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Introduction

Quiet quitting (QQ) has recently emerged as a significant 
topic of discussion, gaining attraction on social media plat-
forms before entering mainstream conversations in popular 
media (Anand et al., 2024a, 2024b). This phenomenon has 
become increasingly prominent in the post-pandemic era, 
particularly among young professionals, as the COVID-19 
pandemic has profoundly reshaped workers'priorities (Har-
ter, 2022). Many employees are now choosing to step back 
from the pressures of demanding jobs, focusing instead 
on achieving a healthier work-life balance (Rock & Dixit, 
2023).

Several scholars have suggested that the rise of QQ dur-
ing the Covid-19 pandemic can be attributed to shifts in 
work modalities and the ongoing talent crisis, which exacer-
bated pre-existing workplace challenges (Liu-Lastres et al., 
2024). However, some contend that QQ is prompted, rather 
than directly caused, by the pandemic (Formica & Sfodera, 
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Abstract
Quite Quitting (QQ), defined as employees' limited engagement with work and reluctance to take on extra or non-essential 
tasks, gained attention in the post-pandemic era. However, recent studies suggest that QQ might not represent an entirely 
novel phenomenon, indicating a need for further exploration to ensure coherent theoretical development. Through a scop-
ing review, this paper aims to synthesize the literature on QQ, mapping its antecedents and consequences. Following the 
PRISMA guidelines, 22 articles sourced from Scopus, Web of Science, PsycINFO, and Econlit were analyzed using the 
Theory, Context, Characteristic, Method and the Nomological Network frameworks. The analysis of the articles, published 
between 2022 and 2024, revealed a growing interest in this topic. Although a universal definition did not emerge, common 
themes were identified across the several definitions provided: minimal effort, absence of formal resignation, prioritization 
of work-life balance, disengagement and coping with stress. Additionally, the nomological network showed occupational 
health factors, personal and job resources, work attitudes, behaviors, and risk factors as predictors of QQ. Well-being, 
burnout, and job satisfaction emerged as critical mediators in understanding QQ behaviors. Notably, the review identifies 
turnover intention as a primary outcome linked to QQ. However, most studies employed cross-sectional designs, under-
scoring the need for longitudinal research to confirm causal relationships. This scoping review is the first to thoroughly 
examine QQ, highlighting its complexities and emphasizing the need for further research to recognize QQ not merely as 
“an old trend in new clothing” but as a distinct phenomenon with unique challenges and potential benefits.
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2022; Hamouche et al., 2023; Liu-Lastres et al., 2024). In 
this regard, Rock and Dixit (2023) suggest that it is essen-
tially a contemporary label for a long-standing issue. They 
argue that QQ reflects an age-old trend where employees 
disengage from their work, withdraw from their colleagues, 
and adopt a passive stance when they feel a lack of con-
trol over their roles. In their perspective, this behavior is a 
classic indication of diminished motivation and engagement 
(Pevec, 2024). QQ is also widely used to manage burnout 
and chronic overwork (Lord, 2022).

Unlike traditional quitting or turnover, QQ represents a 
more nuanced form of disengagement. QQ does not neces-
sarily mean resigning abruptly and surreptitiously. Instead, 
as the name implies, QQ refers to a person voluntarily low-
ering their level of productivity and performance at work 
(Hamouche et al., 2023). In this scenario, workers remain 
in their current position but voluntarily limit their efforts 
to the needed minimum, putting their well-being ahead of 
other duties (Formica & Sfodera, 2022; Srivastava et al., 
2024). Specifically, it is primarily concerned with a change 
in workplace attitudes and performance; examples include 
a tendency towards work disengagement, decreased moti-
vation to work, emotional withdrawal from work, and the 
deliberate establishment of boundaries to preserve and pri-
oritize private and familiar life (Zenger & Folkman, 2022).

From an organizational and employer's perspective, this 
tendency has a negative and significant impact on overall 
organizational performance, as workers often show less ini-
tiative and are reluctant to take on extra tasks. This high-
lights the need for organizations to understand and address 
the underlying factors contributing to such behavior in order 
to mitigate its effects. However, from the worker's point of 
view, QQ can be beneficial as it allows them to place more 
emphasis on the quality of their personal lives, seeking 
self-fulfillment and opportunities for personal and social 
growth outside of their workplace. In this sense, QQ might 
be viewed as an effective coping strategy for managing par-
ticularly stressful work situations. Indeed, QQ promotes a 
perspective that supports the need to establish clear bound-
aries between work and personal life, with the pursuit of a 
better work-life balance seen as a top priority.

Employees play a crucial role in every organization, and 
when they are motivated and engaged in their work, they 
contribute significantly to both organizational success—
through increased productivity—and the psychological 
well-being of workers, fostering greater work engagement 
and job satisfaction. Thus, companies need to cultivate 
a culture supportive of a positive work environment to 
achieve higher levels of employee engagement and com-
mitment. Consequently, it is essential to closely observe 
and analyze the behaviors of both employers and employees 

and to take timely and appropriate action when necessary 
(Pevec, 2024).

Although interest in the topic of QQ has increased 
recently in both academic and popular discussions, leading 
to the publication of interesting conceptual papers (Formica 
& Sfodera, 2022; Mahand & Caldwell, 2023; Ratnatunga, 
2022) and a literature review (Pevec, 2024), the current 
literature on QQ remains fragmented and lacks a cohesive 
framework. Specifically, existing research has yet to pro-
vide clarity on how QQ is defined across different contexts, 
and little is known about how it intersects with related con-
structs such as job withdrawal, burnout, or turnover inten-
tion. Additionally, another critical issue that remains unclear 
is whether QQ should be viewed primarily as a problem-
atic behavior that organizations need to prevent, or as an 
adaptive coping strategy that allows employees to manage 
stress, burnout, and work-life imbalances. Furthermore, the 
impact of QQ on individual and organizational outcomes 
remains largely unexplored, leaving critical questions about 
its broader implications. Given the high level of media 
attention surrounding QQ and its potential consequences for 
workplace practices, there is a clear need for a more com-
prehensive examination that synthesizes empirical evidence 
to provide a solid foundation for future research.

To bridge this gap, this scoping review systematically 
integrates empirical, peer-reviewed literature to examine 
how QQ has been studied, the theoretical frameworks used, 
and the gaps in our current understanding of the phenom-
enon. By systematically reviewing the research on QQ, this 
study aims to provide a comprehensive overview of how 
QQ has been studied, including theoretical frameworks and 
measurement approaches, and to map its key antecedents, 
mediators, and outcomes. To address these objectives, we 
formulate the following research questions:

(1)	 How has QQ been defined and does it differ from other 
similar constructs?

(2)	 What are the primary antecedents and outcomes associ-
ated with QQ in various organizational contexts?

These questions will guide the review, offering insights that 
can inform future research.

Method

Search strategy

A scoping literature review was conducted following the 
Preferred Reporting Items for Scoping Review (Tricco et 
al., 2018). The Scoping Review provides an exhaustive 
evaluation of the existing literature on a emerging concepts, 

1 3



Current Psychology

allowing for the identification of significant themes, research 
gaps, and areas requiring additional investigation (Arksey & 
O’Malley, 2005). This approach is especially valuable when 
the current state of knowledge is insufficiently developed 
to support the rigorous synthesis required by systematic 
reviews or meta-analyses (Schick-Makaroff et al., 2016). In 
the case of this study, a scoping review was selected as the 
most appropriate method to explore the relatively new and 
under-researched phenomenon of QQ, as it facilitates con-
ceptual clarification and the identification of research gaps.

The Scopus, Web of Science, PsychInfo and Econ-
lit (American Economic Association’s database, part of 
EBSCO) online databases were searched in January 2024, 
and the research was updated in September 2024. The 
keyword used for the search inside the title, abstract, or 
keywords list was “Quiet Quitting.” The research was not 
limited to ensuring the collection of all relevant studies on 
the subject.

Inclusion and exclusion criteria

The screening process followed specific inclusion criteria: 
a) having been published in English as a ‘peer-reviewed 
article’, b) including the keyword mentioned above in the 
titles and/or abstracts and/or keywords list, c) quantitative, 
qualitative, mixed-method and research-intervention stud-
ies d) with samples of workers who were at least 18 years 

of age. Studies were excluded if: a) the type of publication 
was ‘an essay, book or chapter, letter, editorial, opinion, 
journalistic or anecdotal article’ (Parris & Peachey, 2013), 
b) theoretical articles, c) the phenomenon of QQ and great 
resignation were mentioned only as a description of a theo-
retical framework but were not investigated as the object of 
the study. We excluded theoretical articles, as their inclusion 
would not have contributed to the empirical analysis and the 
development of this network. However, theoretical articles 
were consulted in the introduction to better understand the 
broader context of QQ, though they were not part of the for-
mal analysis in this review. This distinction ensures that the 
scope of our review is centered on empirical research while 
acknowledging the theoretical background.

