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ABSTRACT

This study aims to analyze the effect of work stress on quiet quitting, with affective commitment as a mediating variable, among Millennials in Indonesia. The phenomenon of quiet quitting has become a significant issue in the modern workplace because employees do not always express a desire to leave the organization directly but begin to limit their contributions to only the minimum required tasks. This condition can be influenced by work stress arising from workload, time pressure, job anxiety, and role ambiguity. On the other hand, affective commitment is viewed as a psychological factor that can explain the relationship between work stress and the tendency toward quiet quitting. This study employs a quantitative approach with an explanatory research design. The study population consists of Millennials in Indonesia currently employed as workers, specifically individuals born between 1981 and 1996. The sampling technique utilized non-probability sampling via purposive sampling, with a sample size of 385 respondents. Data were collected through an online questionnaire using a five-point Likert scale. Data analysis was conducted using the Structural Equation Modeling-Partial Least Squares (SEM-PLS) method with the assistance of SmartPLS software. The results indicate that work stress has a positive effect on quiet quitting and a negative effect on affective commitment. Furthermore, affective commitment has a negative effect on quiet quitting and mediates the relationship between work stress and quiet quitting. These findings suggest that high work stress can weaken employees’ emotional attachment to the organization, thereby increasing their tendency to passively withdraw from their work. 
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INTRODUCTION
Post-pandemic developments in the Indonesian workplace have brought about major changes in how organizations manage their employees. The acceleration of digitalization, shifts in work systems, and the growing need for organizations to adapt have left employees facing increasingly complex work demands. These conditions have made workplace stress a critical issue in organizational behavior (Aruldoss and Parayitam, 2021). According to PwC (2024), the report "Indonesia Key Findings: Global Hopes and Fears Survey 2025" reveals that Indonesian workers have experienced significant changes, both in job roles, technology use, and work responsibilities. 

The relationship between job demands and work stress can be explained through the Job Demands–Resources model developed by Demerouti et al. (2001). This model explains that high job demands, such as excessive workload, time pressure, and role ambiguity, can deplete employees’ psychological energy if not balanced by adequate job resources. Research conducted by Kayati et al. (2025) also explains that work stress can manifest as time pressure and work-related anxiety.

A picture of workplace stress is also evident in global reports. Gallup (2025), in its State of the Global Workplace 2025, indicates that global employee engagement rates declined from 23% to 21% in 2024. This decline is estimated to result in a loss of global productivity worth US$438 billion. In the Southeast Asian region, Gallup (2025) notes that Indonesia has an employee engagement rate of 27%, which is relatively higher than several other countries in the region. However, the daily stress level among Indonesian workers remains at 15%. 

The issue of work-related stress becomes increasingly relevant when considered in relation to Millennials. By 2026, this group will be in the 30–45 age range, placing them in their productive years and generally having accumulated significant work experience. About 34% of Millennials experience high work-related stress, often triggered by excessive workloads, long working hours, and long-term financial anxiety (Achmadi, 2021). Deloitte (2025) explains in its research that Millennials do not only consider income when working, but also pay attention to the meaning of work, well-being, learning opportunities, and work-life balance. Deloitte (2025) also found that Millennials are known as a group that is tech-savvy and relatively open to changes in work methods. The advancement of digitalization makes it easier for them to adapt to the use of technology, digital communication, and flexible work arrangements. However, openness to change does not always mean that Millennial employees can accept all work demands without feeling pressured.

One work behavior that can arise as a result of work-related stress and low employee engagement is quiet quitting. Quiet quitting is a behavior in which employees continue to work and do not officially resign but begin to limit their contributions to only the minimum tasks within their responsibilities. Employees experiencing quiet quitting typically remain present at the workplace and complete their core duties, yet no longer demonstrate enthusiasm, initiative, or strong emotional engagement with their work (Galanis et al., 2023)

Quiet quitting can be understood as a form of psychological withdrawal by employees from their jobs. Galanis et al. (2023) explain that quiet quitting is characterized by detachment, a lack of initiative, and a lack of motivation. Research conducted by Taufik et al. (2024) indicates that quiet quitting among Millennial and Generation Z employees is associated with negative work experiences, including high workloads. Work-related stress can be a factor that drives employees to remain formally employed while limiting their contributions to only the minimum required tasks.

