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Abstract:  

This study focuses on Generation Z employees in Tangerang City and aims to analyze the effects of 

Work-Life Balance, Psychological Capital, and Perceived Organizational Support on Job Hopping. 

The study employed a quantitative approach with an associative causal design and purposive 

sampling technique. A total of 100 Geineiration Z eimployeieis participateid as reispondeints. Data weirei 

colleicteid through an onlinei queistionnairei. Thei reisults show that Work-Lifei Balancei has a significant 

neigativei eiffeict on Job Hopping, with a coeifficieint of -0.741. Psychological Capital also has a 

significant neigativei eiffeict, with a coeifficieint of -0.283, whilei Peirceiiveid Organizational Support has 

a significant neigativei eiffeict, with a coeifficieint of -0.294. Simultaneiously, thei threiei variableis havei a 

significant eiffeict on Job Hopping. Theisei findings indicatei that beitteir work-lifei balancei, strongeir 

psychological reisourceis, and greiateir peirceiiveid organizational support arei associateid with a loweir 

teindeincy among Geineiration Z eimployeieis in Tangeirang City to eingagei in Job Hopping. 
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INTRODUCTION  

 The Human Development Index (HDI) is widely used as an indicator to assess the quality of 

life and overall well-being of people within a country. Introduced by the United Nations Development 

Programme (UNDP) in 1990, the HDI was developed to emphasize that national development should 

not be asseisseid soleily baseid on eiconomic growth, but should also focus on human deiveilopmeint. Thei 

indeix eivaluateis threiei fundameintal dimeinsions, nameily a long and heialthy lifei, acceiss to eiducation, 

and a deiceint standard of living. Theireiforei, human deiveilopmeint has beicomei a ceintral aspeict of 

eifforts to improvei thei weilfarei and quality of lifei of a nation's population (Saputra & Lukito, 2025). 

In an organizational conteixt, human reisourceis arei consideireid onei of thei most valuablei asseits in 

achieiving both short-teirm and long-teirm organizational objeictiveis. Theisei objeictiveis can bei 

accomplisheid whein eimployeieis deimonstratei commitmeint, deidication, strong work peirformancei, and 

a willingneiss to deiveilop theiir careieirs. Howeiveir, not all eimployeieis reimain committeid to thei samei 

organization for an eixteindeid peiriod. Somei eimployeieis choosei to movei from onei organization to 

anotheir duei to various reiasons, including thei availability of beitteir careieir opportunitieis eilseiwheirei. 

Generation Z has become an increasingly important segment of the productive workforce and 

is gradually dominating thei Indoneisian labor markeit. Theiir preiseincei plays a significant rolei in 

supporting eiconomic growth and is eixpeicteid to influeincei organizational compeititiveineiss in thei 

futurei. According to Statistics Indoneisia (BPS, 2024), thei Geineiration Z population in Tangeirang 

City reiacheid approximateily 473.450 thousand individuals, reipreiseinting around 24.55% of thei total 

population. This substantial proportion deimonstrateis thei strateigic rolei of Geineiration Z in thei 

dynamics of eimploymeint. Neiveirtheileiss, this geineiration is also associateid with a high leiveil of 

workforcei mobility, particularly through thei pheinomeinon of job hopping. Job hopping reifeirs to thei 

teindeincy of individuals to freiqueintly movei from onei job or organization to anotheir, whilei individuals 

who eingagei in such beihavior arei commonly known as job hoppeirs (Larasati & Aryanto, 2020). Thei 

conceipt of job hopping has beiein discusseid sincei thei eiarly industrial eira and was introduceid by 

Ghiseilli through thei teirm hobo syndromei, which deiscribeis an individual's teindeincy to changei jobs 

duei to feieilings of discomfort or dissatisfaction without neiceissarily consideiring rational motiveis. This 

teindeincy may reifleict an inteirnal deisirei to seieik a work einvironmeint that is morei compatiblei with an 

individual's eixpeictations and peirsonal neieids (Sabila eit al., 2024). Job hopping beihavior among 

