
Proceedings of the 3rd GCC International Conference on Industrial Engineering and Operations Management 
Tabuk, Saudi Arabia, February 2-4, 2026 
 

© IEOM Society International 

Proceedings of the International Conference on Industrial Engineering and Operations Management 
 
Publisher: IEOM Society International, USA 
Published: February 2, 2026 

 
DOI: 10.46254/GC03.20260289 
 

 
Factors Affecting Job-Hopping and its Impact on Career 

Growth and Job Performance among Millennials and Gen-Z 
Professionals  

 
Aaron Frederick R. Agustin, Carlos Nathaniel F. Dee, Ezekiel Richardson P. Dipasupil, 

Isaac Philip F. Eraga, John Aaron Nicholas A. Llovido, Ralfh Rowie S. Montaño, John Rod 
Jarrel DM. Palencia, Jeroncil L. Sanchez, Jayson Zamir Ivan B. Zamora, Jose Marie 

Carrillo, Jan Louis Cruz and Maricar M. Navarro 
Industrial Engineering Program 

College of Engineering and Architecture 
Technological Institute of the Philippines 

Quezon City, Philippines  
qafragustin@tip.edu.ph, qcndee@tip.edu.ph , qersdipasupil@tip.edu.ph ,  

qipferaga@tip.edu.ph , qjrjdmpalencia01@tip.edu.ph, qjanllovido@tip.edu.ph,  
qrrmontano01@tip.edu.ph, qjsanchez02@tip.edu.ph, qjzibzamora@tip.edu.ph , qjm-

carrillo@tip.edu.ph, jlcruz.ie@tip.edu.ph, mnavarro.ie@tip.edu.ph 
 

Abstract 
 
The majority of markets in the Philippines are sustained by the labor force composed primarily of Millennials and 
Generation Z, with Millennials accounting for nearly half of the country’s total workforce. Each market sector requires 
a distinct set of skills and presents varying opportunities for career advancement and professional development. The 
career trajectories of Millennials and Generation Z professionals are influenced by these factors, which consequently 
affect their preference between job-hopping and long-term employment. These cohorts increasingly shape workplace 
culture and employment patterns. Despite this trend, limited research explored its implications within the Philippine 
context. The study aimed to examine the factors that drive job hopping and determine the effects of job hopping on 
career growth, skill development, and job performance among Filipino Millennials and Generation Z professionals. 
Using a mixed method approach, primary data were collected through an online 50 item Likert survey with a 
convenience sample from the Greater Manila Area and complementary open-ended responses. Data was analyzed with 
Exploratory Factor Analysis (EFA) and Structural Equation Modeling (SEM) to identify latent constructs and test 
their relationships. Results revealed four core constructs, Fit, Strain, Sacrifice, and Benefits, which were meaningfully 
related to job hopping intentions and perceived career outcomes. Specifically, Fit and Benefits were associated with 
lower intentions to job hop and higher reported career growth and skill development, while Strain and Sacrifice were 
associated with higher intentions to job hop and lower perceived job performance. The study highlights the importance 
of promoting job-person fit and reducing workplace strain to improve employee retention and performance. Future 
research should employ longitudinal and industry specific designs to explore causal relationships and strengthen 
organizational strategies for workforce retention. 
 
Keywords 
Job-Hopping, Career Growth, Job Performance, Structural Equation Modeling. 
 
1. Introduction 
In today’s dynamic labor market, career trajectories among Millennials and Generation Z professionals are 
increasingly shaped by the choice between job-hopping and long-term employment. Job-hopping refers to the practice 
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of frequently changing jobs or moving between companies in order to seek roles that better align with personal or 
professional goals, a practice which has become a prominent trend among younger workers (Aryanto & Larasati, 
2020). According to Tran et al. (2025), Millennials, often described as "the job-hopping generation", are projected to 
comprise the largest segment of the global workforce by 2025. 
 
In the Philippine context, Millennials constitute nearly 47 percent of the labor force, while Generation Z accounts for 
over 11 percent, with projections indicating that this share will exceed one-fourth of the workforce by 2026 (Landicho, 
2022). This demographic shift highlights the growing influence of these cohorts on workplace culture and employment 
patterns; Supporting this, Deloitte’s 2022 Global Gen Z and Millennial Survey found that 89 percent of respondents 
consider a sense of purpose essential to job satisfaction. The same survey reported that 48 percent of Gen Z and 46 
percent of Millennials experience financial insecurity. In the Philippines, 70 percent of Gen Z and 63 percent of 
Millennials reported burnout due to workload, while 63 percent of Gen Z and 61 percent of Millennials engaged in 
additional work to cope with rising living costs (Deloitte, 2022). 
 
Job-hopping offers opportunities for skill diversification, higher income, and broader professional networks. However, 
it also raises concerns regarding employee loyalty, organizational stability, and long-term productivity (Bordey, 2024; 
Triana & Prihandoko, 2024). In contrast, long-term employment fosters stability, deeper institutional knowledge, and 
opportunities for internal promotion (Dutta & Dhir, 2025). While long-term tenure is often associated with stronger 
organizational commitment and sustained productivity, it may also limit exposure to diverse experiences and slow 
career progression (Csiszár, 2023). 
 