To ensure all pertinent articles on the topic were consid-
ered, no restrictions were applied regarding the publication 
date.

Study selection

Figure 1 represents the flow diagram applied to this scop-
ing review (Tricco et al., 2018). The first step allowed the 
extraction of 341 articles, which became 243 after remov-
ing duplicates (Identification). Based on the inclusion and 
exclusion criteria, a total of 203 studies were excluded after 
reviewing the title and the abstract (Selection). The remain-
ing 40 articles were screened for eligibility by reading the 

Fig. 1  Prisma flowchart 
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Theory

Through the analysis of the 22 articles included, it emerged 
that only 9 of them adopted a specific theoretical frame-
work. The theories used were: Social Exchange theory 
(n = 4) (Dutta et al., 2024; Lu et al., 2023; Xueyun et al., 
2023, 2024), Psychological Contract theory (n = 1) (Karrani 
et al., 2024), Knowledge-based View (KBV; n = 1; Dutta 
et al., 2024), Job Demands-Resources model (JD-R; n = 
2; Kulkolkarn & Chimpalee, 2023; Thu Trang & Thi Thu 
Trang, 2024), Principal-Agent Problem Economic theory 
(n = 1; Kulkolkarn & Chimpalee, 2023), Social Cognitive 
Theory (SCT; n = 1; Bansal & Garg, 2024), the Conserva-
tion of Resources theory (n = 1; Srivastava et al., 2024) and 
Existence, Relatedness and Growth theory (ERG; n = 1; 
Nimmi et al., 2024). More specifically, the Principal-Agent 
Problem Economic theory and the Job Demands-Resources 
(JD-R) model were combined to better identify the fac-
tors that may influence QQ. The following paragraphs will 
explore in depth how the theories are used to explain the QQ 
phenomenon.

Social exchange theory (SET)

The SET (Blau, 1964) has been widely used to explain 
employee behavior in the workplace in terms of interaction 
between actions and rewards/benefits. This theory postu-
lated that workplace interactions involve mutual exchange 
where employees invest time, energy, and resources and 
expect to receive rewards. Employee and employer relation-
ships include psychological, social, and financial exchanges 
(Qi et al., 2023). Drawing on this theory, employees may 
adopt QQ behaviors as a response to a perceived imbalance 
between their efforts and rewards (Xueyun et al., 2024). 
Drawing on this theory, Xueyun and colleagues (2024) 
hypothesized that factors related to working conditions, 
job security, perceived career development opportunities, 
affective organizational commitment, and perceived orga-
nizational support influence Generation Z’s QQ intentions 
indirectly through the mediation of job burnout and well-
being. In a recent study, Xueyun and colleagues (2024) 
postulated that empowering leadership, psychological 
empowerment, fairness of rewards, intrinsic motivation, 
and work engagement influence QQ behaviors indirectly, 
with work addiction and job satisfaction acting as medi-
ating factors. In this context, work addiction refers to an 
excessive and compulsive involvement in work, which can 
either reduce QQ by fostering overcommitment or increase 
it in the long run due to exhaustion and disengagement. 
Similarly, Lu and colleagues (2023) adopted SET theory to 
argue that university lecturers'job burnout, well-being and 
psychological empowerment influence their QQ intentions. 

full text (Evaluation). All the team members performed the 
study selection, and in case of doubt, the eligibility of an 
article was discussed until a consensus was reached. Among 
the 40 screened articles, 22 met all the inclusion and exclu-
sion criteria (Inclusion). Articles were excluded in this last 
step because they are book chapters (N = 2), editorial (N 
= 2), or dissertations (N = 1). Others, however, mention 
quite quitting only as a theoretical context for reference (N 
= 6) or are not empirical (N = 6). Finally, one full text (N = 1) 
was inaccessible from our library.

Methodological quality assessment

The methodological quality of the included studies was eval-
uated using the Mixed Methods Appraisal Tool (MMAT) 
(Hong et al., 2018), which has been previously utilized in 
literature reviews within the work psychology literature 
(Hong et al., 2018) for critically appraising both quantita-
tive and qualitative studies. According to the MMAT guide-
lines (Hong et al., 2018), no studies were excluded based 
on the quality assessment. The MMAT tool begins with 
two initial screening questions that must be satisfied to pro-
ceed with the quality evaluation. These questions assess the 
clarity of the study's research question(s) and the appropri-
ateness of the data collected in relation to the study's objec-
tives. Following these criteria, the researcher must select the 
appropriate category for each study based on its research 
design. Each category includes five core quality criteria for 
evaluating studies (e.g., the appropriateness of the sampling 
strategy, the representativeness of the population, the appro-
priateness of the measurements, the response rate, and the 
appropriateness of the statistical analyses). To perform the 
assessment, the latest version of the MMAT recommends 
selecting one of three response options (yes, no, can't tell) 
for each quality criterion identified for the specific design 
category (Hong et al., 2018). According to the recommenda-
tions by Hong and colleagues (2018), the first two authors 
independently conducted the assessment, and any discrep-
ancies were resolved through discussion with the third 
author (Table 1).

Results

TCCM framework

This section provides an in-depth analysis of the existing 
research identified in the previous stage. To offer a more 
robust structure, we employed the Theory, Context, Char-
acteristic, Method (TCCM) framework (Paul & Rosado-
Serrano, 2019) to guide our examination of the literature. 
Results are summarized in Table 2.
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protective mechanism employees use to cope with burnout, 
with optimism acting as a personal resource that could mod-
erate the relationship between burnout and QQ.

Principal-agent problem economic theory

The principal-agent problem is an economic theory that 
focuses on the challenges arising from the relationship 
between a principal, who delegates authority, and an agent, 
who acts on behalf of the principal. This theory highlights 
issues of conflicting interests and information asymmetry 
that can occur when the agent's goals do not align with 
those of the principal. Drawing on this theory, Kulkokarn 
and Chimpalee (2023) hypothesized that variables such as 
conflicting ideologies and lack of autonomy can motivate 
employees'QQ behavior.

Social cognitive theory (SCT)

The SCT, developed by Bandura (Bandura, 1989), empha-
sizes the dynamic and reciprocal interaction between indi-
viduals, their behavior, and the environment. According to 
SCT, behavioral, personal, and environmental factors con-
tinuously influence one another, creating a feedback loop 
that shapes how individuals navigate and adapt to their sur-
roundings. Drawing on this theory, Bansal and Garg (2024) 
suggested that relationship conflict and task conflict are 
environmental factors that can influence individual behav-
ior, leading employees to engage in QQ. Moreover, the 
authors proposed that a nonviolent work attitude (a personal 
variable) could moderate this relationship.

Conservation of resources (COR) theory

The COR theory (Hobfoll, 2001) posits that individuals 
strive to obtain, retain, protect, and foster the things they 
value: the resources. Personal characteristics represent valu-
able resources that can influence individuals’ reactions to 
stressful situations. Therefore, this theory has been widely 
applied to explain why different individuals react differ-
ently to the same stressful situation. Drawing on the COR 
theory, Srivastava and colleagues (2024) posited that when 
confronted with negative workplace gossip, employees may 
lose their resources and opt for QQ as a defensive behav-
ior to preserve the remaining resources and avoid further 
exhaustion. In their study, Srivastava and colleagues (2024) 
analyzed whether workplace negative gossip can be associ-
ated with QQ through the mediation of workplace stress and 
emotional exhaustion.

Finally, Dutta and colleagues (2024) hypothesize workplace 
ostracism as a key factor that may deteriorate workers'social 
exchange, leading to QQ.

Drawing on SET theory, psychological contract theory 
posits that psychological contracts (i.e., ‘an individual’s 
beliefs regarding the terms and conditions of a reciprocal 
exchange agreement between that focal person and another 
party’; Rousseau, 1989, p. 123) are central to the exchanges 
between an employer and employees. According to this 
theory, employees may quietly quit when they experience a 
breach in the psychological contract (Karrani et al., 2024).

Knowledge-based view (KBV)

The KBV (Grant, 1996) posits that knowledge is the key 
resource for an organization. According to this theory, the 
survival and success of an organization hinges on its abil-
ity to effectively manage and utilize knowledge (Rebolledo 
& Nollet, 2011). The KBV emphasizes that internal knowl-
edge, skills, and cognitive capabilities are difficult to imitate 
or transfer, making effective knowledge management essen-
tial for fostering innovation and enhancing organizational 
performance. By integrating this theory with SET, Dutta 
and colleagues (2024) postulated that workplace ostracism 
inclines employees to hide the knowledge that, in turn, is 
related to QQ.