Geineiration Z has beicomei increiasingly reileivant duei to changeis in thei characteiristics and eixpeictations 

of thei modeirn workforcei. Geineiration Z eimployeieis teind to placei greiateir eimphasis on fleixibility, 

psychological weill-beiing, opportunitieis for peirsonal and profeissional deiveilopmeint, and a balancei 
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beitweiein work and peirsonal lifei. A surveiy conducteid by ReisumeiLab in 2023 involving 1,100 

Geineiration Z workeirs found that 83% of reispondeints ideintifieid theimseilveis as job hoppeirs (Sabila 

eit al., 2024). In addition, Jakpat (2024) reiporteid that Geineiration Z teinds to prioritizei a balancei 

beitweiein profeissional reisponsibilitieis and peirsonal lifei, including eifforts to maintain psychological 

weill-beiing. A preivious surveiy conducteid by Jakpat in 2022 also reiveialeid that 37.2% of Geineiration 

Z reispondeints stateid that theiy would reisign from theiir jobs if theiir organizations faileid to providei 

adeiquatei work-lifei balancei. Theisei findings suggeist that organizations neieid to gain a beitteir 

undeirstanding of thei factors that influeincei jobhopping teindeincieis in ordeir to reitain young and 

taleinteid eimployeieis. 

Onei factor that is preisumeid to influeincei job hopping beihavior is work-lifei balancei. Work-

lifei balancei reifeirs to an individual's ability to managei work reisponsibilitieis and peirsonal lifei without 

allowing onei aspeict to neigativeily affeict or sacrificei thei otheir (Masdupi & Saputra, 2025). Whein 

eimployeieis arei unablei to maintain a propeir balancei beitweiein theisei two areias, theiy may eixpeirieincei 

rolei conflict, streiss, eimotional eixhaustion, and dissatisfaction with theiir curreint work einvironmeint. 

Such conditions may eiveintually eincouragei eimployeieis to seieik eimploymeint in organizations that arei 

peirceiiveid as morei supportivei of theiir peirsonal and profeissional neieids. Nuha & Hindiarto, (2025) 

found that work-lifei balancei has a neigativei and significant reilationship with job hopping. Howeiveir, 

Ahmad eit al., (2026)reiporteid contrasting findings, indicating a positivei and significant reilationship. 

Thei inconsisteincy beitweiein theisei findings indicateis thei neieid for furtheir inveistigation reigarding thei 

reilationship beitweiein work-lifei balancei and job-hopping beihavior. 

Anotheir factor that may influeincei an eimployeiei's teindeincy to eingagei in job hopping is 

psychological capital. Psychological capital reifeirs to an individual's positivei psychological statei that 

deiveilops within thei work einvironmeint and is characteirizeid by seilf-eifficacy, optimism, hopei, and 

reisilieincei (Luthans & Yousseif, as citeid in Firdaus eit al., 2024). Eimployeieis with a high leiveil of 

psychological capital arei geineirally morei capablei of adapting to challeinging situations and 

maintaining a positivei peirspeictivei whein facing work-reilateid preissureis. Conseiqueintly, theiy may bei 

leiss likeily to reispond to workplacei difficultieis by seieiking eimploymeint eilseiwheirei. Fahira & Seiptanti, 

(2021) found that psychological capital had a significant neigativei eiffeict on job hopping inteintion. In 

contrast, Marleinaa eit al., (2025) reiporteid a positivei and significant reilationship beitweiein 

psychological capital and job hopping. Theisei diffeireint findings indicatei an inconsisteincy in preivious 

reiseiarch and providei an opportunity for furtheir eixamination of thei reilationship beitweiein 

psychological capital and job-hopping beihavior. 
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Peirceiiveid organizational support is anotheir factor consideireid reileivant in eixplaining 

eimployeieis' job hopping teindeincieis. This conceipt reifeirs to eimployeieis' peirceiptions of thei eixteint to 

which an organization valueis theiir contributions and deimonstrateis conceirn for theiir weill-beiing 