Despite the increasing presence of Millennials and Generation Z in the Philippine workforce and the growing body of 
literature on their work preferences, limited research directly compares the effects of job-hopping and long-term 
employment on career growth, skill development, and job performance in the local context. This study seeks to address 
this gap by examining these employment patterns and their outcomes, providing insights that can inform career 
planning for individuals and talent management strategies for organizations. 
 
1.1 Objectives 
The study explores and analyzes the factors involving job-hopping, particularly among Filipino Millennials and 
Generation Z professionals. Furthermore, it also explores the effects of job-hopping and long-term employment on 
career growth, and job performance among Filipino Millennials and Generation Z professionals. This study will 
conduct an Exploratory Factor Analysis (EFA) to identify the underlying factors affecting these variables. The specific 
objectives of the study are to identify the factors causing job-hopping, to determine the impact of job-hopping on 
career growth, skill development, and job performance among Filipino Millennials and Gen Z professionals, and to 
identify the advantages and disadvantages of job-hopping in terms of skill acquisition and professional growth. 
 
2. Literature Review 
Job-hopping, defined as the practice of making frequent voluntary job changes, has been recognized as a persistent 
trend since the early industrial era; It provides employees with broader skill exposure but also raises concerns about 
loyalty and long-term productivity (Aryanto & Larasati, 2020; Hall et al., 2022). Millennials have been noted for 
lower organizational commitment and a greater likelihood of changing jobs, which is often driven by flexible work 
styles and the pursuit of career growth (Aryanto & Larasati, 2020; Binolac et al., 2022). Generation Z employees also 
tend to remain in positions for shorter periods, often less than two years, which reflects evolving career expectations 
and reduced job tenure norms (Bordey, 2024; Zahari & Puteh, 2023). 
 
Several factors drive job-hopping among Millennials and Generation Z professionals: Compensation and benefits 
remain top motivators, with low pay and limited rewards contributing significantly to turnover (Pertiwi & Supartha, 
2021; Utami, Shalihah, & Erhan, 2025); Poor management, lack of career advancement opportunities, and insufficient 
recognition are also linked to employees’ decisions to leave (Binolac et al., 2022; Nguyen & Le, 2022; Alvarez, Salita, 
& Soto, 2023); Work environment factors such as poor working conditions, ineffective supervision, and low autonomy 
have a negative impact on retention (Gajda, 2024; Anush & Kumar, 2024); Generational values also shape career 
decisions. Millennials often prioritize career development, flexibility, and meaningful work, while Generation Z 
places higher importance on rapid feedback, corporate social responsibility, and clear career paths (Fuchs, Lorenz, & 
Fuchs, 2024). 
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The effects of job-hopping can be both beneficial and detrimental. On the positive side, frequent role changes can lead 
to increased income, diverse skill acquisition, and faster career progression (Bordey, 2024; Medillo, 2024). On the 
negative side, high turnover disrupts organizational stability, increases recruitment and training costs, and places 
additional workloads on remaining employees (Triana & Prihandoko, 2024). Employee loyalty has been shown to 
reduce turnover, preserve institutional knowledge, and improve productivity (Dutta & Dhir, 2025). However, retaining 
younger workers is challenging because they often prioritize work–life balance, personal growth, and meaningful 
engagement over long-term tenure (Csiszár, 2023; Pendell & Vander Helm, 2022). 
 
2.1 Research Gap 
The reviewed studies show that job-hopping among Millennials and Generation Z is shaped by various interrelated 
factors, including compensation, career advancement opportunities, organizational culture, and personal values. While 
these employment patterns can accelerate skill development and career progression, they also present significant 
challenges to retention and organizational performance. There is limited research focusing specifically on the 
Philippine context that simultaneously examines career growth, skill development, and job performance as outcomes 
of job-hopping versus long-term employment. This gap underscores the relevance of the present study, which aims to 
provide evidence-based insights that can guide employees, employers, and educators in making informed decisions 
regarding career planning, talent management, and workforce development. 
 
3. Methodology 
This study utilized Mixed Methodology in order to capture a more comprehensive perspective in order to properly 
formulate factors influencing job-hopping and long-term employment among Filipino Millennials and Gen Z 
professionals. Exploratory Factor Analysis (EFA) was also employed to identify the underlying structures or 
dimensions among the observed variables, allowing the study to uncover patterns and groupings that represent key 
factors influencing job-hopping and long-term employment. Quantitative data was obtained through structured survey 
questionnaires and analyzed using statistical tools to identify trends and patterns. Qualitative data, gathered from open-
ended responses, were subjected to thematic analysis to uncover deeper insights into respondents’ career motivations 
and experiences. In addition, findings were further supported and validated through the Review of Related Literature, 
which provided theoretical and empirical grounding for the interpretation of results. By integrating these strands, the 
study ensures reliability, depth, and validity in its conclusions and recommendations. 
 
For the processing of data, the study used both Statistical Package for the Social Sciences (SPSS) for multivariate 
analysis, and also to determine, validate, and test the reliability of factors from the gathered data, and the Analysis of 
Movement Structure (AMOS), was used to formulate a Structural Equation Model (SEM), which demonstrates the 
relationships among identified factors. The collected qualitative data underwent Thematic Analysis to validate and 
support findings formulated by the quantitative analyses.   
 