Based on the results of an initial survey conducted by the researchers, the majority of respondents fell into the moderate category regarding the level of quiet quitting. This suggests that quiet quitting can occur when workers feel the need to limit their involvement in their work so as not to disrupt their personal lives. This situation can occur particularly when workers face additional workloads, an unhealthy work culture, and increasingly blurred boundaries between work and personal life (Efendi, Hawabi, and Purwaningtyas, 2023). 

In explaining the relationship between work stress and quiet quitting, affective commitment is one variable that can serve as a mediator. Affective commitment describes an employee’s emotional attachment to the organization, including a sense of belonging, pride, and the desire to remain part of the organization. Attamimi and Palupi (2024) explain that work-related stress does not always directly lead to quiet quitting, but can first weaken emotional bonds, reduce a sense of belonging and interest, and diminish employees’ commitment to the organization.

Kim and Sohn (2024) found that quiet quitting can reduce job satisfaction and affective commitment, which in turn leads to increased turnover intentions. Research conducted by Veren, Zamralita, and Putra (2026) also found that hindrance stress has a positive relationship with quiet quitting, whereas challenge stress has a negative relationship with quiet quitting. Furthermore, Fazira et al. (2026) found that affective organizational commitment significantly influences quiet quitting intentions among employees. The study indicates that employees who possess emotional attachment, pride, and a sense of belonging toward the organization tend to exhibit lower tendencies toward quiet quitting. 

Based on the description of this phenomenon and the results of previous studies, research on “The Effect of Work Stress on Quiet Quitting, with Affective Commitment as a Mediator, Among Millennials in Indonesia” is relevant to conduct. Several previous studies have indeed discussed quiet quitting among Millennials and Generation Z in Indonesia. However, research that specifically explains the psychological mechanisms of how work stress can influence quiet quitting through affective commitment remains relatively limited, particularly regarding the Millennial generation in Indonesia. Therefore, this study is expected to provide a theoretical contribution to the development of organizational behavior, particularly regarding work stress, affective commitment, and quiet quitting. Practically, this study is also expected to provide insights for organizations in designing work-related stress management strategies, strengthening employees’ emotional bonds, and preventing the emergence of quiet quitting behavior among Millennial employees in Indonesia.

Literature Review
Work-Related Stress
Work-related stress is a psychological condition experienced by employees when job demands are perceived to exceed their capabilities, time, energy, or available resources. In an increasingly dynamic work environment, work-related stress has become a critical issue because employees are not only required to complete routine tasks but must also adapt to changes in technology, work systems, organizational goals, and job roles. In this study, work-related stress is understood as the psychological pressure felt by Millennial employees due to high job demands, time constraints, anxiety at work, and role pressures arising in the work environment. Kayati, Nazilah, and Raja Ibrahim (2025) explain that work-related stress can be measured through two main sub-variables: time stress and anxiety stress. 

A study conducted by Dilekci et al. (2025) found that occupational stress, burnout, and change fatigue have a positive effect on quiet quitting, meaning that high work pressure can lead employees to reduce their engagement at work. Furthermore, the results indicate that work-related stress not only affects employees’ psychological well-being but can also lead to passive work behaviors, such as a decline in initiative, motivation, and engagement.

Quiet Quitting
Galanis et al. (2023) explain that quiet quitting is a condition in which employees remain in the organization and perform their jobs, but begin to show psychological withdrawal through low motivation, reduced initiative, and decreased commitment to their work. Galanis et al. (2023) identify three main sub-variables in quiet quitting: detachment, lack of initiative, and lack of motivation.

