employees cope with work-related stress. Furthermore, Bakker et al. (2023) assert that job demands can lead to exhaustion, while job resources can enhance motivation and work engagement. In this study, job burnout can be understood as a result of high job demands, while work-life balance can serve as a crucial resource that helps employees maintain their energy, well-being, and work engagement.

Burnout is an important concept in organizational behavior because it is directly related to employees’ well-being and work behavior. Maslach and Leiter (2016) explain that burnout is a work experience characterized by exhaustion, cynicism, and a decline in work effectiveness. In this study, employees experiencing burnout tend to lose energy, motivation, and commitment to the organization. This condition can increase turnover intention, as employees begin to consider leaving a job they perceive as a source of stress. Additionally, burnout can also lead to quiet quitting, as emotionally exhausted employees may choose to stay at work but only perform the minimum required tasks.

Work-life balance is also a crucial aspect of organizational behavior because it relates to employees’ ability to balance their professional and personal roles. Greenhaus and Allen (2011) explain that work-family balance refers to the equilibrium between work responsibilities and non-work activities. When this balance is disrupted, employees may experience stress, role conflict, decreased job satisfaction, and weakened organizational commitment. For Generation Z employees, work-life balance is becoming increasingly important because this generation tends to place a high priority on flexibility, mental health, and quality of life. Therefore, work-life balance can reduce turnover intention and prevent the emergence of quiet quitting.

From an organizational behavior perspective, turnover intention can be understood as part of the process by which employees withdraw from an organization. Mobley (1977) explains that an employee’s decision to leave an organization does not occur suddenly, but rather through a gradual psychological process, such as evaluating one’s job, developing the intention to leave, searching for alternative employment, and finally deciding to leave the organization. In this study, turnover intention serves as an intervening variable that explains how job burnout and work-life balance can influence quiet quitting. Employees who intend to leave the organization may begin to psychologically disengage, reduce their involvement, and work only to the minimum extent required before finally deciding to resign.

Research Hypothesis
Based on the theoretical review and conceptual framework above, the following hypothesis can be formulated: 
H1	Job burnout has a positive effect on turnover intention
H2	Work-life balance has a negative effect on turnover intention
H3	Job burnout has a positive effect on quiet quitting
H4	Work-life balance has a negative effect on quiet quitting
H5	Turnover intention has a positive effect on quiet quitting
H6	Turnover intention mediates the effect of job burnout on quiet quitting
H7	Turnover intention mediates the effect of work-life balance on quiet quitting

Research Methods
This study was conducted in the city of Bandung, West Java Province. This location was chosen because Bandung has a large workforce of working-age individuals, including Generation Z employees who are currently entering and developing their careers across various sectors. These conditions are relevant to the variables under study: job burnout, work-life balance, turnover intention, and quiet quitting.

The subjects of this study include job burnout and work-life balance as independent variables, quiet quitting as the dependent variable, and turnover intention as the intervening variable. Job burnout and work-life balance were analyzed to determine their direct effects on quiet quitting, as well as their indirect effects through turnover intention among Generation Z employees in the city of Bandung.

This study employs a quantitative approach using a causal-associative research design. A quantitative approach was chosen because the research data were collected in numerical form via questionnaires and analyzed statistically. Meanwhile, a causal-associative research design was selected because this study aims to examine the effects of job burnout and work-life balance on quiet quitting, with turnover intention serving as an intervening variable.

The research instrument was developed based on indicators for each variable: job burnout, work-life balance, turnover intention, and quiet quitting. Each statement in the questionnaire was measured using a Likert scale, ranging from “strongly disagree” to “strongly agree.” Before being used in the main analysis, the instrument underwent validity and reliability testing to ensure that each statement item was suitable for measuring the research variables.

This research process was conducted over a specific period determined by the researcher, encompassing the stages of questionnaire development, data collection, data processing, data analysis, and the preparation of the research report. The population for this study consists of all Generation Z employees working in the city of Bandung. Generation Z in this study refers to individuals born between 1997 and 2012. However, since this study focuses on active employees, the respondents were limited to Generation Z employees who are at least 18 years old, work in Bandung, have at least six months of work experience, and are willing to complete the research questionnaire.