3.1 Data Collection  
An online survey questionnaire was created and utilized to collect data for the study. The study utilized convenience 
sampling, disseminating the survey online through Google Forms. In convenience sampling, the researchers utilize a 
sample that is readily available and they have access to, making it applicable to almost any research (Golzar, 2022). 
The instrument consisted of 50 questions utilizing a five-point Likert scale. Identical instructions were disseminated 
to the respondents. The first part of the instrument contained information pertaining to the study and the purpose of 
the survey, as well as the statement on privacy in accordance with Republic Act No. 10173, or the Data Privacy Act 
of 2012, detailing the respondents’ privacy right and requesting their consent. The second part gathered the 
Demographic Profile, which consisted of 17 questions related to the respondents’ personal and employment 
background. The third part covered Workplace Relationships, examining the respondents’ sense of connection with 
supervisors, coworkers, and the overall work environment, including aspects of feedback, respect, trust, and support. 
The fourth part focused on Job Alignment and Well-being, assessing how well the respondents’ jobs matched their 
skills, goals, and values, while also considering workload, growth opportunities, compensation, and job satisfaction. 
The fifth part measured Sacrifice through Staying vs. Leaving, which explored the potential losses respondents might 
face if they decided to leave their current job, including career opportunities, benefits, stability, work–life balance, 
and future growth. The sixth and final part contained the five narrative questions, which allowed respondents to 
provide more detailed insights and perspectives beyond the structured items. 
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3.2 Theoretical Research Model 
 

 

Figure 1. Theoretical Research Model  

After conducting Exploratory Factor Analysis, as shown in the Rotated Component Matrix (See Figure 1), four (4) 
factors were formulated, namely Fit, Strain, Sacrifice, and Benefits, which were then utilized to formulate a theoretical 
research model (See Figure 1). The formulated constructs will then be integrated into a Structural Equation Model 
which will examine the relationships among the factors.  
 
3.3 Hypotheses 
3.3.1 Fit 
Fit describes the comfortability of employees within their organization and its environment. Employees who believe 
that they are “fit” to their jobs are less likely to experience psychological tensions and burnout, and lower “fit” 
increases organizational turnover (Hall et al., 2022). Thus, the study suggests the hypotheses below: 
Hypothesis 1 (H1)  Fit has a significant negative direct effect on Strain 
Hypothesis 2a (H2a) Fit has a significant negative direct effect on Sacrifice 
 
3.3.2 Strain 
Strain talks about the struggles of the employees, creating psychological or emotional tensions resulting from stress, 
demanding jobs, and burnout. Employees that face stress or dissatisfaction may opt to leave their current organization. 
For example, a study of Filipino job-seekers found self-transcendence values and responsibility influenced intention 
to shift careers or seek greener pastures (Belida et al, 2024). Thus, the study suggests the hypotheses below:  
Hypothesis 1 (H1) Strain has a significant negative direct effect on Fit 
Hypothesis 2b (H2b) Strain has a significant positive direct effect on Sacrifice 
 
3.3.3 Sacrifice 
Sacrifice is the perceived willingness to make personal and/or professional sacrifices for better employment 
opportunities. Employees who have no interest in leaving, will have lesser interest in breaking their employment with 
the organization (Chaturvedi, 2024). Thus, the study suggests the hypothesis below: 
Hypothesis 3 (H3) Sacrifice has a significant positive direct effect on Benefits 
 
3.3.4 Benefits 
Benefits consist of indicators pertaining to the employees’ perceptions of potential rewards and advantages from 
alternative job opportunities. Employees are willing to do job-hopping when there are opportunities of getting higher 
benefits in other organizations (Ghazali et al, 2021). Thus, the study suggests the hypothesis below: 
Hypothesis 3 (H3) Benefits receives a significant positive direct effect from Sacrifice 
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4. Results and Discussion 
4.1 Descriptive Analysis 
This section presents the descriptive statistics of the respondents who participated in the study. The data include 
demographic profiles and employment-related characteristics such as gender, age, generation category, civil status, 
educational attainment, occupation, number of jobs held, and total years of working experience. 
 
Ranatunga et al., (2020) posit that the minimum required sample size should be determined by the guidelines; Their 
study provided recommendations for determining adequate sample sizes based on model complexity and the minimum 
coefficient of determination (R²). According to their study, when a maximum of three predictors are pointing towards 
a construct, and the lowest R² value in the model is 0.10, the minimum required sample is 124. In this study, a total of 
142 respondents were valid responses collected, which exceeded the minimum threshold, ensuring sufficient statistical 
power that enhances reliability of the findings and supporting the representativeness of the dataset for further analysis. 
 

 

Figure 2. Descriptive statistics 

Figure 2. shows the descriptive statistics of the conducted survey. The majority of respondents (48.6%) belonged to 
the 18–22 years old group, followed by 36.6% aged 23–28 years old, and 10.6% aged 29–34 years old. Out of the 142 
respondents of this study, 61.3% were female (n = 87), 36.6% were male (n = 52) and 2.1% identified as others (n = 
3). In terms of generational classification, 81.7% of respondents belonged to Generation Z (born 1997–2012), while 
18.3% were Millennials (born 1981–1996). A significant majority (92.3%) reported being single, while 5.6% were 
married, and 2.1% preferred not to disclose their status. Most respondents (85.2%) had reached the college level, 
followed by 7.0% who were high school graduates, 3.5% who held technical or vocational degrees, and 4.2% who 
attained a master’s degree. Regarding employment status, 64.1% were employed, 23.9% were unemployed, and 12.0% 
were freelancers. Nearly half of the respondents (49.3%) were in their first job, 40.1% had held 2–3 jobs, 8.5% had 
4–5 jobs, and 2.1% had more than five jobs. In terms of work experience, 40.8% had worked for less than one year, 
21.8% had 1–2 years, 16.9% had 3–5 years, and 14.8% had 6–10 years of experience. Only a small fraction reported 
11–15 years (4.2%), 16–20 years (0.7%), and more than 20 years (0.7%). 
 