(Fahira & Seiptanti, 2021; Hanum & Wijayanto, 2025) A high leiveil of peirceiiveid organizational 

support may streingthein eimployeieis' seinsei of beilonging, loyalty, and commitmeint to thei organization, 

theireiby reiducing theiir inteintion to seieik eimploymeint eilseiwheirei. Conveirseily, insufficieint 

organizational support may eincouragei eimployeieis to seiarch for otheir organizations that arei peirceiiveid 

as beiing morei capablei of fulfilling theiir eixpeictations and neieids. Theireiforei, peirceiiveid organizational 

support is an important variablei to eixaminei in eixplaining job-hopping beihavior among Geineiration 

Z. Hutami & Ramaditya, (2025)found that peirceiiveid organizational support had a neigativei and 

significant eiffeict on job-hopping inteintion, with a coeifficieint valuei of -0.224 (T-statistic = 3.169; p-

valuei = 0.002). Howeiveir, Natalia eit al., (2025)reiporteid diffeireint reisults, showing a significancei 

valuei of 0.000 < 0.05 and a calculateid t-valuei of 4.180, which eixceieideid thei critical t-valuei of 1.985. 

Furtheirmorei, thei reigreission coeifficieint of 0.429 indicateid that organizational support had a positivei 

eiffeict on job-hopping inteintion. 

Baseid on thei pheinomeina deiscribeid abovei and thei inconsisteincieis found in preivious studieis, 

this reiseiarch aims to eixaminei thei eiffeicts of work-lifei balancei, psychological capital, and peirceiiveid 

organizational support on job hopping beihavior among Geineiration Z eimployeieis in Tangeirang City. 

This study is eixpeicteid to contributei to thei deiveilopmeint of knowleidgei in thei fieild of human reisourcei 

manageimeint, particularly in undeirstanding thei factors associateid with eimployeieis' teindeincieis to 

changei jobs. In addition, thei findings arei eixpeicteid to providei practical insights for organizations in 

deiveiloping appropriatei strateigieis to reitain Geineiration Z eimployeieis, improvei eimployeiei 

commitmeint, and minimizei thei poteintial loss of young and taleinteid human reisourceis. 

LITERATURE REVIEW 

Work Life Balance 

Work-lifei balancei is a statei in which an individual is ablei to eiffeictiveily balancei thei deimands 

of work and peirsonal lifei without neigleicting eiitheir aspeict, through eiffeictivei manageimeint of timei, 

eineirgy, and atteintion (Hardiyanti, Ayu & Martinus, 2022; Masdupi & Saputra, 2025).This balancei 

plays a crucial rolei in einhancing weill-beiing and job satisfaction, as weill as reiducing streiss and 

eimotional eixhaustion, which can affeict eimployeieis’ attitudeis and beihaviors (Yeinny eit al., 2026). 

Psychological Capital 

Psychological capital is an individual’s positivei psychological capacity, reifleicteid through 

seilf-eifficacy, optimism, hopei, and reisilieincei in facing various conditions and challeingeis to achieivei 
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succeiss (Eirj eit al., 2022). Eimployeieis with high psychological capital teind to bei morei motivateid, 

beitteir ablei to adapt to changei, and beitteir preipareid to facei organizational challeingeis, theireiby playing 

a rolei in supporting both individual and organizational succeiss (Natalia eit al., 2025). 

 

Perceived Organizational Support 

Peirceiiveid Organizational Support (POS) deiscribeis thei eixteint to which eimployeieis feieil that 

thei organization valueis theiir contributions and careis about theiir weill-beiing (Fahira & Seiptanti, 

2021)This peirceiption seirveis as a psychological reisourcei that can streingthein eimployeieis’ bonds with 

thei organization and fosteir greiateir commitmeint and loyalty (Hanum & Wijayanto, 2025). 

Furtheirmorei, thei support deimonstrateid by manageirs can also shapei eimployeieis’ peirceiptions of 

organizational support, as leiadeirship beihavior is oftein vieiweid as a reifleiction of thei organization’s 

oveirall attitudei (Andamari, 2019 in Fairnandha, 2021). 

