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Abstract

The phenomenon of job hopping among Gen Z is becoming increasingly prevalent,
particularly in developing cities such as Bandar Lampung. This generation is known for
having high expectations regarding work life balance and job satisfaction, which can
influence their decision to stay or switch jobs. This study aims to analyse the impact of
work life balance and job satisfaction on the job-hopping intentions of Gen Z employees
in Bandar Lampung. This research employs an explanatory research method with a
guantitative approach. The sample consists of 385 respondents aged 18-29 years in
2024, selected using a purposive sampling technique. Data were collected through a
digital questionnaire (Google Forms) and measured using a Likert scale with a negative
model. Data analysis was conducted using the SPSS statistical software. The results
indicate that, partially, work life balance has a significant positive effect on job-hopping
intentions, as does job satisfaction, which also significantly influences job-hopping
intentions. Simultaneously, both variables have a significant impact on Gen Z employees'
decisions to change jobs. These findings provide insights for companies to better
understand Gen Z's mindset in the workplace by creating a work environment that
supports both work life balance and job satisfaction, aligning with the preferences of Gen
Z employees.
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INTRODUCTION
The workplace is a highly dynamic and continuously evolving arena. With the
growing workforce population, understanding workplace dynamics has become crucial.
The National Labor Force Survey conducted by the Central Statistics Agency in August
2022 revealed that the labour force in Indonesia reached 143.72 million people, with a
568
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labour force participation rate of 68.63%, predominantly consisting of Millennials and Gen
Z (Maudisha, 2024).

Gen Z refers to individuals born between 1995 and 2012 (Barhate & Dirani, 2022).
As the youngest generation entering the workforce, their numbers are increasing annually
(Mahmoud, et al., 2021). This trend reflects a strong drive among Gen Z to enter the
professional world early, which not only expands the labor force but also brings significant
changes to workplace dynamics. Gen Z is perceived to lack confidence in choosing long-
term employment (Dwidienawati & Gandasari, 2018). Their hesitancy toward long-term
careers, along with lower commitment and attachment to a specific job or organization,
may lead to a higher tendency for job hopping.

The phenomenon of job hopping, where employees tend to switch jobs despite
having worked for only one or two years, has become a prevalent issue in the modern
workforce. Job hopping refers to the tendency to move from one job to another within a
short period (Yuen, 2016). The term was initially known as "hobo syndrome," introduced
in 1974 (Ghiselli, 1974). In general, a high frequency of job changes can pose ongoing
challenges for companies (Nindyati, 2017).

This phenomenon is increasingly common among Gen Z, who have different work
expectations and mindsets compared to previous generations. According to Codrington
& Marshal (2004), job hopping has become a prevalent characteristic of Gen Z. They tend
to have shorter job tenures than earlier generations (Yello Recruiting, 2019). Another
study found that Gen Z is three times more likely to change jobs, with 20% having held
four or more jobs within a short career span (Limon, 2019). One key factor influencing
Gen Z's high job hopping intention is the extent to which employees can balance their
work performance with their personal lives, known as work life balance (Idulsafitri, 2018).

The concept of work life balance emerges from the tension between personal life
and work responsibilities. According to Frame & Hartog (2003), this concept allows
individuals to allocate their time and attention between work and personal activities such
as family, hobbies, education, and other interests without feeling overwhelmed or overly
focused on work. This balance can only be achieved when work and personal life are
equitably aligned (Ariyani et al., 2022).

Gen Z is recognized as digital natives with high proficiency in leveraging the
internet, social media, and various digital platforms to simplify their work tasks (Gentina,
2020). Raised in the digital era, Gen Z prefers jobs that offer flexibility and considers
flexibility a top career priority. Surveys indicate that 45% of Gen Z employees seek flexible
work arrangements, and 69% prefer not to be bound to a single company (Prayogo &
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Lajira, 2022). Consequently, Rachmadini & Riyanto (2020) state that their workplace
expectations differ from previous generations, particularly in the aspect of flexibility, which
significantly impacts work-life balance.

Beyond work-life balance, job hopping is also influenced by job satisfaction (Nurdin
& Rohaeni, 2020). Job satisfaction is the result of how employees perceive their work in
terms of fulfilling aspects they consider essential. It is defined as an emotional condition
arising from an individual’s assessment of their work experiences (Luthans, et al., 2006).
Several studies have highlighted job satisfaction as a fundamental factor in employees'
willingness to change jobs (Malik et al., 2010).