Karrani et al. (2024) explain that quiet quitting needs to be understood more clearly because there are still limitations in the conceptualization and measurement of quiet quitting behavior within organizational settings. Patel et al. (2025) also developed a multidimensional quiet quitting scale to strengthen the measurement of quiet quitting as an employee behavior that limits work contributions to a minimum level.

Affective Commitment
Affective commitment is a form of emotional attachment that employees feel toward an organization. Employees with high affective commitment tend to feel proud to be part of the organization, have a sense of belonging, embrace the organization’s values, and have a desire to continue contributing. Affective commitment differs from commitment based on economic needs or moral obligations, as it places greater emphasis on the emotional bond between employees and the organization. Affective commitment can be explained through several sub-variables, namely emotional attachment, identification, and involvement. 

Affective commitment plays a crucial role in explaining the emotional bond between employees and the organization. Morin et al. (2024) demonstrate that affective commitment toward various work-related targets such as the organization, supervisors, coworkers, the job itself, and one’s career is linked to employees’ attitudes and work performance. Affective commitment is important because employees who have a strong emotional attachment to the organization tend to have a greater drive to remain engaged and contribute. Conversely, when affective commitment weakens, employees may more easily withdraw psychologically from their work and limit their contributions to only the minimum requirements.

Research Hypotheses
H1: Work stress has a positive effect on quiet quitting.
H2: Work stress has a negative effect on affective commitment.
H3: Affective commitment has a negative effect on quiet quitting.
H4: Affective commitment mediates the effect of work stress on quiet quitting.

Methodology
Research Design
This study employs a quantitative approach with an explanatory research design. The quantitative approach was chosen because this study aims to examine the relationships among variables based on data collected from respondents via a questionnaire. Creswell and Creswell (2023) explain that a quantitative approach is appropriate when research is aimed at testing hypotheses, measuring variables, and statistically analyzing relationships among variables. In this study, the variables tested are work stress as the independent variable, quiet quitting as the dependent variable, and affective commitment as the mediating variable. 

Population and Sample
The population in this study consists of Millennials in Indonesia who are currently employed. In this study, Millennials refer to individuals born between 1981 and 1996. The Central Statistics Agency (BPS) (2020) classifies Millennials as individuals born between 1981 and 1996. Thus, by 2026, this group will be around 30 to 45 years old, placing them within the productive age range and generally having sufficient work experience to assess job conditions, work stress, relationships with the organization, and daily work behavior. Millennials were selected as the research subjects because this group possesses characteristics relevant to the issues of work-related stress and quiet quitting. 

The sample in this study consists of a subset of the Millennial population in Indonesia that meets the research criteria . The criteria for respondents in this study are individuals born between 1981 and 1996, currently employed in Indonesia, with at least one year of work experience, working for a specific organization, company, agency, or institution, and willing to complete the research questionnaire in full. 

Since the exact number of Millennials currently employed as workers in Indonesia is difficult to determine precisely, this study uses an unknown population approach. Therefore, the minimum sample size was determined using Cochran’s formula. With a 95% confidence level, a Z-value of 1.96, a success rate of 0.5, a failure rate of 0.5, and a margin of error of 5%, the minimum sample size obtained was 384.16 respondents, rounded up to 385 respondents. 

Data Collection and Research Ethics

The data for this study were collected using a structured questionnaire distributed online via Google Forms. The online distribution method was chosen because the study’s respondents were spread across various regions of Indonesia; thus, this method was deemed more efficient and capable of reaching a wider range of respondents. 

The research questionnaire consisted of two main sections. The first section contained questions regarding respondent characteristics, such as age, gender, highest level of education, length of employment, field of work, employment status, and place of residence. The second section contained statements measuring the variables of work-related stress, affective commitment, and quiet quitting. 

All items in this study were measured using a five-point Likert scale. A score of 1 indicates “strongly disagree,” a score of 2 indicates “disagree,” a score of 3 indicates “neutral,” a score of 4 indicates “agree,” and a score of 5 indicates “strongly agree.” 