Job demands-resources (JD-R) model

The JD-R model (Bakker & Demerouti, 2007, 2017; Bakker 
et al., 2023) is a theoretical framework that explains how 
job demands and resources affect employee well-being and 
performance. According to the model, job demands refer 
to a job's physical, psychological, social, or organizational 
aspects that require sustained effort and are associated with 
certain costs, such as stress and burnout. Conversely, job 
resources are those physical, psychological, social, or orga-
nizational aspects that help employees achieve work goals, 
reduce job demands, and stimulate personal growth and 
development. The JD-R model posits that high job demands 
can lead to exhaustion and negative health outcomes. In 
contrast, adequate job resources can enhance motivation 
and engagement, improving performance and well-being. 
Importantly, the model emphasizes the interplay between 
demands and resources, suggesting that the presence of 
sufficient resources can buffer the negative effects of high 
demands. Drawing on the JD-R model, Kulkokarn and 
Chimpalee (2023) hypothesized that employees may adopt 
QQ as a strategy to cope with stress arising in circumstances 
characterized by high job demands (e.g., work overload or 
unclear job evaluation criteria). Similarly, Thu Trang and 
Thi Thu Trang (2024) proposed that QQ may serve as a 
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while four involved nurses (Galanis et al., 2024a, 2024b, 
2024c, 2024 d, 2024e, 2024f; Galanis et al., 2024 d; Galanis 
et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; Galanis 
et al., 2024f). Two studies were conducted in the IT sector 
(Bansal & Garg, 2024; Dutta et al., 2024). Only one study 
included workers from the hospitality sector (Prentice et 
al., 2024) and one from the bank sector (Thu Trang & Thi 
Thu Trang, 2024). Finally, eight studies involved samples of 
employees covering different age groups from mixed work-
ing sectors (Anand et al., 2024a, 2024b; Galanis et al., 2023, 
2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; Karrani et al., 
2024; Nimmi et al., 2024; Srivastava et al., 2024).

Methodology

To describe the studies included in the review in terms of 
methodology, the research approaches, the study design, 
and the analytical method adopted were included in Table 1 
and will be described below.

In terms of research approach, quantitative methods are 
the most commonly used to investigate QQ. Indeed, 20 
out of 22 of the studies included in the review adopted a 
quantitative approach. In contrast, the remaining 2 studies 
employed a qualitative method (Nimmi et al., 2024) and a 
mixed method design, combining quantitative with qualita-
tive data (Kulkolkarn & Chimpalee, 2023). All the articles 
included use primary data from surveys and interviews.

Most of the studies (n = 20) utilized a cross-sectional 
design, collecting data at a single time. One study adopted a 
three-wave time-lagged data collection method (Srivastava 
et al., 2024), and one research was conducted using a lon-
gitudinal design (Bansal & Garg, 2024), which allowed for 
the examination of causal relationships between the vari-
ables of interest.

Researchers employed a variety of analytical methods to 
examine the data. Sixteen articles explored causal relation-
ships, 3 articles focused on correlational relationships, 4 
articles analyzed the psychometric properties of scales, and 
1 article conducted an in-depth analysis of semi-structured 
interviews. The most common approaches were structural 
equation modeling (n = 10) (Anand et al., 2024a, 2024b; 
Bansal & Garg, 2024; Dutta et al., 2024; Lu et al., 2023; 
Prentice et al., 2024; Srivastava et al., 2024; Suhendar et 
al., 2023; Thu Trang & Thi Thu Trang 2024; Xueyun et al., 
2023, 2024) and regression analysis (n = 7) (Galanis et al., 
2024a, 2024b, 2024c, 2024d, 2024e, 2024f; Galanis et al., 
2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; Galanis et al., 
2024 d; Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 
2024f; Galanis et al., 2024f; Kulkolkarn & Chimpalee, 
2023). Anand et al., (2024a, 2024b) and Galanis and col-
leagues (Galanis et al., 2023, 2024a, 2024b, 2024c, 2024 d, 

Existence, relatedness, and growth (ERG) theory

The ERG theory, developed by Alderfer (1969), builds on 
Maslow's hierarchy of needs by categorizing human needs 
into three core dimensions that influence individuals'behavior 
at work: existence, which includes physiological and safety 
needs; relatedness, addressing social interaction and belong-
ingness needs; and growth, referring to personal develop-
ment and self-actualization. Nimmi and colleagues (2024) 
adopted this theory to identify the prime reason for employ-
ees’ QQ.

Context

Country

As shown in Table 1, the studies included in the review were 
conducted in different countries, with the majority devel-
oped in Asian regions, including China (n = 3; (Lu et al., 
2023; Xueyun et al., 2023, 2024), Thailand (n = 1; (Kulkol-
karn & Chimpalee, 2023), India (n = 4; (Anand et al., 2024a, 
2024b; Bansal & Garg, 2024; Dutta et al., 2024; Srivastava 
et al., 2024), Indonesia (n = 1; Suhendar et al., 2023), Viet-
nam (n = 1; Thu Trang & Thi Thu Trang, 2024). Some stud-
ies were also conducted in the European context (n = 9) 
and more specifically in Greece (n = 7;Galanis et al., 2023; 
Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; 
Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; 
Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; 
Galanis et al., 2024 d; Galanis et al., 2024a, 2024b, 2024c, 
2024 d, 2024e, 2024f; Galanis et al., 2024f), Portugal (n 
= 1; Prentice et al., 2024) and Hungary (n = 1; Anand et al., 
2024a, 2024b). One study has been conducted in the United 
States (Talukder & Prieto, 2024). One study has been con-
ducted in the United Arab Emirates (Karrani et al., 2024). 
Lastly, one study (Nimmi et al., 2024) included participants 
of different nationalities (i.e., India, United Arab Emirates 
and the United Kingdom).

Characteristics

The studies examined QQ among diverse employee popula-
tions. More specifically, one study was conducted with Gen-
eration Z employees working in different sectors (Xueyun 
et al., 2023), and two studies were carried out with workers 
encompassing both Generation Z and Millennials employed 
in various sectors (Kulkolkarn & Chimpalee, 2023) and 
from digital start-ups (Suhendar et al., 2023). Two studies 
were conducted in the academic sector involving university 
lecturers (Lu et al., 2023) and academicians (Xueyun et al., 
2024). Two studies were conducted with healthcare workers 
(Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f), 
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Xueyun et al., 2023). Moreover, disengagement (n = 4) was 
observed in multiple definitions (e.g., Anand et al., 2024a, 
2024b; Prentice et al., 2024), referring to employees’ emo-
tional detachment from their work. Finally, in some cases, 
QQ was interpreted as a coping mechanism (n = 2) for man-
aging work-related stress or dissatisfaction (e.g., Galanis et 
al., 2024a, 2024b, 2024c, 2024d, 2024e, 2024f; Suhendar et 
al., 2023).

Overall, definitions by other authors were frequently 
referenced, with Scheyett (2022) and Zuzelo (2023) being 
the most cited, followed by Anand, and colleagues 2024a, 
Pearce (2022) and Formica and Sfodera (2022).

Nomological network of quiet quitting

The nomological network refers to a conceptual framework 
that defines a construct by illustrating its relationships with 
other related variables, helping to establish its theoretical 
meaning and validity (Cronbach & Meehl, 1955). In the 
case of QQ, we have outlined its nomological network by 
identifying key antecedents, mediators, and outcomes that 
interact to shape this phenomenon. These relationships are 
visually represented in Fig. 2.

Predictors of quiet quitting

The constructs tested as direct antecedents of QQ encom-
passed aspects related to demographic variables, occupa-
tional health, personal and job resources, work attitudes, 
work behaviors and work-related risk factors. Unlike stud-
ies focusing on organizational drivers, such as managerial 
practices, our results showed that QQ can be linked to dif-
ferent variables. For instance, Nimmi and colleagues (2024) 
identified several factors contributing to QQ: personal 
reasons, organizational policies, and relational dynamics. 
Specifically, work-family conflict emerged as a significant 
driver of QQ, along with dissatisfaction with organizational 
practices such as unequal reward systems and lack of sup-
port from management.

Socio-demographic and occupational variables

Regarding socio-demographic and occupational variables, 
Galanis et al. (2024b) found that women were more likely 
to engage in QQ behavior than men. In contrast, Kulkolkarn 
and Chimpalee (2023) and Bansal and Garg (2024) did not 
find differences in terms of QQ levels based on gender and 
age. Concerning marital status, being married or divorced 
is negatively related to QQ. Regarding job roles, nurses 
exhibited a higher propensity for QQ than physicians and 
other healthcare professionals (Galanis et al., 2024a, 2024b, 
2024c, 2024 d, 2024e, 2024f). The study also revealed that 

2024e, 2024f) investigated relationships between variables 
using correlation analysis.