4.2 Kaiser-Meyer-Olkin and Bartlett’s Test 

 

Figure 3. Kaiser-Meyer-Olkin and Bartlett’s Test Results 

In order to assess the adequacy and suitability of the data gathered, the proponents conducted the Kaiser-Meyer-Olkin 
(KMO) Test of Sampling Adequacy. The KMO test is a measure that has been intended to measure the suitability of 
data for factor analysis; it tests the adequacy of the sample size for each variable as well as the complete model 
(Shrestha, 2021). As shown in Figure 3, the KMO value of the gathered data was computed to be 0.857, signifying 
that the sampling was adequate (Sevilla et al., 2024) and that the data is suitable for factor analysis. 
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4.3 Rotated Component Matrix 

Table 1. Rotated Component Matrix Results 

Latent Variable Items Question Factor Loading 

Factor 1 Fit F4 My job utilizes my skills and talents well. 0.867 

F6 I feel good about my professional growth and development. 0.858 

F5 I find myself capable of seeing my work as a positive challenge. 0.852 

F8 The tasks assigned to me suit my job description. 0.811 

F3 My current position aligns with my vision of career aspirations. 0.791 

F2 This organization has given me a lot of things in my life. 0.788 

F7 I am able to evaluate my previous professional achievements positively. 0.781 

F9 I have almost complete responsibility for deciding how and when the work is to be done. 0.766 

F1 I always look forward to another day at work. 0.74 

S19 It is very rare that I will look for a new job next year. 0.418 

Factor 2 Strain L12 Managers/Immediate Supervisors are excessively strict and demanding. 0.845 

L10 Colleagues introduce a stressful work atmosphere. 0.823 

L11 Managers/Immediate Supervisors introduce a stressful work atmosphere. 0.809 

L13 My expectations and/or opinions are ignored. 0.786 

F13 After my work, I usually feel worn out and weary. 0.728 

F11 My current job has a negative effect on my personal well-being. 0.723 

F12 There are days when I feel tired before I arrive at work. 0.486 

Factor 3 
Benefits 

S9 If I find a new job, I might be compensated more fairly. 0.86 

S10 If I find a new job, I might be able to develop my career better. 0.818 

S12 If I find a new job, I might be less stressed. 0.803 

S11 If I find a new job, I might achieve a better work–life balance. 0.781 

S13 If I find a new job, I might find it easier to be promoted. 0.736 

S14 I would change jobs if I could find another position that pays as well as my current one. 0.721 

Factor 4 
Sacrifice 

S6 For the sake of gaining attractive employment, I am willing to go abroad. 0.81 

S5 
For the sake of gaining attractive employment, I am willing to change my place of 

residence in the country. 0.796 

S8 For the sake of gaining attractive employment, I am willing to postpone personal plans. 0.701 

Note: Principal Component Analysis (PCA) with varimax rotation was conducted to identify underlying factors. A Rotated Component Matrix with a 0.4 loading 
suppression threshold was applied to highlight only substantial variable-component relationships. 
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The Rotated Component Matrix extracted four primary constructs shown in Table 1, capturing the respondents' unique 
behavioral and attitudinal insights. The first factor, Fit, consists of indicators pertaining to the employees’ perceptions 
of their personal career fit, skill utilization, professional growth, compensation, and promotion opportunities. The 
second factor, Strain, consists of indicators pertaining to the employees’ relationships with their fellow workmates, 
how said relationships affect them, and their overall well-being. The third factor, Benefits, consists of indicators 
pertaining to the employees’ perceptions of potential benefits from alternative job opportunities. The fourth factor, 
Sacrifice, consists of indicators pertaining to the employees’ willingness to make personal and/or professional 
sacrifices for better employment opportunities. 

4.4 Total Variance Explained  

Table 2. Variance Explained by Factors 

Factor Total % of Variance Cumulative % 

Fit  7.946 30.562 30.562 

Strain 5.335 20.521 51.082 

Benefits 2.271 8.735 59.817 

Sacrifice 1.581 6.080 65.897 

Table 2 shows that the first factor, Fit, accounts for the largest proportion of variance at 30.562%, indicating that this 
construct explains the greatest portion of the data’s variability. The second factor, Strain, contributes an additional 
20.521% of variance, bringing the cumulative explained variance to 51.082%. The third factor, Benefits, adds 8.735%, 
resulting in a cumulative variance of 59.817%, while the fourth factor, Sacrifice, explains 6.080%, leading to a total 
cumulative variance of 65.897%. Overall, the four components together explain approximately 65.90% of the total 
variance, which is considered satisfactory in behavioral and social science research. This indicates that the extracted 
factors adequately represent the underlying structure of the dataset and that each construct meaningfully contributes 
to explaining the observed responses (Baistaman et al., 2022). 

