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Introduction
• Purpose of the Study:

• Explore the moderation effect of hope on distress tolerance's impact on 
turnover intentions and quiet quitting.

• Problem of Practice:

• Employee turnover and quiet quitting are critical concerns for organizations.

• Around 50% of the United States’ current workforce has silently resigned 
(Formica & Sfodera, 2022; Mahand & Caldwell, 2023). 

• Importance:

• Understanding how distress tolerance and hope influence these outcomes is 
essential for effective retention strategies.



What is Quiet Quitting?

• A form of employee disengagement, where employees opt out of tasks 
beyond the officially assigned duties and/or becoming less 
psychologically invested in work (Klotz & Bolino, 2022).

• Mahand and Caldwell (2023) suggest the following reasons for quiet 
quitting: 

• Lack of commitment to career development

• Failure to value employees

• Increasing employee disconnection

• Decline in organizational trust

• Importance of employee autonomy



Theoretical Framework
• Conservation of Resources (COR) Theory:

• Stress occurs from the loss or threat of losing resources.

• Distress Tolerance:
• The ability to manage stress from resource loss.

• Hope as a Moderator:
• Hope may buffer the impact of resource loss on distress, influencing turnover 

intentions and quiet quitting.

• Effects of Turnover: 
• Inflated operational costs due to recruiting, onboarding, and training employees 

(Hall, 2019). 

• Disrupt team dynamics and hinder productivity. 

• Impact employee morale and job satisfaction (Han, 2020). 



Research Questions and Hypotheses
• Research Question:

• How do distress tolerance and hope interact to influence turnover intentions 
and quiet quitting?

• Hypotheses:

1. Distress tolerance is negatively related to turnover intentions.

2. Distress tolerance is positively related to quiet quitting.

3. Hope moderates the relationship between distress tolerance and turnover 
intentions.

4. Hope moderates the relationship between distress tolerance and quiet 
quitting.



Theoretical Model



Methodology

• Research Design:

• Survey of 301 Participants in the U.S.

• Measures Used:

• Distress Tolerance Scale (DTS)

• Snyder’s Hope Trait Scale

• Turnover Intention Scale

• Quiet Quitting Scale

• Data Collection:

• Two Time Points, Reducing Common Method Bias



Sociodemographic 
Characteristics of 

Participants



Descriptive Statistics of Key Variables

Variable Mean (M) Standard Deviation (SD)

Distress Tolerance 2.599 0.867

Hope 6.097 1.101

Turnover Intentions 2.628 1.641

Quiet Quitting 2.445 0.660



Correlation Coefficients
Variable 1. DisTol 2. Hope 3. TurnOV 4. QuietQuit

1. DisTol 1.000 -.355** 0.207** 0.339**

2. Hope -.355** 1.000 -.346** -.326**

3. TurnOV 0.207** -.346** 1.000 0.445**

4. QuietQuit 0.339** -.326** 0.445** 1.000

** p < .01, two-tailed



Results
• Hypothesis 1:

• Partially Supported with a Positive Relationship between Distress Tolerance and 
Turnover Intentions.

• Hypothesis 2:
• Supported with a Positive Relationship between Distress Tolerance and Quiet 

Quitting.

• Hypothesis 3:
• Partially Supported with Hope Moderating the Relationship between Distress 

Tolerance and Turnover Intentions.

• Hypothesis 4:
• Not Supported, as Hope did not Moderate the Relationship between Distress 

Tolerance and Quiet Quitting.



Quantitative Data: Regression Results

Hypothesis Regression Coefficient (β) Significance (p-value)

Hypothesis 1 0.207 < .001

Hypothesis 2 0.339 < .001

Hypothesis 3 0.199 < .05

Hypothesis 4 0.055 = .151



Interaction Plot for Hypothesis 3



Discussion

• Interpretation of Results:

• Positive Impact of Distress Tolerance on Turnover Intentions and Quiet 
Quitting.

• Hope Enhances Turnover Intentions in High-Distress Tolerance Employees.

• Practical Implications:

• Organizations should be mindful of employee distress tolerance and hope 
levels.

• Tailored retention strategies are necessary to manage turnover intentions and 
quiet quitting.



Conclusions

• Summary of Key Findings:
• Distress Tolerance is Positively Related to Turnover Intentions and Quiet Quitting.

• Hope Moderates the Relationship with Turnover Intentions but not with Quiet 
Quitting.

• Contributions to Research:
• Extends Understanding of Turnover Intentions and Quiet Quitting.

• Highlights the Role of Hope and Distress Tolerance in Employee Retention.

• Recommendations for Future Research:
• Explore Additional Moderators.

• Consider State Hope vs. Trait Hope in Future Studies.

• Further investigation into the circumstances surrounding the positive relationship 
between Distress Tolerance and Turnover Intentions.
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