Research conducted by Suslova & Holopainen (2019) revealed that 90% of Gen Z
respondents agreed that job satisfaction enhances work efficiency. This implies that
higher job satisfaction can serve as a key factor in reducing job hopping tendencies
among Gen Z employees. Compared to previous generations, Gen Z exhibits a more
pragmatic approach to decision-making (Tonis et al., 2022), making them more likely to
leave a job if they feel dissatisfied.

Companies must create a strong work life balance and enhance job satisfaction to
reduce job-hopping intentions. Sandra (2019) found that job satisfaction has a significant
negative effect on job-hopping intention. However, Jules, et al. (2017) reported no
significant effect, possibly due to differences in respondent criteria. Meanwhile, Redinda
(2020) stated that work life balance does not significantly affect job hopping, whereas
Dewi (2023) found a significant negative relationship between work life balance and job
hopping.

In Indonesia, the job hopping phenomenon among Gen Z is evident in various
cities, including Bandar Lampung. As the economic and business centre of Lampung,
Bandar Lampung has a workforce of approximately 570,952 people (BPS Provinsi
Lampung, 2024). Moreover, job hopping tendencies in this city are notably high, with the
average Gen Z worker in Bandar Lampung changing jobs 2-3 times within a year.
Specifically, 8.3% have never switched jobs, 50% have switched jobs twice, 37.5% have
changed jobs three times, and 4.2% have changed jobs more than three times (Agustina,
2022). This data highlights that job hopping is not merely a global trend but also a
significant local phenomenon.

This study is based on data, research gaps, and the increasing presence of Gen
Z in the workforce, which has the potential to reshape workplace dynamics. Given their
distinct perspectives and behaviours, further investigation is needed. The limited research
on this topic emphasizes the importance of exploring the influence of work life balance
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and job satisfaction on job-hopping intentions among Gen Z employees in Bandar
Lampung. Based on these considerations, the research hypotheses are as follows:

Hal: Work-life balance significantly influences job hopping intention.

Ha2: Job satisfaction significantly influences job hopping intention.

Ha3: Work-life balance and job satisfaction simultaneously influence job hopping
intention.

LITERATURE REVIEW
Organizational Behaviour

Organizational behaviour is a discipline that studies the influence of individual,
group, and structural actions within an organization, with the aim of applying this
knowledge to improve organizational effectiveness (Robbins & Judge, 2011). Mulyadi
(2015) defines organizational behaviour as the application of knowledge and
understanding of how people behave within an organization. Triatna (2015) states that
organizational behaviour examines individual actions within an organization and how
these actions impact their performance in the organization. In the organisational
behaviour model developed by Robbins & Judge (2011), the variables work-life balance,
job satisfaction, and job hopping are in the individual behavioural dimension analysis unit.

Work Life Balance

Work life balance, according to Fisher, et al. (2009), refers to an individual's effort
to balance various roles they undertake. Meanwhile, Greenhaus, et al. (2003) define work
life balance as the extent to which a person is involved in both work and family and feels
satisfied with both roles. Schermerhorn (2005) states that work life balance is a person's
ability to manage the equilibrium between work demands and personal as well as family
needs.

Job Satisfaction

Job satisfaction is an emotional feeling, whether positive or negative, that
employees experience based on their perception of their jobs (Handoko, 2011). Job
satisfaction is essentially an unique emotional experience for each individual. Each
person has different levels of satisfaction, depending on their personal value system. The
more aligned a job is with an individual’s desires, the higher their level of job satisfaction.
Job satisfaction is an emotional reaction that arises from an employee's motivations,
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desires, demands, and expectations regarding their job, which are then confronted with
the reality they experience. This results in an emotional reaction that can manifest as
feelings of happiness, satisfaction, or even dissatisfaction (Sutrisno, 2007).

Job Hopping

Job hopping is a pattern where individuals frequently change jobs within one or
two years by their own choice, without external pressures such as layoffs or company
closures (Pranaya, 2014). Job hopping is typically defined as transitioning from one job
to another without a clear or reasonable reason, whether or not the individual holds a
stable job (Ghiselli, 1974). According to Suryaratri & Abadi (2018), job hopping intention
refers to an individual’s drive or desire to voluntarily leave their job or move to another
organization at their own will, even as a permanent employee who has worked for less
than a year.