4.5 Reliability Testing 
Table 3 presents the Cronbach’s Alpha values for each identified factor of the instrument. The results reveal that all 
four factors exhibit good to excellent internal consistency, confirming the instrument’s reliability in measuring 
perceptions related to job-hopping and long-term employment. Factor 1 (Fit) obtained a Cronbach’s Alpha of 0.922, 
Factor 2 (Strain) yielded 0.901, and Factor 3 (Benefits) recorded 0.910. These values reflect excellent internal 
consistency. According to Wang et al. (2021), alpha values exceeding 0.90 signify strong measurement consistency 
and excellent reliability, underscoring the robustness of these constructs in assessing employees’ perceptions and 
experiences. Factor 4 (Sacrifice) achieved a Cronbach’s Alpha of 0.751, indicating good reliability and suggesting 
that its items cohesively capture the dimension of personal or situational trade-offs in employment decisions. This 
aligns with Wang et al. (2021), who noted that coefficients above 0.70 demonstrate well-structured and reliable scales 
in organizational research. 
 

Table 3. Cronbach’s Alpha of All Factors 
 

Latent Variables Cronbach’s Alpha Cut- Off Remarks 

Factor 1 Fit .922 ≥ 0.7 Acceptable 

Factor 2 Strain .901 ≥ 0.7 Acceptable 

Factor 3 Benefits .910 ≥ 0.7 Acceptable 

Factor 4 Sacrifice .751 ≥ 0.7 Acceptable 
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4.6 Structural Equation Modeling 
Figure 4, the formulated structural equation model, demonstrates several key relationships among the constructs. Fit 
shows a negative relationship with Strain (β = −0.21), indicating that when employees perceive a strong alignment 
between their skills, job roles, and career growth, they experience fewer work-related pressures and less emotional 
fatigue. Strain in turn positively predicts Sacrifice (β = 0.43), suggesting that individuals experiencing higher job strain 
are more willing to make personal or geographic sacrifices to pursue more favorable employment opportunities 
Although Fit has only a small direct effect on Sacrifice (β = −0.07), it also exerts an indirect effect through Strain. 
Specifically, since Fit reduces Strain (−0.21) and Strain increases Sacrifice (0.43), the indirect effect is (−0.21 × 0.43) 
= −0.09, yielding a total effect of approximately −0.16 on Sacrifice. This means that employees who feel well-matched 
to their jobs are less likely to experience stress, and consequently, less inclined to make sacrifices for alternative 
employment Sacrifice strongly predicts Benefits (β = 0.54), showing that those who are more open to making sacrifices 
also perceive greater potential advantages from job changes, such as better compensation, career development, reduced 
stress, and improved work–life balance. Moreover, Strain indirectly influences Benefits through Sacrifice; Since Strain 
affects Sacrifice by 0.43 and Sacrifice affects Benefits by 0.54, the indirect effect is (0.43 × 0.54) = 0.23, indicating 
that employees experiencing greater strain tend to view external job opportunities as more rewarding primarily because 
their willingness to sacrifice increases. 
 

 
Figure 4. Structural Equation Model 

Table 4. AMOS Model Fit Scores  
 

Model Fit Indices Score Cut-Off Remarks 

CMIN/DF 1.615 <2 Accepted 

GFI 0.817 >0.80 Accepted 

IFI 0.926 >0.90 Accepted 
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TLI 0.914 >0.90 Accepted 

CFI 0.925 >0.90 Accepted 

RMSEA 0.066 <0.07 Accepted 

Table 4 showcases the model fit indices of the formulated model. Following the standards compiled and also used 
by Navarro et al., (2021) and Ma et al., (2021), the formulated model passed six (6) model fit indices. 

5. Conclusions 
The conducted study investigated the factors affecting job-hopping and long-term employment among Filipino 
Millennials and Generation Z professionals and its benefits, focusing on four formulated latent constructs: Fit, Strain, 
Sacrifice, and Benefits.  
 
Results showed that all factors demonstrated good to excellent reliability, with Cronbach’s Alpha values ranging from 
0.751 to 0.922, confirming internal consistency and measurement validity of the instrument. The constructs Fit, Strain, 
and Benefits yielded alpha values above 0.90, while Sacrifice achieved 0.751. The Reliability recorded a Cronbach's 
alpha of 0.844, suggesting strong interrelatedness among all constructs. 
 
Findings from the Structural Equation Model (SEM) showed a clear pattern of relationships among the variables. Fit 
exhibited a negative relationship with Strain (β = .-021), implying that greater alignment between employees and their 
job role is associated with reduced work-related stress. Strain positively influences Sacrifice (β = 0.43), indicating that 
employees experiencing higher stress levels are more likely to make personal or professional sacrifices to pursue new 
job opportunities. Although Fit showed a small direct negative effect on Sacrifice (β = -0.07), it exerted an indirect 
effect through strain (-0.09), resulting in a total effect of approximately -0.15, suggesting that well aligned employees 
are less inclined to make sacrifices for external job options. Finally, Sacrifice had a strong positive relationship with 
benefits (β = 0.54), meaning that those more open to making sacrifices perceive greater potential gains such as higher 
compensation, improved career growth, and better work-life balance when changing jobs.  
 
