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ABSTRACT 

Globally, there is a growing focus on Gen Z and millennial employees; yet, there is a lack of understanding 
of quiet quitting or rage applying in relation to career growth. Gen Z and Millennial employees find it challenging to 
fully exploit their job capacity due to the paucity of research. The descriptive method of research is used to gather the 
necessary data and information on the Generation Z and millennial employee’s perspectives on quitting or raging in 
relation to career growth. The goal of the researcher is to know the level of factors influencing Gen Z and Millennial 
employees on Quiet Quitting or Rage Applying in terms of missed promotion, not getting raise, disappointment with 
the role in the company, and financial hardship. Also, what is the perspective of Gen Z and Millennial employees on 
Quiet Quitting or Rage Applying in relation to Career Growth in terms of improving performance, finding a role that 
better suits one's skills and passions, enhancing networking skills, and developing enthusiasm and commitment? The 
purpose of this study was to examine the effect of quitting or rage on the career growth of Gen Z and millennial 
employees. The information obtained by completing this study will be beneficial to students, educators, supervisors, 
and managers. The result demonstrated that the perspective of Gen Z and Millennial employees on Quiet Quitting or 
Rage Applying has a significant effect on career growth. The F-test of the overall model is significant (F(5,181) = 
36.1, p < .001), indicating that the regression model is a good fit for the data. The standard error of the estimate is 
48.06, reflecting the average deviation between observed and predicted Quiet Quitting or Rage Applying. 

Thus, recommendations are to develop abilities and talents and obtain the additional certifications needed for 
a more senior role. Choosing to remain in an action-based function, the promotion could lead to a higher position. 

Millennial and Gen Z workers must prioritize the organization, minimize distractions at work, learn new, 
foundational skills, and establish attainable goals to enhance productivity, and the company must acknowledge that 
Gen Z employees seek a healthy work-life balance, whereas millennials are more motivated by cash incentives and 
career objectives. 
 
Keywords: Gen Z and millennial employees; quiet quitting or rage applying; career growth   
 
 
INTRODUCTION 

In recent years, the workplace has undergone a seismic shift, with terms like "quiet quitting" and "rage 
applying" emerging as defining concepts of employee sentiment. These phenomena encapsulate the responses of 
Generation Z and Millennial employees to the evolving demands of modern work life. As organizations grapple with 
talent retention and employee engagement, understanding the perspectives of these two influential cohorts is crucial. 
Driven largely by social media, quiet quitting emerged as a much-publicized trend in the United States and elsewhere. 
However, some observers have questioned how common it actually is—and whether it’s even a new phenomenon. 

A Gallup survey found Gen Z is the most disengaged at work of any generation (54%) and does not feel a 
close connection to their coworkers, manager, or employer. Moreover, they are the most likely generation (alongside 
younger millennials) to experience high levels of stress (68%) and burnout (34%). 

Rage applying is a phenomenon observed among younger employees in professional sectors, characterized 
by dissatisfaction with their workload, supervisors, and compensation, leading them to apply to numerous 
organizations while expressing their frustrations. Although the tendency to seek new employment during periods of 
low morale is not a recent development, its prevalence has evolved. 

Recent research in career counseling indicates that young professionals may transition between five to ten 
employers or professional environments throughout their careers. As noted by Jaime Stathis (2023), Millennials and 
Generation Z possess a distinct perspective on work; rather than pursuing relentless advancement up the corporate 
ladder, they engage in quiet quitting and adhere to their assigned responsibilities. Unlike earlier generations, these 
cohorts are adept at recognizing signs of a toxic workplace and prefer to disengage rather than experience burnout. 
When disengagement does not manifest as leaving a job, it often translates into the practice of rage applying. These 
workers find themselves in a job market that is markedly different from that faced by their predecessors. 
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Given these dynamics, this study aims to further examine the influence of Generation Z and Millennial 
employees on the concepts of quiet quitting and rage applying in relation to their career development. 
 _____________________________________________________________________________ 
 
METHODOLOGY 

The research employed an empirical method, which emphasizes acquiring knowledge through direct 
experience rather than through theoretical frameworks or beliefs, and is grounded in observed and measurable 
phenomena (2017). Supporting this approach, Cabantog (2008) asserts that descriptive research serves as a fact-
finding study that provides adequate and accurate interpretation of its findings. This type of research not only describes 
current conditions or phenomena but also places significant emphasis on their implications. The descriptive research 
process involves more than mere data collection and tabulation; it incorporates a critical element of interpreting the 
meanings and significance of the observed data. Consequently, the researcher sought to explore the perspectives of 
Generation Z and Millennial employees regarding quiet quitting and rage applying in relation to their career growth. 
  