Furthermore, some studies in this review validated scales 
assessing QQ and conducted statistical analysis to detect dif-
ferences with related constructs (n = 4; Anand et al., 2024a, 
2024b; Galanis et al., 2023; Karrani et al., 2024; Talukder & 
Prieto, 2024). Galanis and colleagues (2023) found moder-
ate correlations between QQ, burnout, and turnover inten-
tion, suggesting partial overlap but affirming that QQ is not 
identical to these constructs. Anand, Doll and colleagues 
(2024a) tested the discriminant validity of QQ against con-
structs such as benevolent creativity, co-worker trust, quiet 
firing, and social support, confirming its distinctiveness. 
Similarly, Talukder and Prieto (2024) demonstrated QQ’s 
uniqueness when analyzed in relation to economic capital, 
job satisfaction, intention to leave, and perceived organi-
zational support. Karrani and colleagues (2024) further 
validated QQ as a distinct construct by examining its rela-
tionship with job disengagement, job dissatisfaction, work 
alienation, and job stress.

Other studies employed statistical measures such as the 
Heterotrait-Monotrait ratio to further confirm QQ’s dis-
criminant validity (Anand et al., 2024a, 2024b; Dutta et al., 
2024; Lu et al., 2023; Srivastava et al., 2024; Suhendar et 
al., 2023; Thu Trang & Thi Thu Trang, 2024; Xueyun et 
al., 2023, 2024). These analyses demonstrated QQ’s distinc-
tiveness by examining its relationship with constructs like 
job burnout (Lu et al., 2023; Thu Trang & Thi Thu Trang, 
2024), intrinsic motivation (Xueyun et al., 2023, 2024), and 
work engagement (Xueyun et al., 2023, 2024).

Finally, Nimmi and colleagues (2024) adopted thematic 
analysis to analyze the content of the interviews.

Defining quiet quitting

The analysis of the definitions of QQ provided in the articles 
included in our scoping review revealed the absence of a 
universally accepted definition (see Table 3). Nevertheless, 
several common themes emerged across studies, shaping 
how QQ was described by various authors. The most preva-
lent theme was minimal effort (n = 20), consistently identi-
fied in studies such as Bansal and Garg (2024) and Nimmi 
and colleagues (2024), where employees reduce their efforts 
to the bare minimum required to avoid job loss. Another 
recurring theme was the absence of formal resignation (n 
= 10), suggesting that QQ does not involve leaving the job 
but rather a conscious reduction in effort (e.g., Anand et 
al., 2024a, 2024b; Dutta et al., 2024). Additionally, some 
definitions highlight that QQ may be driven by a desire 
to prioritize work-life balance (n = 5) where employees 
seek to balance their personal and professional lives (e.g., 
Galanis et al., 2024a, 2024b, 2024c, 2024d, 2024e, 2024f; 
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Reference 
articles

Definition of QQ Citation 
source

Themes

1. Anand 
et al., 
2024a, 
2024b

“QQ, whereby employees disengage from their work without overtly expressing dissatisfaction.” Anand et 
al., 2024a, 
2024b

Disengagement

2. Anand 
et al., 
2024a, 
2024b

“QQ occurs when individuals do the minimum amount of work required to avoid being fired, do 
not “go above and beyond” the job requirements and/or are emotionally disengaged from work. In 
addition, QQ is sometimes conceptualized not as a way for employees to leave their current posi-
tions but to redistribute and re-prioritise how their time is spent.”

Harter, 
2022; 
Master-
son, 2022; 
O’Connor, 
2022

Minimal effort; 
Disengage-
ment; Absence 
of formal resig-
nation; Priori-
tizing work-life 
balance

3. Bansal 
& Garg, 
2024

“Quite quitting does not mean quietly quitting the present assignment and look for alternative jobs, 
it refers to significant reduction in the work efforts and limit oneself to only explicitly defined job 
profile. In addition, QQ is sometimes conceptualised not as a way for employees to leave their cur-
rent positions but to redistribute and re-prioritise how their time is spent.”

Anand et 
al., 2024a, 
2024b

Minimal effort; 
Absence of 
formal resigna-
tion; Prioritiz-
ing work-life 
balance

4. Dutta et 
al., 2024

“QQ is the work-related phenomenon where “one does not literally quit one’s job” but rather 
executes the job’s anticipated task without going above and beyond Quiet quitters, unlike actual 
quitters, reject the idea that work controls their lives. They continue serving the organization with 
low commitment and avoid volunteering for extra responsibilities or participating in job-commit-
ted activities.”

Scheyett, 
2022
Klotz & 
Bolino, 
2022

Minimal effort; 
Absence of for-
mal resignation

5. Galanis 
et al., 
2024f

“An employee who chooses quiet quitting reduces their effort, performs only highly necessary 
tasks, does not propose new ideas and practices, does not stay overtime, and does not come to 
work early. Their goal is to work only as much as necessary to avoid being fired.”

Zuzelo, 
2023; 
Pearce, 
2022

Minimal effort

6. Gala-
nis et 
al., 2024b

“Quiet quitting affects mainly younger employees and refers to a situation where a worker simply 
does the bare minimum at her(his) work without going above and beyond.”

Scheyett, 
2022

Minimal effort

7. Galanis 
et al., 
2024d

“Employees who opt for quiet quitting do not resign from their job or their professions but reduce 
their performance. Specifically, they perform the minimum requirements of their job, barely 
enough to avoid being fired, do not express new ideas, do not stay overtime, and do not arrive at 
work earlier than the designated arrival time.”

Scheyett, 
2022; 
Zuzelo, 
2023

Minimal effort; 
Absence of for-
mal resignation

8. Gala-
nis et 
al., 2024e

“By choosing quiet quitting, the employee significantly reduces his or her performance by per-
forming completely necessary duties, not expressing new opinions or making suggestions, and 
avoiding coming in early or staying overtime. She/he basically meets the minimum requirements 
of the job in order not to be fired. (…). As it is now difficult for workers to change their working 
environment, they choose quiet quitting as a form of self-protection from highly demanding work-
ing conditions and, at the same time, to achieve a balance between their family commitments and 
work.”

Zuzelo, 
2023; 
Pearce, 
2022

Minimal effort; 
Coping with 
stress; Priori-
tizing work-life 
balance

9. Gala-
nis et 
al., 2024c

“Quiet quitting refers to the phenomenon where workers limit their work effort to the basic require-
ments. In that case, workers decide not to go above and beyond their bare requirements to achieve 
a better work–life balance.”

Zuzelo, 
2023

Minimal effort; 
Prioritizing 
work-life 
balance

10. Gala-
nis et al., 
2024a

“In the wake of the pandemic, the “quiet quitting” phenomenon started to threaten healthcare 
services, where employees offer the minimum of their capacity.”

Zuzelo, 
2023

Minimal effort

11. Kar-
rani et al., 
2024

“This concept pertains explicitly to the limited commitment of employees to fulfil their assigned 
responsibilities and their reluctance to undertake any additional tasks beyond their job descrip-
tion. It also suggests a lack of strong involvement in work-related activities, leading employees to 
put in minimal effort while doing their assigned tasks and show no inclination to exceed the basic 
requirements of their role.”

Scheyett, 
2022; 
Formica & 
Sfodera, 
2022

Minimal effort

12. Nimmi 
et al., 2024

“Contrary to its name, the term QQ does not refer to an employee leaving their job. Ironically, it 
indicates that employees perform only what is indicated per the job description.”

Authors’ 
citation

Minimal effort; 
Absence of for-
mal resignation

Table 3  Overview of definitions of QQ
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et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; Kulkol-
karn & Chimpalee, 2023).

Occupational health factors

Among occupational health factors, wellbeing negatively 
influenced employees’ QQ intentions. Indeed, Lu et al. 
(2023) showed that university lecturers with higher levels of 
wellbeing were more likely to dedicate more effort to their 

individuals holding a PhD or MSc degree and those work-
ing shifts were at greater risk of adopting QQ behaviors. 
However, Kulkolkarn and Chimpalee (2023) found that the 
educational level was not significantly correlated to QQ. 
Furthermore, healthcare professionals employed in under-
staffed environments and those working on shifts were more 
susceptible to QQ (Galanis et al., 2024a, 2024b, 2024c, 
2024 d, 2024e, 2024f). Conversely, those with greater job 
tenure were less likely to engage in such behaviors (Galanis 

Reference 
articles

Definition of QQ Citation 
source

Themes

13. Pren-
tice et al., 
2024

“Quiet quitting is a mind-set whereby employees decide to deliberately limit their efforts to 
only fulfilling the minimum requirements of their job, also known as silent disengagement. This 
phenomenon, where employees do not formally resign but limit their work effort to the minimum 
required, has become more prevalent since the COVID-19 pandemic.”

