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— > Recent articles published by Forbes have brought attention to an emerging workplace
phenomenon termed “revenge quitting,” wherein employees resign in response to toxic workplace
conditions or as retaliation against perceived injustices by their employers. This trend reflects a
growing sentiment among employees to assert their agency and challenge unfavorable
organizational practices. Younger generations, particularly Millennials and Gen Z workers, are
playing a pivotal role in driving this movement. These generations tend to prioritize alignment
between their personal values and workplace culture, exhibiting lower tolerance for outdated rules
and interpersonal mistreatment.
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Experts predict that revenge quitting will become increasingly prominent in the coming years. For
instance, a recent Glassdoor report on workplace trends for 2025 stated that 'a wave of revenge
quitting is on the horizon.' However, the specific forms and implications of this trend remain
uncertain. Organizations may face challenges not only in retaining talent but also in addressing the
underlying cultural and structural issues that contribute to this growing dissatisfaction among
employees.

Please answer the following questions: (1) What are possible causes of employees’ revenge quitting?
Please explain it using motivation, leadership, or management theories (10%); (2) What are potential
consequences of revenge quitting? Is employees’ revenge quitting harmful for the organization,
why? Please share your opinions (15%); (3) From the viewpoint of human resource management,
how can we design HR practices to prevent the occurrence of revenge quitting, and mitigate the
detrimental effects of revenge quitting on the organizations? (15%) G: : FU P XER)
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