The exact size of the population in this study is unknown. Therefore, the sampling technique used was non-probability sampling with a purposive sampling method. This technique was chosen because respondents had to meet specific criteria aligned with the study’s objectives. The sample size was determined using the Lemeshow formula with a 95% confidence level, a Z-value of 1.96, a maximum proportion of 0.5, and a 10% error rate. Based on the calculations, the minimum sample size was 96.04 respondents, which was rounded up to 100 respondents.
This study adhered to research ethics principles by ensuring that all respondents participated voluntarily. Before completing the questionnaire, respondents were provided with information regarding the study’s objectives and asked to give their consent to participate. The identities and responses of the respondents were kept confidential and used solely for academic purposes.

Data Analysis Techniques
Data analysis in this study was conducted using the Statistical Package for the Social Sciences (SPSS). Data analysis involved several stages of testing, namely validity testing, reliability testing, classical assumption testing, and hypothesis testing. Hypothesis testing was performed using multiple linear regression analysis, t-tests, the coefficient of determination, and the Sobel test. The Sobel test was used to determine whether turnover intention mediates the effects of job burnout and work-life balance on quiet quitting. The mediating effect was considered significant if the Sobel test value was greater than 1.96 or the significance level was less than 0.05.

Classical Assumption Tests
These assumption tests were conducted to verify that the sample and research data are free from sampling error. The assumption tests in this study are:
a. Normality Test
[bookmark: _Hlk228133098]The normality test can be performed by creating a normal probability plot and a histogram of the residual data. This is the simplest and easiest method. The data is considered normal if the normal probability plot shows that the residual data forms a straight line or is nearly straight ( Amruddin et al., 2022 ).
b. Multicollinearity Test
[bookmark: _Hlk228133115]The multicollinearity test is conducted to determine the presence of near-perfect correlation or relationships among independent variables ( Paramita et al., 2021 ). Multicollinearity can be identified by examining the VIF (Variance Inflation Factor) value; if the VIF value is below 10, the multicollinearity is considered non-problematic or passes the multicollinearity test.
c. Heteroscedasticity Test
The heteroscedasticity test is a regression model test used to determine the unequal variance of residuals from one observation to another. According to Ghozali (2018), the heteroscedasticity test aims to determine whether there is unequal variance of residuals from one observation to another in the regression model.


Hypothesis Testing
Multiple Linear Regression Analysis
[bookmark: _Hlk228133170]Multiple regression analysis is a statistical technique used to measure the effects of two or more independent variables on a single dependent variable measured on a ratio scale. Using the SPSS program, complex mathematical calculations for the analysis can be performed automatically. It is assumed that there is a reciprocal relationship between the independent variables, whether positive or negative, as calculated in the analysis ( Hardani et al., 2020; ).

t-test
1) If the calculated t-value is greater than the critical t-value or the significance level is less than 0.05, then the null hypothesis is rejected, meaning that the independent variable has an effect on the dependent variable.
2) If the calculated t-value is less than the critical t-value or the significance level is greater than 0.05, then the null hypothesis is accepted, meaning that the independent variable does not affect the dependent variable
F-Test
The F-test, also known as the Simultaneous Test, is a test conducted to determine whether all independent variables collectively influence the dependent variable by comparing the calculated F-value with the critical F-value (Amruddin et al., 2022).
1) If the calculated F-value is greater than the critical F-value or the significance level is less than 0.05, then the null hypothesis is rejected, meaning that the independent variables collectively have an effect on the dependent variable.
2) If the calculated F-value is less than the critical F-value or the significance level is greater than 0.05, then the null hypothesis is accepted, meaning that the independent variables collectively do not affect the dependent variable











Research Results
Classical Assumption Test
Normality Test
[image: ]

Figure 1. Data Normality Test Graph

Based on Figure 1 above, the classical assumption tests were conducted to ensure that the regression model was appropriate for further analysis. The normality test showed that the data were normally distributed, as the points on the P-P Plot followed the diagonal line. This indicates that the regression model fulfilled the normality assumption.