RESULTS AND DISCUSSION 
 
Table 1. Distribution of Respondents According to Course 
Course f % 

BS Office Administration 17 56.7 
BS Entrepreneurship 13 43.3 
TOTAL 30 100 
Course f % 
BS Office Administration 17 56.7 

BS Entrepreneurship 13 43.3 
 
As shown on the above table, majority of the respondents are from the BS Office Administration program with 17 
respondents which represents 56.7% of the total sample size. The remaining 43.3% were from the BS 
Entrepreneurship. 
 
Table 2. Distribution of Respondents According to Gender 
Gender f % 
Female 18 60.0 
Male 5 16.7 
LGBTQ+ 7 23.3 
TOTAL 30 100 

As shown on the above table, majority of the respondents were female with 18 responses which represents 
60% of the total sample size. It implies that it was the dominant gender among the respondents. Next were from the 
LGBTQ+ with a total of 7 respondents or 23.3%. The remaining 16.7% were respondents of male.  
 
Table 3. Distribution of Respondents According to Age 
Age f % 
26 10 33.3 
25 9 30.0 
24 0 0.0 
23 9 30.0 
22 2 6.7 
TOTAL 30 100 
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As reflected in the table, out of 30 respondents were mostly in the age of 26 years old or 33.3% of the 
respondents. Second were in 23 and 25 years old or 30.0%. However, 22 or 6.7% are the least number of respondents 
fall on this age. 
 
Table 4. Distribution of Respondents According to Number of Work Experiences 

Number of Work Experiences f % 

4 years 8 26.6 

3 years 20 66.7 

2 years 2 6.7 

TOTAL 30 100 
The total sample size is mainly represented by 3 years of work experiences with 20 respondents which 

represents 66.7% of the total sample size. In contrast, 2 years in service have the least number of respondents. 
 

Table 5. Level of Factors Influencing Gen Z and Millennial Employees on Quiet Quitting 
               or Rage Applying in Terms of Missed Promotion 
Indicator M SD V.I. 
1. Take time to process feelings 3.58 0.67 VH 
2.Request feedback from my supervisor 3.25 0.65 VH 
3.Reflect on the experience as learning opportunity 3.61 0.66 VH 
4.Show my problem-solving skills 3.19 0.70  H 
5.Focused on building relationship 3.54 0.65 VH 
Overall for Rage Applying in Terms of Missed Promotion 3.43 0.59 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 
2.52–3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL) 

 
Based on the results presented in Table 5, it can be interpreted that the respondents rated the Rage Applying 

in Terms of Missed Promotion Very High in terms of reflect on the experience as learning opportunity, which obtained 
highest mean score of 3.61 (SD=.66). On the other hand, the lowest mean score of 3.19 (SD=.70), which includes the 
show of problem-solving skills.  

 
Table 6. Level of Factors Influencing Gen Z and Millennial Employees on Quiet Quitting  
               or Rage Applying in Terms of Not Getting Raise 
Indicator M SD V.I. 
1.I start to search for a new job 3.79 0.67 VH 
2.I establish a timeline for when to ask for a raise again 3.21 0.67 H 
3.I switch strategies and seek non-salary benefit 3.56 0.66 VH 
4.I still dedicated to delivering my best 3.91 0.72 VH 
5.I express my disappointment 3.10 0.63 H 
Overall for Not Getting Raise 3.51 0.61 VH 
Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL), 