Overall, the model highlights a sequential pathway such as high Fit reduces Strain, higher Strain increases willingness 
to Sacrifice, and increased Sacrifice increases perceived Benefits of job change, finds support in empirical research. 
A study by Kiazad et al. (2024) demonstrated that high performance work practices strengthen Fit, or the employee’s 
comfortability within the organization, and reduce turnover, implying that improving organizational alignment reduces 
the appeal of external opportunities. In addition, a study by Jasiński et al. (2024) found that a person-environment fit 
reduces turnover intentions by lowering occupational stress, which serves as a mediator in the path from fit to 
voluntary turnover. This aligns closely with the formulated model, which posits that a weaker job-person fit leads to 
higher strain, which in turn increases an employee’s willingness to make sacrifices for alternate employment 
opportunities. Finally, the meta analysis by Wang et al. (2024) in the nursing field confirmed that job embeddedness, 
which is closely related to the notions of sacrifice and its perceived benefits, is negatively associated with turnover 
intention even under stressful conditions. This finding reinforces the idea that when employees feel uncomfortable 
and unconnected with their organization, they perceive more advantages in leaving an organization. 
 
Declaration of Competing Interests, Ethical Compliance, and Use of Artificial Intelligence in Academic Writing 
Research 
The researchers declare no conflicts of interest and confirm full adherence to ethical standards. No AI was used in 
generating the research ideas. AI tools were utilized to enhance readability. The authors carefully reviewed and edited 
the final manuscript to ensure accuracy and clarity, minimizing any AI-related biases or errors. 
 
References 
Alvarez, R. J., Salita, L. A., and Soto, L. M., An Exploratory Study on Millennial Job Hopping: A Basis for Crafting 

a Retention Program in SBMA Alumni of Colegio de San Juan de Letran-Calamba Class of 2016 and 2017, Ani: 
Letran Calamba Research Report, 19(1), 1–1. 2023. 



Proceedings of the 3rd GCC International Conference on Industrial Engineering and Operations Management 
Tabuk, Saudi Arabia, February 2-4, 2026 
 

© IEOM Society International 

Anush, H. and Kumar, K. R., Revitalizing Motivation for Healthcare Office Workers: An Analysis of Job Diagnostic 
Survey Through the Lens of Hackman and Oldham's Model, Journal of Business and Retail Management 
Research, 18(02), 2024, https://doi.org/10.24052/JBRMR/V18IS02/ART-02 

Baistaman, J., Nawi, F. A. M., Mustapha, W. M. W., and Mamat, M., Exploratory Factor Analysis of Financial 
Literacy in the Malaysian Context, Proceedings, 82(1), 24. 2022, 
https://doi.org/10.3390/proceedings2022082024. 

Binolac, A. N. L., Venancio, K. S., Mendoza, H. C., Caruyan, A. M., Nietes, A. M. B., Fernandez, J. C., and Morales, 
S., Managing Millennials: A Qualitative Study of Millennials Job-Hopping in the BPO Industry, International 
Journal of Research and Innovation in Social Science, 6(08), 159–165. 2022. 

Bordey, H., Job-Hopping Filipino Gen Zs on 4th or 5th Gigs Share Why. 2024. 
Chaturvedi, T., Employee Retention Model for the IT/ITES Sector: Embed Your Employees Through CARE and 

Retain Them, Social Behavior Research and Practice – Open Journal, 9(1), 1–17. 2024. 
Csiszár, C., Shifting or Staying: The Job-Hopping Phenomenon on the Hungarian and Japanese Labour Market, 2023. 
Deloitte, The Deloitte Global 2022 Gen Z and Millennial Survey. 2022. 
Dewi, T. R. and Ekowati, D., Breaking the Chains of Job-Hopping: The Interplay of Job Involvement, Satisfaction, 

and Affective Commitment Among Millennials, Jurnal Manajemen Teori dan Terapan, 18(1). 2025, 
https://doi.org/10.20473/jmtt.v18i1.57823 . 

Fuchs, O., Lorenz, E., and Fuchs, L., Generational Differences in Attitudes Towards Work and Career: A Systematic 
Literature Review on the Preferences of Generations X, Y, and Z, International Journal of Innovative Research 
and Advanced Studies, 11(7), 54–71. 2024. 

Gajda, J., Job Hopping Among Generation Z Employees, Zeszyty Naukowe. Organizacja i Zarządzanie/Politechnika 
Śląska. 2024. 

Ghazali, H., Hashim, Z. H., and Ishak, M., Job Hopping Behavior Among Coffee Shops Employees in Malaysia, 
International Journal of Human Resource Studies, 11(3), 118134–118134. 2021, 
https://doi.org/10.5296/ijhrs.v11i3.18818. 

Hall, A. A., Morgan, B., and Redelinghuys, K., The Relationship Between Job-Hopping Motives and Congruence, SA 
Journal of Industrial Psychology, 48, 1938. 2022, https://doi.org/10.4102/sajip.v48i0.1938/. 

Jasiński, A. M., Derbis, R., and Filipkowski, J., Person–Environment Fit, Turnover Intention and Satisfaction with 
Life: The Role of Seniority, Health Psychology Report, 13(1), 67. 2024, https://doi.org/10.5114/hpr/192142. 

Kiazad, K., Hom, P., Schwarz, G., Newman, A., and Holtom, B., High-Performance Work Practices and Job 
Embeddedness: A Comprehensive Test, Journal of Vocational Behavior, 155, 104066. 2024, 
https://doi.org/10.1016/j.jvb.2024.104066. 