Heteroscedasticity Test
The heteroscedasticity test showed that the data points were randomly distributed and did not form a specific pattern. Therefore, it can be concluded that the regression model did not indicate heteroscedasticity. The results of the heteroscedasticity test are shown in Figure 2 below:
[image: ]
Figure 2. Heteroscedasticity Test

Multicollinearity Test
Table 1. Multicollinearity Test
Coefficientsa
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Job Burnout
	.754
	1.326

	
	Work-Life Balance
	.732
	1,367

	
	Intention to Turn
	.628
	1.593


a. Dependent Variable: Quiet Quitting

The multicollinearity test also showed that all independent variables had tolerance values above 0.10 and VIF values below 10. Specifically, job burnout had a tolerance value of 0.754 and a VIF value of 1.326, work-life balance had a tolerance value of 0.732 and a VIF value of 1.367, and turn intention had a tolerance value of 0.628 and a VIF value of 1.593. These results indicate that there was no multicollinearity among the independent variables.

Table 2 : Hypothesis Testing Using a Partial T-Test(Job Burnout and Work-Life Balance Turnover Intention)

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	9.315
	1.342
	
	6,941
	.000
	
	

	
	Job Burnout
	.122
	.029
	.357
	4,184
	.000
	.890
	1,123

	
	Work-Life Balance
	-0.138
	.030
	-.391
	-4.586
	.000
	.890
	1,123

	a. Dependent Variable: Intent to Quit



1. The Effect of Job Burnout on Turnover Intention
The job burnout variable has a regression coefficient of 0.122, a t-value of 4.184, and a significance level of 0.000. Since the significance level of 0.000 is less than 0.05, it can be concluded that job burnout has a positive and significant effect on turnover intention. This means that the higher the level of job burnout experienced by Gen Z employees in Bandung, the stronger their desire to leave their current job or seek another one.

2. The Effect of Work-Life Balance on Turnover Intention
The work-life balance variable has a regression coefficient of -0.138, a calculated t-value of -4.586, and a significance level of 0.000. Since the significance level of 0.000 is less than 0.05, it can be concluded that work-life balance has a negative and significant effect on turnover intention. This means that the better the work-life balance perceived by Gen Z employees in Bandung, the lower their intention to leave their jobs. Conversely, as work-life balance deteriorates, turnover intention increases.

Table 3 : Job Burnout and Work-Life Balance Turnover Intention Quiet Quitting
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	9.665
	2,380
	
	4,062
	.000
	
	

	
	Job Burnout
	.283
	.046
	.419
	6,175
	.000
	.754
	1,326

	
	Work-Life Balance
	-0.193
	.048
	-.277
	-4.011
	.000
	.732
	1,367

	
	Turnover Intention
	.654
	.147
	.331
	4,442
	,000
	,628
	1,593

	a. Dependent Variable: Quiet Quitting



1. The Effect of Job Burnout on Quiet Quitting
The job burnout variable has a regression coefficient of 0.283, a t-value of 6.175, and a significance level of 0.000. Since the significance level of 0.000 is less than 0.05, it can be concluded that job burnout has a positive and significant effect on quiet quitting. This means that the higher the job burnout experienced by Gen Z employees in Bandung, the higher the tendency for employees to engage in quiet quitting. 
2. The Effect of Work-Life Balance on Quiet Quitting
The work-life balance variable has a regression coefficient of -0.193, a t-value of -4.011, and a significance level of 0.000. Since the significance level of 0.000 is less than 0.05, it can be concluded that work-life balance has a negative and significant effect on quiet quitting. This means that the better the work-life balance perceived by Gen Z employees in Bandung, the lower their tendency to engage in quiet quitting. Conversely, if work-life balance is low, the tendency toward quiet quitting will increase. 
3. The Effect of Turnover Intention on Quiet Quitting
The variable "Turnover Intention" has a regression coefficient of 0.654, a calculated t-value of 4.442, and a significance level of 0.000. Since the significance level of 0.000 is less than 0.05, it can be concluded that Turnover Intention has a positive and significant effect on quiet quitting. This means that the stronger an employee’s desire to leave their job, the higher their tendency to engage in quiet quitting. 