METHOD

This study employs explanatory research using a quantitative approach. It
examines the relationship between the variables under study and assesses the extent to
which one variable influences another. Specifically, the research investigates the
relationship between work life balance (X1) and job satisfaction (X2) on job-hopping
intention ().

The population of this study consists of Gen Z, individuals born between 1995 and
2012, in Bandar Lampung. However, the study specifically focuses on members of Gen
Z who have entered the workforce, within the age range of 18 to 29 years old in 2024.
The sample size consists of 385 respondents, determined using Cochran’s formula with
a 5% margin of error. The research adopts a non-probability sampling method, specifically
purposive sampling. Purposive sampling is a technique in which samples are selected
based on specific criteria (Sugiyono, 2017). The criteria for this study include: (1) Gen Z
employees currently working in an organization and (2) Gen Z employees who have
changed jobs at least once.

In this study, the indicators for the Work Life Balance variable are based on
Hayman (2005), consisting of Work Interference With Personal Life (WIPL), Personal Life
Interference With Work (PLIW), and Work Personal Life Enhancement (WPLE). The
indicators for the Job Satisfaction variable are developed by Luthans (2011), covering
Work Itself, Pay, Promotion, Supervisor, and Coworkers. For the Job Hopping variable,
the indicators refer to Lake, et al. (2017), namely escape and advancement.
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Data collection is conducted using a questionnaire distributed via Google Forms
through social media channels. The variables are measured using a reverse Likert scale,
where statements in the questionnaire are framed negatively, and responses are rated
on a scale from 1 (strongly agree) to 5 (strongly disagree).

The data analysis process begins with validity and reliability testing, followed by
descriptive analysis. Next, classical assumption tests are conducted, including normality,
multicollinearity, and heteroscedasticity tests. Subsequently, multiple linear regression
analysis is performed, along with hypothesis testing using partial (t-test) and simultaneous
(F-test). Finally, the Coefficient of Determination (R?2) is calculated to determine the extent
to which the independent variables explain the dependent variable.

RESULT
Descriptive Analysis

This study involved 385 Gen Z employees in Bandar Lampung, with the majority
of respondents being female, totalling 223 individuals (58%). Most respondents were
aged 24-26 years (40%) and were single, accounting for 287 individuals (75%). In terms
of industry sectors, the majority worked in the service sector, with 208 respondents
(54%).Regarding income, most respondents earned between Rp >3,000,000 and Rp
5,000,000, totalling 166 individuals (43%). Based on work experience, the majority of
respondents had 1-2 years of experience, accounting for 175 individuals (46%). Most
respondents were bachelor's degree graduates, with 200 individuals (52%).In terms of
job-hopping frequency, employees who had changed jobs twice were the dominant group,
with 182 individuals (47%). Regarding their tenure in previous companies, the majority
had worked for less than one year, totalling 199 individuals (52%).

This study uses a negative Likert scale where the value of 1 means strongly agree,
2 agree, 3 neutral, 4 disagree, and 5 strongly disagree. In the questionnaire, negative
statements were designed to measure respondents’ level of disagreement with
statements that did not align with their actual conditions. Consequently, respondents
tended to provide lower scores when they strongly agreed with the negative statements.
A tabulation table is necessary to evaluate each variable with ratings classified as very
high, high, moderate, low, and very low.
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Table 1. Criteria for Research Variable Scores

Score Range Category
1<x<1,8 Very Low
1,8<x<2,6 Low
26<x<34 Moderate
34<x<42 High
42<x<5 Very High

Source: Processed Data, 2024

The work life balance variable has 13 items and overall gets a mean value of 3.86
and is included in the high category. The item with the highest value of 4.31 is in the
statement “Work complicates my personal life” which indicates that respondents do not
feel that work interferes with their personal lives, even on the contrary, they feel that work
does not have a negative impact on the balance between work and personal life.
Meanwhile, the lowest item value is found in the statement “I miss doing personal
activities that are hindered by work” with the acquisition of 3.11 and is included in the
medium category. This indicates that respondents feel that work occasionally prevents
them from doing personal activities although the effect is not too great.