Based on the results presented in Table 6, it can be interpreted that the respondents rated the Not Getting 
Raise Very High. In terms of reflect on “I still dedicated to delivering my best”, which obtained highest mean score 
of 3.91 (SD=.72). On the other hand, the lowest mean score of 3.10 (SD=.63), which includes the statement “I express 
my disappointment”.  
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Table 7. Level of Factors Influencing Gen Z and Millennial Employees on Quiet Quitting or 
             Rage Applying in Terms of Disappointment with the Role in the Company 
Indicator M SD V.I. 
1.I don’t dwell for it for so long 3.61 0.68 VH 
2.I set a realistic expectation 3.20 0.68 H 
3.I adjust my expectations 3.88 0.67 VH 
4.I don’t let my disappointment linger 3.83 0.64 VH 
5.I look after my physical health 3.96 0.63 VH 
Overall for Disappointment with the role in the Company 3.70 0.60 VH 
Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL), 

Based on the results presented in Table 7, it can be interpreted that the respondents rated the Disappointment 
with the role in the Company Very High. In terms of reflect on “I look after my physical health”, which obtained 
highest mean score of 3.96 (SD=.63). On the other hand, the lowest mean score of 3.20 (SD=.68), which includes the 
statement “I set a realistic expectation”. Millennials want is to work in a Millennial-oriented organization under 
supportive and open-minded management that can provide coaching and mentorship in a challenging, empowering, 
and meaningful job that provides a work life balance, while working alongside great colleagues and receiving 
competitive remuneration. As there is still a high percentage of firms using traditional and outdated methods (Falletta, 
2016), Jezequel, M. (2022) suggested that rather than idealizing a job, individuals should realistically evaluate their 
expectations. While acknowledging that no job is flawless, it is essential to define career objectives. She emphasizes 
the importance of considering what individuals aim to contribute to and gain from their employment beyond mere 
dissatisfaction. Quiet quitting extensively analyzes this phenomenon to demonstrate that employee disengagement is 
not indicative of laziness but rather a response to burnout, the need for healthy boundaries, a desire for autonomy, and 
the prioritization of meaningful work. (Dauer 2023). 

 
Table 8. Level of Factors Influencing Gen Z and Millennial Employees on Quiet Quitting  
               or Rage Applying in Terms of Financial Hardship 
Indicator M SD V.I. 
1.I identify the problem 3.82 0.66 VH 
2.I make budget to help resolve my financial problem 3.93 0.66 H 
3.I lower my expenses 3.85 0.65 VH 
4.I avoid buying new 3.75 0.64 VH 
5.I stop taking a debt to avoid aggravating financial problems 3.90 0.64 VH 
Overall for Financial Hardship 3.85 0.60 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL), 

 
Based on the results presented in Table 8, it can be interpreted that the respondents rated the Financial 

Hardship Very High. In terms of reflect on “I make budget to help resolve my financial problem”, which obtained 
highest mean score of 3.93 (SD=.66). On the other hand, the lowest mean score of 3.75 (SD=.64), which includes the 
statement “I avoid buying new”.  

 
Table 9. Level of Factors Influencing Gen Z and Millennial Employees on Quiet Quitting or  
               Rage Applying 
Subscale M SD V.I. 
Missed Promotion 3.43 0.59 VH 
Not Getting Raise 3.51 0.61 VH 
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Disappointment with the role in the Company 3.70 0.60 VH 
Financial Hardship 3.85 0.60 VH 
Overall  3.62 0.60 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL) 

According to the result presented in Table 9, it can be interpreted that the respondents rated the factors 
influencing in Quiet Quitting or Rage Applying equally Very High in terms of Financial Hardship which obtained 
highest mean scores of 3.85. On the other hand, the lowest mean score of 3.43, which includes Missed Promotion. 
And as mentioned by De Castro (2024), professionals strive to progress within a company, and losing their chance at 
growth opportunities is one of the prime motives why people leave. To make employees feel valued, employers must 
recognize hard work and give due recognition, like bonuses and pay raises. Moreover, an outlined career path will 
allow employees to envision staying with the organization for years. In the study of Hu et. al., (2018), the job salary 
and promotion satisfaction could improve the work engagement and thus enhance the employee’s subjective well-
being, the work engagement might play an intermediary role in the relation between job salary promotion satisfaction 
and subjective well-being.  

Table 10. Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage  
                  Applying in relation to Career Growth in Terms of Improve Performance 
Indicator M SD V.I. 
1.Increase employee motivation and productivity 3.83 0.68 VH 
2.Help to attract top staff and valued employees 3.79 0.68 VH 
3.Create more engaging environment 3.70 0.67 VH 
4.Increase employee satisfaction 2.89 0.64 H 
5.Always feel motivated 2.96 0.63 H 
Overall for Improve Performance 3.43 0.60 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL). 
 