Landicho, A. E., Checking in on Our Gen Z and Millennial Colleagues, The Manila Times. 2022. 
Larasati, A. and Aryanto, D. B., Job-Hopping and the Determinant Factors, In 5th ASEAN Conference on Psychology, 

Counselling, and Humanities (ACPCH 2019), pp. 54–56, Atlantis Press. 2020, 
https://doi.org/10.2991/assehr.k.200120.011. 

Ma, S. J., Wang, W. J., Tang, M., Chen, H., and Ding, F., Evaluation of the Construct Reliability and Validity of the 
DSM-5 Self-Rated Level 1 Cross-Cutting Symptom Measure – Chinese Version in Maintenance Hemodialysis 
Patients, Journal of International Medical Research, 49(5), 03000605211012661. 2021, 
https://doi.org/10.1177/03000605211012661. 

Medillo, J. I., The Relationship Between Job-Hopping Motive and Career Development of Gen Z in Metro Manila, 
Compendium of PWU Thesis Dissertations and Abstracts. 2024. 

Navarro, M. M., Prasetyo, Y. T., Young, M. N., Nadlifatin, R., and Redi, A. A. N. P., The Perceived Satisfaction in 
Utilizing Learning Management System Among Engineering Students During the COVID-19 Pandemic: 
Integrating Task Technology Fit and Extended Technology Acceptance Model, Sustainability, 13(19), 10669. 
2021, https://doi.org/10.3390/su131910669. 

Nguyen, H. P. and Le, H. N., Determinants of Job-Hopping Behavior: The Case of Information Technology Sector, 
International Journal of Law and Management, 64(3), 308–320. 2022, https://doi.org/10.2139/ssrn.3818661. 

Pendell, R. and Vander Helm, S., Generation Disconnected: Data on Gen Z in the Workplace, 
https://www.gallup.com/workplace/404693/generation-disconnected-data-gen-workplace.aspx. 2022. 

Pertiwi, N. K. A. Y. and Supartha, I. W. G., The Effect of Compensation and Organizational Commitment on 
Employee Satisfaction and Retention, American Journal of Humanities and Social Sciences Research (AJHSSR), 
1(3), 333–342. 2021. 

Ranatunga, R. V. S. P. K., Priyanath, H. M. S., and Megama, R. G. N., Methods and Rule-of-Thumbs in the 
Determination of Minimum Sample Size When Applying Structural Equation Modelling: A Review, Journal of 
Social Science Research, 15, 102–109, 2020, https://doi.org/10.24297/jssr.v15i.8670/. 



Proceedings of the 3rd GCC International Conference on Industrial Engineering and Operations Management 
Tabuk, Saudi Arabia, February 2-4, 2026 
 

© IEOM Society International 

Republic Act 10173 – Data Privacy Act of 2012, National Privacy Commission. 2012. 
Sevilla, J. J. M. R., Flores, J. S., Cruz, R. A. V. D., and Facunla, R. S., Feasibility Study of an Aluminium-Air Powered 

Flashlight: Input to Sustainable Solutions for Humanitarian Missions, 2024 IEEE International Humanitarian 
Technologies Conference (IHTC), pp. 1–7, IEEE. November 2024. 

Shrestha, N., Factor Analysis as a Tool for Survey Analysis, American Journal of Applied Mathematics and Statistics, 
9(1), 4–11. 2021, https://doi.org/10.12691/ajams-9-1-2. 

Tran, T. T., Nguyen, T. T., and Nguyen, N. T., Determinants Influencing Job-Hopping Behavior and Turnover 
Intention: An Investigation Among Gen Z in the Marketing Field, Asia Pacific Management Review, 30(2), 
100358. 2025, https://doi.org/10.1016/j.apmrv.2025.100358. 

Triana, I. and Prihandoko, D., The Effect of Career Development in the Millennial Generation, Business 
Economic,Communication, and Social Sciences Journal (BECOSS), 6(3), 177–188. 2024, 
https://doi.org/10.21512/becossjournal.v6i3.11980. 

Utami, A. F., Shalihah, G. I., and Erhan, T. P., Why Millennials Job Hop: Navigating Pay, Culture, and Growth, Binus 
Business Review, 16(2). 2025, https://doi.org/10.21512/bbr.v16i2.12616. 

Wang, X., Liu, M., Leung, A. Y., Jin, X., Dai, H., and Shang, S., Nurses’ Job Embeddedness and Turnover Intention: 
A Systematic Review and Meta-Analysis, International Journal of Nursing Sciences, 11(5), 563–570. 2024, 
https://doi.org/10.1016/j.ijnss.2024.10.003. 

Zahari, S. N. S. and Puteh, F., Gen Z Workforce and Job-Hopping Intention: A Study Among University Students in 
Malaysia, Sciences, 13(1), 902–927, 10.6007/IJARBSS/v13-i1/15540, 2023, 
http://dx.doi.org/10.6007/IJARBSS/v13-i1/15540. 

 
Biographies 
Aaron Frederick R. Agustin is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P.QC). He 
served as Academic Guild Head of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC 
campus.  
 
Carlos Nathaniel F. Dee is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P.QC). He 
served as the Department Student Council (DSC) Representative to the Supreme Student Council (SSC). He also 
served as the League of Recognized Student Organizations (LORSO) Representative. 
 