In the Job Satisfaction variable, there are nine items, with an overall mean score
of 3.93, which falls into the high category. Each indicator also demonstrates a high value:
Work Itself scores 4.26 (very high), Pay scores 3.76 (high), Promotion scores 3.78 (high),
Supervisor scores 3.68 (high), and Coworkers scores 4.18 (high). All these aspects are
rated positively by respondents, indicating that they are satisfied with their job
responsibilities, the compensation system, career development opportunities provided by
the company, support from their supervisors, and relationships with coworkers. These
findings suggest that these factors significantly contribute to respondents’ overall job
satisfaction.

In the job hopping variable, there are 6 items with an overall mean score of 3.27,
which falls into the moderate category. The highest-scoring item within this variable,
although still in the moderate category, is the statement "I am willing to change jobs to
obtain the best position" with a score of 2.88. This indicates that respondents still have a
desire to switch jobs if offered a better position. On the other hand, the lowest-scoring
item, which falls into the low category, is the statement "I am willing to change jobs to get
the best job" with a mean score of 2.42. This suggests that respondents are prepared to
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switch jobs to secure their ideal job, reflecting their readiness and motivation to seek
better opportunities and desired employment.

Normality Test

This study applies the normality test using the Kolmogorov-Smirnov method to
determine whether the dependent and independent variables in the regression model
follow a normal distribution. According to this method, the distribution is considered
normal if the obtained value is = 0.05. The normality test results are presented in the
following table.

Table 2. Normality Test Results

One-Sample Kolmogorov-Smirnov Test
Unstandardized
Residual
N 385
Normal Mean .0000000
Parameters?P Std. 2.95077759
Deviation

Most Extreme Absolute .041
Differences Positive .041
Negative -.30

Test Statistic .041
Asymp. Sig. (2-tailed)® 150

Source: Processed Data, 2024

Based on the normality test results presented in Table 2, the significance value
obtained through the Kolmogorov-Smirnov test is 0.150. This value exceeds the
significance threshold of 0.05, which is the standard criterion for assessing data normality.
These results indicate that the data distribution in this study does not significantly deviate
from a normal distribution. Therefore, it can be concluded that the data used in this study
meets the normality assumption.
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Multicollinearity Test

The multicollinearity test is conducted using the Variance Inflation Factor (VIF).
According to the standard criteria, if the VIF value for each independent variable is less
than 10, it can be concluded that the regression model is appropriate for further analysis.

Table 3. Multicollinearity Test Result

Variabel Independen Collinearity Statistic
Tolerance VIF

Work Life Balance .593 1.687

Job Satisfaction .593 1.687

Source: Processed Data, 2024

In this study, the VIF value for the Work life balance variable is 1.687, and the VIF
value for the Job Satisfaction variable is also 1.687. These values are below the standard
threshold of VIF < 10, which is a common criterion for determining the presence of
multicollinearity in a regression model (See table 3). In other words, these results indicate
that each independent variable in this study does not exhibit a high correlation with one
another, confirming the absence of multicollinearity.

Heteroscedasticity Test

The heteroscedasticity test is conducted using the Scatterplot test. According to
the criteria, if the points on the graph are scattered or do not form a specific pattern, the
regression model can be considered free from heteroscedasticity.

Scatterplot
Dependent Variable: Job Hopping

Regreszion Standardized Predicted Valus

Future 1. Heteroskedasticity Test Result
Source: Processed Data, 2024
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The scatterplot in figure 1 shows that the data points are randomly dispersed
without forming any specific pattern, whether linear, curved, or other structured shapes.
The absence of a distinct pattern in the graph indicates that the data in this study are free
from heteroscedasticity

Multiple Linear Regression Analysis

Based on the results of the multiple linear regression analysis presented in the
table 4, the regression equation is formulated as follows:.

Y1 =-5.139 + 0.290 (WLB) + 0.324 (JS)

From this equation, the regression coefficient for the Work life balance variable is
0.290 with a positive sign. This indicates a direct relationship between work-life balance
and job hopping. In other words, for every one-unit increase in work-life balance, job
hopping increases by 0.290 or 29%.

Table 4. Multiple Linear Regression Analysis Result

Coefficients?
Model Unstandardized Standardized T Sig
Coefficients Coefficients
B | Std. Error Beta
(Constant) -5.139 1.462 -3.516 | .000
Work Life | .290 .036 391 8.018 | .000
Balance
Job Satisfaction | .324 .044 .358 7.345 | .000

Source: Processed Data, 2024

Similarly, the regression coefficient for the job satisfaction variable is 0.324 with a
positive sign, indicating a direct relationship between job satisfaction and job hopping.
This means that for every one-unit increase in job satisfaction, job hopping increases by
0.324 or 32.4%.