This study was conducted in accordance with the ethical principles of social research. Before completing the questionnaire, respondents were provided with information regarding the purpose of the study, the voluntary nature of their participation, and the fact that the data would be used solely for academic purposes. Respondents provided their informed consent before proceeding to complete the online questionnaire. Respondents were also given the right to withdraw from the study at any time without any consequences.

This study does not collect personally identifiable information that could directly identify respondents. All respondent answers are kept confidential and analyzed in aggregate form. Respondents’ identities and privacy remain protected throughout the research process.

Data Analysis Technique
The data analysis technique used in this study is Partial Least Squares-based Structural Equation Modeling (SEM-PLS) using the SmartPLS software. SEM-PLS was chosen because this study involves latent variables measured through several indicators and tests both direct and indirect relationships among variables. Hair et al., (2022) explain that PLS-SEM is a suitable method for analyzing research models oriented toward prediction, involving latent constructs, and can be used to test complex structural models. 

Data analysis was conducted in two main stages: testing the measurement model (outer model) and testing the structural model (inner model). The outer model was tested to ensure that the indicators used could measure the research construct validly and reliably. In this stage, the study examined outer loadings, Cronbach’s Alpha, composite reliability, average variance extracted (AVE), and discriminant validity. Hair et al. (2022) explain that the outer loading value should ideally be greater than 0.70, the Composite Reliability and Cronbach’s Alpha values should be greater than 0.70, and the AVE value should be greater than 0.50. If an indicator has a low loading value, it may be considered for removal provided that such removal improves model quality and remains consistent with the theoretical framework.

Discriminant validity in this study was tested using the Fornell-Larcker criterion, cross-loading, and the Heterotrait-Monotrait Ratio (HTMT). The SmartPLS documentation explains that the HTMT is used to ensure that a construct is truly distinct from other constructs in the research model. Ringle, Sarstedt, Sinkovics, and Sinkovics (2023) also emphasize the importance of the proper use of PLS-SEM, including in the assessment of measurement model quality. In this study, discriminant validity is considered met if the HTMT value is below the recommended threshold, which is generally less than 0.90.

Once the measurement model meets the criteria for validity and reliability, the next step is to test the inner model. This testing is conducted to determine the strength and direction of the relationships among latent variables. Hair et al. (2022) explain that the evaluation of structural models in PLS-SEM can be performed by examining path coefficients, t-statistics, p-values, R-Square, F-Square, Q-Square, and collinearity statistics. In this study, relationships between variables were considered significant if the t-statistic was greater than 1.96 and the p-value was less than 0.05 at a 5% significance level.

The R-Square value is used to determine the extent to which independent variables can explain the dependent variable. In this study, R-Square was used to examine the ability of work stress to explain affective commitment, as well as the combined ability of work stress and affective commitment to explain quiet quitting. The F-Square value was used to assess the magnitude of the influence of each exogenous variable on the endogenous variable. Meanwhile, Q-Square is used to assess the model’s predictive ability. If the Q-Square value is greater than zero, the model is considered to have predictive relevance. Hair et al. (2024) explain that evaluating structural models in PLS-SEM involves not only examining the significance of relationships but also considering the model’s explanatory power and predictive capability.

Hypothesis testing was conducted using the bootstrapping procedure in SmartPLS. Bootstrapping was used to obtain the t-statistic, p-value, and confidence intervals for the relationships between variables. The SmartPLS Documentation explains that in mediation analysis, PLS-SEM and bootstrapping results can display the direct effect, total indirect effect, specific indirect effect, and total effect. In this study, the number of bootstrapping subsamples used was 5,000 with a 95% confidence level. A direct relationship was considered significant if the p-value was less than 0.05 or the t-statistic was greater than 1.96.

The mediation analysis in this study was conducted by examining the specific indirect effect of the work stress-to-quiet quitting pathway through affective commitment. Affective commitment was found to mediate the effect of work stress on quiet quitting if the specific indirect effect was significant, defined as a p-value less than 0.05 or a t-statistic greater than 1.96. 