Table 4 : Hypothesis Testing Using a Simultaneous Approach (F-Test)(Job Burnout and Work-Life Balance Turnover Intention)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	522.195
	2
	261,098
	28,780
	.000b

	
	Residual
	879,995
	97
	9,072
	
	

	
	Total
	1,402,190
	99
	
	
	

	a. Dependent Variable: Intent to Turn

	b. Predictors: (Constant), Work-Life Balance, Job Burnout



Based on the results of the F-test in the ANOVA table, the calculated F-value was 28.780 with a significance level of 0.000. Since the significance level is less than 0.05, it can be concluded that job burnout and work-life balance simultaneously have a significant effect on turnover intention.

Table 5 : Job Burnout and Work-Life Balance  Turnover Intention Quiet Quitting
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	3651.719
	3
	1,217.240
	63,881
	.000b

	
	Residual
	1,829,271
	96
	19,055
	
	

	
	Total
	5,480,990
	99
	
	
	

	a. Dependent Variable: Quiet Quitting

	b. Predictors: (Constant), Intent to Quit, Job Burnout, Work-Life Balance



Based on the results of the F-test in the ANOVA table, the calculated F-value was 63.881 with a significance level of 0.000. Since the significance level is less than 0.05, it can be concluded that job burnout, work-life balance, and turnover intention simultaneously have a significant effect on quiet quitting. Thus, the regression model used in this study is deemed suitable for explaining the influence of job burnout, work-life balance, and turnover intention on quiet quitting among Gen Z employees in Bandung.

Table 6 : Coefficient of Determination (R² )(Job Burnout and Work-Life Balance Turnover Intention)
	Model Summaryb

	Model
	R
	R-Square
	Adjusted R-Square
	Standard Error of the Estimate
	Durbin-Watson

	1
	.610a
	.372
	.359
	3.01199
	2.008

	a. Predictors: (Constant), Work-Life Balance, Job Burnout

	b. Dependent Variable: Turnover Intention



Based on the results of the coefficient of determination test in the Model Summary table, an R-squared value of 0.372 was obtained. This indicates that the variables of job burnout and work-life balance account for 37.2% of the variance in turnover intention, while the remaining 62.8% is explained by other variables outside the scope of this study.

Table 7 : Job Burnout and Work-Life Balance Turnover Intention Quiet Quitting
	Model Summaryb

	Model
	R
	R-Square
	Adjusted R-Square
	Standard Error of the Estimate
	Durbin-Watson

	1
	.816a
	.666
	.656
	4.36519
	1.846

	a. Predictors: (Constant), Intent to Quit, Job Burnout, Work-Life Balance

	b. Dependent Variable: Quiet Quitting



Based on the results of the coefficient of determination test in the Model Summary table, an R-Square value of 0.666 was obtained. This indicates that the variables job burnout, work-life balance, and turnover intention account for 66.6% of the variation in quiet quitting, while the remaining 33.4% is explained by other variables outside the scope of this study.









Fig 3: Indirect Effect (Sobel Test)(Job Burnout Turnover Intention Quiet Quitting)
[image: ]
The indirect effect of job burnout on quiet quitting via turnover intention yielded a Sobel test statistic of 3.057, with a one-tailed probability of 0.0011 and a two-tailed probability of 0.0022. Since these probability values are less than 0.05, it can be concluded that turnover intention significantly mediates the relationship between job burnout and quiet quitting. Thus, the higher the Job Burnout experienced by Gen Z employees in Bandung, the higher the Turnover Intention, which ultimately increases the likelihood of Quiet Quitting.

Fig 4 : Work-Life Balance Turnover Intention Quiet Quitting
[image: ]
The indirect effect of work-life balance on quiet quitting via turnover intention yielded a Sobel test statistic of -3.198, with a one-tailed probability of 0.0007 and a two-tailed probability of 0.0014. Since these probability values are less than 0.05, it can be concluded that turnover intention significantly mediates the relationship between work-life balance and quiet quitting. The better the Work-Life Balance perceived by Gen Z employees in Bandung, the lower the Turnover Intention, which ultimately reduces the likelihood of Quiet Quitting.