Johar et 
al., 2023; 
Anand et 
al., 2024a, 
2024b; 
Hamouche 
et al., 2023

Minimal effort; 
Absence 
of formal 
resignation; 
Disengagement

14. 
Talukder 
& Prieto, 
2024

“Quiet quitting, that is, the tendency for workers to do the bare minimum tasks necessary for their 
occupations to avoid getting dismissed.”

Authors’ 
citation

Minimal effort

15. Thu 
Trang & 
Thi Thu 
Trang, 
2024

“This phenomenon is characterized by employees exerting minimal effort to meet the basic 
requirements of their jobs and refraining from contributing extra effort toward additional tasks. 
Notably, individuals engaging in quiet quitting behavior do not resign from their positions; instead, 
they consciously reduce their effort and adhere strictly to job requirements.”

Scheyett, 
2022; 
Anand et 
al., 2024a, 
2024b

Minimal effort; 
Absence of for-
mal resignation

16. 
Xueyun et 
al., 2024

“Quiet quitting refers to a situation where an employee develops a strong desire or intention to 
leave their current job, but instead of openly expressing their dissatisfaction or actively seeking 
alternative employment, they choose to remain silent and disengaged. It is characterized by a 
lack of communication regarding their negative feelings, frustrations, or intentions to leave the 
organization.”

Formica & 
Sfodera, 
2022

Absence 
of formal 
resignation; 
Disengagement

17. Gala-
nis et al., 
2023

“Quiet quitting is a work-related phenomenon where employees do not literally quit their jobs but 
intentionally limit their work, just doing the bare minimum. Furthermore, employees do not volun-
teer to perform additional tasks and they do not go above and beyond what is expected.”

Scheyett 
(2022)

Minimal effort; 
Absence of for-
mal resignation

18. 
Kulkol-
karn & 
Chim-
palee, 
2023

“Quiet quitting refers to a work behavior characterized by strictly adhering to assigned job respon-
sibilities and refraining from going beyond the call of duty, declining additional tasks, and avoid-
ing exerting extra effort to impress superiors.”

Authors’ 
citation

Minimal effort

19. Lu et 
al., 2023

“Quiet-quitting intention (QQ) is a new concept that is different from turnover intention, which 
refers to emotional or physical tiredness and fatigue from a job, thus encouraging the thought of 
just doing the basic work to fulfill the responsibilities and never exceed that.”

Authors’ 
citation

Minimal effort

20. Srivas-
tava et al., 
2024

“QQ refers to intentionally sticking to the job description and deliberately limiting work activities, 
by not taking on additional responsibilities and becoming less productive.”

Authors’ 
citation

Minimal effort

21. Suhen-
dar et al., 
2023

“QQ is a voluntary behavior exhibited by employees in response to negative work experiences or 
stressors, such as absenteeism, turnover, or other forms of disengagement. It serves as a means for 
employees to escape unpleasant work environments caused by job dissatisfaction or a lack of OC. 
(…) QQ as an employee's intention to reduce or terminate their work involvement by calling in 
sick, reducing work effort, or quitting their job.”

Labrague 
et al., 2020; 
Ahmad, 
2018; 
Wang et al., 
2023

Coping with 
stress; Minimal 
effort

22. 
Xueyun et 
al., 2023

“The objective is to continue working rather than quit, so that the stressful events at the workplace 
are limited to working hours and do not affect one’s personal life. (…) The TikTok user explains 
quiet quitting as follows: the employees are not quitting their jobs outright, but they are quitting 
the idea of going above and beyond the bounds of their work. (…) Quiet quitting refers to employ-
ees who demonstrate limited commitment to their assigned duties, often sticking to the minimum 
requirements of their job description.”

Brown et 
al., 2023

Minimal effort; 
Prioritizing 
work-life bal-
ance; Absence 
of formal 
resignation

Table 3  (continued) 
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ones were positively associated with QQ. Economic capital 
was positively associated with QQ, suggesting that higher-
income employees are more likely to engage in QQ behav-
ior (Talukder & Prieto, 2024).

Job resources

Regarding job resources, social support was found to neg-
atively correlate with QQ, suggesting that it can be a key 
organizational resource (Anand et al., 2024a, 2024b). How-
ever, perceived organizational support was found to be posi-
tively related to QQ (Talukder & Prieto, 2024).

Work attitudes

Different kinds of work attitudes have been examined as 
antecedents of QQ. Job satisfaction was found to influ-
ence QQ behavior negatively (Galanis et al., 2024a, 2024b, 
2024c, 2024 d, 2024e, 2024f; Suhendar et al., 2023), indi-
cating that more satisfied employees are less likely to 
engage in QQ behavior. On the contrary, Talukder and Pri-
eto (2024) have found a positive relationship between job 
satisfaction and QQ, suggesting that a moderate level of job 
satisfaction coexists with a moderate level of QQ. A similar 
inverse relationship was observed between job commitment 
and QQ (Suhendar et al., 2023), suggesting that employees 

job activities. Similar results were found among Genera-
tion Z employees (Xueyun et al., 2023). Moreover, positive 
affective wellbeing was negatively related to QQ while no 
significant relationship was found between negative affec-
tive wellbeing and QQ (Prentice et al., 2024). Differently, 
burnout and stress were found to influence QQ positively. 
Employees who were more exhausted and stressed were 
more likely to reduce their efforts, probably with the aim 
of replacing their resources (Galanis et al., 2024a, 2024b, 
2024c, 2024 d, 2024e, 2024f; Prentice et al., 2024; Srivas-
tava et al., 2024; Thu Trang & Thi Thu Trang 2024; Xueyun 
et al., 2023).

Personal resources

Regarding personal resources, Galanis and colleagues (2024 
d) found that moral resilience and moral efficacy were asso-
ciated with decreased QQ behaviors in terms of detachment, 
lack of initiative, and lack of motivation. Personal integrity 
was also associated with reduced detachment, whereas rela-
tional integrity was associated with reduced detachment 
and lack of initiative. Furthermore, nurses with higher lev-
els of emotional intelligence were less likely to engage in 
QQ behaviors (Galanis et al., 2024a, 2024b, 2024c, 2024 
d, 2024e, 2024f). In terms of coping strategies, Galanis 
and colleagues (2024 d) found that positive coping strate-
gies were negatively associated with QQ, while negative 

Fig. 2  Nomological network
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mechanisms through which work conditions, job security, 
perceived career development opportunities, affective orga-
nizational commitment, and perceived organizational sup-
port impact QQ (Xueyun et al., 2023). Additionally, positive 
well-being, personal achievement, and depersonalization 
mediated the relationship between work-family conflict and 
QQ and between work-family leisure and QQ (Prentice et 
al., 2024).

Workplace stress and emotional exhaustion were found 
to serially mediate the relationship between negative work-
place gossip and QQ (Srivastava et al., 2024). This indicates 
that negative gossip in the workplace can lead to increased 
stress and emotional exhaustion among employees, contrib-
uting to their engagement in QQ behaviors.

Galanis and colleagues (2024 d) found that coping strate-
gies mediated the association between workplace bullying 
and QQ. Specifically, the use of positive coping strategies 
in response to workplace bullying is negatively associated 
with QQ. In contrast, the adoption of negative coping strate-
gies is linked to an increase in QQ.

Job satisfaction mediated the relationship between 
empowering leadership, psychological empowerment, fair-
ness of rewards, intrinsic motivation, work engagement and 
QQ (Xueyun et al., 2024).

Organizational citizenship behaviors mediated the rela-
tionship between organizational commitment and QQ, indi-
cating that organizational citizenship behavior serves as a 
mechanism through which organizational commitment pos-
itively influences QQ (Suhendar et al., 2023). This suggests 
that employees who exhibit higher levels of organizational 
commitment are more likely to engage in organizational 
citizenship behavior, which in turn reduces their likeli-
hood of participating in QQ. Additionally, knowledge hid-
ing partially mediated the relationship between workplace 
ostracism and QQ (Dutta et al., 2024). Finally, work addic-
tion mediated the relationship between variables and QQ 
(Xueyun et al., 2024). More specifically, empowering lead-
ership, psychological empowerment, fairness of rewards, 
intrinsic motivation, and work engagement can reduce the 
levels of QQ through work addiction (Xueyun et al., 2024).

Among the studies included in this scoping review, Pren-
tice et al. (2024) investigated the moderating role of gender 
and age. More specifically, this study showed that achieve-
ment and depersonalization (i.e., dimension of burnout) 
are significantly and positively associated with QQ among 
women only. Moreover, they found that positive well-being 
is negatively and significantly related to QQ among younger 
workers. Lu et al. (2023) identified psychological empow-
erment as a moderating factor in the relationship between 
job burnout and QQ, as well as between well-being and 
QQ among university lecturers. Similarly, optimism miti-
gated the relationship between burnout (in terms of personal 

strongly connected to their organization were less likely to 
display QQ behaviors.