Results 
Measurement Model Validation
Model validation was conducted to ensure that each indicator accurately reflects the construct being measured (Hair et al., 2022). Based on the test results, the outer loading values for the affective commitment indicator ranged from 0.816 to 0.850, the quiet quitting indicator ranged from 0.867 to 0.883, while the work stress indicator ranged from 0.836 to 0.856. These results indicate that all indicators have a strong correlation with their respective constructs. 




Construct Reliability and Convergent Validity

Table 1. Construct Reliability and Validity
	Construct
	Cronbach’s Alpha
	rho_a
	rho_c
	AVE
	Decision

	Affective Commitment
	0.945
	0.945
	0.953
	0.695
	Reliable and valid

	Quiet Quitting
	0.962
	0.962
	0.967
	0.765
	Reliable and valid

	Work Stress
	0.963
	0.963
	0.967
	0.711
	Reliable and valid


Source: SmartPLS output, processed data (2026). Reliability criteria and AVE from Hair et al. (2022).

Reliability and convergent validity were evaluated using Cronbach’s Alpha, Composite Reliability, and Average Variance Extracted (AVE). The table shows that the Cronbach’s Alpha values for all constructs were above 0.90, specifically 0.945 for affective commitment, 0.962 for quiet quitting, and 0.963 for work stress. The Composite Reliability values were also above 0.70, while the AVE values for each construct were above 0.50. These results indicate that the items within each construct possess excellent internal consistency and are capable of adequately explaining the variance of the indicators. 

Discriminant Validity
Table 2. Heterotrait-Monotrait Ratio (HTMT)

	Construct Relationship
	HTMT Value
	Decision

	Quiet Quitting <-> Affective Commitment
	0.840
	Fulfillment

	Work Stress <-> Affective Commitment
	0.806
	Meet

	Work Stress <-> Quiet Quitting
	0.856
	Meets


Source: SmartPLS output, processed data (2026). HTMT criterion < 0.90 (Hair et al. (2022).

Based on the table, the HTMT value between quiet quitting and affective commitment is 0.840, the HTMT value between job stress and affective commitment is 0.806, and the HTMT value between job stress and quiet quitting is 0.856. All of these values remain below the 0.90 threshold. This indicates that although the three constructs are conceptually interrelated, each still possesses distinct measurement characteristics. Thus, the measurement model meets the criteria for discriminant validity and can proceed to structural model evaluation.

Structural Model Evaluation
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Figure 1. Structural Equation Model Result

Source: SmartPLS output, processed data (2026)

Figure 1 shows the results of the structural model that examines the relationship between job stress, affective commitment, and quiet quitting. The model results indicate that job stress has a positive effect on quiet quitting and a negative effect on affective commitment. Meanwhile, affective commitment has a negative effect on quiet quitting.

Table 3. R-Square Values

	Endogenous Variables
	R-Square
	Adjusted R-Square
	Interpretation

	Affective Commitment
	0.593
	0.592
	Moderate

	Quiet Quitting
	0.748
	0.746
	Substantial/approaching strong


Source: SmartPLS output, processed data (2026).

The table 3. shows that affective commitment has an R-square value of 0.593. This means that work stress explains 59.3% of the variation in affective commitment, while the remainder is influenced by other variables outside the research model. Meanwhile, quiet quitting has an R-square value of 0.748, indicating that work stress and affective commitment together account for 74.8% of the variation in quiet quitting. This value indicates that the model has strong predictive power in forecasting quiet quitting among Millennial employees in Indonesia.

Table 4. F-Square Values

	Relationship Between Variables
	F-Square
	Interpretation

	Affective Commitment -> Quiet Quitting
	0.269
	Moderate

	Work Stress -> Affective Commitment
	1.454
	High

	Work Stress -> Quiet Quitting
	0.420
	High



Source: SmartPLS output, processed data (2026).