Ezekiel Richardson P. Dipasupil is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P. QC). He is 
currently a member of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC campus. 
 
Isaac Philip F. Eraga is a fourth-year Bachelor of Science in Industrial Engineering student at the Technological 
Institute of the Philippines – Quezon City. He served as the Organization of Industrial Engineering Student 
(ORIENTS) as Multimedia Guild Head. He also served on the Commission on Election (COMELEC) at T.I.P QC 
Campus as Vice Chairperson. He also served as  the Career Talk Ambassador of the Student Recruitment Office 
(SRO) at T.I.P QC Campus. 
 
John Aaron Nicholas A. Llovido is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P. QC). He is 
currently a member of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC campus. He 
served as the Operations Research Society of the Philippines (ORSP) committee head of the Organization of Industrial 
Engineering Students (ORIENTS) at the T.I.P. QC campus. In 2025, he participated in and had his research paper 
published at the SCME 2025 Conference held in Palestine. 
 
Ralfh Rowie S. Montaño is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P. QC). He is 
currently a member of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC campus. In 
2025, he participated in and had his research paper published at the SCME 2025 Conference held in Palestine. 
 
John Rod Jarrel DM. Palencia is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P. QC). He is 



Proceedings of the 3rd GCC International Conference on Industrial Engineering and Operations Management 
Tabuk, Saudi Arabia, February 2-4, 2026 
 

© IEOM Society International 

currently a member of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC campus. In 
2025, he participated in and had his research paper published at the SCME 2025 Conference held in Palestine. 
 
Jeroncil L. Sanchez is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in Organization 
and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P.QC). Currently a  scholar 
of the Department of Science and Technology (DOST). A member of the Organization of Industrial Engineering 
Students (ORIENTS) at the T.I.P. QC campus and was the secretary of T.I.P. Association of DOST Scholars (T.I.P. 
ADS). In 2025, he participated in and had his research paper published at the SCME 2025 Conference held in Palestine. 
 
Jayson Zamir Ivan B. Zamora is presently taking Bachelor of Science in Industrial Engineering (BSIE) major in 
Organization and Decision Systems at the Technological Institute of the Philippines - Quezon City (T.I.P. QC). He is 
currently a member of the Organization of Industrial Engineering Students (ORIENTS) at the T.I.P. QC campus. In 
2025, he participated in and had his research paper published at the SCME 2025 Conference held in Palestine. 
 
Jose Marie Carrillo is a fourth-year industrial engineering student at the Technological Institute of the Philippines - 
Quezon City (T.I.P. - Q.C.). He is dedicated to applying the knowledge gained from previous leadership experiences, 
such as being a student mentee of various student organizations across the years, to lead a team that will be capable 
of solving the various risks that may be discovered within companies, and the competencies gained from having 
presented at multiple academic conferences for publishing research journals. 
 
Jan Louis M. Cruz is a licensed Industrial Engineer with a Professional Science Master’s in Engineering 
Management. He has completed the Professional Project Management Course, earned certification as a Six Sigma 
Yellow Belt, and is accredited as a Safety Officer II (BOSH). He currently teaches at the Technological Institute of 
the Philippines, where he combines his background in engineering and management to help shape the next generation 
of professionals. His work emphasizes process improvement, operational efficiency, and organizational leadership, 
reflecting his commitment to practical innovation in both industry and academia. Driven by a passion for systems 
thinking and continuous improvement, Engr. Cruz continues to explore ways to align engineering principles with 
effective management strategies that advance productivity, safety, and sustainability within organizations. 
 
Maricar M. Navarro holds the esteemed titles of ASEAN Engineer (AE) and Professional Industrial Engineer (PIE) 
accredited by the ASEAN Federation of Engineering Organizations (AFEO) and the Philippine Institute of Industrial 
Engineers (PIIE). She currently serves as a Professor in both the Undergraduate and Graduate School Programs of the 
Technological Institute of the Philippines, bringing over 18 years of combined experience in industry, academia, and 
research. Her expertise spans optimizing production processes, facility layout design, warehouse operations, and 
service delivery. Dr. Navarro's current research interests focus on financial optimization and decision-making in 
operations research. She earned both her master's and Ph.D. in Industrial Engineering from MAPUA University. As 
an active associate member of the National Research Council of the Philippines (NRCP) and member of PIIE, Dr. 
Navarro contributes significantly to advancing research initiatives and professional standards in Industrial engineering 
and related fields. Her dedication and expertise make her a pivotal figure in both academic circles and national research 
endeavors.  


	1. Introduction
	1.1 Objectives

	2. Literature Review
	3. Methodology
	3.1 Data Collection
	3.2 Theoretical Research Model
	3.3 Hypotheses
	3.3.1 Fit
	3.3.2 Strain
	3.3.3 Sacrifice
	3.3.4 Benefits


	4. Results and Discussion
	4.1 Descriptive Analysis
	4.2 Kaiser-Meyer-Olkin and Bartlett’s Test
	4.3 Rotated Component Matrix
	4.4 Total Variance Explained
	4.5 Reliability Testing
	4.6 Structural Equation Modeling

	5. Conclusions
	Declaration of Competing Interests, Ethical Compliance, and Use of Artificial Intelligence in Academic Writing Research

	References