Work behaviors

Regarding work behaviors, organizational citizenship 
behaviors were found to predict QQ (Suhendar et al., 2023) 
negatively. This suggests that employees exhibiting more 
frequent OCB, such as voluntarily helping colleagues and 
going above and beyond their formal job duties, were less 
likely to engage in QQ behaviors. Intention to leave was 
found to be positively associated with QQ (Talukder & Pri-
eto, 2024).

Work-related risk factors

Some work-related risk factors have been identified as 
directly influencing the intention to engage in QQ. More 
specifically, perceiving task-skill mismatch, unclear evalu-
ation criteria, a lack of autonomy, and conflicting ideology 
seems to lead employees to adopt QQ (Kulkolkarn & Chim-
palee, 2023). Similarly, employees who perceived a psy-
chological contract violation were more likely to adopt QQ 
(Xueyun et al., 2023). Similarly, discrimination and harass-
ment, loneliness, and personal mattering were found to be 
positively correlated with QQ (Anand et al., 2024a, 2024b). 
The dark side of organizational internal communication, 
including perceived organizational ineffective communica-
tion, perceived organizational manipulative communication, 
and perceived organizational miscommunication anger, is 
positively associated with QQ (Anand et al., 2024a, 2024b). 
Bansal and Garg (2024) demonstrated that workplace con-
flict, in terms of task and relational conflict, positively cor-
related to QQ. Additionally, ostracized employees are more 
likely to adopt QQ behaviors (Dutta et al., 2024). Similarly, 
workplace bullying has been found to be positively associ-
ated with QQ (Galanis et al., 2024 d).

Outcomes of quiet quitting

Among the articles included in this scoping review, turn-
over intention was the only variable explored as an out-
come of QQ. Specifically, Galanis and colleagues (2024f) 
demonstrated that higher levels of QQ were associated with 
increased nurse turnover intentions.

Mediators and moderators of quiet quitting

Mediators of the relationship between various antecedents 
and QQ include different occupation health factors, per-
sonal resources, work attitudes, and work behaviors. Spe-
cifically, well-being and burnout have been identified as the 
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How has QQ been defined and does it differ from 
other similar constructs?

Toward an integrated understanding of quiet quitting

The findings from this scoping review showed that while 
no universally accepted definition exists, recurrent themes 
emerging from the literature suggest that QQ is character-
ized by a combination of minimal effort, disengagement, 
and the absence of formal resignation. Some definitions also 
see QQ as a way to cope with stress and prioritize work-life 
balance. More specifically, a common thread across studies 
is that QQ refers to employees performing only the minimal 
amount of work required to avoid being fired, without for-
mally leaving their jobs (Anand et al., 2024a, 2024b; Dutta 
et al., 2024). This phenomenon is marked by a reduction in 
work effort, where employees refrain from exceeding their 
basic job duties (Bansal & Garg, 2024; Nimmi et al., 2024). 
Some studies frame QQ as a coping strategy in response 
to work-related dissatisfaction or high job demands, with 
employees seeking to maintain a better work-life balance 
(Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; 
Xueyun et al., 2023). Building on these insights, we pro-
posed an integrate definition of QQ that encompasses the 
various themes identified:

“Quiet quitting is a work-related tendency where 
employees do not formally resign but intentionally 
limit their job engagement to the minimum required 
duties. While quiet quitting is often linked to a desire 
to maintain work-life balance, it may also reflect dis-
satisfaction with work conditions and a resistance 
to overwork, or a coping mechanism in response to 
stress and burnout.”

By integrating these themes, our proposed definition cap-
tures the diverse motivations and behaviors associated with 
QQ, offering a more nuanced understanding.

New phenomenon or old construct?

While efforts have been made in previous literature to dis-
tinguish QQ from other similar constructs (e.g., Serenko, 
2024), doubts remain regarding overlap with similar phe-
nomena. To address this gap, the present scoping review 
analyzed how previous studies have explored the topic of 
QQ in relation to other phenomena. Specifically, the studies 
highlighted QQ’s distinctive nature by examining its rela-
tionships with constructs such as burnout (Lu et al., 2023; 
Thu Trang & Thi Thu Trang, 2024), intrinsic motivation 
(Xueyun et al., 2023, 2024), work engagement (Xueyun et 

burnout and work-related burnout) and QQ (Thu Trang 
& Thi Thu Trang, 2024). Bansal and Garg (2024) found 
that non-violent work behaviors mitigate the relationship 
between workplace conflict (i.e., task and relational) and 
QQ.

Discussion

The topic of QQ is gaining increasing attention in both 
academic research and popular media. However, current 
knowledge on QQ remains fragmented and lacks a cohesive 
theoretical framework. Specifically, existing research has 
yet to establish a clear and consistent definition across dif-
ferent contexts, determine whether QQ should be prevented 
or promoted, and explore its intersections with related 
constructs such as job withdrawal, burnout, and turnover 
intention. To address this gap, this scoping review was con-
ducted to clarify the nature of QQ and its distinctiveness 
from similar constructs, while also exploring its antecedents 
and outcomes.

The findings of this review show that QQ is a multifac-
eted phenomenon characterized by minimal effort, disen-
gagement, and the avoidance of formal resignation. QQ is 
frequently framed as a coping strategy for managing work-
life balance, particularly under conditions of work dissat-
isfaction or high demands. However, there is evidence that 
turnover intention is the primary outcome of QQ. Galanis 
and colleagues (2024f) demonstrate this link, where QQ 
predicts turnover among nurses. These findings align with 
broader occupational health theories, suggesting that while 
QQ may serve as a short-term strategy to cope with stress, 
it can precede more permanent withdrawal from the orga-
nization. Some studies (Anand et al., 2024a, 2024b; Dutta 
et al., 2024) highlight this function of QQ, where individu-
als refrain from exceeding basic duties to preserve personal 
time and well-being. Additionally, the review underscores 
that, while QQ shares some overlap with constructs like 
burnout, job dissatisfaction, and disengagement, its role as 
an adaptive behavior underlines its distinctiveness.

Overall, the findings of this systematic review yield a 
comprehensive understanding of QQ, illustrating its com-
plexity through various theoretical frameworks, contextual 
factors, and the interplay of different predictors, mediators, 
and outcomes.
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2023; Thu Trang & Thi Thu Trang 2024). Our review pro-
vides evidence of a link between high job demands (in terms 
of job-related risk factors), insufficient resources, and QQ 
behaviors, supporting the JD-R model’s explanation of 
burnout as an antecedent and mediating factor. In line with 
this theory, employees may engage in QQ as a protective 
mechanism to conserve energy in response to overwhelm-
ing job demands and insufficient resources, emphasizing the 
importance of resource provision in mitigating disengage-
ment. Similarly, COR theory emphasizes how the depletion 
of personal resources due to excessive job demands can 
lead individuals to conserve what is left, often resulting in a 
reduction of discretionary effort and a quiet disengagement 
from work tasks (Srivastava et al., 2024). COR theory posits 
that individuals strive to conserve their remaining resources 
in stressful situations to avoid further loss (Hobfoll, 2001). 
This aligns with our findings that employees experiencing 
burnout or emotional exhaustion engage in QQ as a cop-
ing strategy to preserve their wellbeing. By limiting their 
engagement to essential tasks, employees protect their 
remaining physical and emotional resources, supporting the 
notion that QQ serves as a resource conservation strategy.

In addition to these frameworks, SCT and ERG theory 
also provide valuable insights into the dynamics of QQ. 
Drawing on the SCT (Bandura, 1989), QQ may result from 
the interplay between environmental factors and personal 
characteristics. Employees who perceive workplace con-
flict (e.g., task-related or relational conflict) may choose to 
disengage quietly to protect their psychological well-being 
(Bansal & Garg, 2024). Personal characteristics, such as a 
non-violent work attitude, could moderate these behaviors, 
as individuals with nonviolent work attitudes, may be less 
likely to engage in QQ despite adverse conditions. Lastly, 
drawing on ERG theory (Alderfer, 1969) QQ can be a 
response to unmet relatedness and growth needs. Employ-
ees who feel isolated or perceive a lack of social belonging 
at work and limited opportunities for personal and profes-
sional development, may engage in QQ as a way to preserve 
their mental and emotional resources (Nimmi et al., 2024). 
When higher-order needs like growth are frustrated, indi-
viduals may regress to prioritizing their basic needs such as 
psychological safety and well-being, overgrowth or organi-
zational commitment.