Table 4 shows the F-squared value to determine the magnitude of the influence of each structural relationship. Hair et al. (2022) explain that an F-squared value of 0.02 indicates a small effect, 0.15 indicates a moderate effect, and 0.35 indicates a large effect. The f-square results in this study show that work stress has a large effect on affective commitment and quiet quitting, while affective commitment has a moderate effect on quiet quitting.

Hypothesis Testing
Table 5 Results of Direct Hypothesis Testing
	Hypothesis
	Variable Relationship
	Coefficient
	t-statistic
	p-value
	Decision

	H1
	Work Stress -> Quiet Quitting
	0.510
	13.069
	<0.001
	Accepted

	H2
	Work Stress -> Affective Commitment
	-0.770
	38.779
	<0.001
	Accepted

	H3
	Affective Commitment -> Quiet Quitting
	-0.408
	10.219
	<0.001
	Accepted


Source: SmartPLS bootstrapping output, processed data (2026).

The test results in Table 5 show that work stress has a positive and significant effect on quiet quitting with a coefficient of 0.510, a t-statistic of 13.069, and a p-value < 0.001. These results indicate that the higher the work stress experienced by employees, the higher their tendency to engage in quiet quitting. 

Job stress has a negative and significant effect on affective commitment with a coefficient of -0.770, a t-statistic of 38.779, and a p-value < 0.001. The direction of the negative relationship indicates that the higher the job stress, the lower the employees’ affective commitment to the organization. 

Affective commitment has a significant negative effect on quiet quitting, with a coefficient of -0.408, a t-statistic of 10.219, and a p-value of < 0.001. These results indicate that the higher an employee’s emotional attachment to the organization, the lower their tendency to passively withdraw from their work. 

Mediation Analysis
Table 6. Mediation Test Results
	Hypothesis
	Mediation Path
	Indirect Effect
	t-statistic
	p-value
	LLCI
	ULCI
	Decision

	H4
	Work Stress -> Affective Commitment -> Quiet Quitting
	0.314
	10.236
	<0.001
	0.254
	0.375
	Partial mediation; accepted


Source: SmartPLS bootstrapping output, processed data (2026).

Based on Table 6, the indirect effect of work stress on quiet quitting via affective commitment has an indirect effect value of 0.314, a t-statistic of 10.236, and a p-value of < 0.001. The confidence interval ranges from 0.254 to 0.375, meaning it does not cross the zero line. Affective commitment was found to mediate the effect of work stress on quiet quitting. These results indicate that affective commitment acts as a partial mediator in the relationship between work stress and quiet quitting. This means that work stress can increase quiet quitting directly, but also indirectly through a decrease in affective commitment.

Discussion 
The Effect of Work Stress on Quiet Quitting
The results of the study indicate that work-related stress has a positive and significant effect on quiet quitting among Millennial employees in Indonesia. These findings suggest that high work pressure can lead employees to limit their engagement, reduce their initiative, and perform only the minimum required tasks. Galanis et al. (2023) explain that quiet quitting is reflected through detachment, lack of initiative, and lack of motivation. When employees experience time pressure, work anxiety, and role pressure, they tend to maintain psychological distance from their work as a response to the perceived psychological burden.

In line with the research conducted by Taufik, Rosyadi, and Aliyuddin (2024), which found that quiet quitting is associated with work experiences that can reduce job satisfaction, including work overload. Veren et al. (2026) also demonstrated that hindrance stress is positively associated with quiet quitting, meaning that stress perceived as an obstacle can increase psychological withdrawal behavior. 

The Effect of Work Stress on Affective Commitment
The results of the study indicate that job stress has a significant negative effect on affective commitment. This negative relationship indicates that the greater the work pressure employees feel, the weaker their emotional attachment to the organization becomes. Affective commitment is related to a sense of belonging, pride, identification with the organization, and involvement in the organization’s goals. When employees are constantly facing pressure, anxiety, and role ambiguity, these emotional bonds can weaken.