Evaluation
Job burnout has a positive effect on turnover intention
[bookmark: _Hlk228133206][bookmark: _Hlk228133231]Based on the research findings, job burnout (X1) has a positive and significant effect on turnover intention (Z). This is consistent with the study conducted by Dilekçi et al. (2025), , which states that job burnout has a positive and significant effect on turnover intention among female employees in the city of Malang. Additionally, research conducted by Prabandhini and Widyatmoko (2025 ) indicates that job burnout has a positive and significant effect on turnover intention among Gen Z workers in the hospitality industry in Yogyakarta.

The results of this study indicate that the higher the level of burnout experienced by employees, the greater their tendency to intend to leave their jobs. Burnout can lead to emotional exhaustion, decreased work motivation, and a reduced sense of commitment to the organization. For Generation Z employees, this issue is particularly significant because this generation tends to prioritize mental health, workplace comfort, and work-life balance. If an organization fails to manage workloads and work-related stress effectively, burnout can escalate into a desire to seek other jobs perceived as healthier and better aligned with employees’ expectations.

Work-life balance has a negative effect on turnover intention
[bookmark: _Hlk228133247]Based on the research findings, work-life balance (X2) has a negative effect on turnover intention (Z). The better the balance    between    work    and   personal life , the lower    the    employees’ intention    to    leave    the company. This reflects that improving work-life balance can effectively reduce employees’ desire to leave the company. This is in line with research conducted by Huda et al., (2025) which states that work-life balance has   a   significant negative influence on turnover intention.

Work-life balance plays a crucial role in retaining employees, particularly Generation Z. Employees who are able to balance work demands with personal needs tend to feel more comfortable, satisfied, and in control of their lives. Conversely, when work becomes too dominant in their personal lives, employees may experience psychological stress that leads to a desire to leave the organization. Given this, organizations need to prioritize work flexibility, a proportional distribution of workloads, and support from supervisors to ensure employees do not feel that work is interfering with their personal lives.


Job burnout has a positive effect on quiet quitting
[bookmark: _Hlk228133369][bookmark: _Hlk228133387]According to the research findings, job burnout has a positive effect on quiet quitting. Workers who experience burnout due to their jobs may be more likely to engage in quiet quitting. Burnout is physical, emotional, and mental exhaustion resulting from the work environment over a relatively long period (Lestari & Purba, 2019). This is caused by demands to complete work quickly and on time, which sometimes trigger burnout in workers, leading to a decline in work productivity (Veren et al., 2025). Research conducted by Xueyun et al. (2024) and Galanis et al. (2024) indicates that job burnout has a positive and significant effect on quiet quitting among nurses in hospitals during the COVID-19 era. Additionally, research by Gün et al. (2025) indicates that job burnout has a positive and significant effect on quiet quitting among nurses in Turkey.

These findings are further supported by Alhammadi et al. (2025), who demonstrate that technological work burnout contributes to an increase in quiet quitting. Burnout can cause employees to feel overwhelmed, lose energy, and experience reduced work engagement. Employees experiencing burnout do not always immediately leave the organization, but may first limit their work contributions to only the minimum required tasks. Quiet quitting serves as a form of psychological self-protection, involving the restriction of energy, time, and commitment solely to the minimum tasks mandated. Among Generation Z employees, this behavior may signal that they are beginning to lose their emotional attachment to their work and the organization.

Work-life balance has a negative effect on quiet quitting
Based on the research findings, work-life balance has a negative effect on quiet quitting. The balance between work and personal life, or work-life balance, is important for employees. Conflicts between personal life and work are issues that can have adverse effects on employees, employers, and organizations. This aligns with research conducted by Nguyen & Vu (2025), which states that work-life balance has a negative impact on quiet quitting. Organizations that do not implement work-life balance are more likely to find their employees engaging in quiet quitting. Additionally, Prentice et al. (2025) also demonstrate that work-life imbalance can lead to burnout and encourage employees to engage in quiet quitting.

The results of this study indicate that work-life balance can serve as a protective factor in preventing quiet quitting. When employees feel that their organization provides space for their personal lives, they tend to have higher energy levels and greater motivation at work. Conversely, an imbalance between work and personal life can lead to burnout, stress, and a reluctance to contribute more to the organization. For Generation Z employees, work-life balance is not just an additional need, but one of the key values in choosing and retaining a job.