Taken together, these theoretical frameworks comple-
ment one another in explaining the complex dynamics of 
QQ. Our findings contribute to the broader literature by 
demonstrating that QQ is not merely a passive withdrawal 
but a strategic response to a combination of perceived ineq-
uities, job stressors, resources availability, unmet psycho-
logical needs, and personal coping strategies.

al., 2023, 2024), as well as disengagement and job dissatis-
faction (Karrani et al., 2024).

While these findings are preliminary, they suggest that 
QQ represents a novel phenomenon that, despite sharing 
some similarities with other constructs, is fundamentally 
distinct. Unlike other constructs such as disengagement 
or job burnout, which are consistently viewed as negative 
states to be mitigated and prevented, QQ appears to have 
a dual nature. From the organizational and employers’ per-
spectives, QQ may represent a problem that must be pre-
vented or addressed while from the workers'point of view it 
can functions as a positive and adaptive coping strategy to 
cope with stressful situations This duality underscores the 
need to approach QQ differently, both in terms of research 
and practical interventions.

Theoretical frameworks

In terms of theoretical insights, our review revealed the 
limited application of theoretical frameworks in the current 
literature on QQ, with only 10 out of 22 studies employ-
ing specific theories. Analysing the theoretical frameworks 
adopted provides a robust foundation for understanding 
this phenomenon in contemporary organizational con-
texts. Notably, SET (Blau, 1964) emerged as a prominent 
framework and provides valuable insights into the observed 
behaviors of employees who engage in QQ as a response 
to perceived imbalances in workplace exchanges. Accord-
ing to SET, when employees feel that their contributions are 
not sufficiently recognized or rewarded, they reduce their 
efforts as a form of reciprocity. This notion is supported by 
our findingswhich indicate that employees may disengage 
when they feel their efforts are inadequately rewarded (e.g., 
Dutta et al., 2024; Xueyun et al., 2024). From this perspec-
tive, QQ can be understood as a natural response adopted 
to recalibrate the effort-reward balance. In line with this, 
the integration of SET with KBV (Grant, 1996) provides a 
unique lens, suggesting that knowledge hiding as a response 
to workplace ostracism can exacerbate QQ behaviors (Dutta 
et al., 2024). This emphasizes the importance of organiza-
tional dynamics, such as support and recognition, in facili-
tating knowledge sharing and preventing disengagement. 
When employees feel excluded or undervalued, they may 
withhold not only their effort but also their knowledge, fur-
ther deepening their disengagement and fostering QQ.

The JD-R model and the COR theory offer additional 
valuable frameworks for understanding QQ. The JD-R 
model (Bakker & Demerouti, 2007) suggests that when high 
job demands (e.g., workload, emotional strain) are cou-
pled with insufficient resources (e.g., support, autonomy), 
employees experience burnout and disengagement, which 
may manifest as QQ behaviors (Kulkolkarn & Chimpalee, 
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Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f). 
This implies that employees with strong personal resources 
may find more adaptive ways to cope with demanding work 
environments, thus reducing the likelihood of adopting QQ 
as a coping strategy (Hobfoll, 1989).

An interesting result emerged regarding work attitudes. 
Indeed, while job satisfaction is generally associated with 
positive workplace outcomes, our review showed conflict-
ing results. Although some studies included (Galanis et al., 
2024a, 2024b, 2024c, 2024 d, 2024e, 2024f; Suhendar et 
al., 2023) indicated a negative relationship between job 
satisfaction and QQ, Talukder and Prieto (2024) suggested 
that moderate levels of job satisfaction may coexist with 
QQ. Counterintuitively, this may occur because satisfied 
employees, having achieved a sense of balance and secu-
rity in their role, might choose to limit their engagement to 
the minimum required to maintain a work-life balance and 
avoid the stress of excessive involvement. This complexity 
calls for a more in-depth exploration of QQ behaviors.

Therefore, the results of this scoping review suggest 
that the predictors of QQ can be categorized into different 
aspects, as shown by Nimmi and colleagues (2024), who 
applied Alderfer's ERG theory to explain that QQ behaviors 
can be motivated by personal reasons, organizational poli-
cies, and relational dynamics.

Quiet quitting outcomes

Turnover intention is currently the only outcome variable 
that has been tested in relation to QQ, demonstrating a posi-
tive association (Galanis, Moisoglou, Malliarou, Papathana-
siou, Katsiroumpa, et al., 2024). The fact that QQ has been 
investigated only in relation to turnover intention raises 
some questions. Indeed, QQ could be seen as a coping strat-
egy that allows employees to protect their well-being, pre-
vent burnout (Kulkolkarn & Chimpalee, 2023; Prentice et 
al., 2024; Thu Trang & Thi Thu Trang, 2024) and manage 
stressful work environments by conserving their time and 
energy for non-work activities, such as family, leisure, or 
personal passions. However, there is no evidence to con-
firm whether this approach is truly effective or enhances 
employees'happiness and well-being. Thus, there is a lack 
of evidence on the broader consequences of QQ and the 
possible positive side of QQ in individual terms.

To the best of our knowledge, no studies have exam-
ined the outcomes of QQ at the organizational level. How-
ever, QQ may have several implications beyond individual 
employee performance, potentially affecting overall organi-
zational productivity (Scheyett, 2022). Thus, although QQ 
may serve as a coping strategy for employees, it could entail 
several negative consequences for organizations.

What are quite quitting main antecedents and 
consequences?

Antecedents of QQ

Our findings indicated a broad range of factors serving as 
antecedents of QQ. Some demographic factors appear to 
play a role in developing QQ behaviors (e.g., gender and 
marital status), although the results across different studies 
are mixed. For instance, women were more likely to engage 
in QQ compared to men (Galanis et al., 2024a, 2024b, 2024c, 
2024 d, 2024e, 2024f), suggesting that gender dynamics 
may influence how employees express dissatisfaction or dis-
engagement. However, other studies did not find significant 
differences based on gender (Bansal & Garg, 2024; Kulkol-
karn & Chimpalee, 2023) Contrary to widespread claims in 
popular media that QQ is more prevalent among younger 
workers (Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 
2024f), age was not found to be significantly correlated with 
this phenomenon. In terms of occupational health factors, 
some studies showed that wellbeing was negatively related 
to QQ intentions (Lu et al., 2023; Xueyun et al., 2023; 
Galanis et al., 2024a, 2024b, 2024c, 2024 d, 2024e, 2024f). 
Burnout serves as a key antecedent of QQ, with numerous 
studies consistently demonstrating a positive relationship 
between burnout and QQ behaviors. More specifically, high 
job demands often lead to exhaustion, prompting employees 
to adopt QQ as a coping strategy (Kulkolkarn & Chimpalee, 
2023; Lu et al., 2023; Srivastava et al., 2024; Thu Trang & 
Thi Thu Trang, 2024). This finding is particularly notewor-
thy, as it suggests that workers may adopt QQ behaviors as 
a coping mechanism (Tapper, 2022) when they feel over-
whelmed or emotionally exhausted. Rather than employing 
proactive strategies to manage stress, employees experienc-
ing burnout may manifest QQ behaviors by reducing their 
efforts and engagement. In this context, QQ can be viewed 
as a form of self-protection aimed at preserving remaining 
emotional and physical energy (Halbesleben et al., 2014). 
By psychologically withdrawing and scaling back on non-
essential tasks, employees attempt to conserve their remain-
ing resources to avoid further loss. Moreover, QQ may also 
serve as a strategy for employees to establish boundaries 
when faced with conflicts between work and personal or lei-
sure time (Prentice et al., 2024). This integration of theories 
highlights that QQ behaviors are not merely acts of disen-
gagement but rather adaptive responses to a demanding and/
or unrewarding work environment. However, different types 
of personal resources, such as moral resilience, personal and 
relational integrity, moral efficacy, emotional intelligence, 
and positive coping strategies, appear to be negatively 
related to the dimensions of QQ (Galanis et al., 2024a, 
2024b, 2024c, 2024 d, 2024e, 2024f; Galanis et al., 2024 d; 
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scoping review underscores the need for future studies to 
deepen the understanding of QQ’s distinct characteristics 
and implications, ensuring it is not merely classified as “an 
old trend in new clothing” but as a specific phenomenon 
with both challenges and potential benefits. Further quali-
tative research, such as interviews or focus groups with 
employees from different sectors and cultural backgrounds, 
could shed light on the subjective experiences of QQ and 
how it may manifest differently across contexts. Addition-
ally, future studies could explore interventions designed to 
mitigate the negative aspects of QQ, while capitalizing on its 
potential benefits, such as encouraging a healthier work-life 
balance. Exploring how organizations can develop strate-
gies to engage employees more effectively, without foster-
ing burnout or disengagement, could be a fruitful avenue for 
future research.