Partial Statistical Test (t test)

In the partial test, if t count > t table and the significance value (Sig.) <0.05, it can
be concluded that partially the X variables studied have an influence on variable Y, and
vice versa.
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Table 5. t Test Result

Coefficients?
Model Unstandardized Standardized T Sig
Coefficients Coefficients
B | Std. Error Beta
(Constant) -5.139 | 1.462 -3.516 |.000
Work Life Balance 290 |.036 391 8.018 | .000
Job Satisfaction 324 | .044 .358 7.345 |.000

Source: Processed Data, 2024

Based on the table 5, the regression equation is obtained as follows: t-table = df =
n—k-1=(385-2-1)=2382. Thus, the t table of 382 with a significance level of 5% is
1.966.

Based on the t test results, the value of the calculated t value on the work-life
balance variable is 8.018 with a t table value of 1.966. From these results, it is obtained
that t count> t table, namely 8.018> 1.966 or Sig. t (0.000) < a = 0.05, then the effect of
work life balance on job hopping is significant. This means that HO1 is rejected and Hal
is accepted. So, it can be concluded that work life balance has a significant influence on
job hopping.

The calculated t value on the Job Satisfaction variable is 7.345 with a t table value
of 1.966 or Sig. t (0.000) < a = 0.05, then the effect of job satisfaction on job hopping is
significant. This means that HO2 is rejected and Haz2 is accepted. So, it can be concluded
that job satisfaction has a significant influence on job hopping.

Simultaneous Statistical Test (F Test)
In the simultaneous test, if the significance value (Sig.) <0.05, it is stated that there

is an influence between variables simultaneously.

Table 6. F Test Result

ANOVA?
Model | Sum of Df | Mean F Sig.
Squares Square
Regression | 2856.649 2 |1428.325 163.187 .0001P
Residual 3343.522 382 8.753
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Total 6200.171 384
Source: Processed Data, 2024

From the table 6, it shows that the calculated F value is 163.187 with an F table
value of 3.02 or Sig. F (0.0001) < 0.05, itis found that HO3 is rejected and Ha3 is accepted,
so it can be concluded that the variables work-life balance (X1) and job satisfaction (X2)
have a significant influence simultaneously (together) on the dependent variable, namely
job hopping (Y).

Coefficient of Determination
In the coefficient of determination test, the R? value is in the range of 0 to 1 (0 <

R2 < 1), the more the R? value approaches 1, the better the regression results.

Table 7. Coefficient of Determination Result

Model Summary®
Model R R Square Adjusted R | Std. Error of the
Square Estimate
1 .6792 461 .458 .2958

Source: Processed Data, 2024

Based on the table, the Adjusted R Square value is recorded at 0.458, or
equivalent to 45.8%. This value indicates that 45.8% of the variation or changes that occur
in the dependent variable, namely Job Hopping (Y), can be explained statistically by the
contribution of the two independent variables used in this research model. In other words,
the regression model used in this study is able to explain almost half of the total variation
in the Job Hopping variable. The rest, which is 54.2% or 0.542, is influenced by other
factors outside the variables studied.

DISCUSSION
The Effect of Work Life Balance on Joh Hopping Intention

The t-test hypothesis results show a value of 0.290, indicating that as work life
balance improves, job hopping intention also increases. This finding aligns with the study
conducted by Ningrum, et al. (2023), which states that work life balance has a positive
and significant effect on job transitions.
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The analysis results show a mean work life balance score of 3.86, indicating that
Gen Z is capable of balancing work and personal life. The high scores on statements
such as "My job makes my personal life difficult" and "I run out of energy for work due to
my personal life" suggest that work does not exert excessive pressure and provides
ample free time, allowing employees to work optimally without sacrificing their personal
lives. According to Kuswadiji (1997), unutilized free time can trigger job transitions.

The dominant characteristic in this study is young employees with an age group of
24-26 years (40%), where this age group has just completed formal education and is
declared a fresh graduate (Sembiring, 2024). This means that this study is dominated by
employees who have just started their careers. According to Khan (2016), young
employees who are pioneering their careers generally have a tendency for high job
hopping intentions.