Based on the results presented in Table 10, it can be interpreted that the respondents rated the Improve 
Performance Very High. In terms of reflect on “Increase employee motivation and productivity”, which obtained 
highest mean score of 3.83 (SD=.68). On the other hand, the lowest mean score of 2.89 (SD=.64), which includes the 
statement “Increase employee satisfaction”. As stated by Kwon et.al Managers with poor attitudes may reduce the 
employees' performance, and retention could become a problem for organizations when employees feel disconnected 
and leave. 

 
Table 11. Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage Applying in relation to 
Career Growth in Terms of Finding a Role that better suits one's Skills and Passions 
Indicator M SD V.I. 
1. I can be more productive and happier in my role 3.15 0.66 H 
2. I can select a career path that aligns with my interests, 3.91 0.66 VH 
3.I can pursue work that is meaningful and fulfilling 3.90 0.65 VH 
4 It provide direction and focus for your goals and aspirations 3.85 0.64 H 
5. To earn more money because it's a role comes naturally  3.89 0.64 H 
Overall for Finding a Role that better suits one's Skills and Passions 3.74 0.60 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL). 
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Based on the results presented in Table 11, it can be interpreted that the respondents rated the Finding a Role 
that better suits one's Skills and Passions Very High. In terms of reflect on “I can select a career path that aligns with 
my interests”, which obtained highest mean score of 3.91 (SD=.66). On the other hand, the lowest mean score of 3.15 
(SD=.66), which includes the statement “I can be more productive and happier in my role” According to Coleman & 
Guo (2018) obsessively passionate people usually experience negative feelings while performing the activity, they 
have difficulties to remain focused on it, and they feel that the activity they love conflicts with other aspects of their 
life. 

Table 12. Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage  
                 Applying in relation to Career Growth in Terms of Enhance Networking Skills 

Indicator M SD V.I. 
1.Networking help meet people at various professional level 3.20 0.66 H 
2.Improve capacity to innovate 3.55 0.65 VH 
3.Greater status and authority 3.87 0.62 VH 
4.Broader deeper knowledge 3.00 0.67 H 
5.More job and business opportunities 3.96 0.65 VH 
Overall for Enhance Networking Skills 3.74 0.60 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 
2.52–3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL). 

Based on the results presented in Table 12, it can be interpreted that the respondents rated the Enhance 
Networking Skills Very High. In terms of reflect on “More job and business opportunities”, which obtained highest 
mean score of 3.96 (SD=.65). On the other hand, the lowest mean score of 3.00 (SD=.67), which includes the statement 
“Broader deeper knowledge”. Study of Agarwal H. and Vaghela P.(2018) emphasized that it is important for the 
organization to discover what’s important to the Generation Z beforehand to boost attractiveness within and outside 
the industry in order to establish a corporate culture and workplace to gain a distinctive advantage in the hunt for top 
talent employees from the Generation Z which in turn will sustain the organizational growth 

 
Table 13. Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage  
                 Applying in relation to Career Growth in Terms of Develop Enthusiasm and  
                 Commitment 
Indicator M SD V.I. 
1.Set clear goals 4.00 0.00 H 
2.Show initiative 3.98 0.10 VH 
3.Express appreciation 3.93 0.19 VH 
4. Deliver quality work 3.89 0.37 H 
5.Seek professional development 4.00 0.00 VH 
Overall for Develop Enthusiasm and Commitment 3.96 0.13 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL). 