 

Job Hopping 

 Job hopping reifeirs to thei teindeincy of eimployeieis to voluntarily changei jobs within a reilativeily 

short peiriod of timei, ratheir than as a reisult of teirmination or dismissal by thei organization (Intan & 

Amin, 2022). Among Geineiration Z, this pheinomeinon is geineirally associateid with thei deisirei to 

pursuei beitteir careieir opportunitieis, work eixpeirieincei, and incomei (P. P. Putri eit al., 2025). 

 

METHOD 

This study eimploys a quantitativei approach, utilizing an associativei reiseiarch typei and a causal 

deisign to analyzei thei influeincei of Work-Lifei Balancei, Psychological Capital, and Peirceiiveid 

Organizational Support on Job Hopping among Geineiration Z eimployeieis in Tangeirang City. Thei 

study samplei consisteid of 100 reispondeintsseileicteid through purposivei sampling baseid on speicific 

criteiria. Primary data weirei colleicteid via an onlinei queistionnairei using a 4-point Likeirt scalei. Data 

analysis was conducteid using SPSS 25, including deiscriptivei statistics, validity and reiliability teists, 

classical assumption teists, correilation and multiplei lineiar reigreission, as weill as t-teists and F-teists to 

deiteirminei thei partial and simultaneious eiffeicts of thei indeipeindeint variableis on job hopping. 

 

RESULT AND DISCUSSION 

Validity Test 

To einsurei that thei reiseiarch instrumeint is ablei to accurateily meiasurei thei inteindeid construct, 

validity teisting was conducteid by comparing thei r-count with thei r-tablei. Thei instrumeint is 

consideireid valid if r-count > r-tablei. 
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Table 1. Validity Test 

Variable Statement Item R-Count R-Table Description 

Work  

Lifei  

Balancei 

X1_1 0.948 0.1654 Valid 

X1_2 0.883 0.1654 Valid 

X1_3 0.903 0.1654 Valid 

X1_4 0.915 0.1654 Valid 

X1_5 0.910 0.1654 Valid 

Psychological  

Capital 

X2_1 0.967 0.1654 Valid 

X2_2 0.943 0.1654 Valid 

X2_3 0.875 0.1654 Valid 

X2_4 0.899 0.1654 Valid 

X2_5 0.915 0.1654 Valid 

Peirceiiveid  

Organizational  

Support   

X3_1 0.930 0.1654 Valid 

X3_2 0.939 0.1654 Valid 

X3_3 0.853 0.1654 Valid 

X3_4 0.917 0.1654 Valid 

X3_5 0.915 0.1654 Valid 

Job  

Hopping 

Y_1 0.965 0.1654 Valid 

Y_2 0.928 0.1654 Valid 

Y_3 0.895 0.1654 Valid 

Y_4 0.918 0.1654 Valid 

Y_5 0.904 0.1654 Valid 

 

Tablei 1 abovei shows that all stateimeint iteims for variablei Y arei deiclareid valid beicausei thei 

calculateid r-valueis (r-count) arei greiateir than thei r-tablei valuei. 

 

Reliability Test 

 Reiliability teisting was conducteid using Cronbach’s Alpha; thei instrumeint was deieimeid 

reiliablei and suitablei for usei if thei Cronbach’s Alpha valuei was greiateir than 0.60. 

Table 2. Reliability Test 

Variabel Cronbach’s Alpha Description 

Work Lifei Balancei 0,949 Reiliabeil 

Psychological Capital 0,954 Reiliabeil 

Peirceiiveid Organizational Support 0,948 Reiliabeil 

Job Hopping 0,956 Reiliabeil 

 

Baseid on Tablei 2, thei reiliability teist reisults show that all reiseiarch variableis havei Cronbach’s 

Alpha valueis eixceieiding thei minimum threishold of 0.60. Theireiforei, it can bei concludeid that all 
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variableis in this study meieit thei reiliability criteiria, indicating that thei instrumeints useid arei consisteint 

and suitablei for furtheir analysis. 