Turnover intention has a positive effect on quiet quitting
Based on the research findings, turnover intention has a positive effect on quiet quitting. These findings are consistent with the study conducted by Gün et al. (2025), which found that turnover intention has a positive and significant effect on quiet quitting among nurses in Turkey. Additionally, the study conducted by Galanis et al. (2024) found that turnover intention has a positive and significant effect on quiet quitting.

These findings indicate that employees who intend to leave their jobs tend to begin showing a decline in engagement with their work. Turnover intention can serve as an early stage before an employee actually decides to leave the organization. During this process, the employee may remain physically present at the workplace but begins to psychologically withdraw from their work. This can be observed through a decrease in initiative, a low willingness to take on additional responsibilities, and a tendency to only complete tasks to the bare minimum.

[bookmark: _Hlk228128923]Turnover intention mediates the effect of job burnout on quiet quitting
[bookmark: _Hlk228133489]Based on the research findings, turnover intention mediates the effect of job burnout on quiet quitting. These results are consistent with studies conducted by Astiti et al. (2020) , which state that turnover intention has a positive and significant mediating effect of job burnout on an employee’s final performance outcomes. Additionally, research by Gün et al. (2025) indicates that turnover intention has a positive and significant effect on the relationship between organizational factors and employee performance, demonstrating that the intention to leave a job can serve as a psychological bridge influencing employee behavior in the workplace.

These mediation results indicate that job burnout not only has a direct impact on quiet quitting but can also influence quiet quitting through increased turnover intention. This means that when employees experience burnout, they may begin to feel uncomfortable, lose motivation, and develop a desire to seek other employment. This desire to leave can then prompt employees to reduce their engagement in their work as a form of psychological detachment from the organization. Thus, turnover intention acts as a mediating mechanism that explains how burnout can develop into quiet quitting behavior.



Turnover intention mediates the effect of work-life balance on quiet quitting
[bookmark: _Hlk228133529][bookmark: _Hlk228133545]Based on the research findings, turnover intention mediates the effect of work-life balance on quiet quitting. These results are consistent with the study conducted by Prabandhini and Widyatmoko (2025), which found that turnover intention mediates the effect of work-life balance on quiet quitting among  banking employees.  The results of this study also align with the findings of Sudhashini Nair et al., (2021), which similarly demonstrate that an improvement in work-life balance reduces work-related stress, which in turn lowers Turnover Intention.

A good work-life balance can indirectly reduce quiet quitting through lower turnover intention. Employees who feel they have a balance between work and personal life tend not to have a strong desire to leave the organization. This lower turnover intention can then keep employees engaged and committed to their work. Conversely, if work-life balance is not achieved, employees may feel overwhelmed, lose job satisfaction, and begin to consider leaving the organization. Under such conditions, quiet quitting may emerge as a form of reduced commitment before employees actually leave their jobs.

Conclusion
This study demonstrates that job burnout and work-life balance influence quiet quitting among Gen Z employees in Bandung through the mediating effect of turnover intention. Job burnout has a positive influence on turnover intention and quiet quitting, meaning that the higher the level of job burnout experienced by employees, the stronger their desire to leave their jobs and the greater their tendency to engage in quiet quitting. Conversely, work-life balance has a negative effect on turnover intention and quiet quitting; thus, the better the balance between work and personal life, the lower the employees’ desire to leave and the lower the tendency toward quiet quitting. Turnover intention was proven to be an intervening variable capable of mediating the effects of job burnout and work-life balance on quiet quitting.

Research Limitations
This study has several limitations. First, this study only involved Generation Z employees working in the city of Bandung; therefore, the findings cannot be fully generalized to Generation Z employees in other cities or regions. Second, the sample size in this study was limited to 100 respondents, so it does not fully represent the broader population of Generation Z employees in Indonesia. Third, this study employs a quantitative approach with data collection via a questionnaire, meaning the findings depend on respondents’ subjective perceptions and answers. Fourth, this study examines only job burnout, work-life balance, and turnover intention as factors influencing quiet quitting, while other variables such as leadership style, organizational culture, job satisfaction, work engagement, and compensation have not been investigated. Therefore, future research is recommended to involve a larger and more diverse sample, use a mixed-methods approach, and include additional variables to provide a more comprehensive understanding of quiet quitting among Generation Z employees.
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