 
Based on the results presented in Table 13, it can be interpreted that the respondents rated the Develop 

Enthusiasm and Commitment Very High. In terms of reflect on “Set clear goals” and “Seek professional 
development”, which obtained perfect mean score of 4.00 (SD=.00). On the other hand, the lowest mean score of 3.89 
(SD=.37), which includes the statement “Deliver quality work”. It is supported Schulman (2022) as stated by Brook 
“quiet quitting means getting their work done at their own pace and not giving into the pressure to do more than what 
they are required to do.” In reference to Mlangala, J. and Thomas, P. (2022), Employee motivation means the 
enthusiasm a worker brings to the organization on a daily basis, and it is regarded as an energy that drives workers in 
the direction of achieving specific goals and objectives of the organization, including enhanced quality service 
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delivery.It is supported byFriedel K.et al ( Intergenerational communication will be especially important throughout 
the hiring process in order for all parties to ensure that the gap in understanding does not perpetuate workplace tensions 
 
Table 14. Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage 
                 Applying in relation to Career Growth 
Subscale M SD V.I. 
Improve Performance 3.43 0.60 VH 
Finding a role that better suits one's Skills and Passions 3.74 0.60 VH 
Enhance Networking Skills 3.74 0.60 VH 
Develop Enthusiasm and Commitment 3.96 0.13 VH 
Overall  3.72 0.48 VH 

Note. N=30. V.I.=Verbal interpretation. The mean is interpreted as follows: 3.28–4:00= Very High (VH), 2.52–
3.27=High (H), 1.76–2.51=Low (L), 1.00–1.75=Very Low (VL) 
 

According to the result presented in Table 14, it can be interpreted that the respondents rated the Perspective 
of Gen Z and Millennial Employee on Quiet Quitting or Rage Applying in relation to Career Growth equally Very 
High in terms of Develop Enthusiasm and Commitment which obtained highest mean scores of 3.96.It is supported 
by the findings of  Stewart J. et al(2017) that show millennials (also known as Generation Y, or Gen Y) as the only 
generational group that does not conceptually link organizational commitment with workplace culture. This group 
also thinks of work differently than members of the other generations, yet these differences can be understood through 
a managerial lens focusing on qualities such as duty, drive, and reward. On the other hand, the lowest mean score of 
3.43, which includes Improve Performance. According to Katsaros (2024) workplace happiness partially mediates the 
relationship between inclusive leadership and Gen Z employee adaptive performance. The results indicate that should 
leaders and managers manage to positively influence Gen Z employees’ work engagement and job satisfaction by 
employing inclusive strategies and procedures, they will increase their adaptive performance during change 

Table 15. Regression Analysis of the Perspective of Gen Z and Millennial Employee on 
                 Quiet Quitting or Rage Applying in relation to Career Growth as Predicted by 
                 Missed Promotion 

Model B SE β t p 
Constant 0.05 0.41   0.111 0.911 
Improved Performance   0.13 0.01 0.144 0.89 
Apply for Promotion   0.13 -0.20 1.595 0.11 
Enhance Networking Skills   0.13 -0.32 2.512* 0.01 
Work Well on Team   0.11 -0.38 3.471* < .001 
R-squared     0.41     
Adjusted R-squared     0.39     
Standard Error of the Estimate     78.17     
F(5,181)       24.7* < .001 
*p < 0.05 

 

 The table 15 presents the results of a multiple regression analysis examining the effect of Missed Promotion 
(independent Variable) and Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage Applying 
(dependent variable). The regression model explains 41% of the variance in Career Growth (R-squared = 0.41). 
Enhance Networking Skills (β = 0.32, p = .01); Work Well on Team (β = 0.38, p < .001) have significant association 
with Missed Promotion. The F-test of the overall model is significant (F(5,181) = 24.7, p < .001), indicating that the 
regression model is a good fit for the data. The standard error of the estimate is 78.17, reflecting the average deviation 
between observed and predicted Quiet Quitting or Rage Applying. According to Parson (2022), lies in its potential to 
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create avenues for career progression, including opportunities for promotions. Additionally, it serves as a means for 
individuals to refine existing skills and acquire new ones, thereby enhancing their overall professional competence. 
 
Table 16. Regression Analysis of the Perspective of Gen Z and Millennial Employee on  
                  Quiet Quitting or Rage Applying in relation to Career Growth as Predicted by  
                  Not Getting Raise 

 
 The table 16 presents the results of a multiple regression analysis examining the effect of Not Getting Raise 
(independent Variable) and Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage Applying 
(dependent variable). The regression model explains 41% of the variance in Career Growth (R-squared = 0.41). Work 
Well on Team (β = 0.36, p < .001) have association with Not Getting Raise. The F-test of the overall model is 
significant (F(5,181) = 24.8, p < .001), indicating that the regression model is a good fit for the data. The standard 
error of the estimate is 62.88, reflecting the average deviation between observed and predicted Quiet Quitting or Rage 
Applying. 