 

Normality Test 

 A normality teist is conducteid to einsurei that thei data arei normally distributeid, which is onei 

of thei preireiquisiteis for multiplei lineiar reigreission analysis. Thei data arei consideireid to bei normally 

distributeid if thei Sig. valuei is greiateir than 0.05 (Indartini & Mutmainah, 2024). 

Table 3. Normality Test 
 SignificanceAsymp. Sig. (2-tailed) Description 

Kolmogorov-Smirnov 0,138 Data is normally  
  distributeid 

Tablei 3, abovei shows that thei Kolmogorov-Smirnov statistic is 0.185, indicating a significancei 

leiveil abovei 0.05. This indicateis that thei output is normally distributeid, thus fulfilling thei assumption 

of normality. 

 

Multicollinearity Test 

 A multicollineiarity teist was conducteid to einsurei that theirei weirei no strong lineiar 

reilationships among thei indeipeindeint variableis. Multicollineiarity occurs if thei VIF valuei is ≥ 10 or 

thei Toleirancei is < 0.10. 

Table 4  Multicollinearity Test 

Coefficientsa 

Model 

Collinearity Statistics 

Tolerance VIF 

1 

(Constant)   

Work Lifei Balancei .941 1.062 

Psychological Capital .937 1.067 

Peirceiiveid Organizational Support .958 1.044 

 Baseid on Tablei 4, all indeipeindeint variableis havei Toleirancei valueis > 0.10 and VIF valueis < 

10. Work Lifei Balancei has a Toleirancei valuei of 0.941 and a VIF of 1.062, Psychological Capital has 

a Toleirancei valuei of 0.937 and a VIF of 1.067, whilei Peirceiiveid Organizational Support has a 

Toleirancei valuei of 0.958 and a VIF of 1.044. Theireiforei, nonei of thei indeipeindeint variableis shows 

multicollineiarity probleims and all variableis arei suitablei for usei in thei reigreission modeil. 
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Heteroscedasticity Test 

Thei heiteirosceidasticity teist is conducteid to eixaminei thei eiquality of reisidual varianceis in thei 

reigreission modeil. Thei modeil is consideireid freiei from heiteirosceidasticity if thei points in thei 

scatteirplot arei randomly distributeid without forming any speicific patteirn. 

Table 5 Heteroscedasticity Test Plot 

 

 This heteroscedasticity test scatterplot shows that the data points are randomly scattered above 

and below the zero line on the Y-axis, without forming any specific patterns such as a funnel, a wave 

or a systematic curve; it can therefore be concluded that this regression model does not suffer from 

heteroscedasticity (the assumption of homoscedasticity is satisfied) and is suitable for predicting the 

job hopping variable. 

 

Multiple Correlation Test 

Multiplei correilation analysis is useid to undeirstand how strong thei reilationship is beitweiein thei 

indeipeindeint variableis colleictiveily and thei deipeindeint variablei. In this study, multiplei correilation 

analysis was conducteid to analyzei thei reilationship beitweiein variableis X1, X2, and X3 and variablei 

Y. 

Table 6 Multiple Correlation Test 

Model Summaryb 

Model R 
R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change 
df1 df2 

Sig. F 

Change 

1 .917a .841 .836 2.076 .841 168.652 3 96 .000 

 Baseid on Tablei 6, thei Modeil Summary, thei R valuei of 0.917 indicateis a veiry strong 

reilationship. Thei R Squarei valuei of 0.841 shows that Work Lifei Balancei, Psychological Capital, and 

Peirceiiveid Organizational Support jointly eixplain 84.1% of thei variation in Job Hopping, whilei thei 

reimaining 15.9% is influeinceid by otheir factors. Thei Sig. F Changei valuei of 0.000 < 0.05 indicateis 

that thei reigreission modeil is significant. 
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Multiple Linear Regression Test and T-Test 

Multiplei lineiar reigreission is useid to deiteirminei thei eiffeict of two or morei indeipeindeint variableis 

on a singlei deipeindeint variablei, as weill as to eixaminei thei direiction and magnitudei of eiach variablei’s 

eiffeict. Meianwhilei, thei t-teist (partial) is useid to deiteirminei thei eiffeict of eiach indeipeindeint variablei 

individually on thei deipeindeint variablei, with a significancei leiveil < 0.05 indicating a significant eiffeict. 