Practical implications

From a practical perspective, organizations should view QQ 
not only as a potential reduction in employee engagement 
but also as an adaptive response to unmet needs or exces-
sive job demands. While it can signal organizational issues 
that require attention, it might also reflect employees'efforts 
to balance their work-life dynamics or manage stress, thus 
offering an opportunity for organizations to reassess their 
expectations and work environment. Instead of merely see-
ing QQ as something to be'fixed,'organizations can approach 
it as a signal to foster better alignment between employee 
well-being and organizational demands.

By recognizing and responding to employees’ needs, 
organizations can improve retention, ensure the sustain-
ability of their operations, and create a more supportive 
work environment. This approach can help reduce QQ and 
turnover costs, enhance productivity, boost job satisfaction, 
attract talent, and foster a culture of engagement.

At the same time, it is important to recognize that while 
QQ might be seen as a coping strategy for employees, help-
ing them manage stressors such as excessive workloads or 
poor work-family balance, its impact on organizational out-
comes is more ambiguous. Although evidence on whether 
QQ is adaptive or maladaptive remains limited, it is plau-
sible that a reduction in employee engagement could lead to 
negative consequences for the organization in the long run. 
Therefore, addressing the antecedents of QQ—such as high 
levels of stress or role overload—remains crucial. In this 
regard, organizations should focus on enhancing resource 
provision, recognizing employee contributions, and 
addressing excessive job demands to prevent the resource 
depletion that leads to disengagement. By fostering both 
social and developmental needs, organizations can ensure 
employees feel connected, motivated, and supported in their 

In addition to understanding the nomological network of 
QQ, it is crucial to take a look at the behaviors exhibited 
by employees who engage in this phenomenon. Nimmi and 
colleagues (2024) identified two primary types of behaviors 
displayed by quiet quitters: overt (e.g., refusing extra tasks) 
and covert (e.g., internal rumination) behaviors. These find-
ings add a valuable insight to our understanding of QQ, 
complementing other studies that primarily focus on organi-
zational or individual determinants.

Overall, while QQ presents itself as a coping strategy for 
employees navigating challenging work environments, it 
also poses significant implications for organizational per-
formance and employee engagement, necessitating a deeper 
understanding.

Limitations and future research agenda

Although this scoping review had the merit of delving into 
the topic of QQ and analyzing its main antecedents and 
outcomes, it has some limitations. From a methodological 
standpoint, one of the main limitations of this review is the 
exclusion of various types of contributions related to the 
topic. Specifically, the decision was made to include only 
peer-reviewed articles to ensure the high quality of evidence 
and reported findings. However, this criterion may have 
excluded potentially valuable insight from grey literature 
(e.g., industry reports, doctoral dissertations, or conference 
papers).

Most of the studies included are cross-sectional, limit-
ing the possibility of establishing clear causal relationships 
between risk and protective factors affecting QQ and its 
consequences. To overcome this limitation, future research 
should employ longitudinal designs that allow for the exam-
ination of how QQ evolves over time, and how it interacts 
with factors such as job satisfaction and organizational sup-
port. Additionally, experimental studies could help establish 
causality by manipulating key variables to observe their 
direct impact on QQ behaviors. Additionally, there are few 
comparative studies across different generations presenting 
mixed results, making it difficult to determine whether this 
phenomenon is more prevalent among younger employees. 
Future research should explore this issue by identifying 
specific risks and protective factors that may affect the phe-
nomenon differently across generations. This could include 
examining generational differences in attitudes towards 
work-life balance, job commitment, and technological use, 
which may shape the way employees engage in QQ.

Finally, while this study is the first to highlight the dual 
nature of QQ and examine its unique features and possible 
overlaps with other phenomena, the limited available litera-
ture has prevented a definitive conclusion. Therefore, this 

1 3



Current Psychology

Authors contributions  Chiara Bernuzzi: Conceptualization; Data col-
lection; Methodology; Formal analysis; Writing– original draft prepa-
ration; Visualization; Writing– review and editing, Supervision.
Giulia Paganin: Conceptualization; Methodology; Writing– original 
draft preparation.
Sara Petrilli: Conceptualization; Methodology; Writing– original draft 
preparation.
Simona Margheritti: Conceptualization; Data collection; Methodolo-
gy; Writing– original draft preparation; Visualization; Writing– review 
and editing, Supervision, Project administration.

Funding  Open access funding provided by Università degli Studi di 
Milano - Bicocca within the CRUI-CARE Agreement.
The project did not receive external funding.

Data availability  The data are available from the corresponding author.

Declarations

Ethical approval  The manuscript adheres to ethical guidelines speci-
fied in the APA Code of Conduct. The research did not require ap-
proval by the Ethics Committee being a secondary data analysis of 
publicly available material.

Consent form  Not applicable. The research did not require consent 
form being a secondary data analysis of publicly available material.

Conflicts of interest  The authors declare no conflicts of interest.

Open Access   This article is licensed under a Creative Commons 
Attribution 4.0 International License, which permits use, sharing, 
adaptation, distribution and reproduction in any medium or format, 
as long as you give appropriate credit to the original author(s) and the 
source, provide a link to the Creative Commons licence, and indicate 
if changes were made. The images or other third party material in this 
article are included in the article’s Creative Commons licence, unless 
indicated otherwise in a credit line to the material. If material is not 
included in the article’s Creative Commons licence and your intended 
use is not permitted by statutory regulation or exceeds the permitted 
use, you will need to obtain permission directly from the copyright 
holder. To view a copy of this licence, visit ​h​t​t​p​​:​/​/​​c​r​e​a​​t​i​​v​e​c​​o​m​m​o​​n​s​.​​o​
r​g​​/​l​i​c​e​n​s​e​s​/​b​y​/​4​.​0​/.

References

Ahmad, A. (2018). The relationship among job characteristics organi-
zational commitment and employee turnover intentions. Journal 
of Work-Applied Management, 10(1), 74–92. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​1​​
1​0​8​​/​J​W​​A​M​-​0​9​-​2​0​1​7​-​0​0​2​7

Alderfer, C. P. (1969). An empirical test of a new theory of human 
needs. Organizational Behavior and Human Performance,4(2), 
142–175. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​1​​0​1​6​​/​0​0​​3​0​-​5​0​7​3​(​6​9​)​9​0​0​0​4​-​X

Anand, A., Doll, J., & Ray, P. (2024a). Drowning in silence: A scale 
development and validation of quiet quitting and quiet firing. 
International Journal of Organizational Analysis,32(4), 721–743. ​
h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​1​​1​0​8​​/​I​J​​O​A​-​0​1​-​2​0​2​3​-​3​6​0​0

Anand, A., Sinitsyna, E., Takács, S., & Kazakov, S. (2024b). Convers-
ing in the shadow of echoes– a scale development and valida-
tion of the dark side of organizational internal communication. 
European Business Review. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​1​​1​0​8​​/​E​B​​R​-​0​1​-​2​0​2​
4​-​0​0​2​7

growth within their roles. Moreover, by revisiting workload 
distributions, improving workflow processes, and offering 
support for employees'personal lives (e.g., childcare solu-
tions and flexible time for leisure), organizations can reduce 
the stressors that contribute to QQ, while also enhancing 
job satisfaction and overall productivity. Such actions could 
not only diminish QQ but also help reduce turnover costs, 
enhance productivity, boost job satisfaction, attract talent, 
and foster a culture of engagement. By focusing on these 
aspects, companies can build a robust foundation for long-
term success and resilience.

Conclusion

The phenomenon of QQ has garnered growing and recent 
interest, particularly between 2022 and 2024, a post-pan-
demic period marked by significant changes in the labor 
market and the emergence of new trends such as the Great 
Resignation. This scoping review stands out as the first to 
systematically explore QQ, identifying its key antecedents 
and outcomes. This study provides important theoretical 
and practical contributions. Theoretically, an analysis of 
the various definitions used in existing literature allows 
the identification of common factors that characterize the 
phenomenon of QQ. Moreover, this review clarifies the dis-
tinction between QQ and related constructs such as burn-
out and work engagement, offering a deeper understanding 
of the unique nature of QQ. Furthermore, by applying a 
nomological network approach, this scoping review high-
lighted the antecedents and outcomes of QQ. In doing so, 
our review highlights that QQ should not be viewed solely 
as a problematic behavior to be'fixed,'but also as an adaptive 
coping strategy that workers use to manage stressful work 
environments.

Practically, the review offers valuable insights for orga-
nizations aiming to mitigate QQ or foster workers’ well-
being. By addressing the antecedents of QQ, such as high 
job demands and insufficient resources, organizations can 
develop strategies not only to reduce the costs associated 
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Finally, the results of this review underscore the need for 
further longitudinal studies to examine the causal dynam-
ics between QQ and its outcomes, as well as research that 
investigates the phenomenon across different generations 
of workers. Only with a broader empirical base will it be 
possible to fully understand the impact of QQ at both the 
individual and organizational levels.
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