Table 17. Regression Analysis of the Perspective of Gen Z and Millennial Employee on  
                  Quiet Quitting or Rage Applying in relation to Career Growth as Predicted by  
                  Disappointment with the Role in the Company 

Model B SE β t p 
Constant 0.32 0.33   0.978 0.329 
Improved Performance   0.10 0.07 0.694 0.49 
Apply for Promotion   0.10 0.02 0.269 0.79 
Enhance Networking Skills   0.10 0.15 1.522 0.13 
Work Well on Team   0.08 0.54 6.075* < .001 
R-squared     0.50     
Adjusted R-squared     0.49     
Standard Error of the Estimate     50.21     
F(5,181)       36.5* < .001 
*p < 0.05  

The table 17 presents the results of a multiple regression analysis examining the effect of Disappointment 
with the Role in the Company (independent Variable) and Perspective of Gen Z and Millennial Employee on Quiet 
Quitting or Rage Applying (dependent variable). The regression model explains 50% of the variance in Career Growth 
(R-squared = 0.50). Work Well on Team (β = 0.54, p < .001) have association with Disappointment with the Role in 
the Company. The F-test of the overall model is significant (F(5,181) = 36.5, p < .001), indicating that the regression 
model is a good fit for the data. The standard error of the estimate is 50.21, reflecting the average deviation between 
observed and predicted Quiet Quitting or Rage Applying. 

 

Model B SE β t p 
Constant 
Improved Performance 

0.50 0.37   1.33 0.951 
  0.11 0.13 1.16 0.08 

Apply for Promotion   0.11 0.20 1.75 0.08 
Enhance Networking Skills   0.11 0.14 1.29 0.20 
Work Well on Team   0.09 0.36 3.63* < .001 
R-squared     0.41     
Adjusted R-squared     0.39     
Standard Error of the Estimate     62.88     
F(5,181)       24.8* < .001 
*p < 0.05 
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Table 18. Regression Analysis of the Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage 
Applying in relation to Career Growth as Predicted by Financial Hardship 

Model B SE β t p 
Constant 0.33 0.32   1.03 0.302 
Improved Performance   0.10 0.31 3.15* 0.00 
Apply for Promotion   0.10 0.00 -0.04 0.96 
Enhance Networking Skills   0.10 0.05 0.533 0.59 
Work Well on Team   0.09 0.44 5.09 < .001 
R-squared     0.50     
Adjusted R-squared     0.49     
Standard Error of the Estimate     48.06     
F(5,181)       36.1* < .001 
*p < 0.05 

The table 18 presents the results of a multiple regression analysis examining the effect of Financial Hardship 
(independent Variable) and Perspective of Gen Z and Millennial Employee on Quiet Quitting or Rage Applying 
(dependent variable). The regression model explains 50% of the variance in Career Growth (R-squared = 0.50). 
Improved Performance (β = 0.31, p < .001) have association with Financial Hardship. The F-test of the overall model 
is significant (F(5,181) = 36.1, p < .001), indicating that the regression model is a good fit for the data. The standard 
error of the estimate is 48.06, reflecting the average deviation between observed and predicted Quiet Quitting or Rage 
Applying. 

 
CONCLUSION 
 
The perspective of Gen Z and Millennial employees on Quiet Quitting or Rage Applying have a significant effect on 
the career growth. Hence, reject the null hypothesis. 
 
RECOMMENDATION 
 
The conclusion made resulted in the formulation of the following recommendation. 

1. Develop abilities and talents and obtain the additional certifications needed for a more senior role. Choosing 
to remain in an action-based function, the promotion could lead to a higher position. 

2. Millennial and Gen Z workers must prioritize the organization, minimize distractions at work, learn new, 
foundational skills, and establish attainable goals in order to enhance productivity. 

3. The company must acknowledge that Gen Z employees seek a healthy work-life balance, whereas millennials 
are more motivated by cash incentives and career objectives. 

4. By understanding the dynamics between Millennial and Gen Z employees, employers can develop strategies 
to combat negative workplace behaviors like Rage Applying and Quiet Quitting. 

5.  
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