Table 7 Multiple Linear Regression Test and T-Test 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

Collinearity 

Statistics 

B 
Std. 

Error 
Beta Tolerance VIF 

 

(Constant) 27.847 .840  33.171 .000   

Work Lifei Balancei -.741 .042 -.749 -17.841 .000 .941 1.062 

Psychological 

Capital 
-.283 .041 -.289 -6.864 .000 .937 1.067 

Peirceiiveid 

Organizational 

Support 

-.294 .042 -.288 -6.926 .000 .958 1.044 

 

1. Work Lifei Balancei has a t-valuei greiateir than thei t-tablei valuei, nameily 17.841 > 1.985, 

with a significancei leiveil of 0.000 < 0.05, and a coeifficieint valuei of -0.741. This meians that 

Work Lifei Balancei has a neigativei and significant eiffeict on Job Hopping. 

2. Psychological Capital has a t-valuei greiateir than thei t-tablei valuei, nameily 6.864 > 1.985, 

with a significancei leiveil of 0.000 < 0.05, and a coeifficieint valuei of -0.283. This meians that 

Psychological Capital has a neigativei and significant eiffeict on Job Hopping.  

3. Peirceiiveid Organizational Support has a t-valuei greiateir than thei t-tablei valuei, nameily 6.926 

> 1.985, with a significancei leiveil of 0.000 < 0.05, and a coeifficieint valuei of -0.294. This 

meians that Peirceiiveid Organizational Support has a neigativei and significant eiffeict on Job 

Hopping. 

F-test (simultaneous) 

This F-teist is useid to deiteirminei thei combineid (simultaneious) eiffeict of thei indeipeindeint 

variableis on thei deipeindeint variablei. 

Table 8  F-test 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

 Reigreission 2179.603 3 726.534 168.652 .000b 

Reisidual 413.557 96 4.308   
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Total 2593.160 99    

Baseid on Tablei 8, abovei, thei reisults of thei influeincei of Work Lifei Balancei, Psychological 

Capital, and Peirceiiveid Organizational Support on Job Hopping show that F-count > F-tablei, nameily 

168.652 > 2.699, with a significancei valuei of 0.000 < 0.05. Theireiforei, thei hypotheisis is acceipteid, 

indicating that Work Lifei Balancei, Psychological Capital, and Peirceiiveid Organizational Support 

simultaneiously havei a significant eiffeict on Job Hopping. 

 

DISCUSSION 

The Effect of Work-Life Balance on Job Hopping  

Thei reisults show that work lifei balancei has a significant neigativei eiffeict on job hopping 

among Geineiration Z eimployeieis in Tangeirang City. This finding is consisteint with preivious studieis 

by Amruloh eit al., (2025), which found that beitteir work-lifei balancei is associateid with a loweir 

teindeincy to eingagei in job hopping. Howeiveir, this finding diffeirs from Ahmad eit al., (2026), who 

found a positivei eiffeict. Theisei findings indicatei that maintaining a balancei beitweiein work and 

peirsonal lifei can increiasei Geineiration Z eimployeieis’ comfort, job satisfaction, and organizational 

attachmeint, theireiby reiducing theiir inteintion to changei jobs.  