The existence of these characteristics triggers Gen Z employees to get the best
job. Research conducted by Febiansyah & Adibah (2024) revealed that when someone
feels that workers do not sacrifice time and energy for personal life, it allows them to
explore various work opportunities that can support self and career development, and
provide space to adjust work to their personal needs and lifestyle. Thus, Gen Z whose
jobs do not take time and energy away from their personal lives tend to use it to explore
personal and career development opportunities to optimise the start of their careers.

The Effect of Job Satisfaction on Joh Hopping Intention

The t hypothesis test shows a number 0.324 which indicates that the higher the
job satisfaction, the greater the job hopping intention. The results of this study are in line
with research conducted by Maharni & Rahman (2024) which states that job satisfaction
has a positive and significant effect on job hopping.

The majority of respondents in this study were employees with a bachelor's
degree/equivalent of 52% (200 people). According to Fitria (2022), individuals with higher
levels of education tend to have greater opportunities to achieve better positions in their
careers. This is reflected in the statement “I am willing to change jobs to get the best
position” with a value of 2.88 in the medium category, indicating that Gen Z tends to
change jobs if there is an opportunity to get a better position.

With a focus on Gen Z employees, their background as college graduates makes
them more likely to want to transition to a better position, such as supervisor or manager.
Simbolon (2019) revealed that Gen Z likes everything instantaneous so they tend to avoid
long processes in choosing a career. Therefore, if the company applies procedures that
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take a long time to reach the desired position, Gen Z is more likely to look for opportunities
elsewhere that offer faster and more efficient career development.

In this study, Gen Z showed a high level of job satisfaction with a mean value of
3.93, indicating that key aspects of the job such as tasks, compensation, promotion policy,
relationship with superiors, and work environment have met their expectations well.
However, since their job satisfaction as employees is already fulfilled, they are driven to
seek higher satisfaction by pursuing better positions. This is in line with the tendency of
highly educated employees who want to continue to grow in their careers.

The Effect of Work Life Balance and Job Satisfaction on Joh Hopping Intention

Based on the results of the F test, the value of 163,187 is greater than the F table
value of 3.02. This shows that there is a simultaneous significant influence between work
life balance and job satisfaction with job hopping.

LinkedIn (2018) reveals that Gen Z has the highest career mobility, with more than
40% interested in changing career direction, in line with the results of this study which
show a mean job hopping value of 3.27 (medium category), with escape 3.90 which
reflects job satisfaction and advancement 2.65 which indicates a desire for career
advancement, so Gen Z tends to look for opportunities to develop, both in position
improvement and self-development.

Good work life balance and job satisfaction give Gen Z a tendency to change jobs.
Although they feel satisfied with the work they do and manage to maintain a balance
between their work and personal lives, Gen Z still has a strong urge to change jobs if they
are faced with better opportunities, especially in terms of higher positions or faster career
development.

CONCLUSION

Research related to the influence of work life balance and job satisfaction on job
hopping intention of Gen Z employees in Bandar Lampung reveals several conclusions.
First, work life balance has a positive and significant effect on the intention of job hopping
Gen Z in Bandar Lampung. The more balanced work and personal life, the greater their
tendency to seek new opportunities for self-development and career. Second, Job
satisfaction has a positive and significant effect on Gen Z's job hopping intention in
Bandar Lampung. The higher the job satisfaction, the more likely they are to move when
there are more favourable opportunities. Third, work life balance and job satisfaction
simultaneously have a significant effect on Gen Z's job hopping intention in Bandar
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Lampung, indicating that good work life balance and job satisfaction encourage their
tendency to job hopping.

Based on this study, Gen Z employees are encouraged to be more open about
their desired career development so that companies can gain a deeper understanding of
their expectations in the workplace. Since the majority of Gen Z participants in this study
are in the early stages of their careers and actively exploring various opportunities,
companies are advised to develop effective strategies to maintain employee engagement.
This includes involving Gen Z employees in challenging new projects, allowing them to
explore new opportunities while enabling companies to establish a clear career system
and provide tangible job opportunities.

Given that this study employs a non-probability sampling method and includes only
385 Gen Z employees in Bandar Lampung, its findings are limited to the studied
population and cannot be generalized to all Gen Z employees across different regions.
Therefore, future researchers are encouraged to use a more comprehensive
methodology and collect samples from various regions to capture the diverse
characteristics of Gen Z employees in Indonesia as a whole.
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