These findings align with research conducted by Attamimi and Palupi (2025), which indicates that work-related stress has a negative relationship with affective commitment in the context of quiet quitting. For Millennials, this is particularly important because this group tends to evaluate work not only in terms of income but also in terms of the quality of the work experience, organizational support, the meaning of work, and work-life balance. If work-related stress is not managed effectively, Millennial employees may lose their emotional attachment to the organization (Chavan et al., 2022).

The Influence of Affective Commitment on Quiet Quitting
The results of the study indicate that affective commitment has a significant negative effect on quiet quitting. This finding suggests that employees who have a strong emotional bond with the organization tend not only to go beyond the minimum requirements of their job but are also more willing to contribute, take initiative, and remain motivated in their work. Conversely, when affective commitment weakens, employees are more likely to exhibit quiet quitting behavior (Leonardi and Asututi, 2023).

These findings are consistent with those of Kim and Sohn (2024), who found that quiet quitting is associated with decreased job satisfaction and affective commitment, and can increase turnover intentions. Fazira, Kustyadji, Wardhana, and Tutuko (2026) also found that affective organizational commitment plays a role in explaining the tendency toward quiet quitting intentions among employees in Indonesia. 

The Mediating Role of Affective Commitment
The mediation test results indicate that affective commitment mediates the effect of work stress on quiet quitting. In this study, work stress not only drives quiet quitting directly but also through the weakening of affective commitment.

These findings on mediation support the results of Attamimi and Palupi (2025), who state that affective commitment can serve as a mediating mechanism in the relationship between work stress and quiet quitting. Work stress can deplete employees’ psychological energy and reduce their emotional attachment to the organization. When this emotional bond weakens, employees become more prone to limiting their contributions, refraining from taking additional initiatives, and losing motivation to grow within the organization (Thaariq and Indrayanti, 2021).

Conclusion
Based on the results of the SEM-PLS analysis, this study concludes that job stress has a positive and significant effect on quiet quitting among Millennial employees in Indonesia, with a coefficient of 0.510 and a p-value < 0.001. This indicates that the higher the job stress experienced by employees, the greater their tendency to engage in quiet quitting. Furthermore, job stress was found to have a significant negative effect on affective commitment, with a coefficient of -0.770 and a p-value < 0.001. These findings suggest that high job stress can weaken employees’ emotional attachment to the organization.

This study also found that affective commitment has a significant negative effect on quiet quitting, with a coefficient of -0.408 and a p-value < 0.001. This means that the higher an employee’s affective commitment, the lower their tendency to passively withdraw from their work. The mediation test results indicate that affective commitment partially mediates the relationship between work stress and quiet quitting, with an indirect effect of 0.314 and a p-value < 0.001. Thus, the study’s conclusion is supported by the data that work stress can increase quiet quitting both directly and indirectly through a reduction in affective commitment.

The R-squared value indicates that job stress accounts for 59.3% of the variation in affective commitment, while job stress and affective commitment together account for 74.8% of the variation in quiet quitting. Therefore, organizations need to manage job stress and strengthen employees’ affective commitment as a means of reducing the tendency toward quiet quitting among Millennials in Indonesia.

Research Limitations
This study has several limitations that should be noted. First, this study employs a cross-sectional design, meaning the data only reflect the respondents’ conditions at a specific point in time. Therefore, this study cannot yet explain changes in work-related stress, affective commitment, and quiet quitting over time. Second, the data were collected via self-report questionnaires, so respondents’ answers may be influenced by subjective perceptions and potential social bias. Third, the sampling technique used non-probability sampling with a purposive sampling method, so the study results cannot yet be fully generalized to all Millennial employees in Indonesia.

Fourth, this study focuses solely on Millennials in Indonesia; therefore, the results may differ when applied to other generations, such as Generation Z or Generation X, or in different national contexts. Additionally, this study uses only work stress as the independent variable and affective commitment as the mediator. Future research is recommended to include other variables, such as work engagement, job satisfaction, perceived organizational support, psychological safety, or work-life balance, to provide a more comprehensive understanding of the factors influencing quiet quitting.
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