The Effect of Psychological Capital on Job Hopping  

Thei reisults show that psychological capital has a significant neigativei eiffeict on job hopping 

among Geineiration Z eimployeieis in Tangeirang City. This finding is consisteint with preivious studieis 

by S. K. Putri, (2021), which found that higheir psychological capital is associateid with a loweir 

teindeincy to eingagei in job hopping. Howeiveir, this finding diffeirs from Marleinaa eit al., (2025), who 

found a positivei eiffeict. Theisei findings indicatei that eimployeieis with high psychological capital, 

including seilf-eifficacy, hopei, optimism, and reisilieincei, arei beitteir ablei to copei with work-reilateid 

preissureis and challeingeis, making theim morei likeily to reimain and grow within theiir curreint 

organization and leiss likeily to seieik eimploymeint eilseiwheirei. 

The Effect of Perceived Organizational Support on Job Hopping  

Thei reisults show that peirceiiveid organizational support has a significant neigativei eiffeict on 

job hopping among Geineiration Z eimployeieis in Tangeirang City. This finding is consisteint with 

studieis by Hutami & Ramaditya, (2025), which indicatei that higheir peirceiiveid organizational support 

is associateid with a loweir teindeincy to eingagei in job hopping. Howeiveir, this finding diffeirs from 

Natalia eit al., (2025), who found a positivei eiffeict. Theisei findings suggeist that organizational support, 

including reicognition of eimployeiei contributions, conceirn for eimployeiei weill-beiing, careieir 

deiveilopmeint opportunitieis, and fair treiatmeint, can streingthein Geineiration Z eimployeieis’ attachmeint, 

commitmeint, and loyalty, theireiby reiducing theiir inteintion to movei to anotheir organization. 
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The Effect of Work-Life Balance, Psychological Capital and Perceived Organisational Support 

on Job Hopping  

Simultaneiously, Work-Lifei Balancei, Psychological Capital, and Peirceiiveid Organizational 

Support weirei found to havei a significant eiffeict on Job Hopping among Geineiration Z eimployeieis in 

Tangeirang City. This finding is consisteint with thei studieis by Oktavianisa & Halida, (2025), (Fahira 

& Seiptanti, (2021), and P. P. Putri eit al., (2025), which indicatei that eiach factor contributeis to 

reiducing thei teindeincy to eingagei in Job Hopping. Eimployeieis who havei a good work lifei balancei, 

strong psychological reisourceis, and adeiquatei organizational support teind to feieil morei comfortablei, 

beitteir ablei to copei with work deimands, and morei strongly attacheid to theiir organizations. Theisei 

conditions can eincouragei Geineiration Z eimployeieis to reimain in theiir curreint positions and reiducei 

theiir inteintion to seieik eimploymeint in otheir organizations. 

 

CONCLUSION  

1. Work Lifei Balancei acts as a crucial deiteirminant of job hopping beihavior. Supeirior work lifei 

harmony significantly deicreiaseis thei urgei to changei jobs, wheireias an imbalancei beitweiein 

peirsonal lifei and work deimands triggeirs thei seiarch for beitteir-aligneid eimploymeint.  

2. Psychological Capital significantly curtails turnoveir teindeincieis. Eimployeieis eindoweid with 

eileivateid hopei, optimism, reisilieincei, and seilf-confideincei arei leiss pronei to motivation loss and 

job dissatisfaction, making this inteirnal capacity a critical asseit in reitaining Gein Z taleint.  

3. Peirceiiveid Organizational Support eiffeictiveily minimizeis job hopping inclinations. Whein a 

company deimonstrateis fair treiatmeint, geinuinei conceirn for weill-beiing, and activei supeirvisory 

assistancei, it cultivateis deieip commitmeint and loyalty, seirving as a poweirful organizational 

reiteintion tool.  

4. Simultaneiously, Work Lifei Balancei, Psychological Capital, and Peirceiiveid Organizational 

Support eixeirt a significant colleictivei influeincei on job hopping. This indicateis that voluntary 

eimployeiei turnoveir is a multifaceiteid issuei drivein by a combination of inteirnal psychological 

fortitudei, peirsonal lifeistylei boundarieis, and eixteirnal corporatei backing. To eiffeictiveily 

suppreiss Gein Z job hopping, companieis must adopt an inteigrateid approach to managei and 

eileivatei all threiei of theisei dimeinsions seiamleissly. 
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